RESOLUTION

That the Mayor is authorized to sign the Collective Bargaining Agreement between
the Town of Horizon City, Texas and the Horizon City Police Officers Association for a term
commencing October 1, 2024, through September 30, 2029, in form and substance substantially

similar to the document attached to this Resolution. ,(/
+n gt

PASSED AND APPROVED THE | 3 DAY OF }Uﬁ( 2024.

TOWN OF HORIZON CITY

“Andres Renteria, Mayor

ATTEST:
\\\\\\“““'“””"”’//////
XD SNNCTPAL
By: A A !
Elv er, City Clerk = 4t i £
=: S ) §
LA o e &
’/,///,01.0'... ..... “'\QL\\\\\‘\
N e
7 1ZON €V N
//,”’”lllmmuu\\\\\‘“\\\\\
APPROVED AS TO FORM:

' it
By: 51&«) JBO'WMGLAJ wjlf

Sylvia Borunda Firth
Assistant City Attorney



Nicole
Stamp


COLLECTIVE BARGAINING AGREEMENT
TOWN OF HORIZON CITY, TEXAS
AND
HORIZON CITY POLICE OFFICERS ASSOCIATION

TERM: OCTOBER 1, 2024, THROUGH SEPTEMBER 30, 2029



ARTICLE

Article 1
Article 2
Article 3
Article 4
Article 5
Article 6
Article 7
Article 8
Article 9
Article 10
Article 11

Article 12
Article 13
Article 14
Article 15
Article 16

Article 17
Article 18
Article 19
Article 20
Article 21

Article 22
Article 23

Exhibit “A”
Exhibit “B”

TABLE OF CONTENTS
PROVISIONS
Preamble
Duration
Definitions
Association Recognition and Rights
Management Rights
No Strike Clause
Management Duties to the Association
Maintenance of Standards and Benefits
Internal Administrative Investigations
Disciplinary Grievance Procedures
Contract Grievances
Safety and Equipment

Seniority

Off-Duty Employment
Promotions

Drug-Free Workplace

Reimbursement for Lost or Damaged
Items

Training and Continuing Education
Personnel Files

Wages and Compensation

Hours of Work, Overtime and Court Time

Holidays, PTO and Bereavement Leave,
and Stress Management

Re-Employment
Closing Statements
Base Salary Schedule

Internal Affairs

PAGE

14-15
16-21
22-24
25-26
27

28
29-30
31-32
33

34
35-36
37-40
41-42
43-48

49
50-51
52-53

54



PREAMBLE

The following Agreement by and between the Town of Horizon City, Texas, hereinafter
referred to as the City, and Horizon City Police Officers Association, hereinafter referred
to as the Association is recorded in accordance with the Fire and Police Employee
Relations Act of the State of Texas. The City and the Association agree that the efficient
and uninterrupted performance of the municipal police function is a primary purpose of
this Agreement, as well as the establishment of fair and reasonable compensation and
working conditions for the Police Officers of the City. The Agreement has been reached
through the process of collective bargaining with the City and its Police Officers. The
Agreement, therefore, is intended to be, in all respects, in the public interest.
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ARTICLE 1
DURATION

This Agreement will be effective on the 1st day of October 2024 and shall remain in full
force and effect until the 30th of September 2029, or until such time as a successor agreement

is reached, whichever is later.

Any time after October 1, 2027, if the two parties mutually agree in writing to do so, the
Agreement may be renegotiated with regard to financial terms only.
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ARTICLE 2
DEFINITIONS

"Agreement' refers to this Collective Bargaining Agreement negotiated between the
TOWN OF HORIZON CITY and the ASSOCIATION;

" Association" means the Horizon City Police Officers' Association.

" Association's Grievance Committee” means the grievance committee
established by the by-laws of the Association.

"Bargaining Agent" refers to the duly recognized ASSOCIATION and the
designated sole and exclusive bargaining agent, which for this contract is the
COMBINED LAW ENFORCEMENT ASSOCIATIONS OF TEXAS, hereinafter

referred to as CLEAT.

"Base Pay" means the rate of pay set out in Section 2 of the Wages and
Compensation Article of this Agreement and does not include any other incentive
pay programs (i.e., longevity, certificate, or shift differential pay).

"Budget" (Fiscal) Year - refers to a CITY's fiscal year commencing on October 1
and ending on September 30 of the subsequent year.

"Calendar Year" refers to a year beginning on January 1 and ending on December
31 of that year.

"Chief” means the Chief of Police of the Town of Horizon City, Texas.

"City Personnel Policy or Policies" - refers to the Town of Horizon City Personnel
manual, and Horizon City Police Procedure Manual as they may be amended.

"City" means the TOWN OF HORIZON CITY, TEXAS.

"Effective Date" refers to the date established as the effective date or the on which
the terms and conditions of the Agreement are formally adopted and approved by both
the ASSOCIATION and the TOWN OF HORIZON CITY, TEXAS, whichever is

later

"Employee" means any sworn police Officer employed in the Police Department
of the City, with the exception of the Chief of Police.

"Employer' means the TOWN OF HORIZON CITY, TEXAS.
"FLSA'" refers to the Fair Labor Standard Act, as amended.

"Gender"- Reference to the male gender throughout this Agreement shall have
equal force and include reference to the female gender.
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"Grievance" for purposes of this Agreement is defined as any dispute, claim, or
complaint involving the interpretation, application, or alleged violation of a
provision or provisions of this Agreement, as raised by the grievance procedures in

this Agreement.

"Holiday" shall refer only to City recognized holidays, such holidays to begin at 12
o'clock a.m. and end at 11:59 p.m. on the specified day.

"Management" means any person acting on behalf of the City in the administration of
this Agreement.

"Officer’ means any sworn Police Officer of the City with the exception of the Chief
of Police.

"On-call" shall mean a period of time when the Employee is not actually performing
work but is required to be accessible by telephone or paging device or otherwise
leave information as to where he can be reached while on call and to be able to return
to his duty station when called upon. The Employee is allowed to effectively use his
time for his own purposes; however, Chief may establish rules governing the use of
alcohol or participation in certain activities that relate to the Employee's ability to
respond and perform the requested work. The Chief shall establish a procedure by which
Employees are placed on-call and such practice shall not be for less than a full week,
except with the consent of the Employee. The receipt of a call to return to duty or
being generally subject to receiving a call to return to duty does not constitute being

on-call.

"Paid Time Off” refers to any time period for which an Employee is entitled to
receive pay without actually being at work for that time period.

"Parties" refers to the TOWN OF HORIZON CITY and the ASSOCIATION jointly.

"Probationary Officer'" means a newly hired Police Officer during the first twelve
(12) months of employment during which time the Police Officer has no right to the
grievance (appeal) procedures provided in Article 9.

"Promotion" means advancement from a lower rank to a higher rank within the
Department.

"Seniority" means the total years of service with the town of HORIZON CITY
POLICE DEPARTMENT serving in a law enforcement capacity.

"Strike' means, whether done in concert or individually, a failure to report for
duty, the willful absence from one's position, the stoppage of work, or the abstinence
in whole or in part from the full, faithful, and proper performance of the duties of
employment (including, but not limited to, "slowdowns", "sickouts", and the
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intentional failure to make arrests), for the purpose of inducing, influencing, or
coercing a change in the conditions, compensation, rights, privileges, or obligations
of employment.

"TCOLE" shall refer to the Texas Commission on Law Enforcement or any successor
agency.
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ARTICLE 3

ASSOCIATION RECOGNITION, RIGHTS AND DUTIES

SECTION 1.

Recognition.

The City recognizes the Association as the sole and exclusive collective bargaining
agent for the unit consisting of all sworn Texas Peace Officers, except the Chief of
Police. The Association recognizes the Combined Law Enforcement Associations of
Texas as the sole and exclusive bargaining agent for the Association.

SECTION 2.

A.

SECTION 3.
A.

Payroll Deductions.

The City shall deduct monthly Association dues from each individual member
who has voluntarily authorized Association dues deductions.

Any individual member of the bargaining unit wishing to voluntarily withdraw
his authorization for the Association dues deduction must personally sign the
appropriate form as required by the City.

The City shall notify the Association in writing of any member who
revokes or adds his authorization for any deduction herein within thirty 30)
calendar days from the revocation or addition of the deduction.

The amount of the deductions shall be set forth in any deduction authorized
by individual members or letters of request signed by the President of the
Association. Any deductions as set forth herein already previously authorized
by a member shall be automatically increased by the City upon any letter
signed by the President of the Association and stating that such increase has
been approved consistent with the Constitution and By-Laws of the
Association.

All amounts deducted pursuant to this article shall be paid to the legally
designated representative of the Association in accordance with reasonable
procedures established by the City.

The City agrees to separate CLEAT dues from the members and send such
dues to the CLEAT Office in Austin, Texas.

The Association will defend, save, hold harmless, and indemnify the City
from any and all claims, demands, suits, or any other form of liability
which may arise out of the execution, placing into effect, or carrying out
the terms of this Section.

Conducting Association Business.

The Association President or CLEAT Representative shall be permitted to
speak to Officers within the unit about Association or CLEAT related
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business at shift meetings with advance scheduling with the Chief. Such
association business will be kept brief as to not interfere with the functions

of the Police Department.

B. The Chief of Police and the Association President agree to adjust hours of
work for the Association President and three (3) other members of the
Association to attend the CLEAT Convention and two (2) CLEAT related
training seminars within the calendar year. In the event the Association
President cannot attend any of the functions he may choose another member of
the Association to attend in his place. All costs of the members attending such
functions will be paid by the Association. The ability to adjust the work
schedule will be contingent upon the needs of the Police Department but said
requests for schedule adjustments shall not be unreasonably denied. Provided
however, that any attendance by any member of the Association shall be on

off-duty time.

C. The Association may provide at its own expense one (1) bulletin board at the
police station. The bulletin board shall be located in a conspicuous location by
mutual agreement of the Association President and Chief of Police. The
board may be used for the following notices.

1 Association Meetings.

2 Association Elections.

3. Reports of the Association Committees.
4

Rulings, information, or policies of the State or National
Associations.

o) Legislative Enactments and Judicial Decisions Affecting Public
Employee Labor Relations.

6. Notices or announcements pertaining to the political activities
of the Association. No political signs for a particular
candidate shall be placed on the bulletin board.

7. No posting shall be sexually or racially objectionable or
offensive. Such determination on the sexual or racial nature

shall be made by the chief.
SECTION 4. NON-DISCRIMINATION.

The Association shall not engage in the following practices:

A. Interfere with, restrain, or coerce Employees in the exercise of rights
granted in this Agreement;

B. Cause or attempt to cause the City to discriminate against any Employee in
hiring, tenure, training, or other terms or conditions of employment because
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of the Employee's membership or lack of membership in any labor
organization.

C. Cause or attempt to cause the City to discharge or discriminate against any
Employee because has given information or testimony alleging a violation
of this Agreement, any law of the United States or the State of Texas, the
City Charter, or the Rules and Regulations of the Department; and

D. Discriminate against any Employee in the application or interpretation of
the provisions of this Agreement on the basis of the Employee's Association
membership or non-membership.

SECTION 5. Leave for Association Business (Association Leave Pool).

Association Leave Pool is a pool of paid leave hours that can be used by the association
representatives to conduct association business.

Every calendar year from October 1 —3 1%t each Association member may designate in writing
four (4) hours of accrued PTO leave to be placed in an Association business leave pool. The
City will create a form for each participating member to sign to evidence their designation of
4 hours of accrued PTO to the pool for the following calendar year. Designation is voluntary
for the Association members but once it has been made it may not be revoked during the
calendar year the delegation has been made. The designation will automatically renew each
calendar year until such time as the Association member notifies the City in writing of their
wish to discontinue the designation for the subsequent calendar year.

With the approval of the Chief, the Association shall be allowed to debit the pool during the
calendar year when Association officers are required to:

administer the Agreement;

represent the Association at meetings or events;

represent members at disciplinary hearings, grievances, or on other job-related matters;
attend seminars or training programs;

any business associated with collective bargaining or conduct other Association
business.

e

The Association Board Member shall request time off for Association business from the Chief
of Police at least 48 hours in advance of such time off. The Chief of Police must give his
express written approval to any Association request to use the pool. If the Chief of Police
declares an emergency, he may order the Association President or any Association officers on
Association business leave time to report to work for the pendency of the emergency. An
emergency is an unexpected happening or event or unforeseen situation or crisis that calls for
immediate action and requires the Chief of Police to order the Association President or officers
to report to work.

Up to four members of the Association's Board shall be permitted time off and may request
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payment from the Association Leave Pool to conduct elections relating to the Association. If
the Association Leave Pool has been depleted, the Board members may utilize their own PTO.
The President of the Association shall give 72 hours prior notice to the Chief as to the time and

place for such election.

Within ten days after the execution of this Agreement, the Association shall notify the Chief
in writing of the names of the New Association'’s Board for the next calendar year and will
provide written notice anytime there is a change to the Board.

The Association Leave Pool shall be cumulative and the balance in the Pool will carry over
from year to year.

SECTION 6. New Employee Orientation.
At each new Employee Orientation session one Association representative shall be permitted

a reasonable amount of time to provide the new hires with information regarding the
Association and the process for becoming a member of the Association and CLEAT.
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ARTICLE 4

MANAGEMENT RIGHTS

SECTION 1.
The Association recognizes the prerogative of the City to operate and manage its affairs in

all respects, including the provision of competent and efficient service to the citizens of the
Town of Horizon City.

SECTION 2.
The Association agrees that the City shall maintain and be vested with all of its rights, powers,

and authority to operate and manage the Department and its workforce, without limitation,
subject to applicable federal and state statutes and local ordinances, resolutions, and rules
unless specifically limited by this Agreement. These rights include, but are not limited to: the
right to hire, demote, suspend, discharge lay off, promote, assign, or transfer Employees to
any job or any work; to increase or decrease the workforce; to determine the number and
size of the work shifts; to grant paid and unpaid leaves of absence for any reasons; to
determine the number of and assign Employees to any work or duties; to determine and re-
determine the hours of work per day or week; to make and enforce work rules for the purpose
of efficiency, safe practice, discipline or any other reason; to establish performance standards
and to review Employees under these standards; to determine the equipment to be used; to
make technological changes; to eliminate work; to require overtime work pursuant to federal
and state law; to establish, modify and enforce rules and regulations.

The rights and powers of management mentioned in this section do not list all such powers,
and the rights listed, together with all other rights, powers, and prerogatives of the City,
not specifically ceded in this Agreement, remain vested exclusively in the City as
Employer. If this agreement does not, by its terms, specifically restrict management, then
management retains power over the matter in question.
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ARTICLE 5

NO STRIKE CLAUSE

The Association shall not cause. counsel, or permit its members to strike, slow down,
disrupt, impede, or otherwise impair the normal fun ctions of the Department; nor to refuse
to cross any picket line by whomever established, where such refusal would interfere with
or impede the performance of the Employee's duties as an Employee of the City, in
accordance with Texas Local Government Code 174.001, et seq.
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ARTICLE 6

MANAGEMENT DUTIES TO THE ASSOCIATION

SECTION 1.
The City shall provide the following materials to every Employee:

A. A copy of special orders, general orders, training bulletins, and

rules and regulations; and
B. acopy of this Agreement in either paper copy or any electronic format.

SECTION 2. Prohibited Practices
The City shall not engage in the following practices:
A. Dominate, interfere, or assist in the formation or administration of the

Association or any competing Employee organization; or contribute any
financial support to any such organization. This practice shall include any
assistance, either direct or indirect, to another labor organization that can
possibly be certified under Section 174.104, of the Texas Local
Government Code as an exclusive bargaining representative.

B. Encourage or discourage membership in any police or police labor
organizations by discriminating in hiring, tenure, training, or other terms or
conditions of employment.

C. Discharge, discipline, or discriminate against any Employee because he
has filed an affidavit, petition, grievance, or complaint; or given any
information or testimony alleging violations of this Agreement; or because
he/she has formed, joined, or chosen to be represented by any police or
police labor organization.

D. Make or permit any agreement, understanding, or contract with a
member of the bargaining unit, which in any manner circumvents, alters
amends, modifies, or contradicts any provision of this agreement.

E. Discriminate against any Employee in the application or interpretation
of the provisions of this Agreement on the basis of the Employee's
Association membership or non-membership.

SECTION 3.
The City recognizes its responsibility to a reasonable, fair, and consistent interpretation

and application of Department Rules and Regulations, Special Directives, and
Administrative Orders which govern the conduct of Employees on the job.

SECTION 4.

Any alleged violations of this Article shall be raised and submitted for resolution through the
Grievance Procedure, Article 10.
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ARTICLE 7

MAINTENANCE OF STANDARDS AND BENEFITS

SECTION 1.
All standards, privileges, rights, and benefits, presently enjoyed by the Employees of the Town

of Horizon City at the effective date of this Agreement, which are not included in this
Agreement, shall be extended to the members of the Association for the duration of the
Agreement except items which are excluded herein.

SECTION 2.
The parties agree that the City will provide health insurance to Employees and Employees

will accept the health insurance that is provided for all non-police Employees of the Town
of Horizon City. It is understood that the City has the right to periodically reevaluate the
benefits provided and make changes. Before the City makes such changes, the Association
will be notified. At such time as the receives City written notice of the proposed rates for
the next coming year, the City will within one business day give a copy of the written notice
to the President of the Association. The President or his designee will be included in the City's
discussions relating to the decision to accept the new rates or to seck quotes for different health
insurance coverage. If the City decides to seek quotes for different health insurance coverage,
the President or his designee will be included the discussions relating to the decision and the
type of coverage to be obtained and will be kept informed as to each step of the process of
obtaining the new health insurance. The City agrees to provide suitable health care insurance
for its Employees.

SECTION 3.
The parties agree that the City may provide a defined contribution plan, such as a Texas

Municipal Retirement System plan, for Employees and Employees will accept such defined
contribution plan under the same terms and conditions as it is provided for all non-police
Employees of the Town of Horizon City, as approved by the City Council. Any revisions to
the defined contribution plan asin effect on the effective date of this Agreement excluding
elimination of the plan, will automatically apply to the Employees upon the effective date of
the plan as approved by the City Council.

SECTION 4.
The provisions of the travel policy applicable to all Officers and Employees of the City, as

approved or amended by the City Council, will apply to the Employees. Any revisions made
to the travel policy shall automatically apply to the Employees upon the effective date of the
change as approved by the City Council.
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ARTICLE 8

INTERNAL ADMINISTRATIVE INVESTIGATIONS

SECTION 1.
To insure internal administrative investigations are conducted in a manner conducive to

good order and discipline, while observing and protecting the individual rights of each
Officer on the force, the following procedures shall apply:

1. The Chief of Police, or Assistant Chief of Police if so designated, shall cause
an investigation to be conducted of all written complaints, unless a complaint
is determined to be unfounded.

2. As is provided in state law, a written complaint is a complaint that is in
writing and signed by the person making the complaint or initiating a formal
administrative investigation. A copy of the written complaint shall be given
to the Employee within a reasonable time after the complaint is filed. A formal
administrative investigation complaint will be generated on a Department
created form that purpose, and the use of other Departmental documentary
systems, to include but not be limited to supervisory logs and notes, which
may be used for documenting or otherwise noting information relating an
Employee's work, conduct and behavior, shall not constitute a written
complaint.

3. Interviews conducted by the Department during the investigation of a written
complaint shall be conducted in accordance with the following rules:

A. The interview of any Officer shall be at a reasonable hour, preferably
when the Officer is on duty or during the daylight hours unless the
exigencies of the investigation dictate otherwise.

B. The interview shall take place at a location designated by the Chief.

C. The Officer shall be informed of the nature of the investigation before any
interview commences. If it is known that the Officer is being interviewed
as a witness only, the Officer shall be informed.

D. During an investigation of a critical incident, to include but not limited
to an Officer- involved shooting and/or in-custody death, an Officer
shall not be compelled to participate in a "walk-through" investigation
without their legal counsel being present. The parties agree that a "walk-
through" is defined as an investigative tool where the investigators
and/or supervisors request the Officer to re-trace his actions in the critical
incident while being questioned concerning his observations and actions
in the incident. Such "walk- through" shall not be videotaped. Sufficient
information to reasonably apprise the Officer of any allegations shall
also be provided to him prior to or during the "walk-through."

E. The interview shall be completed with reasonable dispatch.

F. The Officer shall not be subjected to any offensive language, nor shall
the Officer be threatened with transfer, dismissal, or other disciplinary
punishment. No promise of reward shall be made as an inducement to

answering questions. Nothing in this Section is to be construed so as
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to prohibit the investigating Officer from informing the Officer that
the Officer's conduct can become the subject of disciplinary action
resulting in disciplinary punishment.

G. If an Officer is under arrest or likely to be (that is, if the Officer is a
suspect or a target of a criminal investigation), the Officer shall be
given his rights pursuant to the existing law.

H. Upon request, the Officer shall be given an exact copy of any written
statement the Officer may execute.

I. Therefusal by an Officer to answer, pursuant to a direct order, pertinent
questions concerning any non-criminal matter may result in disciplinary
actions.

J.  Upon the request of either the Officer being interviewed or the Chief
or other Officer conducting the interview, the City shall record the
interview. The recording shall commence immediately at the
beginning of the interview. There shall be no "off the record" questions.
All recesses called during the questioning shall be noted in the record.
The Officer shall always have a right to a copy of the recording at the
Officer's expense. The recording shall not be introduced by either
party at any appeal hearing (grievance).

K. The Officer shall be allowed to consult the Officer's attorney at any
time during the investigatory process so long as such consultation
does not impede the investigatory process.

L. The Officer will be provided with a copy the “Statement of Rights”
attached to this Agreement as Exhibit “B”.

SECTION 2.
Nothing in this Article will preclude discussions of matters involving an Employee's work,

conduct, and behavior such as requesting the completion of routine reports or providing initial
explanatory information regarding an incident or matter before a written complaint may be
prepared and signed, giving an Employee non-disciplinary verbal counseling, giving additional
training or guidance on a procedure or other matter or issue, or issuing a performance report
or evaluation. Nothing in this Article will preclude the Department from immediately acting to
start an investigation of a serious incident, such as one involving an Officer- involved shooting
or the death or serious injury of an individual, before the written complaint is prepared and
signed.

SECTION 3.

A Police Officer shall not be required to submit to a polygraph examination as part of an
administrative or internal investigation, regarding the Officer's conduct unless the complainant
is first examined by a licensed polygraph examiner. If a Police Officer is subjected to a
polygraph examination, the licensed examiner who administers the examination shall not know
the results of the complainant's polygraph examination or the name of the licensed examiner
who conducted such examination. Any applicable prohibitions in future statutes concerning
the use of the polygraph examinations shall be followed as covered by this Agreement.
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ARTICLE 9
DISCIPLINARY GRIEVANCE PROCEDURES

SECTION 1. General Rules, Procedures & Definitions, Calculation of Time, and
Transmittal.
For the purposes of this Article, the term "days" shall mean calendar days, unless otherwise
specified. The day of the act, event, or default after which the designated period of time begins
to run is not to be included. The last day of the period so computed will be included, unless it
is a Saturday, Sunday, or legal holiday, which event the period runs until the end of the next
day which is not a Saturday, Sunday, or legal holiday.
A. Disciplinary Grievance is an appeal from a suspension for more than five (5)
working days, demotion, or termination of an Employee conducted through
the arbitration process specified in this Article.
B. Contract Grievance is a dispute involving the application, interpretation, or
enforcement of this Agreement, but not involving the suspension, demotion,
or termination of an Employee conducted through the arbitration process
specified in Article 10.
C. Payment of Arbitration: The cost of selecting and engaging an arbitrator for
any arbitration required by this article shall be split evenly between the
parties. Nothing herein prevents the arbitrator from requiring the parties to
prepay the costs in advance. Each party shall be responsible for their own costs
and expenses incurred during the arbitration process, including but not limited
to their attorney's fees.

SECTION 2. Discipline and Disciplinary Grievances.

A. City's Authority: The City shall have the authority to demote, reprimand,
suspend without pay not to exceed thirty (30) days, or terminate any Officer
who has completed the probationary period for the causes set forth in the rules
and regulations, policies, general and special orders, and directives of the Town
of Horizon City Police Department. A Probationary Officer may be discharged
at any time during the probationary period for any reason, but for the record,
a full statement of those reasons must be filed with the Human Resources
Manager within three (3) days of the discharge. Disciplinary action for non-
criminal activity shall not be initiated against any Employee for a violation
which occurred more than 180 days prior to the service of the Notice of
Proposed Disciplinary Action or written reprimand upon the Employee.

B. Written Reprimands: Officers shall not have the right to appeal or file a
grievance regarding a letter of reprimand but may submit a written response
to the letter of reprimand for inclusion in their personnel file.

C. Suspensions of Five (5) Working Days or Less: The parties agree that when
an Officer is suspended with or without pay by the employer for five (5)
working days or less, the Officer may only proceed as follows:

1. PTO Option At the time of receipt of the notice of suspension, the
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Officer may forfeit accrued PTO time or accrued compensatory
time equal to the length of the suspension or forfeit for any number
of full days combined with the remaining period to remain
suspended without pay, to serve the suspension with no break in
service for purposes of seniority or promotion. The forfeited
PTO time or compensatory time will not constitute hours
worked for the purpose of overtime pay. In the event an Officer
has received a disciplinary suspension within the proceeding 24-
month period, the Officer may forfeit P'T O time or compensatory
time only with the employer's written permission.

D. Notice of Proposed Disciplinary Action/Pre-Termination Process.

1. Suspension of more than five days or Demotion. When the
disciplinary action contemplated is to be a suspension of more than
five working days or a demotion, the affected Employee must first
be served with a Notice of Proposed Disciplinary Action that shall
include the Departmental Rules or Regulations violated, the date,
time, and place that the Employee violated the rule (s); together with
a specific description of the Employee's conduct which violated the
rule(s). The Notice shall be personally served upon the Employee or
sent by United States Postal Service, certified mail, return receipt
requested to the address he has on file with the Department. The
statement shall inform the Officer that he has seven (7) days after
receipt thereof to request a conference with the Chief of Police.
Within five (5) working days of receipt of the Employee' s request,
the Chief or the Assistant Chief if designated by the Chief shall meet
with the Employee, provided that this period may be extended with
the mutual consent of the Chief and the Employee. During the
conference the Employee, their representative and the Chief shall
engage in discussions with a view toward reaching a consensus and
agreement relative to the proposed disciplinary action. No part of
the discussions that take place during the conference may be offered
into evidence at any subsequent proceeding, except for the limited
purpose of determining compliance or non-compliance with the
provisions of this Article and for impeachment purposes.

2 Termination. When the disciplinary action contemplated is to be a
termination, the affected Employee must first be served with a Notice
of Proposed Termination that shall include the Departmental Rules or
Regulations violated, the date, time, and place that the Employee
violated the rule (s); together with a specific description of the
Employee's conduct which violated the rule(s). The Notice shall be
personally served upon the Employee or sent by United States Postal
Service, certified mail, return receipt requested to the address he has
on file with the Department, along with a Notice of Pre-Termination
Hearing, at least 24 hours prior to the time set for the hearing.

The Pre-termination Hearing will be conducted by the Chief of
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E. Notice
1.

Police or the Assistant Chief of Police, if so, designated by the Chief.
The Employee is entitled to have a representative to assist him in
making his response to the Chief or designee. The Chief will consider
the response as he deems appropriate in making his final determination
on disciplinary action to be taken.

If settlement is discussed during the Pre-termination Hearing, no part
of those discussions that take place during the Hearing may be offered
into evidence at any subsequent proceeding, except for the limited
purpose of determining compliance or non-compliance with the
provisions of this Article and for impeachment purposes. In the event
such a consensus is reached regarding disciplinary action, the
execution by the Employee of documents finalizing the settlement
agreement shall constitute a waiver of the Employee's right to file a
grievance, and the Employee shall be so advised in plain language.

Representation. In the situations where the representative assisting
an Employee in a conference or pre-termination hearing is a
department Employee, the representative shall not participate in this
process on City time.

Grievance Steps. If a settlement has not been reached and
disciplinary action is taken by serving the Employee with a Notice
of Disciplinary Action, the Employee may submit a Disciplinary
Grievance for arbitration pursuant to the procedure set forth in
Subsection E of this Section. However, the Association Grievance
Committee shall meet to determine whether arbitration is
appropriate. If the Association Grievance Committee decides that
arbitration is not appropriate, no further action will be taken. The
Association Grievance Committee shall make a decision on this
matter within (7) days after the receipt of the Notice of Disciplinary
Action is delivered to the Employee.

of Final Disciplinary Action and Arbitration Procedure.

Disciplinary Action. If a conference was held under Section D(1) and no
settlement reached, or upon completion of a Pre-Termination Hearing under
Section D 2, and the Chief determines that disciplinary action will be imposed,
a Notice of Disciplinary Action shall be made by hand delivery on the
Employee or by the United States Postal Service, certified mail, return receipt
requested, to the Employee's address on file with the City. It shall include the
departmental rule(s) or regulations violated, the date, time, and place that the
Employee violated the rule(s). Said statement shall inform the Employee that
he has fourteen (14) days after the receipt thereof to file a written request for
arbitration with the City.

Disciplinary Grievance: Notice of a request for arbitration of a disciplinary
grievance shall be in writing, addressed to the Chief of Police, and made by
hand delivery on the Chief or by depositing at the United States Postal

Page 18 of 53



Service, certified mail, return receipt requested, using the official mailing
(contact) address of the Town of Horizon City, as provided on its website,
no later than the 14th day after the date the Employee receives the written
Notice of Final Disciplinary Action.

. Discovery: Within seven (7) days of service of the Employee's Request for
Arbitration, the City shall forward a copy of the Officer's entire
administrative investigatory file of the incident made the subject of the
disciplinary action and the Employee's administrative investigatory
disciplinary history showing the complaints filed against the Employee and
the dispositions of each case. All other discovery requests must be made by
the Employee in writing to the City no later than the 21st day before the date
scheduled for the arbitration hearing. The City must provide complete
responses to the Employee's discovery requests within seven (7) days of the
service of the request. The City shall have the right to make discovery
requests to the Employee or his representative no later than the 21st day
before the date scheduled for the arbitration hearing. The Employee must
provide complete responses to the City's discovery request within seven (7)
days of the service of the request.

. Witness Lists and Exhibits: Upon request of a party, the other party will provide
a list of witnesses and copies of their numbered and lettered exhibits no later
than the seventh (7th) day before the arbitration hearing is to be held.
Selection of Arbitrator: All arbitrations shall be heard by an arbitrator
which will be selected on a rotating basis from a panel of four (4) or more
selected arbitrators. The decision of the arbitrator shall be final and binding
upon the Employee and the City, subject to any rights of appeal to a court of
Jaw as permitted by law. During the arbitration process parties shall have
the right to be represented by an attorney or a representative of their
choosing.

The arbitration panel shall have at least four (4) local arbitrators appointed by
mutual agreement of the City and the Association. The members of the
panel shall serve a one- year term and be subject to reappointment by mutual
agreement of the City and the Association. Subject thereto, the City and the
Association may, at any time remove or add agreed-upon members by mutual
consent. If there is a vacancy, such as by resignation, death, or agreed upon
removal, the City and the Association shall act promptly to select enough new
members to ensure that the panel contains not less than four (4) active
members. On or before January 1% of each year the parties shall meet and
confer in regard to reappointment or replacement of the arbitration panel.
. Final Hearing: Once the hearing date is established, the legal counsel for
the City and the Employee may each request one continuance for a period
of time not to exceed twenty (20) days. Additionally, the arbitrator may
grant other continuances upon a showing of good cause or upon mutual
agreement by both the legal counsel for the City and the Employee or his
representative. The Employee and the City shall be entitled to representation
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by any person of their choice; cross-examination of witnesses; presentation
of evidence; authority to compel the production of required papers,
documents, evidence, and the attendance of Employees of the City, which
production and attendance shall be commanded by the Mayor or the Chief
of Police on behalf of the Employee; stenographic or non-stenographic
recording of the proceedings and any other procedures needed to ensure a
fair and impartial hearing. All issues of jurisdiction or procedural arbitrability
shall be decided by the arbitrator before the final hearing. The parties will make
every effort to have all preliminary issues heard by submission. The City has
the burden of proof, by a preponderance of the evidence, to prove that the
discipline imposed upon the Employee was based on just cause and proper
under the circumstances.

_ Decision of the Arbitrator: The Arbitrator shall have the authority to
interpret the Agreement, to make conclusions of fact based upon the
evidence submitted at the proceeding and to apply the contractual
provisions to said facts. The jurisdiction of the arbitrator is limited in that
he has no authority to add to, subtract from, amend or otherwise change or
in any way modify the provisions of this Agreement. The Arbitrator has the
authority to sustain the discipline in whole or in part, reverse the discipline
in whole or in part, or alter the discipline notwithstanding the ruling in City
of Waco v. Kelley, 309 S.W.3d 536 (Tex. 2010). Inno circumstances is the
arbitrator authorized to impose greater discipline than that originally
imposed by the City. In cases of termination in which the Arbitrator
imposes a suspension in lieu thereof, such suspension shall not exceed the
greatest amount of time authorized to be imposed by the City.

The Arbitrator shall, when mutually requested by the legal counsel for the
City and the Employee, be required to issue a bench award at the conclusion
of the hearing, and in such an event, no legal briefs will be allowed.

The City shall maintain a personnel file on each Employee, which may be used
for evidentiary purposes in hearings under this Article.

The decision of the Arbitrator is final and binding upon the Employee and
the City. If the suspended or terminated Employee should be re-instated to
his position by order of the Arbitrator, then at the discretion of the
Arbitrator, the Employee may receive: (a) full compensation at the rate of
pay that was provided for his position at the time of his suspension or
termination; (b) credit for all PTO lost as a result of the suspension or
termination; (c) contributions toward any defined contribution plans lost as
a result of the suspension or termination; (d) FMLA credit; (e) seniority;
and (f) any and all other relief to which he may show himself justly entitled.
If the demoted Employee should be re- instated to his former rank by order
of the Arbitrator, then at the discretion of the Arbitrator, the Employee may
receive: (a) compensation for any lost base pay if the Employee's base pay
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had been reduced for the time that the Employee's rank was reduced; (b)
seniority; and (c) any and all other relief to which he may show himself
justly entitled. Should the City refuse to comply with the arbitration award,
the Employee shall have the right to proceed to court for purposes of
enforcing same and may recover attorney's fees in such an action.
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ARTICLE 10
CONTRACT GRIEVANCES

The City and the Association agree that the purpose of this grievance procedure is to
provide a just and equitable method for resolving disagreements between the parties
regarding the interpretation of the provisions of this Agreement, matters involving the
interpretation, application, or alleged violation of a specific provision of this Agreement
shall be subject to this grievance procedure.

A. STEPS. A contract grievance shall be handled as follows:

Step 1: The Police Officer shall submit the grievance in writing to the
Chief within fourteen (14) calendar days of the Police Officer's
actual or constructive knowledge of the occurrence or the event
causing the problem. The written grievance must state the grievance
and the facts upon which it is based, the date the Police Officer
became aware of his grievance, the remedy or adjustment sought,
the section(s) of the Agreement violated, and it must be signed by
the grieving party. After receipt of the grievance, the Chief shall
evaluate the grievance and respond to the Police Officer within
fourteen (14) calendar days. Nothing in this procedure prohibits the
grieving Police Officer from attempting to informally resolve the
grievance with his supervisor(s) or the Chief prior to submission of
the written grievance, and the Association and the City encourage
such actions. g

Step 2: If the Police Officer is not satisfied with the response from
the Chief, the Police Officer may submit his grievance to the
Association Grievance Committee to determine if a grievance exists.
The Association Grievance Committee shall meet, render its
decision, and file the notice required under Step 3 within fourteen
(14) calendar days of the Step 1 ruling, if the Association Grievance
Committee decides that a grievance exists. The Association,
beginning with the Step 3 process, shall represent the aggrieved
Police Officer. In the event that the Association Grievance
Committee decides that no grievance exists, the Association shall
notify the Mayor in writing that no grievance exists and there shall
be no further action taken under this procedure.

Step 3: If a grievance is believed to exist, it shall be presented in
writing to the Mayor. The Mayor or his designee may meet with the
grieving Police Officer and the Association representative to discuss
and attempt to alleviate said grievance. The Mayor shall submit a
written answer to the grievance within ten (10) calendar days of
receiving the grievance and advise the chairman of the Association's
Grievance Committee and/or the President of the Association of the

response in writing.
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B.

C.

D.

E.

Step 4: If the grievance has not been settled at Step 3, the Association
shall have fourteen (14) calendar days from the date of the Mayor's
decision in which to notify the City that it desires to submit the
matter to mediation and/or file a request to arbitrate the grievance.
Such a request shall be submitted in writing to the Mayor or his
designated representative. Arbitrators for contract grievances shall
be selected from a list of up to 5 arbitrators provided by the
American Arbitration Association (AAA) under procedures set out
by AAA. However, if the City agrees to a mediation request, the
City need not request an arbitrator list from AAA until after the
mediation is completed. Notwithstanding this provision, the parties
may at any time during the grievance process, mutually agree to
submit a matter to non-binding mediation.

Time Limits.

The parties shall adhere to the time limits as set forth in the procedure. In
the event the Police Officer or Association fails to meet the time limits at
Step 1 of the procedure, the grievance shall be considered satisfied, and no
further action shall be taken. Failure by the City to meet the time limits at
any other Step shall be considered an unsatisfactory response and shall
automatically allow the grievance to proceed to the next Step. Failure by
the Association to meet the time limits at any other Step shall be a
determination that the Association is satisfied with the last decision. Any
deadline or time restrictions set out in this Agreement with respect to
grievance proceedings may be modified by written agreement of the parties.
However, neither party may be compelled to waive its right to insist upon
the deadline and time restrictions provided herein.

Discovery

All discovery requests must be made by the Association in writing to the City
no later than the 21st day before the date scheduled for the hearing. The City
must provide complete responses to the Association's discovery requests within
seven (7) days of service of the request. Disputes regarding discovery will be
resolved by the arbitrator. The City shall have the right to make discovery
requests to the Association no later than the 21st day before the date scheduled
for the arbitration hearing. The Association must provide complete responses
to the City's discovery request within seven (7) days of the service of the

request.

Witness Lists & Exhibits

Upon request of a party, the other party will provide a list of witnesses and
copies of their numbered or lettered exhibits no later than the 7th day before

the final hearing of the grievance.

Decision of Arbitrator Final

The Arbitrator to whom any grievance shall be submitted in accordance with
the provisions of this Article shall have the authority to interpret the
Agreement and make conclusions of fact. The decision of the Arbitrator is
final and binding upon the Association and the City.
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Payment of Arbitration and/or Mediation
The cost of selecting and engaging an arbitrator for any arbitration required

by this article, or the costs of selecting and engaging a mediator for a
mutually agreed upon mediation, shall be split evenly between the parties.
Nothing herein prevents the arbitrator or mediator from requiring the parties
to prepay costs in advance. Each party shall be responsible for his own cost
and expenses incurred during the arbitration or mediation process, including
but not limited to their attorney's fees.
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ARTICLE 11

SAFETY AND EQUIPMENT

SECTION 1. Equipment.
The City shall maintain at all times an adequate quantity of modem, marked and plain

vehicles, and other essential equipment in sound working condition to ensure a safe
workplace and for each Employee to maximize his potential in support of the
Department's prime objectives of public safety. Management shall be responsible for
determining the quantity, quality, and specifications of such equipment.

The City shall provide each Employee with a properly fitted bulletproof vest without
unreasonable delay subsequent to employment. Vests shall be replaced every five (5) years,
or at intervals recommended by the National Institute of Justice.

SECTION 2. Clothing and Equipment.
A set of uniforms shall be provided to each Employee upon entering the Department. A set

shall consist of five (3) short sleeve shirts, five (5) long sleeve shirts, five (5) pair of pants,
one (I) set of BDUs, one ( 1) coat, one (1) pair of boots and one ( 1) raincoat. Uniformed
Employees shall be provided with leather gear and other equipment, including handcuffs,
flashlight, batteries, etc. Purchasing of said equipment shall be the sole responsibility of the
City and at no time shall any Employee be allowed to purchase equipment without the
permission of the Chief of Police or his designee. The total cost of uniform or equipment
replacement shall not exceed four hundred (8400.00) per year, except in the case of the
initial provision of uniforms and equipment for new Employees.

The Employee will be provided with a duty firearm as designated by the Chief of Police.
All of the above clothing and equipment shall be replaced by the City as needed for normal
wear and tear. The City may require that worn and damaged equipment be turned in upon

replacement.

Employees assigned to non-uniformed duties as their regular duty shall be entitled to receive
reimbursement for the ordinary and necessary expenses in obtaining appropriate clothing,
leather gear and equipment to be worn on duty in an amount not to exceed eight hundred
($800.00) per year. All expenditures must be substantiated and the explanation and receipts
for such expenditures shall be submitted within sixty (60) days of the expenditure.
Employees will submit tax-exempt documentation to vendors and make every effort to
purchase from vendors who will complete the documentation. However, if unable to
consummate the sale as a tax-exempt purchase, they will be reimbursed for the full cost of

qualified purchase.
All non-uniformed Employees shall comply with the dress code established in the approved
Police Manual.

SECTION 3. Ammunition/Gun Qualification
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In addition to the ammunition provided by the department for mandatory in-service firearms
training, each Officer is entitled to 50 rounds of 9mm caliber ammunition per year.

SECTION 4. Ammunition/Gun Qualifications
The City shall supply sufficient rounds of ammunition for Officers’ in the gun he carries while

on duty, in the amount as determined by the Chief.

The City shall provide ammunition for target practice/gun qualification in the amount
determined as necessary and appropriate by the Chief for such purposes. The City shall allow
Officers to qualify with their weapons during duty hours. The City agrees to purchase industry-
standard law enforcement ammunition for all department-approved weapons.
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ARTICLE 12
SENIORITY

SECTION 1. Seniority Rights.
City seniority shall only establish rights within a department pertaining to transfer,

promotion, or layoff. Seniority will be a factor in transfers, promotions, or layoffs. In
making transfers, promotions, or layoffs, the person having greater seniority will be given
preference when, in the opinion of the Chief, the skills and qualifications of those eligible
for the transfer, promotion, or layoff are equal.

SECTION 2. Transfer of Seniority.

When an Employee transfers from one city department to another city department, he loses all
seniority accumulated in the previous department. Such an Employee will not lose City
seniority. The City shall maintain an up-to-date seniority list. The seniority list shall include
City seniority and the Employee's most recent date of entry into the department as a regular

Employee.

Page 27 of 54



ARTICLE 13

OFF-DUTY EMPLOYMENT

Off-duty employment is a privilege, not a right. Therefore, only Employees in good standing
with the Department will be permitted to engage in off-duty employment. Authorization for
off-duty employment will be approved at the discretion of the Chief.

Off-duty employment shall be permitted consistent with the guidelines established by the
Chief.

Employees shall submit a written request through the chain of command for permission to
engage in off-duty employment and shall receive prior approval from the Chief of Police or
Assistant Chief before beginning off-duty employment. The Chief may establish rules and
restrictions regulating off-duty employment as a condition for approval thereof, or continuation

of off-duty employment

Regular full-time members of the classified services shall be permitted to work part-time for
other employers subject to the provisions of this policy, Full-time employees must recognize
that their primary duties are to the Town of Horizon City. Employees are subject to call at any
time for emergencies, special assignments, or overtime, and the obligations of outside
employment are always subordinate to the needs of the City.

Employees are cautioned to carefully consider the demands that additional work activity will
create before accepting outside employment. Outside employment will not be considered an
excuse for poor job performance, absenteeism, and tardiness, leaving early, refusal to travel, or
refusal to work overtime. If outside work activity causes or contributes to job-related problems,
it must be discontinued and, if necessary, normal disciplinary procedures will be followed to
deal with the specific problem.

If off-duty employment is approved by the Chief, Employees shall be allowed to utilize
the Horizon City Police Uniform and personal equipment in compliance with applicable
Police Department policies and procedures.

Employees are advised that they should determine what Workers' Compensation
benefits, liability protection, or legal representation are available from their secondary

employers.
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ARTICLE 14
PROMOTIONS

SECTION 1. General.

The City shall solely determine whether any vacant pos ition in any rank will be filled or
eliminated. The promotional process described in Section 2 below shall not be applicable to
filling the Assistant Chief's and the Commander’s positions. The Assistant Chief and the
Commander shall be selected by the Chief and shall serve at the pleasure of the Chief and
may be demoted from said positions at the Chief's discretion. In such event, such Employee
shall normally be returned to the position from which the Employee was appointed, and
such Employee's salary shall be in accordance with that position. If the Chief demotes such
Employee to a position lower than that from which such Employee was appointed, such
Employee retains all rights to file a grievance regarding said demotion in accordance with
Article IX. An arbitrator shall have the power or authority to restore such Employee to the
position from which the Employee was appointed, but no higher.

As positions become vacant, notice of the job opening will be posted at the Police Station
at least thirty (30) days in advance of the date of the examination. The posting notice shall also
identify all materials from which the examination is drawn and the source for all such

materials.

SECTION 2. Oral Interview Panel.

Following the determination regarding which applicants meet the minimum qualifications as
stated in the City's job description for the position being filled, the Chief or his designee shall
select two (2) individuals who are active law enforcement Officers, from outside law
enforcement agencies, with a rank equal or higher than the position being filled, who shall
conduct an oral interview of the candidates. Additionally, the President of the Association or
his designee shall sit on the oral board as the third (3rd) member of the interview panel.

A structured approach shall be utilized in order that the same issues and questions are
applied to each candidate and all issues are to be job-related. The City, through the Chief,
shall provide the questions to be utilized and the issues to be covered. Each interviewer shall
rate the candidate on the basis of a scale of one to five, with one being the lowest and five
being the highest. During the oral interview, the questions asked shall be used to rate the
candidate on appearance, content, communication skills, and presentation. The average of
the three interviewer's rating shall be used as the oral interview score and a list of the top
three candidates will be created and be submitted to the Chief who then shall make a
selection from this list of three. Provided however, if more than seven Employees
participated in the oral interviews, a list of the top five candidates will be created and the
Chief shall make a selection from this list of five.

In the event that the Panel unanimously determines that none of the interviewed Officers are
qualified to be promoted, the Panel may recommend to the Chief that someone from outside
the Department be employed to fill the vacancy.
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SECTION 3. Voluntary Demotion,
In the event that an Employee requests a voluntary demotion to an open or vacant position,

the Chief, upon determining that such Employee meets the minimum qualifications as stated
in the City's job description for the open or vacant position, may choose to demote and
appoint such Employee to the position without going through the oral interview process
provided in Section 2. Before assuming the new position, such Employee shall agree to and
sign a waiver of his rights to file a grievance or appeal the demotion.

SECTION 4. Probationary Period for Supervisors.

Upon receiving a promotion, the Employee shall be on probation for six months. During the
probationary period, the Chief may, upon making a determination that the Employee is not
performing to acceptable standards, demote the Employee. In such event, the Employee shall
normally be returned to the position from which the Employee was appointed and the
Employee's salary shall be in accordance with that position. If the chief demoted the Employee
to a position lower than that from which the Employee was appointed, the Employee retains all
rights to file a grievance regarding said demotion in accordance with Article IX. An arbitrator
shall have the power or authority to restore the Employee to the position from which the
Employee was appointed, but no higher.

SECTION 5. Promotional Minimum Increase.
Upon receiving a promotion to a new rank, the Employee will be placed in the first grade level
in the rank that results in an increase in salary from the grade and rank held before the

promotion.
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ARTICLE 15

DRUG-FREE WORKPLACE

SECTION 1.
As required in compliance with the Texas Workers ' Compensation Act and the Federal

Drug-Free Workplace Act of 1988, as amended, the City and the Association adopt the
following policy for the purpose of elimination of drug abuse in the workplace.

It is the goal of the City to provide a work environment that is free from the use, sale,
possession or distribution of controlled substances or illegal drugs, and free from the abusive
use of legal drugs or alcohol. The City will take reasonable measures to ensure that
Employee alcohol and drug use does not jeopardize the safety and health of other
Employees, the public, the success of the city business or our constituent relationships.
Employees are absolutely prohibited from using, selling or transferring any controlled
substance or drugs while on city property or while performing services pursuant to their
employment with the City. Employees are prohibited from reporting to work or from
performing any work for the City while impaired by or under the influence of a controlled
substance, drug or alcohol.

SECTION 2.
For the purposes of this policy, controlled substances are defined as, but not limited to,

illegal drugs, any hallucinogenic substances and any non-prescription depressants or
stimulants. For the purposes of this provision, the term "drug" also includes alcoholic
beverages, prescriptions and illegal inhalant drugs. This provision does not prohibit the use
of prescription drugs when taken as directed by an Employee's doctor(s) unless the
prescription drug impairs the Employee's ability to perform his job duties effectively and
safely, nor does it prohibit the moderate use of alcohol at City-sponsored social events or
business development functions.

SECTION 3
The City will test for presence of alcohol and illegal drugs when there is reasonable cause

(i.e. following a work related injury). As a condition of employment, Employees may be
required to submit to drug tests under circumstances that include, but are not limited to, the
following:

A. Incident to investigations of accidents resulting in bodily injury or

property damage;

B. Where, in the City' s opinion, violations of safety rules or procedures are

suspected;
C. Where, in the City' s sole discretion, there is reasonable cause to believe an

Employee has been engaging in illegal drug use at any time, or working under
the influence of alcohol; and
D. On a periodic basis for Employees who return to work after participation

in a rehabilitation program.
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If there is sufficient cause for an Employee to be sent for substance testing, the Employee can
be removed from the job until the results of the test have been received. Should a test return
with positive results, the City reserves the right to discuss the results with the Employee. Any
Employee(s) found to be in violation of this policy will be subject to disciplinary action, up
to and including termination of employment.

Refusal by an Employee to complete and sign the substance testing form, to provide an
adequate amount of breath, body fluids or otherwise refuse to cooperate may subject the
Employee to further disciplinary action, up to and including termination of employment.

SECTION 4.
The City will contract, when necessary, with certified laboratories that are required to

maintain Employee test records in confidence. The laboratory shall disclose information
related to the results of the drug test of an individual to the individual, to a Human Resources
representative and to the Chief of Police only. An Employee subject to testing is entitled,
upon written request, to obtain copies of any records pertaining to the Employee' s use of
alcohol and illegal drugs, including any records pertaining to his or her substance tests. The
City will promptly provide the records requested by the Employee.

An Employee may request help for a substance abuse problem before job performance is
impacted. The availability of any rehabilitation programs is governed by the terms of the
health insurance policy in effect for all Employees. Employees who voluntarily apply for
participation in a rehabilitation program shall not be subject to discharge provided the
Employee seeks assistance prior to being tested for the use of substances covered by this
policy and before the City has reason to believe the Employee has violated the policy.

Due to the nature of the City' s operations and variations necessary to accommodate
individual situations, the provisions of this policy or of any related policies, practices, or
guidelines may not apply to every Employee in every situation. The City reserves the right,
within the requirements imposed by federal, state or local government, to rescind, modify
or deviate from this or any other policy, practice, or guidelines as it considers appropriate
in its sole discretion in either individual or citywide situations with or without notice.

A Human Resources representative will schedule substance testing. The Employee will be
notified by the Human Resources representative when and where to report for testing

If an Employee recognizes a substance abuse problem, they should contact their private
physician for assistance. The Employee may also request assistance through the Human

Resources department.
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ARTICLE 16

REIMBURSEMENT FOR LOST OR DAMAGED ITEMS

SECTION 1.
An Officer may file a written request with the Chief or his designee for reimbursement for

items of a personal nature that are lost or damaged as a result of work-related activity.
Except in the case of the Officer's incapacity or required travel out of town, the request
must be submitted within five days, in writing, after the incident that resulted in the
loss/damage, and the request must be accompanied by a clear explanation of the
circumstances of the loss, damaged or stolen property.

Reimbursement is limited to $300.00 per occurrence, except for a firearm, in which case
the limit is $650.00. The replacement item must be purchased within 30 days of the date the
original item was lost or damaged and the receipt must be submitted to the City within 10 days
of purchase unless prior approval of the Chief has been obtained for a different time frame

for purchase and submission.

SECTION 2.
The City may, at its option, replace the item with an item of comparable worth and quality.

SECTION 3.
Reasonable proof of value (such as receipt, canceled check, seller's statement, or catalog

information), satisfactory to the Chief, must be provided within thirty (30) days after the
occurrence and no payment shall be authorized without such proof.
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ARTICLE 17

TRAINING AND CONTINUING EDUCATION

SECTION 1.
A training committee shall be established to make recommendations on training and

continuing education for Officers. The committee shall consist of the Chief of Police, the
President of the Association or his designee and the Training Officer. The committee shall
meet as necessary to make recommendations to the Chief as to training. However, all
training decisions shall be totally within the discretion of the Chief.

SECTION 2.
The City shall make core training courses, as designated by TCOLE, and necessary for the

continuation of an Officer's certification, available to all Officers. All classes that are offered
at no charge in the local and surrounding communities shall be exhausted first before any

out-of-town training is approved.

SECTION 3.
In addition to the annual in-service training mandated by the Texas Commission of Law

Enforcement (TCOLE), each Officer may attend up to forty (40) hours per year of TCOLE-
approved training during on-duty hours.
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ARTICLE 18
PERSONNEL FILES AND SEPARATION

SECTION 1. Badge upon Separation.
Each Officer who honorably separates from the Department after 20 years of service

shall be given his badge at no charge. An Officer who separates honorably before their
20 years of service shall have the option to buy his/her badge for the sum necessary to
replace the badge at then current prices.

SECTION 2. Service Handgun Upon Separation.
Upon Retirement, each Officer who retires/honorably from the force shall have the

option to purchase their service handgun. For the sum necessary to replace the handgun
at then current prices. The service handgun will be purchased by bill of sale to keep a
track of serial number by the City.

SECTION 3. Permanent Personnel File.
The Human Resources Manager shall maintain one permanent personnel file of all
Employees. Nothing herein shall preclude the Chief from maintaining an administrative
investigatory file or other private administrative file. The Personnel file must contain any
letter. memorandum, or document relating to:
A. A commendation, congratulation, or honor bestowed on the Employee by a
member of the public or by the employing Department for an action, duty, or
activity that relates to the person's official duties;

B. Any misconduct that resulted in disciplinary action by the Department in
accordance with this Agreement. The personnel file shall not contain any
information relating to any alleged misconduct by the Employee if the final
resolution of the entire matter was held to be not sustained, unfounded or
reversed in its entirety by an Arbitrator. In the event that an Arbitrator
reduced the disciplinary action taken, the personnel file shall reflect the
Arbitrator's decision. A letter, memorandum, or document relating to the
alleged misconduct by the Employee may not be placed in the person's
permanent personnel file if the Department determines that there is
insufficient evidence to sustain the charge of misconduct; and

C. The periodic evaluation of the Employee by a supervisor.

A letter, memorandum, or document relating to the alleged misconduct by the
Employee that is placed in the person’ s permanent personnel file as provided herein
and did not result in disciplinary charge or hearing shall be removed from the
Employee's file if:

1. The disciplinary action was taken without just cause; or

2. The charge of misconduct was not supported by sufficient evidence.
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The Employee is entitled, on request, to a copy of any letter, memorandum, or
document placed in his permanent personnel file. The City may charge the
Employee a reasonable fee not to exceed actual cost for any copies provided under

this subsection.

Provided another written reprimand for the same offense has not been issued against
an Employee during the two year time period from the date of issuance of the first
written reprimand; a written reprimand shall be removed of an Employee’s personnel
file after 2 years.
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ARTICLE 19
WAGES AND COMPENSATION

SECTION 1.
All wages, monetary supplements, and other monetary benefits are contained in this Article.

SECTION 2.
Effective October 1, 2024 the pay scale on Exhibit “A” attached hereto and made a part hereof shall be in

effect. Prior to the effective date, the City Human Resources Manager will advise each Employee which
grade they are currently in and their Base Pay will be adjusted accordingly to be effective on October 1,
2024. Thereafter, adjustments to Grade and Base Pay will be made every other year and continue
regularly every other year on October 1%t during the term of this Agreement. These adjustments are made
based upon time of service and will be automatic.

During FY 2024-2025, each employee will be evaluated on or after the anniversary of their last
promotion.. The evaluations will continue regularly and annually during the term of the Agreement..

SECTION 3.
In the event that the Chief wishes to establish a Commander position as included within

Exhibit “A” he shall give thirty days written notice to the Association of the date on which
the position will be established. The promotion process set forth in Article 14 shall apply to

the Commander position.

SECTION 4. FTO Pay.
The City agrees to pay each Officer assigned to perform Field Training Officer duties an

additional sum of $1.00 per hour while performing said duties. The Chief shall have the right
to establish criteria for the selection of Officers to be assigned as Field Training Officers. The
Chief shall determine the number of Field Training Officers needed and may reduce or increase
the number of assignments depending upon the needs of the Department.

SECTION 5. Longevity Pay.

A. Longevity pay in the amount of $96.00 per year of departmental service, up to a
maximum of 25 years, shall be paid on a bi-weekly basis with the Officer's

regular pay.
B. It is expressly understood and agreed that this section shall be entitled to

preemption including but not limited to the provision of §141.032 of the Texas
Local Government Code.

SECTION 6. Education and Certificate Pay.

Effective October 1, 2013, an Employee shall be entitled to either Certificate pay, or
Education pay, at the highest qualifying rate, but shall not be entitled to both. Education pay
shall only be payable for degrees or college credits from an accredited college or university.
An accredited college or university is an institution of higher education that is accredited or

Page 37 of 54



authorized by the Southern Association of Colleges and Schools, the Middle States
Association of Colleges and Schools, the New England Association of Schools and
Colleges, the North Central Association of Colleges and Schools, the Northwest
Association of Schools and Colleges, or the Western Association of Schools and Colleges
(Reference: TCOLE Rule 211.1(a)(3), as modified by the Commission from time to time).
Employees hired on and after October I, 2013, will not be eligible for either education or
certificate pay until their one-year anniversary date.

It shall be the Employee's obligation to notify the Police Chief and provide documentation
regarding the certificate(s) and/or degree(s) or amount of college credit held by the
Employee. The Employee shall make such notification within 30 days of obtaining one of
the listed certificates or degrees below or upon meeting the required amount of college
credit. An Employee making such a timely notification shall receive the applicable pay
dating from the date the certificate, degree, or credit is obtained, or in the case of a new hire
on their one-year anniversary date. An Employee who fails to make such a timely
notification shall receive the applicable pay from the date of notification to the Chief.

A. Certificate Pay
1. Each Employee holding an Intermediate TCOLE Certificate

shall be paid one hundred dollars ($100.00) per month. Each
Employee holding an Advanced TCOLE Certificate shall be
paid one hundred twenty-five dollars ($125.00) per month.
Each Officer holding a Master TCOLE Certificate shall be
paid one hundred fifty dollars (3150.00) per month.
B. Education Incentive Pay

1. Each Employee holding an Associate's degree or sixty (60)
hours of college credit shall be paid one hundred dollars
($100.00) per month.

2. Each Employee holding a Bachelor's degree shall be paid two
hundred dollars ($200.00) per month.

3. Each Employee holding a Master's degree shall be paid
three hundred dollars ($300.00) per month.

SECTION 7. Shift Differential.

The Chief may, at his discretion, implement 10- or 12- hour shifts. In the event such shifis are
implemented, the Employees assigned to work the extended hour shifts will be entitled to
shift differential pay of one dollar ($1.00)per hour for only those hours actually worked
between the hours of 6:00 pm and 6:00 am.

While working traditional eight 8-hour workdays the following shift differentials will
apply:

A. While working the evening/swing shift, Officers shall be paid a shift
differential of one dollar ($1.00) per hour.
B. While working the graveyard shift, Officers shall be paid a shift

differential of fifty cents ($.50) per hour.
C. Overtime is paid based on the shift the Officer was assigned to and
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worked that day.

D. An Officer working a special shift that overlaps two of the regular shifts
shall be paid based on the highest applicable shift differential for the
time worked that is entitled to the shift differential.

E.  This provision shall apply in lieu of any City policy applicable to shift
differential for any other Employees.

All holiday pay will only be based upon an eight 8-hour workday, regardless of whether the
Employee is working a 10- or 12-hour shift. Officers wishing to take time off on an actual
holiday will need to supplement this time with an additional 2 or 4 hours paid time off leave
or comp time leave or utilize part of the 8 hours each work cycle which must be spent
(unpaid) to ensure that the proper number of hours are worked each pay period.

In the event the Chief of Police implements a 10-12 shift schedule, overtime will be
calculated according to Article 20 Section 2 - Overtime (hours paid).

SECTION 8. Instructor Pay.
An Officer who holds an active Instructor Certificate by the Texas Commission on Law

Enforcement (TCOLE) shall be paid a differential of one dollar (1.00) per hour while
conducting training approved by the Chief, provided by the Department, and on a topic
approved by TCOLE.

SECTION 9. Specialized Assignments Pay.
A.  The Chief may authorize assignment pay for police Officers who perform

specialized functions in their respective departments.

B.  Officers who are to perform specialized tasks for the department shall be
paid an additional $75.00 per month.

C.  All specialized tasks only qualify for one payment 0f$75.00 per month.

D. If an Officer is assigned to more than one special task it is still observed as
one specialized assignment pay.

1. Hostage Negotiator: An Officer designated by the Chief who is trained by the FBI,
EPSO, and DPS Teams. The negotiator generally is deployed wherever there may be an armed,
barricaded subject and intervenes in crisis situations to minimize the potential for loss of life
by attempting to resolve incidents using negotiation skills.

2. Special Traffic Investigations: Officers assigned these duties receive highly
technical training specific to vehicle crash investigations requiring additional skills not
normally present with a regular patrol. This designation does not include DDACTS
assignments or Officers assigned to the traffic enforcement unit.

3. Strategic incidents Team: A professionally trained and highly equipped team of
Officers designated by the Chief prepared to safely manage or assist in potentially hazardous
incident, that include but not limited to, the delivery of barricaded subjects, hostage
situations, high-risk warrant service, and suicidal subjects. Officers must qualify by passing
a serious of rigorous physical test incorporating technical and firearm skills.
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4. Honor Guard: The Honor Guard serves as a formal ceremonial unit participating in
flag-raising ceremonies, parades, memorials, police funerals, as well as providing the Horizon
City and Police Department with spirit corps. The Honor Guard members receive specialized
training, standardized by U.S. Border Patrol.

5. Crisis Intervention Team: A law enforcement officer with additional specialized
training in crisis intervention provided by the Texas Commission on Law Enforcement. The
Mental Health program augments the state’s crisis response by diverting people in need of
behavioral health crisis services away from hospitals and jails to effective and less community-

based health treatment.

6. CSAR (COMSAR) is otherwise known as El Paso County Search and Rescue
Team: The search for and provision of aid to people who are in distress or imminent danger.

On or before the commencement of each fiscal year (October 1), the Chief will designate
which Officers are eligible to receive Specialized Task Pay for the upcoming fiscal year.
The designation will continue through the end of the fiscal year unless an Officer becomes
disqualified to serve in that capacity because of lapsed certification or training or at the
Chief’s discretion based upon personnel transfers or needs of the Department

SECTION 10. Monthly Paid Compensation.
It is expressly understood and agreed that the City reserves the right to prorate and pay all

monthly payments in biweekly equivalents.

SECTION 11. Temporary Assignment Pay.

“Temporary Assignment Pay” refers to additional compensation provided to an employee who
is temporarily assigned/required to perform the duties of a higher-class title that requires
specialized skills or involves additional responsibilities.

An Officer qualifies for temporary assignment pay, when an officer is temporarily assigned to a
higher-class level for more than one pay period in any calendar year. The temporary assignment
pay will be effective the next pay period after Officer completes one entire pay period in the
higher-class level. This requires pre-authorization from the Chief of Police.

The Officer working at a higher-class level approved by the Chief will only be authorized
compensation for rank one step above the Officer’s permanent rank (e.g., police officer to
detective/corporal, detective/corporal to sergeant, sergeant to lieutenant, etc.).

Any Officer whose employment is terminated by death, resignation, or retirement while
receiving Temporary Assignment Pay shall be paid the Officer's accumulated Compensatory
Leave, PTO and PTO Bank at the compensation rate appropriate for the Officer’s permanent
rank.
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ARTICLE 20

HOURS OF WORK, OVERTIME, AND COURT TIME

SECTION 1. Hours of Work.
Employees are normally scheduled to work 40 hours per week as scheduled by the Chief or

his designee, but nothing in this Agreement shall constitute a minimum or maximum number
of hours of work in any day or week. A meal break and rest break may be taken during the
Employee's shift in compliance with the Rules and Regulations of the Department.

SECTION 2. Overtime.
For Employees assigned to work a standard 40-hour schedule, computation of overtime and

compensatory time shall be in accordance with the FLSA.

In the event the Chief establishes a 10 or 12-hour schedule for the duration of this Agreement,
the policy applicable to the computation of overtime and compensatory time shall be as follows:

Non-exempt Employees, in accordance with the FSLA, are eligible to receive overtime pay or
compensatory time in lieu of direct compensation equal to one and one-half ( 1 1) times
their regular hourly wage for hours worked over eighty-four (84) hours on a bi-weekly basis.

Additionally, non-exempt Employees are eligible to receive overtime pay of two and one-
half (2 %) times their regular hourly wage for hours worked on a city-designated holiday.
The election to receive overtime or compensatory time in lieu of direct compensation for
overtime pay is made by the Employee each pay period. Overtime is based on hours worked.

At the expiration of this Agreement, the policy applicable to the computation of overtime and
compensatory time shall be as provided in the Town of Horizon City Employee Policy Manual
or as otherwise further negotiated and agree to by the parties.

SECTION 3. Court time.
A. An Officer who attends court more than one hour before the start of his

regularly scheduled shift shall receive a minimum of three (3) hours
compensation at time and a half.

B. If the Officer attends court one hour or less before the start of his
regularly scheduled shift, the Officer shall receive one (1) full hour of
compensation at time and one half.

C. An Officer who attends court after his regularly scheduled shift has
ended shall receive a minimum of three (3) hours compensation at
time and one half.

D. If the Officer's court assignment begins during his regularly scheduled
shift but continues beyond his normal duty hours, the Officer will only be
entitled to the actual amount of overtime hours worked.
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SECTION 4. Miscellaneous.
A. Non-exempt Officers who are off-duty and receive notification to

return to duty status more than one hour before their regularly
scheduled shift or more than thirty minutes after the conclusion oftheir
regularly scheduled shift, shall receive a minimum of three (3) hours
of compensation at time and one half.

B. The City will pay compensation to non-exempt Employees for on-call
time at the rate of credit for seven (7) hours worked for each week on-
call.

O} The policy regarding Daylight Savings Time be revised so that
Officers working the third (3rd) shift will be paid 8 hours on the date
that Mountain Daylight Savings Time is effective in the Spring of each
calendar year, and overtime for one (1) additional hour of work during
the date in which the Mountain Standard Time become effective in the
Fall of each calendar year.

D. For the purposes of this Article 20, as of October 1, 2024, the
Commander and Assistant Chief shall be considered exempt from
under FLSA and shall not be eligible for overtime under this
Agreement.

E. Officers must request proposed days off changes to the Department per
departmental procedure. If an operational need arises that requires an
officer to work on his or her scheduled days off, the City will provide the
most notice reasonably possible.

F. If an Officer is scheduled to work on a holiday but the department
determines that the Officer is non-essential, then providing the Officer
with the holiday off is not a violation of this provision.

G. Except for normal shift rotations, for assignment changes that are
determined far enough in advance, the department will provide a seven
(7) calendar-day notice to the affected Officer. Advance notice of
assignment change is not required if prior notice is not in the best interest
of the department in an emergency situation. Advanced notice of the
assignment change may be waived by the Officer.
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ARTICLE 21

HOLIDAYS, PTO AND BEREAVEMENT LEA VE, AND STRESS
MANAGEMENT

SECTION 1. Paid Time Off.
Employees should have the opportunity to enjoy time away from the workplace to help

balance their lives. Taking some time away from work is essential in maintaining quality
performance, job efficiency, and health. A designated Paid Time off(PTO) plan that
combines traditional time off benefits. Employees may use this for any reason in accordance
with the procedures established in this section.

This bank of time does not include the designated holiday schedule. Other time off due to
bereavement, military, or jury duty is also considered separate from the PTO policy.
PTO must be scheduled in advance, with the supervisor's approval. PTO will not be
approved for any day in which the Employee is scheduled to appear for court, except to the
extent necessary to address illness, medical issues, or emergency situations. The only
exception to this requirement is an illness or other emergency that you cannot predict in
advance. The supervisor will approve the request for non-emergency PTO based on
considerations like workflow, operational requirements, business needs, and length of service.
Officers are accountable and responsible for managing their own PTO hours to allow for
adequate reserve to meet paid time off needs.

If the Employee is unable to use the full PTO allotment during the year, the Employee
may be eligible to roll accrued, unused PTO hours into their PTO Bank. The overall
maximum number of hours that may be rolled over and carried in the PTO Bank is 1,200
hours for Employees hired before October 1, 2024, and 800 hours for Employees hired after

October 1, 2024,

While the Employee's preference will be accommodated when feasible, there may be
times when, due to business considerations, the Employee may need to take PTO on days
other than preferred ones. The direct supervisor needs approval from the Mayor to rollover
any accrued, unused PTO not eligible for rollover into the PTO Bank to an active

Employee.

SECTION 2. Payment of Paid Time Off bank (PTO) on Separation.

Separation pay for accrued PTO will be paid only to Employees with at least six (6) years of
actual service who separate in good standing. An Employee shall not be considered to have
separated in good standing if he is indefinitely suspended or leaves the Department in lieu of
termination. The maximum accrued PTO payable will be 1,200 hours for Employees hired
before October 1, 2024, and 800 Hours for employees hired after October 1, 2024.

SECTION 3. PTO Accrual Rates and Carryover.
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PTO Schedule for Regular Full-Time Employees

PTO Accrual

Accrual Rate: Paid Time Off (PTO) accrual is based on the employee's length of service
(Hire Date/Anniversary Date) with the city. Accrual rates are as follows:

PTO Schedule for Regular Full Time Employees

Years of Service/Length of Service

Annual Paid Time Off
Allotment

Max PTO Leave
Bank Carryover Per
Year

A | Date of Hire to 1 year Anniversary

80 hours accrued at 3.077
hours per pay period

80 hours

B 1 year Anniversary to 5 years

160 hours accrued at
6.154 hours per pay
period

80 hours

C | 6-year anniversary

168 hours accrued at
6.462 hours per pay
period

80 hours

D | 7-year anniversary

176 hours accrued at
6.769 hours per pay
period

80 hours

E 8- year anniversary

184 hours accrued at
7.077 hours per pay
period

80 hours

F 9-year anniversary

192 hours accrued at
7.384 hours per pay
period

80 hours

G | 10-year anniversary

200 hours accrued at
7.692 hours per pay
period

80 hours

H 11-year anniversary

208 hours accrued at
8.000 hours per pay
period

80 hours

I 12-year anniversary

216 hours accrued at
8.308 hours per pay
period

80 hours

J 13-year anniversary

224 hours accrued at
8.615 hours per pay
period

80 hours

K | 14-year anniversary

232 hours accrued at
8.923 hours per pay
period

80 hours

L 15 or more years of service

240 hours accrued at
9.231 hours per pay
period

80 hours

SECTION 4. Bereavement Leave.

A. Funeral Leave for an Immediate Family Member. When a death occurs
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in an Employee's immediate family, all regular full-time Employees may
take up to four (4) days off with pay to attend the funeral or make funeral
arrangements. The days off must be consecutive and must be taken within
one week after the death occurs. The City requires verification of the need
for the leave. Immediate family members are defined as an Employee's
spouse, parents, stepparents, siblings, children, stepchildren, foster
children, grandparents, father-in-law, mother-in-law, brother-in-law, sister-
in-law, son-in-law, daughter-in-law, or grandchild. Spouse includes a
common-law spouse and a person with whom the Employee lives in a
similar relationship.

_ Funeral Leave for an Extended Family Member. All regular, full-time
Employees may take up to two (2) days off with pay to attend the funeral of
an extended family member. Extended family members are defined as an
Employee's stepsiblings and step- grandchildren, an -aunt and uncle by
consanguinity (blood) or affinity (marriage), and a first cousin, niece, and
nephew by consanguinity.

_ Additional Time Off. The City understands the deep impact that death can
have on an individual or a family therefore additional non-paid time off (or
paid time off from an Employee's personal annual allotment) may be
granted. The additional time off may be granted depending on the
circumstances such as distance and the individual's responsibility for
funeral arrangements.

SECTION 5. Holidays.
The designated holidays are as follows:

Day* Date
New Year's Day January 1

Good Friday

Friday before Easter

Memorial Day

Last Monday in May

Independence Day

July 4

Labor Day

First Monday in September

Veteran's Day

November 11

Thanksgiving

Fourth Thursday in November

Day after Thanksgiving

Christmas Eve

December 24

Christmas Day

December 25

New Year's Eve

December 31

Officers working shifts will be given an additional day off if the holiday falls on his

regularly scheduled day off.

Each Officer will be entitled to one 8-hour floating holiday per fiscal year. The floating
holiday can be taken in coordination with the Officer's supervisor anytime during the year.
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In the event the Officer is assigned to a 10- or 12-hour shift, the time off over the 8 hours
floating holiday must be charged against the Officer's PTO balance. It shall be each
Officer's responsibility to schedule and take their floating holiday. If not used, the Floating
Holiday will expire at the end of each calendar year and will not be carried over.

If the City provides non-bargaining unit Employees with an additional holiday,
Employees who are members of the bargaining unit shall receive the additional holiday.
An Employee must work the scheduled workday before and after a holiday to receive

holiday pay unless the absence is due to:
Personal illness or injury which can be substantiated;
A. Approved PTO;
B. Jury Duty; or
C. Family Death.

Holiday hours have no cash value upon termination. Holiday hours are considered
"hours worked" and are therefore included in the calculation of overtime.

SECTION 6. Administrative Leave.

Officers may be granted Administrative Leave based on participation in a City or
departmental program that awards Administrative Leave to program participants or for any
purpose or event authorized by the Chief.

SECTION 7. Stress Management.

Both the City and the Association believe that it is to be their mutual benefit to have the stress
management services set forth in this Article available to Officers when the Chief has
determined that such services will benefit the Officer and the City.

A. The City will, on an independent contract basis, engage the service of qualified
individuals to provide individual counseling services for Officers (hereafter
designated as an "expert") under the following circumstances and conditions:

B. The Chief may require an Officer to participate in individual counseling
services provided by the expert as part of a behavioral cause investigation or a
post-trauma referral.

1. A behavioral cause investigation is an after the fact referral made
when, during the course of an administrative investigation, the
Police Chief determines there is a reasonable belief that such
exam or assistance is necessary for the continued employment
of the Officer. The Employee shall be given the opportunity to
confer with an Association representative prior to an
examination ordered under this provision.

2. A post trauma referral occurs when an Officer, in the
performance of his duties, has been involved in the shooting of
another individual , where the Officer has been exposed to any
incident or situation where another may have suffered injury or
death, or where the Officer has been involved in any other
situation that the Chief determines to be of such a serious nature
such that referral will benefit the Officer and/or the Department.
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i In cases where an Officer, in the performance of duties, has
been involved in a shooting, the expert and another person
of the Officer's choice will be immediately notified and
allowed immediate access to the Officer involved.

C. All conversations between the Officer and the expert performing the individual

E.

counseling services shall be considered privileged as to the Officer. When the
expert has concluded that the Officer constitutes a clear danger to himself or
others, the expert shall immediately notify the Chief of said danger. The expert
shall only report to the Chief only compliance or noncompliance with the order
to submit to evaluation and/or compliance or noncompliance with treatment of
the expert. The expert shall also, at the appropriate time, report to the Chief that
either the maximum individual counseling sessions have occurred or that no
further participation by the Officer is required.

The services of the expert shall be designed to provide assistance to the Officer,
under the circumstances set forth herein, in order to manage problems of stress
affecting the ability of the Officer to effectively perform the duties of a police
Officer. It is not the intent of this Article to provide counseling services in areas
other than that which directly affect the Officer.

The costs involved in the evaluation and treatment of any Officer who is required
to participate in the services shall be paid by the City as follows: The first five
individual counseling sessions shall be paid by the City. Upon approval by the
Chief, additional individual counseling sessions, not to exceed an additional
three (3) sessions, shall be paid by the City.

The provisions in this Article shall not be constructed as preventing the Chief
from requiring independent evaluation of an Officer by an appropriate expert of
the Chief’s choice under appropriate circumstances and conditions.
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ARTICLE 22
REEMPLOYMENT

A former Employee may be considered for reemployment if performance reviews and
other performance documentation from the prior period of employment indicate
acceptable prior performance, and the applicant meets the requirements of the position for
which he or she has applied. Reemployment is not automatic.

A former Employee who is reemployed following a break-in-service in excess of 30 days other
than an approved leave of absence will be considered a new Employee at the time of
reemployment and will be on probation for 90 days and subject to disciplinary action
including termination in accordance with the provisions in Article2, #23 and Article9, Section
2A. Any rehired Employee who has been separated for 12 months or less will be re-credited
with prior service for purposes of PTO and other policies based on service. Rehired
Employees who have been separated for more than 12 months will not receive credit for prior
service.

Re-eligibility for applicable Retirement Plans and or Health and Welfare plans is governed
by the specific plan provisions.
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ARTICLE 23

CLOSING STATEMENTS

SECTION 1
No agreement, understanding, alteration or variation of the Agreement, its term or

provisions herein contained shall bind the parties unless made and executed in writing by
the parties hereto. The failure of the City or the Employees to insist in any one or more
instances, upon performance of any of the terms or conditions of this Agreement, shall not
be considered as a waiver or relinquishment of the right of the City or the Employees to
future performance of any such term or condition, and the obligations of the City and the
Employees as to such future performance shall continue in full force and effect.

SECTION 2
The parties agree that each has had the full and unrestricted right and opportunity to make,

advance, and discuss all matters properly within the province of collective bargaining. The
above and foregoing Agreement constitutes the full and complete Agreement of the parties
and there are no others, oral or written, except as herein contained.

SECTION 3
If any provision of this Agreement is found to be inoperative. void, or invalid by a court

of competent jurisdiction, all other provisions of this Agreement shall remain in full force
and effect for the duration of this Agreement, it being the intention of the parties that no
portion of the Agreement or provision herein shall become inoperative or fail by reason of

the invalidity of any other portion or provision.

THE PARTIES HAVE SIGNED THIS COLLECTIVE BARGAINING
AGREEMENT ON THE DATES SET BY THEIR SIGNATURES.

TOWN OF HORIZON CITY

s e TS

Andres Renteria, Mayor

ATTEST: *\\;‘:\*2;{;[2}-"3;& APPROVED As TO FORM:
By: £t y .8 By 2 1
x N\ W '
Elvia S¢ ullél',‘(','ffy> Clé_}'ls i i Sylvia Borunda Firth
$% fgé’ Assistant City Attorney
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ATTEST:

HORIZON CITY POLICE
ASSOCIATION

By:
abrado, President

By: .
% .= ,VP
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EXHIBIT “A”

Pay Scale as per Article 19, Section 2

Effective 10/01/2024 to 09/30/2029

Percentage

Position Grade Annual Base Salary Annual Increase Increase
Police Recruit 0 $48,649.02

Probationary Officer [0 | $49,575.63 | |
Police Officer 1 $55,523.64

Police Officer 2 $56,634.11 $1,110.47 2.00%
Police Officer 3 $57.766.80 $1,132.68 2.00%
Police Officer 4 $58,922.13 $1,155.34 2.00%
Police Officer 5 $60,100.57 $1,178.44 2.00%
Police Officer 6 $61,302.59 $1,202.01 2.00%
Police Officer 7 $62,528.64 $1,226.05 2.00%
Police Officer 8 $63,779.21 $1,250.57 2.00%
Police Officer 9 $65,054.79 $1,275.58 2.00%
Police Officer 10 $66,355.89 $1,301.10 2.00%
Detective 1 $62,500.00

Detective 2 $63,750.00 $1,250.00 2.00%
Detective 3 $65.,025.00 $1,275.00 2.00%
Detective 4 $66,325.50 $1,300.50 2.00%
Detective 5 $67.652.01 $1,326.51 2.00%
Detective 6 $69,005.05 $1,353.04 2.00%
Detective 7 $70,385.15 $1,380.10 2.00%
Detective 8 $71,792.85 $1,407.70 2.00%
Detective 9 $73,228.71 $1,435.86 2.00%
Detective 10 $74,693.29 1,464.57 2.00%
Corporal 1 $64,900.00

Corporal 2 $66,198.00 $1,298.00 2.00%
Corporal 3 $67,521.96 51,323.96 2.00%
Corporal 4 $68.872.40 $1,350.44 2.00%
Corporal 5 $70,249.85 $1,377.45 2.00%
Corporal 6 $71,654.84 $1,405.00 2.00%
Corporal 7 $73,087.94 $1,433.10 2.00%
Corporal 8 $74,549.70 $1.461.76 2.00%
Corporal 9 $76,040.69 $1,490.99 2.00%
Corporal 10 $77,561.51 $1,520.81 2.00%
Sergeant 1 $70,500.00

Sergeant 2 $71,910.00 $1,410.00 2.00%
| Sergeant 3 $73,348.20 $1,438.20 2.00%
Sergeant 4 $74,815.16 $1,466.96 2.00%
Sergeant 5 $76,311.47 $1,496.30 2.00%
Sergeant 6 $77,837.70 $1,526.23 2.00%
Sergeant 7 $79,394.45 $1,556.75 2.00%
| Sergeant 8 $80,982.34 $1,587.89 2.00%
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Sergeant 9 $82,601.99 $1,619.65 2.00%
Sergeant 10 $84.254.03 1,652.04 .00%
Percentage
Position Grade Annual Base Salary Annual Increase Increase
Lieutenant 1 $76,200.00
Lieutenant 2 $77,724.00 $1,524.00 2.00%
Lieutenant 3 $79,278.48 $1.554.48 2.00%
Lieutenant 4 $80,864.05 $1,585.57 2.00%
Lieutenant 5 $82.,481.33 $1,617.28 2.00%
Lieutenant 6 $84,130.96 $1,649.63 2.00%
Lieutenant 7 $85.813.58 $1,682.62 2.00%
Lieutenant 8 $87.529.85 $1,716.27 2.00%
Lieutenant 9 $89.280.44 51,750.60 2.00%
Lieutenant 10 $91,066.05 $1,785.61 2.00%
Commander 1 $80,700.00
Commander 2 $82,314.00 $1,614.00 2.00%
Commander 3 $83,960.28 $1,646.28 2.00%
Commander 4 $85,639.49 $1,679.21 2.00%
Commander 5 $87.352.28 $1,712.79 2.00%
Commander 6 $89,099.32 $1,747.05 2.00%
Commander 7 $90,881.31 $1,781.99 2.00%
Commander 8 $92,698.93 $51,817.63 2.00%
Commander 9 $94,552.91 $1,853.98 2.00%
Commander 10 $96.443.97 $1,891.06 2.00%
Assistant Chief of Police 1 $104,120.00
Assistant Chief of Police 2 $106,202.40 $2.082.40 2.00%
Assistant Chief of Police 3 $108,326.45 $2,124.05 2.00%
Assistant Chief of Police 4 $110,492.98 $2,166.53 2.00%
Assistant Chief of Police 5 $112,702.84 $2,209.86 2.00%
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EXHIBIT “B”

TIAD Case #:
Date: Time:
Employee: Rank: ID#: Division:

You are hereby ordered to fully cooperate with the investigating official(s). Your failure to cooperate
will create an objective and subjective fear of termination. You have the following rights and

responsibilities during the investigation:
1. You have the right to be informed of the allegations involved.

2. You will be asked questions specifically directed and narrowly related to the performance of your
official duties.

3. Statements made during any interviews may be used as evidence of misconduct or as the basis for
seeking disciplinary action against you.

4. Any statement made by you during these interviews cannot be used against you in any subsequent
criminal proceeding, nor can the fruits of any of your statements be used against you in any subsequent
criminal proceeding.

5. If you so request, a person of your choice may be present to serve as a witness during the interviews.

6. if you refuse to answer questions relating to the performance of your official duties, you will be
subject to dismissal.

CONFIDENTIALITY ORDER

You are being given a Direct Order by Chief Marco A. Vargas of the Horizon City Police
Department that you are not to discuss or disclose, in any manner, the nature or details of this
investigation with anyone other than the Chief of Police or your attorney until such time as the
investigation is completed and you have received notice of the disposition. This order also means that
you are not to contact potential witnesses or complainants. Lieutenant Jaime Crespo Jr. will conduct
the investigation. A violation of this Order will result in Disciplinary Action.

T have received First Notice and a copy of the Incident Report reference IAD Case #:

ACKNOWLEDGEMENT: I have read and understand the above notification.

Employee’s Signature Investigator’s Signature
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