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PREAMBLE

This Agreement, entered into by the City of Norman, Oklahoma, hereinafter referred to as the City
and Lodge No. 122, Fraternal Order of Police, Bratcher/Miner Memorial Lodge, hereinafter referred
to as the FOP, has as its purpose the promotion of harmonious relationships between the City and the
FOP, the establishment of an equitable and peaceful procedure for the resolution of differences, the
insurance of the well-being of said employees and the efficient and economical operation of the
department in which they are employed; and the establishment of rates of pay, hours worked, and
other conditions of employment. This Agreement has been reached through the process of collective
bargaining with the objective of serving the aforementioned purposes and with the further objective
of fostering effective cooperation between the City and its employees. Therefore, this Agreement
and the procedures which it establishes for the resolution of differences is intended to be in all
respects in the public interest.

It is mutually agreed: The City's obligation to provide efficient responsive service to the citizens of
the City of Norman and fulfill its obligation to deal equitably with its employees should not be
obstructed by disputes between it and its employees.

ARTICLE 1

RECOGNITION

Section I. The City of Norman recognizes the Fraternal Order of Police, Lodge No. 122, as the
sole and exclusive bargaining agent of the employees covered by this Agreement for the purpose of
negotiating wages, hours, and other conditions of employment.

Section 2. The FOP recognizes the City Manager or his designated representative or
representatives as the sole representative of the City of Norman for the purpose of collective
bargaining. The FOP agrees to bargain in good faith with the City Manager or his designees on all
matters relating to wages, hours, and other conditions of employment. The City Manager agrees to
bargain in good faith with the FOP on all matters relating to wages, hours, and other conditions of
employment. Both the City and FOP agree to abide by the standard of absolute good faith during
collective bargaining.

Section 3. The term "employee" as used herein shall be all commissioned officers of the City of
Norman Police Department but does not include, for the purposes of exclusive recognition, the
Police Chief and an Administrative Assistant to be designated by the Police Chief. Further, the term
Sergeant utilized in this Agreement shall mean a Master Police Officer with at least 10 years of
continuous service as a Norman Police Officer.

Section 4. Probation:

a. Employees on initial employment probation, which shall normally be a period of
12 months from date of hire, shall be covered by this Agreement, except they shall
have no grievance rights. Former employees of the Norman Police Department
who are rehired shall normally serve an initial employment probation of six
months from date of hire and shall also be covered by this Agreement, except they



shall have no grievance rights. Initial employment probation may be extended at
the discretion of the Police Chief, however, the total time on initial probation shall
not exceed 15 months for new employees or 9 months for former employees. The
employee shall be notified in writing specifying such an extension of initial
employment probation.

b. Employees on probation as the result of promotion, which shall be a period of 12
months from the date of promotion, shall be covered by this Agreement, including
grievance rights, provided, however, they shall have no grievance rights in the
event they are demoted to the classification from which they were promoted,
unless such demotion is for disciplinary reasons.

c. Employees on disciplinary probation shall be covered by the Agreement, including
grievance rights.

ARTICLE 2

MANAGEMENT RIGHTS

Section I. The FOP recognizes that the City has the exclusive right to operate and manage its
affairs and direct its work force in all respects in accordance with its responsibilities, and the power
or authority which the City has not officially abridged, delegated, or modified by this Agreement, is
retained by the City.

Section 2. Nothing herein contained shall be construed or interpreted so as to infringe upon or
remove the prerogatives of the City of Norman to operate and manage its affairs in all respects in
accordance with its responsibilities and powers or authority, nor shall the right to collective
bargaining extend to such matters.

Section 3. The employer retains the following rights, in accordance with the Code of
Ordinances and Charter of the City of Norman, the Constitution, the laws of the State of Oklahoma
and all regulations promulgated thereunder:

a. The right to hire, direct, transfer, promote, and take disciplinary action against
employees, subject to the provisions of this Agreement.

b. The right to relieve employees from duties because of lack of work or for other
legitimate reasons, subject to the provisions of this Agreement.

c.  Theright to maintain the efficiency of government operations entrusted to them.

d. The right to determine the methods, means, and personnel, by which such
operations are to be conducted.

e. The right to take whatever action may be necessary to carry out the mission of the
City in situations of emergency.



f.  The right to determine Police Department policy, including the right to manage the
affairs of the Police Department in all respects.

g. The right to assign working hours, including overtime.

h. The right to determine the table of organization of the Police Department,
including the right to organize and reorganize the Police Department and the
determination of the job classifications and ranks based upon duties assigned.

I.  The right to determine the safety, health and property protection measures for the
Police Department.

j. The right to allocate and assign work to Police Officers within the Police
Department.

k. The right to determine and implement the policy affecting the training of
employees.

I.  The right to schedule operations.

m. The right to introduce new, improved, or different methods and techniques of
operation of the Police Department or change existing methods and techniques.

n.  The right to determine the amount of supervision necessary.
0.  Theright to control the departmental budget.
p.  The right to determine the number of employees in each rank.

g. The right to transfer work from one position to another within the classified
service of the Police Department.

Section 4. The employer may implement furloughs and/or merit freezes as an
alternative to reduction of force measures as outlined in Article 9 of this contract, after
agreement by both parties at any time of financial crisis, subject to the provisions of this
Agreement.

Section 5. The FOP #122 agrees that the City of Norman has the existing Management
Rights as stated in the FYE99 Contract. The FOP #122 further agrees with the City of
Norman that the rights are a clarification of existing rights that were listed in the FYE98
Contract. The City of Norman agrees with applicable state law on issues required to be
negotiated as long as it does not conflict with the existing contract.



ARTICLE 3

STRIKES AND LOCKOUTS

Section I. Continuous and uninterrupted service by the City and its employees to the citizens,
and orderly collective bargaining relations between the City and its employees being an essential
consideration of this Agreement, the City agrees that no lockout of employees shall be instituted.
The FOP agrees that neither it nor any of its members shall either cause or counsel any person to
hinder, delay, limit, or suspend the continuity or efficiency of the employer's function, operation or
service for any reason, nor shall it in any manner coerce, intimidate, instigate, induce, sanction,
suggest, conspire with, promote, support, sponsor, engage in, condone, or encourage any person to
participate in any strike, slowdown, mass resignation, mass absenteeism, or any type of concentrated
work stoppage or speedup.

Section 2. Violation of this provision shall be grounds for disciplinary action, including
discharge for any or all such employees involved.

Section 3. Furthermore, the FOP and the City hereby recognize and adopt as a part of this
Agreement all sections of Ordinance No. 0-7576-1 adopted by the City Council of Norman on the
19th day of August, 1975, to include the right of the City Manager to report any findings of a hearing
examiner concerning the possible violation of Section 10-207 (b)(4) of Ordinance No. 0-7576-1 and
furthermore, the City Manager may recommend that the labor organization's exclusive recognition be
revoked, any existing agreements be voided, and that the labor organization not qualify as a labor
organization under this Chapter for a period of 12 months. No one participating in a strike,
slowdown, mass resignation, mass absenteeism, or any type of concentrated work stoppage or
speedup shall be allowed to acquire any benefits gained by Collective Bargaining. The status of
participants in a strike shall never be a matter of Collective Bargaining.

Section 4. Upon notification confirmed in writing by the City that strike, mass absenteeism,
slowdown, mass resignation, or any type of concerted work stoppage or speedup is in progress, the
FOP shall notify employees to return to work and shall take all responsible, affirmative, and
necessary actions to secure the employee's return to work as promptly as possible. This notification
and action by the FOP shall not constitute an admission by the FOP that either it or any employees
have engaged in any unlawful activity.

ARTICLE 4

NONDISCRIMINATION

Section I. No employee or individual being considered for employment shall be favored or
subjected to discrimination by management or by the FOP because of disability, race, religion, creed,
color, sex, national origin, ancestry, age, place of birth, sex, sexual orientation, gender identity or
expression, familial status, marital status, including marriage to a person of the same sex, genetic
information, relationship to any person or persons, or political or Union activities, other than those
prohibited by this Agreement.



Section 2. Management and the FOP agree not to interfere with the right of employees to
become or not to become members of the FOP, and will urge the employees that there be no
discrimination or coercion against any employee because of FOP membership or non-membership.

Section 3. All references to employees in this Agreement designates all genders and gender
identity or expression and whenever the male gender is used, it shall be construed to include all
employees regardless of gender identity.

ARTICLES

EQUAL EMPLOYMENT OPPORTUNITY

Section I. The City and the FOP recognize the right of all persons to have equal employment
opportunities as a necessary component of merit principles, which is a phase of affirmative action.

Section 2. The equal opportunity employment commitment will be supported by positive and
aggressive practical practices and procedures, which will insure nondiscrimination and equal
employment opportunity without regard to race, color, religion, creed, ancestry, national origin, age,
place of birth, sex, sexual orientation, gender identity or expression, familial status, marital status,
including marriage to a person of the same sex, disability, relationship to any person or persons, or
genetic information.

Section 3. The general objectives of the City and the FOP in equal employment opportunity
practice will be:

1. To engage in continuous planning and monitoring of the effects of practices in
order to eliminate and prevent the occurrence of arbitrary, discriminatory practices
and policies related to employment, membership, and promotion; and

2. To take positive steps to solicit applicants for employment and membership from
minority groups and women's organizations.

ARTICLE 6

DISCIPLINE OR DISCHARGE

Section I. The City reserves the right to discipline or discharge any employee for just cause
subject to the provisions of this Agreement. Discipline and discharge shall be the right and
responsibility of management and may include, but not be limited to, the following actions: Written
reprimand, suspension, probation, demotion, and discharge.

Section 2. By way of illustration, but not by way of limitation, just cause includes any act or
omission which interferes with the orderly and efficient administration of the City, and off-duty
behavior which adversely affects the City as a public employer.

Section 3. The right of the employer to establish rules and regulations regarding working
practices and personal conduct of employees while on duty is recognized.



Section 4. Allegations of policy violations or Officer misconduct will be investigated by the
department in accordance with the policies determined by the Chief as outlined in the Norman Police
Department Operations Manual and the provisions of this Agreement. The Agreement will control
in cases of a specific conflict.

a. The Chief will be responsible for maintaining guidelines for such internal investigations.
The Chief may assign the matter for investigations to a supervisor depending upon the
severity of the allegation.

b. Minor policy violations may be investigated by a supervisor with the results provided in
writing to the supervisor’s Major. The matter could be forwarded to the Chief for
investigation pursuant to Section (a) upon the recommendation of the Major.

c. The Chief may assign any matter for investigation when it comes to his attention.

Section 5. Interviews of officers in connection with a complaint investigation shall be
conducted in compliance with the following conditions:

a. As soon as reasonably possible, but within no more than two (2) business days of an officer
being placed on administrative assignment, the officer shall be informed as to whether the
allegation(s) against the officer is criminal and/or administrative and the general nature of the
allegation(s) unless the notification would interfere with or jeopardize the integrity of the
investigation as determined by the Chief. Prior to any interview or special examination, the
employee under investigation will receive confidential written notification of the complaint.
This notification will include a copy of the original complaint or a summary adequately
listing the relevant facts and a reference to the employee’s rights and responsibilities during
the investigation. The employee will be allowed ten (10) working days following the receipt
of such notification to review the aforementioned rights and responsibilities and to secure a
personal representative, if desired, prior to any interviews. This time period of ten (10)
working days prior to interviews being conducted may be extended based on extenuating
circumstances acceptable to and by mutual written agreement of the parties. The parties
further agree management shall not refuse an extension request of the FOP for reasons that
are arbitrary, capricious or discriminatory.

b. After a preliminary investigation of the complaint, if the Chief or his designee determine that
the allegations are not sufficient to merit further investigation, they may waive any interview
of the affected officer.

c. Prior to an interview or special examination, the officer shall be informed whether the
investigation or inquiry is criminal or administrative in nature. An officer may decline to
answer questions in a criminal investigation but must participate in an administrative
interview if required by supervisor.

d. The officer under investigation shall be informed of the rank, name, and command of the
officer in charge of the investigation, the interviewing officer and all persons present during
the interrogation or interview. All questions directed to the officer during the interview shall
be asked by and through one and only one person at a time. All parties in an investigatory
interview or interrogation shall be permitted to record the proceedings.



e. In accordance with the “Garrity Rule”, if the activities, circumstances, or events which
pertain to the alleged conduct of acts(s) under investigation could reasonably be expected to
subject the officer to criminal charges, the officer shall not be compelled to answer any
questions or submit to any special examinations prior to the administration of the Garrity
Admonition. Exercising the protections provided under Garrity shall not subject the officer
to disciplinary action.

f.  All interviewing shall be limited in scope to the activities, circumstances, or events which
pertain to the alleged conduct, act(s), or omission(s) which form the basis for or come to
light during the investigation.

g. Interviewing sessions shall be for reasonable periods and shall be timed to allow for such
personal necessities and rest periods as are reasonably necessary.

h.  When investigation results in discipline against the Officer, the Officer, upon written request,
may review the reports, transcripts, or other recordings of the proceedings upon which the
discipline is based, and shall be given electronic or hard copies of the same.

Section 6. Once per quarter the Office of the Chief shall provide to the FOP a report that
includes a listing of allegations of policy violations or officer misconduct alleged against a FOP
Bargaining Unit member that resulted in investigations in the prior quarter. The report shall
include the complaint number, type of complaint, disposition of the complaint, and discipline
imposed, if any. The report shall not reveal the name of the officer that was the subject of the
investigation. Upon request, the FOP President shall be provided or sent copies at the time they
are issued, of all disciplinary actions, including written reprimands, suspensions, demotions, or
terminations given to any sworn officer of the Police Department within the prior six (6) months.
The Chief will attempt to maintain the confidentiality of Officer’s names and case information
when initial disciplinary reviews are ongoing within the department. However, the Officers shall
have the right to personally inform and involve the FOP at their own discretion at any time when
they are aware of any such processes.

Section 7. City employees related by marriage or in the immediate family (including spouse,
children, father, mother, brothers, sisters, grandparents, and grandchildren), shall not be assigned by
the Chief to the same Norman Police Department Division or act in a superior/subordinate
relationship, unless urgent and necessary. When two (2) City employees marry and they both are
employed in the same division, one employee shall be transferred. City employees affected by this
section shall notify their immediate Supervisors, within ten (10) days of marriage.

ARTICLE Y

PERFORMANCE EVALUATION

Section I. Employees will be evaluated on forms approved by the Police Chief, once annually,
forty-five (45) days prior to the merit date. This evaluation will be followed by a conference
between the employee, his Supervisor, and the Department Head or his designee. During this
evaluation period, employees will be counseled quarterly. Employees on initial employment
probation will be evaluated monthly. A transfer from probationary to permanent status will depend



on the evaluations of performance during the probationary period. Probationary employees may be
terminated at any of the rating dates if performance is not satisfactory.

Section 2. Only those employees receiving both an overall and a senior review Officer rating
of at least “meets expectations” may be granted merit increases. The following rating scale shall be
used on evaluation forms:

Needs Improvement
Meets Expectations
Exceeds Expectations

Section 3. No additions, deletions or changes shall be made on said evaluations without the
knowledge of the employee being evaluated.

ARTICLE 8

OUTSIDE EMPLOYMENT

No employee shall have outside employment that is in conflict with his City employment. The
Chief of Police, at his discretion, may require employees in his department to obtain approval from
him before accepting outside, police related employment. If employment is not police related, the
employee shall give sufficient notice and information about said employment to the Chief so that any
conflict can be determined.

No outside employment will be permitted if it is anticipated that such outside employment
would:

(1) Not be compatible with the employee’s adherence to the police officer’s code of ethics.
(2) Take preference over extra duty required by City employment.
(3) Present a legal or ethical conflict of interest with the police profession.

ARTICLE 9

REDUCTION IN FORCE

Should the City find it necessary to effect a reduction in its police force, seniority shall be the
controlling factor as to layoffs except when differences in skill levels or abilities of officers cause the
City to be adversely affected. In case of such exception, the City shall not be bound by a strict
seniority rule. Each employee involved shall be given two (2) weeks’ notice of layoff whenever
possible.

ARTICLE 10
GRIEVANCE PROCEDURE

Sectionl. The FOP, or any employee may file a written grievance within fifteen (15) business
days (excluding Saturdays, Sundays, and holidays) of said occurrence, as hereinafter defined, and
shall be afforded the full protection of this Agreement. No grievance will be considered timely filed



under the terms of this procedure unless a written grievance with sufficient facts pertaining to the
alleged contract violation(s) to reasonably inform the City of the basic issue(s) is provided by the
FOP or the Grievant, as the case may be, to the Police Chief or designee and an FOP Executive
Officer.

Section 2. Any dispute between the employer and the FOP or any employee concerning the
interpretation or application of this Agreement, or the actions of the parties under the Agreement, or
dismissal, demotion, or other discipline of an employee, shall be handled in the following manner:

Step 1. If an employee or the FOP intends to file a grievance on any matter, the
grievance shall be submitted in writing to the Chief of Police or
designee for adjustment. The Chief or his designee, shall have a right to
meet with the grievant at this step, at which time the employee or FOP
shall have the right to a representative of the grievant’s choice.

Step2.  The Chief of Police or designee shall submit his answer, in writing, to
the employee involved and the FOP President within ten (10) business
days (excluding Saturdays, Sundays and holidays) after receipt of the
grievant’s written grievance.

Step 3. If the grievance has not been settled in Step 2, after receipt of the
Chief’s response, the grievant or the FOP may submit the grievance in
writing to the City Manager or designee within ten (10) business days.
The City Manager or his designee shall have a right to meet with the
grievant at this step, at which time the employee or the FOP shall have
the right to a representative of the grievant’s choice.

Step4.  The City Manager or designee shall submit his written answer to the
Chief of Police and the grievant within ten (10) business days. If the
City Manager and the grievant have not settled the grievance within
that time, the FOP may notify the City Attorney’s Office in writing of
the FOP’s intent to arbitrate the grievance within twenty (20) calendar
days from the City Manager’s response.

(@  Within ten (10) business days from the date of the notification
for arbitration, the grievant and the employer shall attempt to
agree upon a neutral arbitrator. If the parties are unable to agree
upon the selection of a neutral arbitrator, the moving party shall
request, within the same ten (10) business days the Federal
Mediation and Conciliation Service (FMCS) to provide a list of
seven (7) qualified arbitrators. Within five (5) business days after
receipt of the list of arbitrators from the FMCS , the parties shall
alternately strike the name of one (I) arbitrator from the list of
seven (7) until one (I) name remains, with the moving party
making the first strike from said list. The neutral arbitrator,
whether selected as a result of an agreement between the parties
or selected from the list provided by the FMCS, shall conduct a
hearing regarding the issue submitted by the grievance.



(b) The Neutral Arbitrator shall call a hearing to be held as soon as
reasonably possible after the date of the appointment. The
hearing shall be informal and the rules of evidence prevailing in
judicial proceedings shall not be binding. The Arbitrator shall
have the authority to subpoena the production of documents and
records and the attendance of witnesses to the hearing. Any and
all evidence and other data deemed relevant by the Arbitrator
may be received in evidence. The Arbitrator shall have the power
to administer oaths and receive evidence relative or pertinent to
the issues presented to them for determination.

() A hearing conducted by the Arbitrator shall be concluded as
soon as reasonably possible and normally within twenty (20)
days from the time of commencement. Within the time allowed
in FMCS rules after the conclusion of the hearing, the Arbitrator
shall issue a written Award resolving the issues presented. The
Arbitrator shall have no authority to modify, add to, subtract
from or otherwise alter the provisions of this Agreement. The
time periods in this article may be extended by mutual written
agreement of the parties or as ordered by the Arbitrator to
accommodate transcripts, post hearing briefs, or other additional
time periods necessary to achieve a complete and thorough
review of the evidence prior to rendering a decision. A copy of
said Award shall be mailed or otherwise delivered to the grievant
and the employer.

(d)  Pursuant to the FPAA the Award of the Arbitrator shall be final
and binding on the parties to this Agreement.

(e) The parties shall share equally the cost of the arbitrator’s fees
and expenses. If a transcript of the proceedings is requested,
then the party so requesting shall pay for it or the parties may
agree to both receive a transcript and share the costs.

Section 3. Post-Arbitration Procedures.

a. Issuance of Award. In no event shall the date of submission of briefs exceed 60 days from
the day of the close of the hearing except in cases where all parties are in agreement. In the event
briefs are not considered timely by the arbitrator, the arbitrator may render his rulings based upon the
facts, evidence, and arguments then before him. If the arbitrator’s jurisdiction is forfeited for any
reason, the parties shall request another FMCS list and select another arbitrator to hear the grievance
pursuant to the provisions of this Article. The arbitrator shall not accept the case except upon
agreement to the instant limitations and grant of powers contained in this grievance arbitration
clause.

b. Should either the City or the FOP desire to file suit to vacate the award of the arbitrator to a
court of competent jurisdiction, they shall do so within twenty (20) business days of receipt of the
award of the arbitrator. Failure to file suit within this time period shall be deemed a waiver of the
right to sue by both parties, unless an extension of the filing period is granted by written request of
the City and the FOP.
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Section 4. The FOP President, or his authorized representative, may report an impending
grievance to the Chief of Police or designee in an effort to forestall its occurrence. This effort to
resolve the matter prior to a grievance being filed shall not result in a timeframe waiver (unless
mutually agreed upon in writing by the parties) as concerns the initial filing requirement.

ARTICLE 11

MATTERS APPROPRIATE FOR CONSULTATION

Section I. Matters appropriate for consultation between the parties include wages, hours, job
descriptions, bulletin board postings, working conditions under the terms and conditions of this
Labor Agreement, and areas of mutual concern. For the purpose of this Agreement, consultation is
defined as mutual discussion of matters appropriate for consultation which are within the discretion
of the department and/or the City. It is understood the FOP may also request consultation on subject
matters they wish to raise. Consultation is an effort to reach mutual understandings, receive
clarification and/or information affecting employees in the Bargaining Unit. Neither party shall have
any rights modified due to such consultation discussions.

Section 2. Work rules, regulations, policies and procedures of the department in effect on the
effective date of this Agreement or issued after the effective date of this Agreement shall remain in
full force and effect on employees in the bargaining unit, if not in conflict with any article or section
of this Agreement.

Section 3. A written rule, regulation, policy, or procedure in conflict with this Labor
Agreement shall be resolved by modification of the effect on bargaining unit employees of such rule,
regulation, policy or procedure to be compatible with this Agreement through consultation between
the parties.

Section 4. Consultation meetings between FOP representatives and Management shall be
arranged by the Human Resources Director or his designated representative upon the request of
either party. Consultation meetings may be called by the City consistent with confidentiality, or
other legal restrictions, to advise the FOP of any anticipated major changes affecting the working
conditions of bargaining unit employees. Arrangements for any consultation meeting shall be made
five (5) calendar days in advance, whenever possible, and an agenda of matters to be taken up at the
meeting shall be presented in writing at the time a consultation meeting is requested. Matters taken
up in consultation meetings shall be those included in the agenda and FOP representatives shall be
limited to no more than four (4) people at any one meeting.

Section 5. When contact is required by the FOP President with Management on matters within
the scope of this Article, the point of contact is the Human Resources Director or his designee.
Where contact is required by Management with the FOP, the point of contact is the local FOP
President, or his designee.

Section 6. If the FOP requests consultation, it shall bear the cost of expenses and compensation

for their own representatives. If the City requests consultation, it shall bear the costs of expenses and
compensation for employee FOP representatives for time spent in consultation.
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ARTICLE 12
SENIORITY

Section I. Departmental seniority according to this Agreement shall consist of the continuous
accumulated paid service of the member of the bargaining unit as a commissioned police officer with
the City of Norman. Such seniority shall not be lost by absence due to illness, authorized leave of
absence, or layoff not to exceed twelve (12) months.

Section 2. City seniority according to this Agreement shall consist of continuous accumulated
paid service of the employee with the City of Norman. Such seniority shall not be lost by absence
due to illness, authorized leave of absence, or layoffs not to exceed twelve (12) months.

Section 3. Departmental seniority shall be a factor of consideration in reduction in force and
re-employment after layoff due to reduction in force, as described in Article 9. City seniority shall be
a factor in accumulation of vacation leave and maximum amount of vacation leave that may be
accrued. The extent to which such seniority shall be a factor shall be specified in the articles
covering vacation leave and reduction in force.

Section 4. Seniority shall be determined as between two or more employees in the following
manner:

a.  The employee with the highest classification shall have the most seniority.

b.  If two or more employees are in the same classification, the one with the greatest length of
service in that classification shall have the most seniority.

c. If two or more employees in the same classification have the same length of service in that
classification, then the one with the earliest date of initial employment with the Norman
Police Department shall have the most seniority.

d. If two or more employees in the same classification both have the same length of service
in that classification and the same date of initial employment with the Norman Police
Department, then seniority will be based on whoever’s last name come first in the
alphabetical order. The employee whose name comes first shall have the most seniority.

ARTICLE 13

HOURS OF WORK

Section I. The normal workday shall consist of:
a.  Ten continuous hours, and the normal work hours shall be eighty (80) hours in a fourteen

(14) day period. Nothing herein shall limit the Chief from establishing work shifts of ten
(10) hours per day, four (4) days per week.
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b. Twelve (12) continuous hours, and the normal work hours shall be eighty (80) hours in a
fourteen (14) day period. Nothing herein shall limit the Chief from establishing work
shifts of twelve (12) hours per day, three (3) days per week plus one (1) eight (8) hour shift
per pay period.

c. Nothing in this section will prohibit the Chief from establishing varying workdays,
including, eight (8) hour shifts, for majors, officers/supervisors assigned as administrative
staff (Professional Standards), officer/supervisors assigned to the new Community and
Staff Services Bureau to include academy personnel and cadets, officers scheduled for
training (except for FTO training), and officers/supervisors assigned to administrative
duties in the Support Bureau, as necessary to provide adequate service. These varying
workdays shall be continuous hours with a lunch period as specified in Article 16.

d. The Chief may unilaterally establish special temporary shifts in cases involving natural or
man-made disasters and adjust assignments within the department as he deems appropriate
and necessary. While on special temporary shifts, officers shall be paid overtime according
to Article 15 based on either eight or twelve hour shifts, whichever is their regular shift.

e. The parties agree the Appendix E Memorandum of Understanding (MOU) signed
December 18, 2014 shall no longer be valid.

Section 2. Appointing authorities may, at their discretion, establish special hours and tours of
duty for their department, for specified units, or for individual employees, as may be necessary to
provide adequate service. This Article shall not be interpreted as a guarantee of a minimum or
maximum number of hours per week or per year under conditions which, in the judgment of
management, are necessary for the operation of the department.

Section 3. For employees in Section 1c who are assigned to an eight (8) hour shift, eighty (80)
hours in a fourteen (14) day period, employees normally will be assigned to shifts for five (5)
consecutive days, with two (2) consecutive days off. For employees assigned to a ten (10) hour shift,
eighty (80) hours in a fourteen (14) day period, employees will normally be assigned to four (4)
consecutive days on and three (3) consecutive days off. For employees assigned to a twelve (12)
hour shift, eighty (80) hours in a fourteen (14) day period, employees will normally be assigned to
three (3) consecutive days on and four (4) consecutive days off during one week of the pay period
and four (4) consecutive days on (three 12 hour shifts and one 8 hour shift) and three (3) consecutive
days off during the other week of the pay period.

Section 4. No employee shall regularly be required to work two (2) consecutive 10 hour or 12
hour shifts without a lapse of at least nine (9) hours between shifts, unless such employee agrees to
work such a schedule or in case of an emergency situation.

Section 5. Should an employee be requested to change work shifts he shall be given forty-eight
(48) hours advance notice, unless emergency conditions warrant such a change, or unless such
employee agrees to waive the advance notice.

Section 6. An officer who volunteers as a member of a Selection Board or who is participating

in a promotion process as an applicant, or who volunteers for special skills training will be
compensated for this time as hours worked. To provide such compensation for these activities, the
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Chief, in his discretion, may allow straight time pay or may allow flex time for the officer during the
same pay period in the form of absence from his regularly assigned shift hours.

Section 7. When an officer assigned to Shift 3 attends mandatory departmental training, that
officer will be assigned to administrative leave on the night prior to the training. This would include
(but not limited to) training that is mandatory in-services training, SWAT training and HUD training.

ARTICLE 14
LINEUP PAY
Section |.

a. For those employees including headquarter Supervisors required to attend pre-shift
briefings (lineup) for the purpose of receiving shift assignments, inspection, and briefings, the
employer will pay the employee 15 minutes straight time. This payment will be made only if the
employee is in attendance at the briefing. The employee must be present for the full 15 minute
lineup period, otherwise the employee must forfeit the entire 15 minute allowance.

b.  Patrol Shift Supervisors who are required by the Chief of Police to prepare for pre-shift
briefings (lineup) for the purpose of making shift assignments and briefings shall be paid straight
time for such preparation not to exceed fifteen (15) minutes. This payment will be made only if the
supervisor actually spends this time to prepare for pre-shift briefings and the supervisor is in
attendance at the briefings.

Section 2. Lineup pay will not be paid for sick days, annual leave, or other approved or
non-approved absences. The employee must attend lineup to receive payment.

Section 3. Lineup pay is not considered part of the normal workday for purposes of computing
overtime.

Section 4. Holiday lineup pay shall be paid at the holiday bonus rate.

Section 5. The Police Chief may discontinue lineup pay if shift briefings are scheduled to occur
during officer’s regular work shift hours.

ARTICLE 15

OVERTIME AND CALL BACK

Section 1.

a. Overtime shall be paid or comp time accrued at a rate of time and one-half of the employee’s
regular rate for all time worked in excess of an employee’s shift or work period as follows:

(i) Eight (8) hour shift or eighty (80) hours in a fourteen (14) day period.
(if) Ten (10) hour shift or eighty (80) hours in a fourteen (14) day period.

(iii) Twelve (12) hour shift or eighty (80) hours in a fourteen (14) day period.
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b. Overtime shall not be compounded or paid on overtime. For all employees, time spent on
vacation, sick leave, or any other paid leave shall count as hours worked for computing
overtime pay.

Section 2. In all calculations of regular overtime, whether paid or compensatory time, time
worked prior to or immediately following an employee's regular shift (except pre-shift briefing time
used with eight (8) hour shifts) shall be rounded up to the nearest quarter hour where more than
seven and one-half (7 %2) minutes and rounded down to the nearest quarter hour where less than
seven and one-half (7 %2) minutes. The excess of any overtime worked which is less than seven and
one-half (7 %2) minutes shall be dropped and the excess of any overtime worked which is more than
seven and one-half (7%2) minutes shall be rounded up to the nearest quarter hour.

Section 3. Upon request by an employee's supervisor or other representatives of departmental
management, employees shall be required to work overtime assignments; however, upon
presentation of an excuse acceptable to management, such employee may be relieved from working
the overtime assignment.

Section 4. An employee who is called back to duty during normal off-duty hours, which is not
contiguous to his regular work shift, shall be compensated for a minimum call back of two (2) hours,
regardless of whether advance notice was given. Should more than two (2) hours be required, he
shall be compensated for the hours actually worked as provided for in Sections | and 5 of this Article.
With supervisor approval, an employee who is called on the telephone, while off-duty, to respond to
official departmental related matters shall be compensated for such time in no less than (15) fifteen
minute increments. Detectives and their Supervisors, who are placed on call shall receive two hours
of overtime, either in pay or compensatory time, for each week they are placed on call.

Section 5. Regular overtime shall be compensated in accordance with the following provisions:

a. The decision of whether overtime is required to complete tasks shall be at the
discretion of the appointing authority, subject to review by the City Manager.
Except in emergencies, authorization for an individual to earn overtime pay or
compensatory time off shall require explicit approval by the appointing
authority or his designee.

b.  Compensation for overtime work shall be in the form of cash unless a
Department Head or his duly authorized representative approves a request of
the employee to allow overtime work to be accrued in compensatory time.
Maximum accrual of compensatory time for which an employee may have at
any one time shall be one hundred sixty (160) hours. Subsequent overtime
shall be compensated by the payment in cash.

C. Overtime worked on a holiday shall only be compensated according to Article
19, Section 2a and 2c.

Section 6. Any request for accrued, compensatory time off shall be subject to the condition that

granting the same will not adversely affect the operation of the department. The Department Head or
his duly designated representative shall authorize all such compensatory time before it is taken.
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Section 7. Upon separation, an employee shall be paid for the unused portion of his accrued
compensatory time. Should an employee die, his estate shall be paid for the unused portion of his
accrued compensatory time.

ARTICLE 16

LUNCH AND REST PERIODS

Section 1.

a. Employees normally will be allowed to take a thirty (30) minute lunch period during each
work shift. The employer will make every effort to allow for the lunch period, depending,
of course, on the amount of activity occurring during the shift. Unusual and emergency
work situations may preclude the taking of lunch periods during the work shift.

b. Nothing in this section will prohibit the Chief from establishing varying workdays,
including eight (8) hour shifts, for Majors, officers/supervisors assigned as administrative
staff (Professional Standards), officers/supervisors assigned to the new Community and
Staff Services Bureau to include academy personnel and cadets, officers/supervisors
scheduled for training (except FTO training), and officers/supervisors assigned to
administrative duties in the Support Bureau, as necessary to provide adequate service.
Lunch time, if established, shall be deducted from the work shift in establishing total hours
worked if the work shift, including the lunch period, exceeds eight (8) hours. (The
positions contemplated that are subject to this subsection are as identified in the
organizational chart dated September 1, 2021 ( 2022 v.1.6)) in the NPD Operations Manual.
Should the Chief desire to reorganize or new positions are created that are not already
identified in the organizational chart, the Chief will meet in consultation with the FOP to
discuss applicability of this subsection.)

Section 2. Employees normally will be given a fifteen (I15) minute rest period during each
one-half work shift of each day. The Employer will make every effort to plan work so as to permit
such rest periods. Unusual and emergency work situations may preclude the taking of rest periods
during the work shift.

Section 3. Rest periods shall not be contiguous to the lunch period. Rest periods and lunch
periods may not be granted immediately after the beginning of the workday or immediately prior to
the close of the workday.

Section 4. The Department will be responsible for specific instructions for rest periods to all
personnel of that department following the general guidelines listed below:

a. Employees should not frequent one business location for breaks and should not
make one restaurant a permanent location for lunch or rest breaks.

b. No more than two (2) marked Police vehicles should be parked at any one
business location for lunch or rest periods. Supervisors may make exceptions for
training assignments in which lunch location may be considered advantageous to
the efficiency of the work assignment.
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ARTICLE 17

BULLETIN BOARDS

Section I. The City agrees to provide space for an FOP bulletin board which shall be used for
posting of FOP informational notices and materials. Such material shall not contain any matter
relating to municipal elections. The bulletin board shall be covered and have a locking device. Only
the FOP President, Vice President, Secretary and/or Treasurer shall have access and authority to post
any material which shall be initialed by the respective officer.

Section 2. The employer shall have the right to cause, upon request, removal of any notice or
material posted on said bulletin board. Upon request by the FOP President, and subsequent to the
removal of the material the employer shall provide the reasons therefore in writing.

Section 3. Only designated bulletin boards shall be used for posting any material on City
property.

ARTICLE 18

WORKPLACE SAFETY & TESTING

Section 1. The City and the FOP are committed to the goal of attaining as safe and healthful a
working environment for City employees as is both possible and practical. In this regard, the City
and the FOP agree to work together cooperatively in the promotion and achievement of this goal.
Additionally, the City and the FOP are dedicated to the satisfactory work performance of all City of
Norman employees. In this regard, the City of Norman and the FOP agree to work cooperatively in a
drug testing program to ensure a drug free workplace, and have agreed on the Substance Abuse
Policy that is attached as Appendix “C” to this agreement. The City and the FOP also agree that
drug and alcohol testing will be done in accordance with Oklahoma Statutes, Title 40, Ch. 15;
Standards for Workplace Drug and Alcohol Testing Act.

Section 2. The FOP recognizes the need to constantly monitor the safety needs of the workplace
and to continually develop the safety program. In this regard, it recognizes that the City Manager
may institute and formulate such safety councils, committees, procedures, rules and regulations as
deemed necessary or in the best interest of maintaining a safe working environment, subject to
consultation as provided for in Article 11 of this contract.

ARTICLE 19
HOLIDAYS

Section I. The following days shall be observed as holidays, and employees shall be granted
time off with a full shift’s pay unless required to work:

a. New Year's Day (January I)
b.  Martin Luther King, Jr. Day (third Monday in January)
c. President’s Day (Third Monday in February)
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Memorial Day (Last Monday in May)

Juneteenth (June 19)

Independence Day (July 4)

Labor Day (First Monday in September)

Veteran's Day (November 11)

Thanksgiving Day (Fourth Thursday in November)

Day Following Thanksgiving

December 24 (commonly known as Christmas Eve)
December 25 (commonly known as Christmas Day)
Employee's Birthday Anniversary

Section 2. The granting of holidays observed by the City, except an employee's birthday
anniversary, shall be subject to the following provisions:

a.

Employees who are required to work on a City holiday, because of the nature of
their work, shall be compensated by either compensatory time off and/or cash
payment. Such compensation for that day shall be two and one-half times an
employee's hourly rate for each hour worked. An employee on his regular day off
shall be compensated by either compensatory time and/or cash payment at the
employee's base hourly rate times the employee’s regular shift hours.

An employee required to work overtime on a City holiday, during normal off-duty
hours and not contiguous to his regular work shift, shall be compensated by
compensatory time off and/or cash payment. Such compensation for the holiday
period shall be equal to, but never greater than three times the employee's regular
hourly rate.

An employee must notify his supervisor of the total hours to be divided among
compensatory time, cash payment or a combination of both by the end of the
working shift.

A holiday falling during a period of paid leave, including vacations, shall not be
counted as a work day in computing the amount of leave expended. However,
when an employee is absent without approved leave on a holiday for which he is
scheduled to work, such time shall be charged to leave without pay, and he shall
not be eligible to receive an additional day off with pay at a later date.

Holiday pay shall not be paid if the employee fails to work on both his regularly
scheduled work day immediately prior to and following a designated holiday,
unless on paid leave which has been approved by the employee's supervisor.

An employee terminating his service with the City and not retiring whose last
scheduled work day falls on a holiday, shall have the effective date of this
separation on the work day immediately preceding the holiday. An employee who
is retiring shall be allowed to have an effective date of separation on a holiday.

Should an employee die, his estate shall be paid for the unused portion of his
accrued holiday compensatory time.

Holidays will begin at 0000 hours of the day specified in Section 1 as a holiday and
continue through 2359 hours of the same day.
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i.  For employees who are assigned to work a shift that covers two different days,
holidays will begin at the start of the employee’s regular shift on the day prior to
the holiday specified in Section 1 and continue through 24 hours.

Section 3. As holiday pay for an employee's Birthday Anniversary, employees covered by this
agreement shall receive one regular shift in bonus hours. An employee that is required to work on the
employee's Birthday Anniversary shall not only accrue bonus hours, but shall also be paid straight
time for hours worked and any overtime shall be paid in accordance with the provisions of Article 15
of this Agreement. Bonus hours shall be taken in time off in increments of not less than one-quarter
(1/4) hour. Time off for bonus hours accrued shall be approved and scheduled in advance with the
shift supervisor. Bonus hours shall not be compensated in the form of cash and bonus hours not
taken as time off within one (1) year from accrual shall be forfeited by the employee.

ARTICLE 20

VACATION LEAVE

Section I. Vacation leave shall be accumulated and accrued for each employee covered by this
Agreement as follows:

Continuous Service Time Accrual Rate Maximum
0-60 Months 1.00 Working Days 256 Hours
61-120 Months 1.25 Working Days 320 Hours
121-180 Months 1.50 Working Days 400 Hours
181-240 Months 1.75 Working Days 480 Hours
241 and up 2.00 Working Days 480 Hours

Section 2. Vacation leave with pay shall be granted to employees in accordance with the
following provisions:

a. An employee must have been employed by the City continuously for six months of
service before being eligible to expend vacation leave.

b. Vacation leave shall not be converted from unexpended sick leave except as
provided under the sick leave provisions of this Agreement.

c. Employees shall not be permitted to use either accrued vacation leave or accrued
compensatory time during a period of suspension.

d. Vacation leave shall be expended in not less than one-quarter (1/4) hour.

e. Upon separation, an employee shall be paid for the unused portion of his accrued
vacation leave, providing he has completed six (6) consecutive months of
employment with the City and provided that the reason for termination is not
discharge for either theft or embezzlement.

f. Should employee die, the Estate will be paid for unused portion of vacation leave.
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ARTICLE 21
SICK LEAVE

Section I. Sick leave shall be accrued for full-time employees at the rate of one shift for each
month of employment. Sick leave may be taken in increments of one quarter (1/4) hour.

Section 2. The use of sick leave is limited to cases of illness or injury of the employee or
member of his immediate family. Immediate family shall be construed to being those people who
are related to the employee or the employee’s spouse as follows: (a) Spouse, (b) Children, (c) Parents,
(d) Brothers, (e) Sisters, (f) Former guardians, (g) Grandparents, and (h) Grandchildren.

Section 3. For the purpose of this Article, pregnancy will be viewed and treated as any other
short-term condition. As such, the employee may continue to perform her regularly assigned duties
as long as physically able. Upon notification by the employee and her health care provider that the
employee is no longer able to perform her regularly assigned duties, the employee shall be assigned
light duty of the same if available and the employee is able to perform the duties of the position
based on her condition. Employee will receive the same hourly rate of compensation and may also
be entitled to leave under the Family and Medical Leave Act (FMLA) based on the nature of the
medical condition. Upon birth of the child, the employee will be able to utilize her rights under the
FMLA as well as any short term leave of absence as addressed in Subsections 7 and 8 below.

Section4. An employee who, due to illness or injury, is absent from work shall make
provisions to notify the appropriate supervisor of his absence. Supervisors should be notified well in
advance of regularly scheduled medical/dental appointments that fall on a shift day. An employee
who has been absent for one (I) day may be required to submit a physician's statement regarding his
illness. Employees who are absent for three (3) or more days shall normally be required to submit a
physician’s statement. This statement must indicate that he has recovered sufficiently to return to
work. Sick leave forms are provided in each department and shall be filled out by the employee
upon returning to work.

Section 5. In the event an employee suffers a non-duty related injury or illness, the employee
may request and may be reassigned to other duties within the Police Department at the discretion of
the Police Chief. The employee shall be entitled to their regular pay for the duration of such
assignment. The Police Chief may review the appropriateness of a light duty assignment at any time,
but at least every 30 days. Should the Police Chief discontinue the light duty assignment, change the
light duty assignment or require the officer to report to normal duty then the officer may be granted
at least 48 hours’ notice of the change. In no event shall the light duty assignment exceed a period of
one year from the date of such injury or illness. A physician's statement verifying the officer's
inability to perform normal duty functions may be required by the Chief of Police at 30 calendar day
intervals.

Section 6. Any employee who shall receive payment for work performed that is inconsistent
with the reason for the sick leave for any other employer than the City of Norman while on approved
sick leave may be subject to disciplinary action. The employee shall give sufficient advance notice
and information about said work to the Chief or designee. Designee shall mean for this article
Captain rank or higher. False, fraudulent use, or abuse of sick leave may be cause for disciplinary
action against the offending employee. Such disciplinary action may include dismissal.
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Section 7. If requested by an employee, the Department Head, in consultation with the Human
Resources Department, may grant temporary disability leave for a maximum of twelve (12) calendar
weeks. Temporary disability leave may be granted for an illness or injury which is not job related
after the employee has used all accumulated sick leave and vacation leave and accrued compensatory
time off. Temporary disability leave shall be leave without pay. The employee taking temporary
disability leave shall be required to present periodic medical statements from the physician on the
employee's capacity to engage in his or her regular job duties, in accordance with Equal Employment
Opportunity Commission (EEOC) guidelines and the provisions of the FMLA, as amended from
time to time. An employee on temporary disability leave shall not accumulate vacation or sick leave
days. However, an employee on temporary disability leave shall remain in the City's group
hospitalization and life insurance plan with the City paying the normal premium cost as outlined in
this Agreement, providing the employee pays his or her normal cost, if any. The willingness of
bargaining unit members to donate accrued leave under Section 11 shall in no way restrict the City in
its managerial discretion to deny or accept a request for temporary disability leave.

Section 8. At the end of a maximum period of twelve calendar weeks the employee may be
transferred to long term disability leave at which time the employee must be removed from the City's
group hospitalization and life insurance plans provided, however, the employee may remain in said
group plans if the employee will pay to the City Controller the full cost of the necessary premiums.
However, long term disability leave shall not be granted for a period of more than twelve calendar
weeks.

Section 9. Should an employee die, his estate shall be paid for the unused portion of his
accrued sick leave not to exceed the retirement benefit provided in Section 13 of this article.

Section 10. As an incentive to reward employees with exemplary attendance during the
contract year, an employee who does not expend any sick leave during a defined six (6) month
period shall be given a bonus of two (2) hours of vacation at the end of that six (6) month period.
The two six-month periods are defined as July 1 through December 31, and January 1 through
June 30. An employee will receive the bonus even if the maximum accrual of vacation hours has
been reached.

Section 11. Sick Leave Accumulation Objective - The City and the FOP, as parties to this
Agreement, and in recognition of the welfare of the employees represented by this bargaining unit,
understand, acknowledge and agree that the employees in the bargaining unit should make every
possible and reasonable effort, both individually and collectively, to accumulate half or more of their
accrued sick leave hours as insurance for future sick leave occurrences, especially those of a
prolonged nature which may be required because of a lengthy convalescent period taken in
conjunction with a major surgical operation, injury, illness or disability which are not job-related.

Section 12. Leave Donation — Bargaining unit members may donate or receive vacation leave
and/or compensatory time to or from any City employee who is eligible to accrue and use sick leave.
The intent of this program is to allow employees to voluntarily provide assistance to their co-workers
who are in critical need of leave due to a catastrophic illness or injury of the employee or a member
of the employee’s immediate family or to an employee who is placed on temporary disability leave
(as described in Section 7).
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(@) Immediate family shall be construed to being those people who are related to the employee
or the employee’s spouse as follows: (a) Spouse, (b) Children, (c) Parents, (d) Brothers, (e)
Sisters, (f) Former guardians, (g) Grandparents, and (h) Grandchildren.

(b) Catastrophic illness or injury shall be defined as a critical medical condition considered to
be life-threatening, terminal, or a long term major physical impairment or disability.

(c) The willingness of employees to donate accrued leave shall in no way restrict the City in its
managerial discretion to deny or accept a request for temporary disability leave.

(d) An employee may receive donated leave, up to the number of hours the employee is
regularly scheduled to work each pay period, if the employee who is to receive donated
leave:

(1) Has a catastrophic illness or injury (including an immediate family member) or has
been placed on temporary disability leave;

(2) Has no accrued leave (e.g. compensatory time, sick leave, vacation leave, etc.);

(3) Provides verification, including diagnosis and prognosis, to the Police Chief who
shall review the documentation to determine whether or not the employee is eligible
to receive donated leave.

(e) Employees may donate leave if the donating employee:

(1) Voluntarily elects to donate vacation leave or compensatory time and does so in
writing;

(2) Donates a minimum of eight (8) hours, subject to a maximum of forty (40) hours in
a fiscal year and,;

(3) Retains a vacation leave balance of at least eighty (80) hours.

(f) A recipient employee is eligible to receive a total maximum of 480 hours of donated leave
time during their employment with the City.

(1) If an eligible employee exhausts the maximum 480 hours of donated leave and if the
employee’s (or eligible family member’s) catastrophic illness or injury prevents the
employee from returning to work, the employee or the employee’s designee may
apply for an increase of the maximum to 960 total hours of donated leave. Requests
for approval for the increased maximum shall be made to the City Manager through
the Director of Human Resources. The request shall include a recommendation
from the Police Chief and is subject to re-verification of the medical condition to
determine if the illness or injury still qualifies as catastrophic and prevents the
employee from returning to work.

(g) This donation program shall be administered on a pay period by pay period basis.
Employees using donated leave shall be considered in active status and shall accrue leave and be
entitled to any benefits to which they would otherwise be entitled. Any leave accrued by an
employee using donated leave time shall be used in the following pay period before additional
donated leave time may be received. Donated leave shall be converted to sick leave of the recipient
employee, and all leave qualifying as FMLA leave will be counted as such.
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Section 13. Sick leave may be converted, upon qualification for full retirement as specified by
the Oklahoma Police Pension Act, to regular vacation time for pay purposes using the exchange rate
of 1 day of sick leave for 1 day of vacation. Maximum hours of sick leave conversion shall not
exceed seven hundred twenty (720) hours.

ARTICLE 22

FUNERAL LEAVE

Section 1. In the event of a death in the immediate family of any employee, the employee shall
be granted up to five (5) working days off with pay at the time of the death or funeral. Immediate
family shall be defined as those people who are related to the employee or the employee's spouse as
follows: Spouse and children/step-children, parents/step-parents, brothers, sisters, former guardians,
grandparents and grandchildren. Approval must be granted prior to taking such a leave, by the
employee’s immediate Supervisor, and Department Head or his designee.

Section 2. The funeral leave provisions herein provided for does not contemplate nor grant any
additional use of other leave provisions. However, in the event that the maximum leave funeral
provision provided in Section 1 of this article does not meet all the time-off needs of the employee,
the employee may request additional leave from work. If such additional requested leave time is
granted by the Supervisor, and Department Head or his designee, the additional leave time may be
charged to the employee’s vacation leave or compensatory time balances, or carried on leave without
pay, at the discretion of the employee.

ARTICLE 23
COURT AND JURY LEAVE

Section I. Employees who are required to serve as court witnesses or jurors shall be granted
time off with pay to serve in that capacity subject to the following rules:

a. An employee subpoenaed to testify in a case involving the Federal, State, or
Municipal courts, or administrative agencies in which the employee is a party or an
otherwise interested witness in the case, shall not receive his regular salary, but may
use vacation, compensatory or holiday compensatory time, or be granted a leave of
absence without pay for the length of such service, unless the court appearance is
associated with his duties as a City employee.

b. An employee serving such duty shall present to his supervisor the original summons
or subpoena from the court upon receipt and, at the conclusion of the duty, a signed
statement from the clerk of the court showing the actual dates and times of
attendance at court.

c. An employee serving on jury duty will present to his supervisor, upon receipt, the
original summons or subpoena from the court. The employee’ work schedule will
be adjusted to reflect the scheduled hours of attendance required by the court for the
duration of the jury duty. The employee will keep a department supervisor apprised
of his status.

23



d. An employee serving on jury duty shall be paid the difference between his normal

Section 2. The City shall pay each officer time and one-half for all court appearances, other
than during regularly scheduled duty time. A minimum of two hours for municipal court and state
district court appearances, and a minimum of four hours for federal district court appearances shall
be applied when calculating such court time. An officer that is subpoenaed to testify in a case
scheduled during his off-duty hours, and is either required to be on "Standby" for that case, or is not
notified of a cancellation or postponement of the case on or before the day preceding the day on

rate of base pay for that period, excluding payment for overtime or special

allowances, and the amount received as a fee for such jury duty (excluding
transportation fees).

which the case was scheduled, shall be compensated for one (1) hour of overtime.

Section 3. Employees who are required to travel outside the City of Norman to testify in any
Court case arising from their official duties will be compensated for travel time to and from such

occasions if it occurs outside normal shift hours.

ARTICLE 24

MILITARY LEAVE

Section I. Military leave for active duty other than for National Guard or Reserve Training
shall be governed by the following provisions:

a.

With the exception as stated in "b" below, any employee who enters the Armed
Services directly from City employment shall be placed on leave without pay status
designated as military leave. The employee shall present a copy of his orders to
report for duty to his Department Head and these orders shall be forwarded to the
Human Resources Department.

An employee who is a member of the reserve component of any branch of the
Armed Forces or the National Guard who is ordered to active duty is entitled to a
leave of absence without loss of pay during the employee’s first thirty (30) regularly
scheduled work days of each Federal fiscal year in which the employee serves on
active duty, unless his being ordered to active duty is because of (I) his own request,
or (2) a failure to fulfill his contractual obligation to the Armed Services.

Employees, other than members of the reserve components of the Armed Forces or
the National Guard, entering military service shall not be entitled to a leave of
absence without loss of pay during the first thirty (30) days of such leave.

An employee not a member of the Reserve component of any branch of the Armed
Services or the National Guard, entering the military service shall have the option to
be paid for all accrued vacation time for which he is eligible at the time he enters the
service.

An employee on military leave shall request reinstatement in his former position or
in any other vacant position in the same class within the timeframes established
related to military leaves under USERRA, but in no case shall this timeframe
exceed ninety (90) days after his separation from the Armed Forces. An employee
who remains on military leave for a period of more than five (5) years shall be
considered resigned.
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f. To be eligible for reinstatement to his previous position classification the employee
must return to City employment directly from the Armed Service, and he must have
an honorable discharge.

g. An employee returning from military leave shall be reemployed in his former
position or classification, if still qualified to perform the duties of the position or
classification, at the step or rate in the pay range the employee would have occupied
without the military leave with full seniority. The employee’s original merit date
will remain the same. If not qualified to perform the duties of his former position or
classification by reason of disability, the employee shall be restored to a position of
like seniority, status, and pay, or the nearest approximation for which the employee
is qualified.

h. Vacation and sick leave do not accrue while an employee is on military leave.

Section 2. Military leave for Reserve and National Guard training shall be governed by the
following provisions:

a. All employees who are members of a reserve component of the Armed Forces or the
National Guard shall, when ordered by proper authority to active service for the
purpose of attending an annual military training encampment or for attending
weekend drills, be entitled to a leave of absence for the period of such active or
inactive duty or service without loss of pay during the employee’s first thirty (30)
regularly scheduled work days of such leave of absence during the federal fiscal
year. If attendance for such military training is required beyond the first thirty (30)
regularly scheduled work days, then employees may be allowed to use vacation
leave, compensatory time, or be carried on leave without pay for those days in
which the employee would have been regularly scheduled to work, but for the
military training. An employee shall not be required to use vacation leave or
compensatory time for time spent in military training occurring on days that
employee would not normally be scheduled to work.

b. In the event the time of such training is optional, the time shall be designated at the
discretion of the employee's Department Head.

c. The employee shall present his Department Head a copy of his orders to report for
reserve training prior to departure on leave.

d. Itisthe intent of this article that the City and the employees of the City engaged in
services within the Armed Forces or Reserves shall fully comply with all applicable
provisions of the USERRA in place at the time of this agreement and/or subsequent
to this agreement.

ARTICLE 25

LEAVE OF ABSENCE WITHOUT PAY

Section I. An appointing authority may grant an employee a leave of absence without pay for a
specified time subject to the following provisions:
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Whenever possible, the employee shall request leave of absence without pay in
writing to the Department Head at least five (5) working days prior to the requested
starting date of such leave. The request shall specify the reason for the leave, the
date of leaving, and the date of return to the job.

. All requests for leave of absence without pay in excess of thirty (30) calendar days
shall be approved by the Human Resources Director prior to the granting of the
leave.

Leave of absence without pay may be granted to employees for FOP business,
emergencies, and for other causes which are not repetitious in nature.

. At the expiration of a leave of absence without pay, the employee shall be reinstated
in the position he vacated. If the position has been eliminated, he shall be reinstated
in any other vacant position in the same class for which he is qualified.

Vacation, holiday, and sick leave benefits shall not accrue during a leave of absence
without pay of more than thirty (30) calendar days.

A leave of absence without pay for more than thirty (30) calendar days shall not
constitute a break in service; however, time spent while on leave of absence without
pay shall not be used in computing time-in-grade for satisfactory performance
increases. Neither shall a leave of absence without pay for more than thirty (30)
calendar days count toward service for accruing vacation, sick leave, or seniority.

. Any employee who shall receive payment for work performed for any employer
other than the City of Norman while on approved leave without pay, shall be subject
to immediate dismissal, except when such leave has been specifically approved by
the employee's Department Head for the purpose of such employment.

Failure on the part of an employee to report promptly at the expiration of a leave of
absence without pay may be cause for dismissal.

ARTICLE 26

ON-THE-JOB INJURY LEAVE

Section I. General policy - It is the policy of the City of Norman to provide compensated leave
for employees in the bargaining unit who incur an illness or injury which can logically and medically
be proven to be the result of accidental injury arising in the course of employment with the City.
Injury leave shall be the necessary absence of an employee from the regularly assigned duties of the
employee's position because of an injury suffered while properly performing the duties of the

position without negligence or misconduct on the part of the employee.

Section 2. Definition of Injury and Accident - "Injury” shall mean violence to the physical
structure of the body and such disease or infection as naturally results therefrom. For the purpose of
this provision, injury shall also include diseases which qualify as occupational diseases under the
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Workers' Compensation Laws of the State of Oklahoma. An "accident” shall be construed to mean
an unexpected or unforeseen event happening suddenly and violently, producing at the time objective
symptoms of an injury.

Section 3. Injury leave may be granted by the City Manager or his designee for such time as the
injured employee is unable to return to the regularly assigned duties of the employee's position due to
the service connected injury. Injury leave period shall be granted for up to six months. Provided that
the injury leave period may be extended an additional six months at the discretion of the City
Manager or his designee. While on injury leave the employee shall be paid at his normal net salary
inclusive of college incentive pay and longevity pay, but exclusive of overtime compensation,
holiday compensation and other such allowances. Vacation leave and Sick leave will continue to
accrue in accordance with Article 20 and Article 21 during the time an employee is on paid injury
leave. Employees on paid injury leave shall be allowed to participate in the City’s group health
insurance plan in the same manner as other employees not on injury leave. Such payment during
injury leave shall be in lieu of Workers' Compensation disability allowances for said period.

Section 4. Employees who are unable to return to the regularly assigned duties of the
employee's position after all injury leave has been expended may be continued on light duty at
regular pay, or placed on leave without pay, at the discretion of the City, or retired for "disability" at
the discretion of the City or the State Police Pension and Retirement Board, whichever is
appropriate. The decision to retire an employee at the end of the injury leave period shall be made
after consideration of such factors as the extent of the injury, supportive medical information,
prognosis of condition, work record of the employee, and other relevant information. Accrued
vacation, accrued sick leave, and compensatory time may be used at the end of injury leave if
requested in writing by the employee. Such use of accrued leave shall be taken in whole hours with
total weekly wage compensation from temporary total disability pursuant to the Oklahoma Workers'
Compensation Act and accrued leave utilized not exceeding the employee’s normal salary. An
employee's request to use accrued leave under this section shall not affect the City's discretion to
retire the employee for disability. An employee who is retired for "disability” shall be paid for
unused vacation leave and sick leave in accordance with Article 20 and Article 21 of this Agreement.

Section 5. Reporting of Injuries - When an employee has been injured in the course of
employment with the City, he shall immediately report the injury, regardless of the extent, to the
immediate supervisor. Should the employee be unable to do so, any employee at the scene shall
make the report.

Section 6. Employees who are injured on the job due to their own misconduct or who fail to
comply with established requirements of the City of Norman in the reporting and processing of
injury reports may be subject to disciplinary action.

Section 7. Employees on injury leave with pay shall be returned to duty at the earliest practical
date. Employees on injury leave may be assigned to light or limited duty within the Department, by
the Police Chief, when the employee’s physical condition permits such assignment. There shall be no
change in the rate of pay for said employee.

Section 8. Employees on injury leave may be required to submit proof of continuing disability
from time to time, as required by the City Manager or his designee.
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Section 9. Benefits under this provision shall be in lieu of and not in addition to any similar
benefits established under state law. Injured employees should seek prior approval from the City for
medical consultation and/or treatment. In the event that an injured employee seeks medical
consultation and/or treatment which is not approved by the City or prescribed by the City Physician,
the employee bears the risk that the costs for such consultation and/or treatment may not be paid by
the City of Norman and/or the employee may not be eligible to receive injury leave payments should
the injury be determined not to be covered under this article.

Section 10. Medical costs incurred by the City from approved emergency medical facilities
shall be considered to be approved by the City Physician for the purposes of complying with Section
9 of this Article. Furthermore, the employee may request approval for treatment by a physician other
than the designated City Physician.

Section 11. Necessary leave with pay requested because of recurrence, aggravation or sequel of
an injury previously approved for injury leave with pay shall be charged to the balance, if any, of the
maximum allowance of leave for such original injury. Leave for recurrence and aggravation shall
stand the same tests of proof as may be required for granting the original leave.

Section 12. Unless prior approval is granted by the City Manager or his designee, any
employee who shall receive payment for work performed for any employer other than the City of
Norman while on approved injury leave, shall be subject to immediate dismissal. This provision
shall also apply to employees who are self-employed and perform work in their private occupation
while on approved injury leave.

Section 13. No provision in this Article shall either increase or diminish any right or benefit
employees have under Oklahoma Statues Title 85 and 11, Section 50-101 et seq.

ARTICLE 27
PAY ADMINISTRATION

Section 1. Pay rate upon promotion shall be governed by the following provisions:

a. Upon promotion to a classification which is one (1) pay grade higher than the
classification occupied prior to promotion, the employee shall be paid at the
corresponding step of the higher pay grade.

b. Upon promotion to a classification which is more than one (1) pay grade higher than
the classification occupied prior to promotion, the employee shall be paid at the
lowest step in the higher range or one (1) increment (about 4%) above the former
rate, whichever is greater.

c. Employees whose positions are reclassified to a range which has a higher pay grade,
shall receive the minimum rate of the range of the new classification or the rate
within the range which is nearest to but not less than the former rate, whichever is
greater.

d. Employees whose positions are reclassified to a range which has a lower pay grade,
shall receive the minimum rate of the range of the new classification or the rate
within the range which is nearest to the former rate, whichever is greater.
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Section 2. Pay rate upon demotion shall be governed by the following provisions:

a. Upon demotion due to reduction in force, employee request, or other cause which is
through no fault of the employee, he may be paid at the corresponding step in the
lower pay grade or the step at which he was formerly paid in that classification, or
up to the highest step in the classification. The determination will be made by the
City Manager based upon the qualifications of the employee.

b. When an employee is demoted to his former classification during the probationary
period following a promotion, his pay shall be restored to the rate in effect prior to
the promotion, as though a promotion had not been granted. In the event an
employee is demoted during his probationary period, he shall be eligible for any
increase he normally would have reached had he not been promoted.

c. Upon demotion for cause, the rate of pay in the lower range shall be set by
disciplinary authority in consideration of the cause.

Section 3. When a transfer is made from one position to another with the same pay range, the
base pay of the transferred employee may remain unchanged.

Section 4. Progression through the steps within a pay grade shall be governed by the following
provisions:

a. When a new employee has been continuously employed without a break in service of one
(1) or more working days for a period of six (6) months, he becomes eligible for and may be
granted a one-step increase. However, if the employee was hired at a step other than the
Step 1, he shall not be eligible for a one (1) step increase for one year from date of hiring.
At the end of one (1) year eligibility period thereafter, he becomes eligible for and may be
granted a satisfactory performance increase until he reaches the maximum of the
classification.

b. Employees who are promoted to Step 1 of a higher classification shall be eligible for a
satisfactory performance increase after completing six (6) months of continuous service in
the higher classification; except that employees serving in a probationary status due to such
promotion shall not be eligible to receive a satisfactory pay increase until they have
completed the probation period.

c. When an employee becomes eligible for a satisfactory performance increase, any increase
he may receive shall be based upon his performance evaluation as outlined in the Article in
this Agreement concerning Performance Evaluation.

d. Employees on disciplinary probation or extended employment probation are not eligible for
merit increases, promotions, or lateral transfers during the probation period.

Section 5. Any Police Officer who is designated as a Field Training Officer shall be
compensated at the rate specified in the corresponding step of the Master Police Officer range during
that period in which he is assigned the responsibilities of training a Probationary Police Officer. Any
Master Police Officer or Sergeant who is designated as a Field Training Officer shall be
compensated an additional $2.50 per hour while training.
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a.

Section 6. Assignment Pay for Non-Patrol Divisions.

For officers assigned to a non-Patrol Division position before July 1, 2016: An officer
(Police Officer, Master Police Officer, Sergeant, Lieutenant or Captain) not assigned to a
Patrol Division as defined in the Department Organizational Chart dated 7/1/16 shall be
considered to be on a temporary status for a period of two years and paid assignment pay at
the rate of fifty-seven and 70/100ths dollars ($57.70) per pay period. The temporary status
period will be for the purpose of training and evaluation. During this period the officer will
complete a minimum of two courses in advanced investigative techniques or comparable
training.

Upon completion of the temporary status period and upon recommendation of supervisors
for continuation of the assignment, the officer will be paid an additional twenty-three and
08/100ths dollars ($23.08) per pay period of assignment pay for a total of eighty and
78/100ths dollars ($80.78) per pay period.

For officers assigned to a non-Patrol Division position on or after July 1, 2016: Any officer
(Police Officer, Master Police Officer, Sergeant, Lieutenant or Captain) who is assigned to a
non-Patrol Division position on or after July 1, 2016, shall receive assignment pay in the
amount of $125 per month for as long as the non-Patrol Division assignment continues.
Those officers who were assigned to non-Patrol Division positions before July 1, 2016 shall
continue to receive assignment pay according to subsection “a” and “b” of this Section as
long as they continue to be assigned to a non-Patrol position. If said Officers leave their
non-Patrol Division position, their assignment pay shall cease. If an officer who received
the higher rate of assignment pay leaves the non-Patrol position and later returns to a non-
Patrol position, his or her assignment pay shall be at the rate of $125 per month. The
monthly payment for the $125 assignment pay shall be made based on payment of fifty-
seven and 70/100ths dollars ($57.70) per pay period.

The Chief retains the right to make assignments of officers to the non-Patrol assignments or
to remove officers from such assignment for reasons that are not arbitrary, capricious or
discriminatory in nature.

Officers who have been assigned to the Criminal Investigations Division or Special
Investigations Division for at least two years and have completed a minimum of two
courses in advanced investigative techniques or comparable training prior to July 1, 2011,
shall be considered to have completed the temporary status period specified in (a) above
and shall be eligible for the total assignment pay specified in (b) above. Officers who have
not yet completed the requirements specified in (a) above as of July 1, 2011, shall receive
credit toward these requirements for time assigned to the Criminal Investigations Division
or Special Investigations Division and courses in advanced investigative techniques or
comparable training that were completed prior to July 1, 2001.

Section 7. Working Out-of-Classification Pay. If an employee is directed by the Chief, or his
designee, to perform the duties of an employee absent from regularly assigned duties in a higher rank
on a temporary basis, the employee’s pay rate shall be increased by 4% above their present salary.
The higher rate will remain in effect for the entire time spent filling the vacancy, provided the
employee spends a minimum of four (4) hours per shift performing the duties of the higher rank.
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Section 8. Shift Differential Pay. Employees regularly assigned to Shift 2 will receive an
additional thirty cents ($.30) per hour shift differential. Shift 3 will receive an additional forty cent
($.40) per hour shift differential and employees regularly assigned to Shift 4 will receive an
additional thirty-five cent ($.35) per hour in addition to their regular rate of base pay according to the
following provisions:

a. Shift differentials shall be added to or deducted from an employee’s rate of pay
concurrent with changes in the employee’s regularly assigned shift which can be
reasonably expected to exceed thirty (30) days duration.

b. Employees on regularly scheduled day shifts who are called back for evening or
nighttime work, or daytime employees who work evening or night hours on an
overtime basis, shall be ineligible for shift differential pay.

c. Shift differential based on the employee’s regular assigned shift shall be used in
computing the adjusted overtime rate and shall apply to all approved paid leaves. It
shall not apply to any payout of accrued sick leave or vacation leave at termination
of employment.

Section 9. Officers who are selected as interpreters who speak Spanish, Arabic, Chinese
(Mandarin) or Vietnamese fluently or American Sign Language (ASL) will be eligible for the
following incentive: an officer who scores six (6) or above (Intermediate High or above)on the
American Council of Teaching of Foreign Language or an equivalent test authorized by the Human
Resources Director, provided the employee scores the equivalent of Intermediate High on the
alternate test will be eligible for a $50.00 incentive per pay period. An officer who passes the test
with a score of less than six (6) but at least a four (4) (Intermediate Low) will be eligible for an
incentive of $25.00 per pay period. Selected officers will be required to serve as interpreters for the
Department on an as needed basis. Foreign or sign language needs, as well as the number of officers
selected, will be determined by the Police Chief. The Department reserves the right to administer
standardized tests for fluency.

Section 10. Officers who are selected for special assignment (i.e., SWAT, HDU, CIRT shall
receive fifty dollars ($50.00) per pay period for only one of the team assignments, if they are
assigned to more than one.

ARTICLE 28
WAGES

Section I. All employees covered by the terms of this Agreement shall be paid in accordance
with the applicable annual salaries set forth in Appendix A. An adjustment to the pay plan
(Appendix A for FY 24) to reflect a 2.90% COLA and add a new Step 13 (maintaining 4% between
Step 12 and Step 13). There is to be no COLA awarded in FY 25 to any employee covered by the
terms of this Agreement.

Section 2. All employees shall receive their pay via direct deposit. Employees shall execute
the required documentation to authorize the direct deposit of the employee’s compensation into a
financial institution of the employee’s choice. The City will still provide a detailed “check stub”
indicating the net amount of the employees pay, withholdings, accruals, and deductions.
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Section 3. For employees who choose not to authorize direct deposit, they will be issued a
debit/credit card. On pay days, their card will be “loaded” with the amount of their net pay. This
card can be used to obtain cash or make purchases.

Section 4. Employees will be paid every other Friday, unless payday falls on a holiday, in
which case employees will be paid on the last normal workday prior to the holiday.

Section 5. The parties agree that effective July 1, 2022 through June 30, 2023, merit increases
for employees who would potentially be eligible for such increases shall be granted.

ARTICLE 29

EDUCATION PAY

Section I. Employees of the bargaining unit who are commissioned police officers shall receive
education pay per pay period for the completion of College Degrees as outlined below.

DEGREE SALARY
INCREMENT
Associate Degree or 80 accredited college hours $39.20
Bachelor's Degree $63.00
Master's Degree $77.54

Employees who were being paid Education Pay for accumulation of college credit hours under the
Education (Incentive) Pay Program in effect under the City/FOP Contract during FYE98 shall
continue to be paid $.484625 per credit hour per pay period to a maximum of $46.04 per pay period
for appropriate college credit hours attained through June 30, 1998 until such time those employees
are eligible for the "Salary Increment Per Month" for any of the Degree programs outlined above or
in accordance with the formula outlined in Section 2 of this article, whichever allows more
Education Pay.

Section 2. Employees who have not completed a degree as outlined above will receive
Education Pay at the rate of $.49 per credit hour per pay period to a maximum of $39.20 per pay
period for accredited college credit hours.

ARTICLE 30

TUITION ASSISTANCE

Section I. The City recognizes that a police force whose educational level closely approximates
the educational level of the community is advantageous toward providing the best possible service to
the community. To further that goal, the City will make available thirty thousand dollars ($30,000)
to the bargaining unit this fiscal year to assist bargaining unit members who are furthering their
education. Allocation of these funds among bargaining unit members may be recommended to the
Police Chief by the bargaining unit officers. Employees are limited to one-thousand one hundred
dollars ($1,100) each per semester, subject to approval by the Chief of Police and the following
rules:
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a. In order to be reimbursed by the City, the bargaining unit member must receive prior
approval of the Police Chief before enrollment.

b. Bargaining unit members may receive reimbursement for tuition, course fees, mandatory
facility fees, and books for approved courses.

c. In the event an employee fails to receive a letter grade of "C" or above, or a satisfactory
completion certificate for a non-graded course, reimbursement will be made to the City by
withholding the appropriate amount from the employee’s incentive pay or wages.

d. Reimbursement shall also be made to the City in the event the employee leaves the
bargaining unit prior to completion of the course work.

e. Funds not expended in accordance with this Article by the end of the contract year shall
revert back to the City.

f. The Police Chief, on an exception basis, may allow employees more than the maximum of
$1,100 per semester, but in no event shall an employee receive in excess of $2,500 per year. If
the Police Chief allows employees amounts in excess of $1,100 per semester, the additional
amounts shall be allowed on an equal basis to the employees, provided, no employee shall
receive any amount in excess of their actual expenses allowed in “b” above. In this regard, the
Police Chief shall have absolute discretion in granting exceptions.

ARTICLE 31

RETIREMENT

Section I. A regular paid employee (police officer) shall participate in the Police Pension and
Retirement System pursuant to the state laws. Benefits from the fund shall be in accordance to state
laws.

a. The City shall appropriate funds, for the use and benefit of the System, equal to a minimum
percentage of the actual paid base salary of each member of the System employed by the
municipality as required by State law.

b. The sum appropriated shall be paid to the System within ten (10) days following the payroll
period on which the contribution is based.

c. The employee shall contribute to the System a minimum percentage of the member's actual
paid base salary as required by State law.

d. The sums contributed shall be paid to the System as provided in this article within ten (10)
days following the payroll period on which the contributions are based.

e. All funds received by a participating municipality for police retirement purposes shall be
forwarded to the State Board for credit to the municipality's account.
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ARTICLE 32
INSURANCE

Section I. The City shall maintain a Group Life Insurance, Group Health Insurance and Group
Dental Insurance Plan for members of the FOP. Further, the City and employee shall each pay the
monthly medical and/or dental insurance premium costs as set out in the Appendix B-2 titled “Health
and Dental Insurance Premiums” for the coverage selected by the employee. Benefits for said
insurance will not be changed by the City to less than those provided in the immediately preceding
fiscal year. Should the insurance carrier change benefits, the City and the FOP shall consult in order
to determine if different insurance coverage should be obtained. Following consultation a
recommendation may be forwarded by the FOP to the City Manager, however, this recommendation
shall not be binding on the City.

Section 2. Each member of the FOP may optionally exercise a choice for any extended benefits
beyond those contracted by the City for themselves and/or dependents.

Section 3. Should an employee exercise his choice for Dependent Health and/or Dental
Insurance, the City agrees to pay 74% of the cost of the dependent health and/or dental coverage
premiums. Such payment shall be made directly to the City's Group Health and/or Dental Insurance
Carrier.

Section 4. The City will provide health and dental insurance which emphasizes controlling
rising insurance costs through closely monitoring and managing of claims. Should claims
experience savings occur through better managing of claims, then both the City and the FOP are
committed to retaining those savings to help offset future premium increases and/or expanding
benefits provided under the plan. The Employee Health Insurance Committee may convene at the
request of the City Manager or at the request of the FOP if approved by the City Manager to
formulate recommendations for the use of the claims experience savings. Such recommendations
shall be forwarded to the City Manager and the FOP President.

Section 5. Members of the bargaining unit will be provided the opportunity for themselves and
their spouses to participate in a Wellness Plan as set out in Appendix C-1 of this agreement.

Section 6. Should the City insurance plan add a high deductible/low premium (HD/LP) option
for any other bargaining group, the FOP may notify the City that the same option and provisions will
also apply and be available to FOP bargaining unit employees. The employee’s current insurance
benefit plan shall remain in effect if the employee does not opt for the HD/LP plan.

ARTICLE 33

TRAVEL ALLOWANCE

Section|. Employees are eligible for reimbursement of expenses incurred on official
assignments. Such reimbursements refer to cost incurred in travel, food, lodging, and transportation.
These expenses must be submitted in writing on a formal request form provided by the Finance
Department. This request must be submitted in advance to the supervisor for approval.
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ARTICLE 34
LIABILITY COVERAGE

Section 1. The City recognizes that a Bargaining Unit member acts as a representative of the
City when the member performs official duties. Therefore, the City shall provide a defense for any
member when liability is sought for any violation of property rights or any rights, privileges, or
immunities secured by the Constitution or the laws of the United States or by the Constitution or the
laws of the State of Oklahoma when alleged to have been committed by the member while acting
within the scope of employment. Scope of Employment shall include:

a. Actions taken by a Bargaining Unit member during active duty which are in furtherance
of applicable federal, state and municipal laws, City policies and procedures, and the
Operations Manual for the Norman Police Department.

b. Actions taken by a Bargaining Unit member during off-duty time which would have been
taken by a member on active duty if present or available, provided such actions were in
furtherance of applicable federal, state and municipal laws, City policies and procedures,
and the Operations Manual for the Norman Police Department.

The City shall not be required to defend actions performed by an off-duty member when such actions
are performed in furtherance of the goals of an employer other than the City who is providing
compensation for such member's services, or when not acting within Scope of the member's City
employment as determined by the mechanism as set out in Title 11 O.S. §23-101 et seq.

Section 2. The City shall pay or cause to be paid any judgment allowable by law entered in the
courts of the United States, the State of Oklahoma or any other state against any member or
settlement agreed to by the City entered against any member, and any costs or fees, for a violation of
property rights or any rights, privileges or immunities secured by the Constitution or laws of the
United States or the Constitution or the laws of the State of Oklahoma which occurred while the
member was acting within the scope of employment.

The maximum aggregate amount of indemnification paid directly from funds of the City to or on
behalf of any member pursuant to this section for State Tort claims shall not exceed the maximum
figures authorized by the provisions of Section 154 of Title 51 of Okla. Statutes regardless of the
number of persons who suffer damage, injury or death as a result of the occurrence.

Section 3. The City shall have the right to recover from a member the amount expended by the
City to provide a defense, or pay a settlement agreed to by the member and the City or pay the final
judgment, if it is determined by a Court of competent jurisdiction that the member's conduct which
gave rise to the action was fraudulent, corrupt, or in bad faith, or if the employee fails to reasonably
cooperate in good faith in defense of the action.

Section 4. The City shall provide legal counsel for claims against members. When deemed
appropriate by the Norman City Attorney the City shall allow outside counsel to be employed when a
conflict of interest may arise between representing the member in an official capacity and
representing the member individually. A member named as a party to the lawsuit may request
employment of outside counsel and such a request shall be honored by the City if deemed
appropriate by the Norman City Attorney. In the event the City Attorney does not feel outside
counsel is appropriate, a member may appeal this decision to the City Manager. The costs of outside
counsel shall be included in any costs or fees recoverable.
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Section 5. To provide the coverage that is the intent of this section, the City, at its option, may
maintain a Police Professional Liability Insurance Policy, a self-insurance trust, a sinking fund, or a
revolving fund established, maintained and administered by the City, or any combination of these.

ARTICLE 35
PERSONAL PROPERTY

Section . An employee's personal property which, in the judgment of the employer, the
employee may be reasonably expected to have while on duty, which is damaged or destroyed in the
course of performing that duty, shall be repaired or replaced at the expense of the employer to a
maximum dollar value set forth below. In no event shall the repair or replacement cost to be paid by
the employer exceed the actual value of the item damaged or destroyed. Payment shall not be made
for normal wear and tear.

Prescription Eyeglasses - $300.00

Watches - $100.00

Shoes - $100.00

Other items as approved by City Manager at value acceptable to the City Manager.
Non-prescription sunglasses - $50.00

Cell Phones (smart phones) - $250.00

P Qo0 o

ARTICLE 36

UNIFORMS AND EQUIPMENT

Section I. The employer is committed to maintaining the professional appearance and safety of
its police officers and shall supply the initial uniforms and equipment required of each employee.

Section 2. The style, material and fit of uniforms will be determined by the employer. Uniform
regulations will be adopted by the employer and variances from these regulations by an employee
may be cause for disciplinary actions.

Section 3. A policy will be included in the Police Department Operations Manual to provide a
list and description of uniforms and departmental equipment. The employer agrees to include within
this policy a mechanism for the replacement of personal body armor so as not to exceed the
manufacturer’s warranty.

Section 4. Employees are required to maintain uniforms equal to their departmental issue in a
serviceable condition. Failure to do so may be cause for disciplinary actions. If the employer
changes or modifies the existing uniform and prohibits the wearing of previously purchased
uniforms, the employer will supply an initial issue of the new uniforms and any departmental
equipment without cost to the employee. All uniforms damaged in the line of duty, to an extent
below the standard of safety and professional appearance anticipated in Section 1 of this Article, will
be replaced by the employer. The employer will maintain all departmental equipment.

Section 5. The employer will solicit quotes from local vendors for all approved uniforms and
equipment by July 1% of each fiscal year. Employees covered by this contract shall then be able to
purchase uniforms according to the solicited prices.

Section 6. All commissioned police officers shall receive sixty dollars ( $60.00) per pay period
for uniform maintenance and cleaning allowance.
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Section 7. Upon separation, termination, or retirement the employer may require the employee
to return serviceable Departmental Equipment.

Section 8. Employees who meritoriously and honorably retire from service shall be allowed to
retain the following items and other Departmental Equipment as approved by the Chief of Police:

1. Service Sidearm: The retiring officer shall be given a current issue firearm. A retiree may
also purchase other currently assigned duty weapon(s) from the City at a surplus price.

2. Breast Badge: The retiring employee’s breast badge shall be retired and presented to the
retiring employee. However, the number of the badge shall not be retired.

3. Wallet Badge: The retiring employee shall be presented with a wallet badge.

4. Plaque of Appreciation and Loyalty: Each retiring employee shall be presented with a
“Plaque of Appreciation and Loyalty.”

5. Letter from the Chief of Police, Honorable Retirement: The Chief of Police shall present to
the retiring employee a letter of honorable retirement.

6. Commission Card: Commission card with RETIRED on the face of the card shall be
presented to the employee who has faithfully served his or her tenure.

7. Uniform: The retiring employee shall be issued one (1) complete uniform.

ARTICLE 37
LONGEVITY PAY

Section |. Longevity pay is made in recognition of an employee's tenure and faithful service to
the City.

For FY 24:

Section 2. Employees who begin their fifth year of continuous service with the City of Norman
will receive longevity pay effective with the pay period in which their fifth continuous year of service
begins. FOP members shall receive longevity pay based on the following formula:

$7.00 per pay period reduced to an hourly rate of pay times the number of years of continuous
service plus the year in which the employee is currently working.

For FY 25:

Section 2. Employees who begin their fifth year of continuous service with the City of Norman
will receive longevity pay effective with the pay period in which their fifth continuous year of service
begins. FOP members shall receive longevity pay based on the following formula for FY 25:

1. longevity pay will be paid to the employee on the same paycheck as their regular pay.

2. longevity pay will be calculated by taking one percent (1%) of the beginning yearly pay rate
for a step 1 police officer (F25 in Appendix A) and multiplying by the number of years of service.
This amount will then be divided by 2080 and applied to the employee’s regular hourly rate
(Appendix A), excluding overtime rates. Twenty-five (25) years of service will be the maximum
years included in the longevity pay calculation.

37



Section 3. Longevity pay shall be made in addition to an employee's base pay and shall be
received bi-weekly on the same paycheck that an employee receives his normal pay.

ARTICLE 38
CHECK-OFF OF DUES

Section I. The employer agrees to deduct regular monthly FOP dues from earned wages of
those employees who are in the bargaining unit or a voluntary service fee from the earned wages of
those employees who are in the bargaining unit and are non-members of the FOP. The service fee is
for the negotiation and administration of the Collective Bargaining Agreement. The service fee may
only be deducted if the employee has affirmatively and voluntarily consented in writing to the
payment of the fee. The deductions shall be made from each paycheck in the amount certified to be
correct by the Treasurer of the FOP. A check for the total deductions will be mailed to the Treasurer
of the FOP no later than fifteen (15) calendar days after the deduction is made. Deductions will not
be made from the earned wages of employees unless an authorization form signed by the employee is
presented to the Human Resources Department. This authorization form must be presented more
than one (I) week prior to the beginning date of the deduction. Authorization to deduct FOP dues
from an employee’s paycheck may be revoked by that employee by indicating said revocation to the
City and FOP President in writing. The revocation must be presented more than one (1) week prior
to the beginning date of the revocation.

Section 2. The City will deduct either dues or service fees only from the employee's paycheck,
and will not deduct initiation fees, special assessments, fines, or any other deductions. The amount
of the deduction shall not be changed more than twice during the contract year. No deductions will
be made when the salary to be paid an employee is not sufficient to cover the amount to be deducted.

Section 3. The City will provide the FOP Treasurer with a detailed report showing individual
name, social security number, division/department, and deduction amount at the time of payment.

Section 4. All deductions will be for the month in which they are taken. All deductions
refundable at the time of termination or resignation will be refunded by the FOP. The employer shall
not be responsible for errors. In the case an error or improper deduction is made by the employer, a
proper adjustment of the same shall be made by the FOP with the employee affected.

Section 5. The FOP will indemnify, defend, and hold the City harmless against any claims
made, and against any suits instituted against the City on account of payroll deductions of FOP dues
or service charges.

Section 6. The employer shall take the action required to assure that the employees are apprised
of their rights under Ordinance No. 0-7576-1, and that no interference, restraint, coercion, or
discrimination is practiced to encourage or discourage membership in the FOP or other exercise by
employees of the rights under the Ordinance. Neither shall there be solicitation of employees for
membership in the FOP during working hours, nor shall there be solicitation of FOP members to
discontinue membership in the FOP during working hours.

Section 7. The City and the FOP agree that in the event the Right to Work Amendment to the
Oklahoma Constitution is repealed, then the City agrees to reopen negotiations on this Article.
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ARTICLE 39
FOP BUSINESS

Section I. The parties agree that certain employees will have time off in accordance with the
following provisions:

(@) Any elected Lodge officer, not to exceed four (4) people shall be permitted on-duty time to
attend regularly scheduled FOP meetings if his or her regular tour of duty occurs during
the meeting times. Such time off shall not exceed three hours per individual in any
calendar month. Officers covered in this section will be required to report back to duty to
respond to a call for service

(b) Three (3) members of Lodge #122 of the FOP shall be afforded time off with pay to
participate in collective bargaining sessions with the City Manager or designees, if those
members' scheduled tour of duty should conflict with the time scheduled for the
negotiating sessions. Members covered by this section will be required to report back to
duty to respond to a call for service.

(c) Short term leave of absence may be granted to members of Lodge #122 of the FOP, not to
exceed six (6) people, upon written request by the President of the Lodge. Such short term
leave of absence shall be limited to the State FOP Winter Convention, State FOP Summer
Convention, the National FOP Convention, National, State and Local Memorial Services.

Section 2. Members of the bargaining unit shall be allowed to voluntarily donate accrued
vacation leave or accrued compensatory time to be utilized by the FOP members performing FOP
business as set out in Section 1(a) and 1(c) and Section 3 to this Article. Bargaining unit members
desiring to so donate such leave time shall make such donation in writing. The City shall donate
leave hours equal to the total leave hours donated by the FOP, provided that the aggregate amount of
leave time so donated by the City and the FOP shall not exceed a total of 400 hours in any contract
year. Leave hours not expended by the FOP during the contract year shall be carried over to the next
contract year, provided that the aggregate amount of leave time available to the FOP shall not exceed
400 hours in any contract year.

Section 3. In addition to the time provided for in Section I(b) of this Article, the City shall grant
leave to FOP lodge officers or members of the negotiating team, not to exceed three (3) people, who
are researching or collecting data to prepare for negotiations upon written request by the President of
the Lodge. Such leave shall be scheduled through the Chief of Police and will not be granted in less
than eight hour increments except with approval of the Chief of Police.

ARTICLE 40
SAVINGS CLAUSE

Section I. Should any article, section, or portion thereof of this Agreement be held unlawful or
unenforceable by any court of competent jurisdiction, such decision of the court shall apply only to
the specific article, section or portion thereof directly specified in the decision, and upon the issuance
of such decision, the parties agree immediately to negotiate a substitute for the invalidated article,
section, or portion thereof.
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ARTICLE 41

DURATION OF AGREEMENT

Section I. This Agreement shall become effective 12:01 a.m. July 1, 2023, and shall remain in
full force and effect until midnight June 30, 2025. The parties agree that all monetary portions of the
Agreement for FY 24-25 are subject to appropriations of adequate and sufficient funds by June 21,
2024 for FY 24-25. In the event the City is unable to or fails to appropriate adequate and sufficient
funds by June 21, 2024 for FY 24-25, the one hundred twenty (120) day notification requirement in
the Fire and Police Arbitration Act will be deemed waived for FY 24-25 and the parties will
immediately enter into negotiations for that fiscal year on monetary issues only. All other provisions
of this Agreement will continue in full force and effect as of July 1, 2024. It shall be automatically
renewed from year to year, thereafter, except for those articles dealing with economic issues, unless
either party shall notify the other in writing on or before the 5th day of January preceding the June 30
termination date. Those articles dealing with economic issues shall include, among other articles,
Overtime, Holidays, Retirement, Vacation Leave, Sick Leave, Court and Jury Leave, Wages,
Incentive Pay, Tuition Assistance, Personal Property, Dependent Health Coverage, and
Injury-on-the-Job Leave.

Notice shall be deemed proper if emailed or mailed and postmarked on or before January 5,
2025, mailed to the following address:

Fraternal Order of Police City Manager

Lodge No. 122 City of Norman

Post Office Box 5205 P.O. Box 370

Norman, Oklahoma 73070 Norman, Oklahoma 73070

Notice shall also be deemed proper if hand-delivered to an FOP officer or to the office of the
City Manager, as appropriate, on or before January 5, 2025.

Section 2. Section 10-204 of Ordinance 0-7576-l, passed by the City Council of the City of
Norman, Oklahoma, on August 19, 1975, as amended by Ordinance O-8788-50 passed by the City
Council of the City of Norman on April 26, 1988, is hereby recognized and the effects of the same
will be enforced as if it were a portion of this Article and this Agreement, and written verbatim and
in total herein. If any portion of said Ordinance is in conflict with the FPAA then the FPAA shall
prevail.

Section 3. No provision of this Agreement shall be retroactive to a time prior to the effective
date by the parties involved.

Section 4. The City shall provide the FOP with one (1) unbound copy and a sufficient
quantity of bound copies of the Agreement between the City of Norman and the Fraternal Order of
Police, Lodge 122.

40



IN, WITNESS WHEREOF, the parties hereto have set their hands this é&day of
24&442 . 2024,

THECITY NO
CITY MAN&G]

of Feonna

128

=
i
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Appendix A

FOP Pay Grades

1

FY 24
Position Title Grade Basis Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step7 Step 8
Crime Analyst F32  Annual 69,190.00 71,957.21 74,835.67 77,829.75 80,942.72 84,179.40 87,547.16 91,049.92
Monthly 5,765.83 5,996.43  6,236.31 6,485.81  6,745.23 7,01495  7,295.60  7,587.49
Bi-Weekly 2,661.15 2,767.58  2,878.30 2,993.45  3,113.18 3,237.67  3,367.20  3,501.92
Hourly 33.26 34.59 35.98 37.42 38.91 40.47 42.09 43.77
Forensic Investigator F39  Annual 77,829.75 80,942.72 84,180.04 87,547.16 91,049.52 94,691.50 98,478.55 102,418.30
Monthly 6,485.81 6,745.23  7,015.00 7,295.60  7,587.46 7,890.96  8,206.55 8,534.86
Bi-Weekly 2,993.45 3,113.18  3,237.69 3,367.20  3,501.90 3,641.98 3,787.64  3,939.17
Hourly 37.42 38.91 40.47 42.09 43.77 45.52 47.35 49.24
Master Police Officer F27  Annual 63,438.53 65,976.68 68,616.27 71,360.57 74,213.95 77,184.03 80,270.83 83,480.88
Monthly 5,286.54 5,498.06  5,718.02 5,946.71  6,184.50 6,432.00 6,689.24  6,956.74
Bi-Weekly 2,439.94 2,537.56  2,639.09 2,744.64  2,854.38 2,968.62  3,087.34  3,210.80
Hourly 30.50 31.72 32.99 34.31 35.68 37.11 38.59 40.14
Police Captain F40  Annual 85,123.53 88,528.82 92,070.45 95,753.06 99,583.47 103,565.76 107,709.48 112,017.91
Monthly 7,093.63 7,377.40 7,672.54 7,979.42  8,298.62 8,630.48  8,975.79  9,334.83
Bi-Weekly 3,273.98 3,404.95  3,541.17 3,682.81  3,830.13 3,983.30  4,142.67 4,308.38
Hourly 40.92 42.56 44.26 46.04 47.88 49.79 51.78 53.85
Police Lieutenant F34  Annual 73,847.46  76,801.18 79,872.71 83,067.49 86,389.88 89,845.34 93,440.42 97,177.30
Monthly 6,153.96 6,400.10  6,656.06 6,922.29  7,199.16 7,487.11  7,786.70  8,098.11
Bi-Weekly 2,840.29 2,953.89  3,072.03 3,19490  3,322.69 3,455.59  3,593.86 3,737.59
Hourly 35.50 36.92 38.40 39.94 41.53 43.19 44.92 46.72
Police Major F45  Annual 99,594.38 103,575.76 107,721.48 112,031.00 116,511.76 121,172.49 126,019.74 131,060.05
Monthly 8,299.53 8,631.31  8,976.79 9,335.92 9,709.31 10,097.71 10,501.64 10,921.67
Bi-Weekly  3,830.55 3,983.68  4,143.13 4,308.88  4,481.22 4,660.48  4,846.91 5,040.77
Hourly 47.88 49.80 51.79 53.86 56.02 58.26 60.59 63.01
Police Officer F25 Annual 58,652.36  60,999.63 63,438.53 65,976.68 68,616.27 71,360.57 74,213.95 77,184.03
Monthly 4,887.70 5,083.30  5,286.54 5,498.06  5,718.02 5,946.71  6,184.50 6,432.00
Bi-Weekly 2,255.86 2,346.14  2,439.94 2,5637.56  2,639.09 2,744.64  2,854.38  2,968.62
Hourly 28.20 29.33 30.50 31.72 32.99 34.31 35.68 37.11
Police Sergeant F27  Annual 63,438.70  65,976.68 68,616.27 71,360.57 74,213.95 77,184.03 80,270.83 83,480.88
Monthly 5,286.56 5,498.06  5,718.02 5,946.71  6,184.50 6,432.00 6,689.24  6,956.74
Bi-Weekly 2,439.95 2,537.56  2,639.09 2,744.64  2,854.38 2,968.62  3,087.34  3,210.80
Hourly 30.50 31.72 32.99 3431 35.68 37.11 38.59 40.14

Step 9

Step 10 Step 11 Step 12 Step 13

94,691.50
7,890.96
3,641.98

45.52

106,515.12
8,876.26
4,096.74

51.21

86,820.72
7,235.06
3,339.26

41.74

116,498.67
9,708.22
4,480.72

56.01

101,064.70
8,422.06
3,887.10

48.59

136,302.14
11,358.51
5,242.39
65.53

80,270.83
6,689.24
3,087.34

38.59

87,195.28
7,266.27
3,353.66

41.92

98,479.64 102,418.83 106,515.58 110,776.20
8,206.64 8,534.90 8,876.30 9,231.35
3,787.68 3,939.19 4,096.75  4,260.62

47.35 49.24 51.21 53.26

110,776.65 115,207.71 119,816.02 124,608.66
9,231.39  9,600.64  9,984.67 10,384.05
4,260.64 4,431.07 4,608.31 4,792.64

53.26 55.39 57.60 59.91

90,292.55 93,904.25 97,660.42 101,566.83
7,524.38 7,825.35 8,138.37  8,463.90
3,472.79  3,611.70 3,756.17  3,906.42

4341 45.15 46.95 48.83

121,158.31 126,007.73 131,044.83 136,286.62
10,096.53 10,500.64 10,920.40 11,357.22
4,659.93 4,846.45 5,040.19 5,241.79

58.25 60.58 63.00 65.52

105,106.98 109,311.26 113,683.71 118,231.06
8,758.91  9,109.27 9,473.64  9,852.59
4,04258 4,204.28 4,372.45 4547.35

50.53 52.55 54.66 56.84

141,754.75 147,424.94 153,321.94 159,454.82
11,812.90 12,285.41 12,776.83 13,287.90
5452.11 567019 5,897.00 6,132.88

68.15 70.88 73.71 76.66

83,480.88 86,820.12 90,292.92 93,904.64
6,956.74 7,235.01 7,524.41  7,825.39
3,210.80 3,339.24  3,472.80 3,611.72

40.14 41.74 4341 45.15

90,292.55 93,904.25 97,660.42 101,566.83
7,524.38 7,825.35 8,138.37  8,463.90
3,472.79  3,611.70 3,756.17  3,906.42

4341 45.15 46.95 48.83



APPENDIX B-1
CITY OF NORMAN - FOP

Medical Benefit Plan - FYE 24

Medical Benefit Discription

In-Network

Out-of-network

Lifetime Maximum

Unlimited

Unlimited

Includes Organ Transplant

First Dollar Medical Coverage
Individual
Family

$1,000 @ 100%
$2,000 @ 100%
(excludes co-pays)

No first dollar medical coverage

Calendar Year Deductible

Individual $150 - medical $400 - medical
Family $300 - medical $800 - medical
Then:
Co-insurance percentage 90% 70%
(unless otherwise noted) After deductible After deductible
Physician's Office Visit $25 70%
Co-pay No deductible/no co-insurance After deductible
Pre-admission 100% 70%
Out-patient testing No deductible No deductible
Out-patient surgery 90% 70%
After deductible After deductible
In-patient Hospital 90% 70%
After deductible After deductible
Emergency Room - Emergency
Medical Condition (facility and 90% - No deductible/ No co-pay 90% - No deductible/No co-pay
physician services)
Emergency Room - Non-
Emergency Medical Condition 90% after $100 co-pay 70% - After deductible
(facility and physician services)
Urgent Care Facilities $25 co-pay - 100%
no deductible 70% - After deductible
Physical Therapy 90% - after deductible 70% - After deductible
Wellness/Preventive:
Mammography, Prostate, 100% 70%
Pap Smear, Well Child No deductible No deductible
Chiropractic: $500 calendar year maximum
spinal adjustment 90% 70%
After deductible After deductible
Imaging and Lab 90% 70%

(Non-wellness)

After deductible

After deductible

Annual out-of-pocket maximum

Individual
Family
Includes:

$3,175
$6,350
Deductible, co-insurance, co-pays
in network - medical and rx

If no in-network providers exist the
OOP max is:

$5,000

$10,500
If there are in-network providers but a
member chose to go out-of-network

all benefits will be paid at 70% after
the Referenced Based Pricing is applied

with no OOP maximum.

See second page for pharmacy benefits




APPENDIX B-1
CITY OF NORMAN - FOP
Medical Benefit Plan - FYE 24

Rx Benefit Description In-Network Out-of-network
Retail - participating pharmacy
Generic $10 co-pay/no deductible 70%
Preferred name brand $25 co-pay/no deductible After deductible
Non-preferred name brand $45 co-pay/no deductible
Maintenance Drugs-90 day supply Envision Rx or Walgreens
Generic $20 co-pay/no deductible Not applicable
Preferred name brand $50 co-pay/no deductible
Non-preferred name brand $90 co-pay/no deductible

This is a benefit summary. Please refer to your Summary Plan Description and/or Summary of Benefit
Coverage & Employee Medical and Dental Benefit Plan for a complete list of benefits.




APPENDIX B-2
Employee Health & Dental Insurance
FYE 21 Semi-Monthly Premiums*
Effective July 1, 2020 (FYE 24)

Employee Cost** City Cost Total Premium

Single Coverage

Health $ 24.75 $ 339.03 $ 363.78
Dental $ 1.90 $ 19.82 $ 21.72
Total $ 26.65 $ 358.85 $ 385.55

Family Coverage

Health $ 146.15 $691.30 $ 837.45
Dental $ 11.39 $ 45.80 $ 57.19
Total $ 157.54 $ 737.10 $ 894.64

*These numbers are subject to change.

**The employee semi-monthly health premiums shown above will increase by $25 or
$50 if the employee (and covered spouse) do not fully participate in the Wellness
Plan Health Risk Assessment and Biometric testing. Participants must also provide
their physician’s fax number as explained in Appendix C-1.



APPENDIX C
MEMORANDUM OF UNDERSTANDING
BETWEEN

THE CITY OF NORMAN, EMPLOYER
AND
FRATERNAL ORDER OF POLICE, LODGE #122

The City of Norman (the City) and the Fraternal Order of Police, Lodge #122 (the
FOP) and collectively, “the Parties”, have had discussions and negotiations concerning
resolution of the FY 2011/2012 (FYE 12) collective bargaining agreement (CBA) The
Parties have reached a tentative agreement subject to approval of the FOP membership and
approval by the City, based on changes agreed to and known to the parties and set forth in an
FYE 12 CBA settlement summary document.

As a part of this tentative agreement, the City and the FOP have agreed to certain
provisions of a new “Wellness Program” that will be implemented within this agreement that
involves confidential medical testing designed to increase plan participant awareness
regarding their health and the risk factors that may influence their future health.

The Parties agree that this MOU and the Wellness Program provisions attached are
set forth based on the mutual efforts of the parties to provide greater clarification of these
Wellness Program testing processes and shall be considered to be part of the FYE 12
collective bargaining agreement.

The Parties agree that this MOU and the provisions attached are set forth based on the
mutual efforts of the parties to reach a fair and good faith settlement of the FYE 12 CBA.

The parties have executed this Memorandum of Understanding effective as of the date
signed below.

Lodg¢ #122 President

“City Representative
/ 012512

Date

=




APPENDIX C-1

City of Norman/FOP Wellness Program

The City will continue to provide Wellness Program features designed to increase Wellness plan
participation. The purpose of this annual health evaluation is to improve participant health awareness,
allow employees to avoid significant health issues by taking appropriate preventative intervention
measures and therefore promote health, save lives and decrease the financial impacts of major illness on
the City’s health insurance plan. The following program components will be included within this
Wellness Program effort:

1. A comprehensive Health Evaluation will be available to all eligible participants annually.
Eligible participants are all City employees and their spouses, if covered by the City’s health
insurance plan. Interactive Health, a third party administrator, will oversee the evaluation
process. The process will include a fasting blood draw, blood pressure test and completion of a
Health Assessment. The comprehensive blood screening includes, but is not limited to:

Cardiovascular disease risks (high cholesterol, high blood pressure)
Diabetes

Liver and kidney disease

Blood, bone and muscle disease (including certain types of cancer)

(This testing shall not substitute for the annual no cost physical each employee is entitled to
under the current health insurance plan.)

2. There will be two options to have screenings performed:

On-Site Testing

Participants wishing to take advantage of convenient on-site testing will be asked to register, in
advance, by using the online (www.myinteractivehealth.com) registration tool or calling
Interactive Health at 800-840-6100. The Health Assessment form can be completed on-line, or if
not on-line, the form will be provided at the on-site screening. Registering online will include
selecting your date, time and location of your onsite test. On-site tests will be scheduled
approximately the last week in March and the first week of April for an approximate two (2)
week period.

LabCorp Testing

Participants wishing to have their screening conducted at a LabCorp facility will be required to
go on-line (www.myinteractivehealth.com) prior to arriving at LabCorp in order to register and
complete their Heath Assessment. Participants requiring assistance with this online process may
call Interactive Health at 800-840-6100. Once a participant has registered, Interactive Health
will mail a packet containing a health assessment form, lab locations and instructions. Testing
will be available on a “walk-in” basis. Employees can use any available leave accruals if using
LabCorp (no leave will be required at the on-site testing). There shall be no co-pay or co-
insurance for these services.



http://www.myinteractivehealth.com/
http://www.myinteractivehealth.com/

Registration and Testing Deadlines

A letter outlining registration and testing deadlines will be mailed to employees in December.
Reminder will also be provided via newsletters, emails and flyers.

The information compiled within the comprehensive health evaluation will be strictly
confidentially maintained between the participant and Interactive Health. The information
obtained shall not be made available to the City, or any other person or organization (except as
provided in Section 4 below). The information will also be maintained and only utilized in
compliance with Federal HIPPA (privacy) and GINA (genetic information protection) laws.

Participants will receive a comprehensive Personal Health Evaluation Report that provides the
blood test results as well as a Personal Health Scorecard. Upon registration participants must
provide their personal physician’s fax number in order for Interactive Health to send to the
physician the participant’s Personal Health Evaluation Report. This process will insure
participants receive the maximum benefit of our wellness effort. Participants are then encouraged
to follow-up on any possible findings with their personal physician

An employee and/or spouse who choose to not participate in the wellness program shall be
charged, on a semi-monthly basis, a non-participation fee of twenty five dollars ($25) per
individual. The fee will be collected with regular premium costs to the medical plan with a
maximum of $50 per month per on-participating employee or a maximum of $100 per month for
a non-participating employee and spouse. Fees will be implemented beginning with the first
paycheck in July.



APPENDIX D
DRUG AND ALCOHOL TESTING POLICY

SECTION 1. — This addendum incorporates the City of Norman Drug Abuse Policy and Drug Free
Work Place Policy.

1.1 Drug testing shall be conducted according to the policies and procedures
outlined below as well as all applicable existing federal and Oklahoma state
laws and regulations!, written departmental policies, and in accordance with
all provisions of the contractual agreement with the bargaining unit. U.S.
DOT Drug and Alcohol testing regulations will only apply where employees
are required by law to have a current commercial drivers license (CDL).

1.2 At no time shall any employee, regardless of whether such employee has a
state-issued medical marijuana license, ever be in possession of; smoke,
ingest, or otherwise consume; or be under the influence of and/or impaired
by any alcohol or drugs, including medical marijuana or other medical
marijuana products, while on the job.

1.3 Conditions under which an employee will be tested are the following
according to their definitions in this Policy:

a. For Cause;

b. Post-Accident;

c. Post-rehabilitation testing;
d. Random testing.

14 At any time the employee’s representative, upon request by the employee,
and within the requirements of applicable regulations and requirements of
approved testing facilities, shall have the right to inspect and observe any
aspect of the drug testing program, including the random selection process,
with the exception of actual specimen collection and individual test results.
The employee’s representative may inspect individual test results if the
release of this information is authorized in writing by the employee
involved.

15 Failure to submit to a required drug or alcohol test will subject the employee
to disciplinary measures as outlined in this policy.

1.6 The City of Norman will pay for all City required drug/alcohol testing as
required for the proper administration of this policy. If an employee requests
a confirmation test of a sample within twenty four (24) hours of receiving
notice of a positive test, the employee shall pay all costs of the confirmation

! Specifically, the Standards for Workplace Drug and Alcohol Testing Act, Title 40, Sec.551-565, as amended by
H.B.2033, L. 2011, and the resulting “Drug and Alcohol Testing Rules” approved by the Oklahoma State
Department of Health.



1.7

test, unless the confirmation test reverses the finding of the challenged
positive test. In such cases the City shall reimburse the employee for the
costs of the confirmation test.

Any time used by the employee for drug or alcohol testing required by the
City shall be considered as hours worked for purposes for compensation and
benefits.

SECTION 2: Definitions as used in this Appendix:

2.1

2.2

2.3

2.4

2.5

2.6

2.7

2.8

2.9

2.10

2.11

The “Act” means the Standards for Workplace Drug and Alcohol Testing
Act of the State of Oklahoma;

“Alcohol” means ethyl alcohol or ethanol,
“Board” means the State Board of Health;
The City” means the City of Norman;

“Confirmation test” means a drug or alcohol test on a sample to substantiate
the results of a prior drug or alcohol test on the same sample and which uses
different chemical principles and is of equal or greater accuracy than the
prior drug or alcohol test;

“Department” means the State Department of Health for the purposes of this
policy; otherwise this means the Police Department;

“Drug” means amphetamines, cannabinoids, cocaine, phencyclidine (PCP),
hallucinogens, methaqualone, opiates, barbiturates, benzodiazepines,
synthetic narcotics, designer drugs, or a metabolite of any of the substances
listed herein;

“Drug or alcohol test” means a chemical test administered for the purpose of
determining the presence of a drug or its metabolites or alcohol in a person’s

bodily tissue, fluids or products;

“Employee” means any member of the Police Department covered under
this Collective Bargaining Agreement;

“Employer” means the City of Norman;

“Random selection basis” means a mechanism for selecting employees for
drug or alcohol testing that:

a. Results in an equal probability that any officer in the Police
Department  will be selected, and



2.12

2.13

2.14

b. Does not give an employer discretion to waive the selection of any
employee selected under the mechanism.

“Review officer” means a person, qualified by the State Board of Health,
who is responsible for receiving results from a testing facility which have
been generated by the City’s drug or alcohol testing program, and who has
knowledge and training to interpret and evaluate an individual’s test results
together with the individual’s medical history and any other relevant
information. The Review Officer shall not be an employee of the City.

“Sample” means tissue, fluid or product of the human body chemically
capable of revealing the presence of drugs or alcohol in the human body
(this is the statutory definition).

“Testing facility” means any laboratory, hospital, clinic or other facility,
which provides laboratory services to test for the presence of drugs or
alcohol in the human body.

SECTION 3: DRUG OR ALCOHOL TESTING — RESTRICTIONS

The City will only request or require an employee to undergo testing under the following

circumstances.

3.1
under

“For Cause” testing means a reasonable belief that an employee may be

the influence of drugs or alcohol. This belief must be based on objective
and articulable facts and reasonable inferences drawn from those facts in
light of experience and may be based upon,

a. Observable phenomena, such as:

(1) The physical symptoms, conduct or manifestations of being under
the influence of a drug or alcohol while at work or on duty, or

(2) The direct observation of drug or alcohol use while at work or on
duty.

b. A report of improper drug or alcohol use while at work or on duty,
provided by reliable and credible sources and which has been
independently corroborated, or from another officer;

c. Improper possession of drugs or alcohol by the employee on duty;
d. Evidence that an employee is involved in the use, possession, sale,

solicitation or transfer of illicit drugs or marijuana while on duty or while
on the employer’s premises, Or



3.2

3.3

e. Operating the employer’s vehicle, machinery or equipment while under
the influence of said drugs.

Before an employee may be subjected to testing for cause at least two
supervisors shall identify in writing facts to support foregoing reasons.

Post-accident testing: The City will require an employee to undergo drug or
alcohol testing if the employer has a cause to believe that the employee or
another person has sustained a work-related injury or the employer’s
property has been damaged as a direct result of the employee’s use of drugs
or alcohol, including damage to equipment. For purposes of workers’
compensation or unemployment compensation, no employee who tests
positive for the presence of substances defined and consumed pursuant to
Section 465.20 of Title 63 of the Oklahoma Statues, alcohol, illegal drugs,
or illegally used chemicals shall be eligible for such compensation unless the
employee proves by a preponderance of the evidence that the substances,
alcohol, illegal drugs, or illegally used chemicals were not the proximate
cause of the injury or accident;

Random testing: The City will require employees to undergo drug or
alcohol testing at random. The City will pay the cost of the random testing
and the confirmation testing.

Testing shall be on a random schedule basis and will include a
number_of tests equal to 50% of the sworn officers of the entire
Police_Department for drug testing and 10% for breath alcohol
testing per year.

a. During the process of random testing, if a positive test is
received by the Medical Review Officer (MRO) from the
testing lab, the MRO will contact the employee. The
employee may then request a second confirmation test be
completed of the split sample retained by the laboratory.
The City of Norman will pay the cost of the initial
confirmation test, and the employee shall pay the cost of any
employee requested second confirmation test.

b. If the confirmation test is positive the MRO shall contact the
employee and give the employee the opportunity to explain
the positive result. If the employee has a lawful prescription
for the substance causing the positive test, the MRO shall
consider the test result as negative. If the MRO’s final
determination is a positive test, the MRO will contact the
Human Resources Director with the fact that the employee
tested positive. No quantitation of results may be disclosed
to the employer. The Human Resources Director will



contact the employee’s supervisor to ensure the employee
was placed on leave with pay.

c. An employee who tests positive without adequate
explanation will be required to schedule a meeting with the
City’s Employee Assistance Program (EAP) Counselor. The
EAP Counselor shall make an assessment and
recommendation for treatment and/or counseling and will
notify the Human Resources Director of those
recommendations. The Human Resources Director will
schedule a meeting with the employee to discuss specific
action(s) to be taken. The employee will be required to use
their sick leave, vacation leave or comp time while off duty
unless the employee notifies the City he/she specifically
chooses to use leave without pay. If no leave is available, the
employee will be placed on leave without pay. At all times
during this process the employee has the right to union
representation and/or to request a hearing, as in a
disciplinary procedure.

d. Ifthe employee refuses to comply with the EAP Counselor’s
treatment plan or again tests positive in the future a second
time, the employee shall be placed on suspension without
pay and a termination proceeding shall commence. As stated
above, the employee has the right to union representation
and/or to request a hearing at any stage of this process.

3.4 Medical Marijuana License holders: In the event the Medical Review Officer
notifies the City of a drug test result positive for cannabinoids, and the
employee produces proof of having a valid patient medical marijuana license
issued by the Oklahoma State Department of Health at the time of the
positive test result, the following procedures shall apply:

a. For employees in safety sensitive positions as defined by
Federal or State law; other employees subject to federally
mandated substance testing requirements; and/or
employees subject to specific departmental prohibitions
arising from the department’s potential loss of monetary
or licensing-related benefits under Federal law or
regulations, such positive result shall be determined a
positive result, and the standard EAP and/or discipline
provisions shall apply.

b. For all other employees, in order for testing to occur and
any positive test result to be considered a positive test
result under this policy, the City must be able to establish



one or more “for cause” factors as defined in § 3.1 of this
policy which indicate the employee may currently be
impaired by drugs or possesses or uses drugs while on
duty. If no “for cause” factor can be established, testing
shall not occur and if a test does occur without such
cause any test result shall be treated as a negative test
result.

3.5 The City will consider the following conduct by an employee as refusal to
submit to a drug or alcohol test:

a. Refusing or failing to appear to the testing facility within a specified and

b.

reasonable time after being directed to do so;

Failing to remain at the testing site until the collection process is

complete;

C.

d.

e.

Failing to provide a urine specimen for collection; failure to provide a
sufficient amount of urine when directed, without an adequate
explanation;

Adulterating (i.e. manipulating) or substituting a urine sample or
attempting to adulterate or substitute a urine sample; or

Failing to cooperate with any part of the testing process such as
intentionally delaying the collection, or testing process or otherwise
engaging in conduct that obstructs or manipulates, or attempts to
obstruct or manipulate, the testing process.

3.6 Return to Duty: An employee testing positive may return to duty after
completing the requirements recommended by the EAP Counselor and has a
negative return to duty drug test.

a.

If the employee’s return to duty drug test is also positive, or if the
employee refuses to test at the completion of the EAP process, the
employee shall be placed on suspension without pay and a
recommendation for termination proceedings shall commence. As
stated above, the employee has the right to union representation and/or
to request a hearing at any stage of this process.

If in the future another positive test (2" positive test) occurs the
employee shall be placed on suspension without pay and a
recommendation for termination proceedings shall commence. As
stated above, the employee has the right to union representation and/or
to request a hearing at any stage of this process.



3.7

SECTION 4:

Post-rehabilitation testing: The City may require an employee to undergo
drug

or alcohol testing for a period of up to two (2) years commencing with the
employee’s return to work, following a positive test, or following
participation in a drug or alcohol dependency treatment program that was
required as a condition to return to work following a positive test.

CONFIDENTIALITY OF TESTING RESULTS AND RECORDS -

DISCLOSURE OF GENERAL HEALTH INFORMATION PROHIBITED.

4.1

4.2

4.3

The City shall maintain all drug and alcohol test results and related
information, including, but not limited to, interviews, reports, statements and
memoranda, as confidential records, separate from other personnel records.
Such records, including the records of the testing facility, shall not be used
in any criminal proceeding, or any civil or administrative proceeding, except
in those actions taken by the employer or in any action involving the
individual tested and the employer or unless such records are ordered
released pursuant to a valid court or administrative order.

The records described in subsection 4.1, maintained by the employer, shall
be the property of the employer and upon the request of the employee tested,
shall be made available for inspection and copying by the employee. The
employer shall not release such records to any person other than the
employee or the employer’s review officer, unless the employee, following
receipt of the test results, has expressly granted permission in writing for the
employer to release such records, or pursuant to a valid court or
administrative order.

A testing facility, or any agent, representative or designee of the facility, or
any review officer, shall not disclose to any employer, based on the analysis
of a sample collected from an employee for the purpose of testing for the
presence of drugs or alcohol, any information relating to:

b. The general health, pregnancy or other physical or mental condition
of the employee, or

b. The presence of any drug other than the drug or its metabolites that
the employer requested be tested and for which a medically
acceptable explanation of the positive result, other than the use of
drugs, has not been forthcoming from the employee. Provided,
however, a testing facility shall release the results of the drug or
alcohol test, and any analysis and information related thereto, to the
individual tested upon his or her request.



SECTION 5: DISCIPLINARY ACTION

51 No action except for a temporary suspension with pay shall be taken by the
employer based upon a positive test result unless the test result has been
confirmed by a second test as provided for and defined in the statute.

52 For a first instance of an unexplained positive test result, the EAP and return
to work process identified in this Policy shall be used. An employee who
tests positive a second time for the presence of alcohol or drugs as defined in
this article, in excess of those limits set by rule of the State Board of Health,
shall be subject to discipline, including discharge, in accordance with the
provisions of the current bargaining unit contract. In the event of such test
results, the employee shall have the opportunity to have additional testing
done on the sample and shall have the opportunity to explain the results.

TENTATIVE AGREEMENT
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RESERVE FOR FUTURE USE



APPENDIX F

CITY/FOP FYE 22 NEGOTIATIONS
TENTATIVE AGREEMENT SUMMARY

1. This tentative agreement resolves the collective bargaining agreement between the City of
Norman and the Fraternal Order of Police (FOP) for the time period 7/1/21 thru 6/30/22
(FYE 22). If this tentative agreement is accepted by the FOP membership and the City, then
any pending or future proceedings to resolve the FYE 22 Collective Bargaining Agreement
between the City and the FOP will be considered moot and of no force and effect.

2.

This tentative agreement involves agreed upon changes to only the following articles and
otherwise all other articles, appendices and provisions of the agreement that were effective
during the FYE 21 Agreement remain unchanged.

Article 4 — Nondiscrimination — Updated, clarified and broadened the
prohibition language regarding specific groups protected from favoritism and
nondiscrimination under this collective bargaining agreement (cba).

Article 5 — Equal Employment Opportunity (EEO) — Updated and clarified the
EEO policy statement within cba in line with same groups identified in Article 4,
nondiscrimination.

Article 13 — Hours of Work — Removes previous Section 1(a) subsection on
eight (8) hour shifts; adds (new) Section 1(b) adding twelve (12) hour shifts;
clarifies Section 1(c) providing eight (8) hour shifts for certain, specified ranks
and assignments. Notes within Section 1(e) that the Appendix E MOU signed
12/18/14 is no longer valid. Section 3 adds clarification of the hours (normally)
worked by Employees assigned to twelve (12) hours shifts and who work eighty
(80) hours during a fourteen (14) day pay period.

Article 15 — Overtime and Call Back — Addition of twelve (12) hour shift to
Section 1; provides within Section 4 that Detectives and their Supervisor placed
on call shall receive two hours of overtime or compensatory time for each week
they are placed on call.

Article 16 — Lunch and Rest Periods — Notes the Chief may still establish eight
(8) hour days for upper ranks, administrative officer/supervisory staff assigned to
certain, specified work areas. Reflects new organizational chart date of 9-1-21.

Article 28 — Wages — Provides for across the board increases based on a new
sentence added under Section 1 as follows: All Employees covered....... forth in
Appendix A. “Appendix A for FYE ’22 shall reflect a 4% increase in each step
above the FY 2020-2021 Appendix A pay chart.” Also changes the Section 5
dates granting FYE 22 merit increases to eligible employees.




Article 30 — Tuition Assistance — Changes/increases annual amount of City
tuition assistance to bargaining unit to twenty-five thousand dollars ($25,000) and
changes/increases tuition assistance per semester limitation amount on each
Employee to one thousand dollars ($1,000).

Article 33 — Travel Allowance — Administrative language changes a reference
from the HR-Bepartment to Finance Department providing the request form and

changes approval reference from empleyer to supervisor.

Article 37 — Longevity Pay — Increases Employee longevity benefit by changes in
Section 2 language as follows: Employees who begin........ based on the following
formula: $3-#0 $7.00 per pay period times the......... is currently working.

Article 41 — Duration of Agreement — Updated Section 1 timeframes as
appropriate for FYE 22; added email option for notice as well as noting City
Manager’s email address. (Additionally and just as a documentation matter of a
previous conversation between bargaining chairpersons, the City Manager has
noted his acceptance of the FOP’s economic bargaining notice for FYE 23).

Appendix A — Pay Plan/Grades — Change of date to FYE 22 and reflecting an
increase of all pay steps by 4% across the board as compared to FYE 21 pay plan.

Appendix B -1 — Medical Benefit Plan — Updated FYE 22 City Medical Benefit
Plan with FYE 22 date.

Appendix B - 2 — Health and Dental Insurance Premiums — Updated FYE 22
premium structure listing with FYE 22 date.

Appendix E — MOU — Remove prior MOU that’s no longer valid per Article 13
language agreement and replace with Appendix E “reserved for future use” page
within contract.

3. Both parties agree that all other previous proposals, offers and counteroffers are withdrawn.

Tentative Agreement K
7 )

ity of Norman HR Director Rébert WasosKi, City of Norman FOP President
¢t-/1-22

Date



APPENDIX G

MEMORANDUM

To:  Chris Cook
Chief Negotiator

From: Margaret Love

Chief Kevin Foster
Dawn James, H.R. Director

Pam Jones
Date: September 12, 2022
Re: Summary of Tentative Agreement for the Parties for a CBA for FY 22-23

You have advised that the membership of FOP, Lodge No.122 voted to approve the terms of a
new CBA for FY 2022-2023. Since we do not have signed tentative agreements for the changes,
the following outlines the City's understanding of the terms of the agreement. In addition, attached
are copies of the Articles with the changes. If the FOP agrees with this outline, please have the
Union President sign on the bottom of this Memorandum to confirm the agreement and return the
document to me.

1. ARTICLE 12: SENIORITY: The City agreed to the FOP's proposed change to Article
12, Section 4 only. A copy of the new Section 4 is attached as Exhibit "I."

2. ARTICLE 13: HOURS OF WORK: Article 13, Section 7: The City agreed to the last
version of new Section 7 presented by the FOP. A copy of the amended Section is
attached as Exhibit "2."

3. ARTICLE 27: PAY ADMINISTRATION-SECTION 5: The FOP agreed to the City's
counteroffer for an increase in FTO incentive to $2.50 per hour while training. A copy of
the change to the Section is attached as Exhibit "3."

4. ARTICLE 27: PAY ADMINISTRATION- SECTION 8: The City agreed to a shift
differential of$.40 for shift 3 and$ .35 shift differential for shift 4. A copy of the change
to the Section is attached as Exhibit "4."



1. ARTICLE 27: P Y ADMINISTRATION-SECTION 9: The FOP agreed to the City's
counteroffer on incentive for serving as an interpreter. A copy of the final Section

is attached as Exhibit '-S.

2. ARTICLE 27: PAY AD1v:1INISTRATION-NEW SECTION 10: The City accepted

a

portion of the FOP's proposal on Article 27, new Section 10: The incentive wiU
be limited to SWAT- HD and CIRT. An employee will only be eligible to receive
one of the incentives. The final version of the new Section is attached as Exhibit "6."

3. ARTICLE 28:WAGES: An adjustment to the pay plan to reflect a 6% COLA
and adjustment to current step 11 to be 4% between step 10 and 11 plus an addition
of new step 12 at 4% from step 11 for all ranks.

If the above and the attachment are consistent with the understanding of FOP, Lodge No.
122, please have the Union President sign on the space provided below and return the signed

document to the undersigned.

TENTATIVE AGREEMENT ON CHANGES FOR NEW CBA

2l

Date: 9/19/2022

Date: 9/19/2022



