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ARTICLE I
PURPOSE OF AGREEMENT
It is the intent and purpose of this Collective Bargaining Agreement (“Agreement”),
entered into by and between the CITY OF GLENPOOL, OKLAHOMA, hereinafter referred to as
“Employer” and LODGE NO. 133, FRATERNAL ORDER OF POLICE, hereinafter referred to as
“Lodge,” to achieve and maintain harmonious relations between the parties hereto and to provide
for the equitable and orderly adjustment of grievances which may arise during the term of this
Agreement. Employer agrees to furnish sufficient copies of the Agreement to the Lodge that the
Lodge will be able to distribute a copy to each employee now employed or employed during the
term of the Agreement, one to the Lodge and one to the Chief of Police and his designated
assistant. Employer will retain a copy.
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ARTICLE II
AUTHORITY AND TERM
Section 1.

The Employer and the Lodge have, by these presents and in accordance

with the Fire and Police Arbitration Act, 11 O.S. §§ 51-101 – 51-113 , reduced to writing this
Collective Bargaining Agreement (“Agreement”) resulting from negotiations entered into by the
Employer and the Lodge.
Section 2.

This Agreement shall become effective on the first day of July 2016, and

shall remain in full force and effect until midnight, June 30, 2017. Notwithstanding this provision
regarding the term of the Agreement, the parties acknowledge that the Employer must comply with
the Constitution of the State of Oklahoma and State statutes in all matters dealing with budgets and
expenditures. The Employer must comply with 11 O.S. § 17-201 et seq. specifically, providing for
the appropriation of moneys by the Employer’s governing body (the Glenpool City Council). The
parties herein agree that all portions of this Agreement are subject to the appropriation of adequate
and sufficient funds for which adoption must be considered by the governing body of the Employer
prior to adoption of the Employer’s 2016-2017 Fiscal Year budget.
In the event that the Employer is unable to, or fails to appropriate adequate funds by the
end of 2016-2017 fiscal year of this Agreement, the one hundred and twenty (120) days notification
period set forth in 11 O.S. § 51-112 of the Oklahoma statutes shall be waived and the parties shall
immediately enter into good faith collective bargaining for the agreement to be effective during the
2017-2018 fiscal year. Additionally, the Employer agrees to notify Lodge by April 1st of 2017 if
the City anticipates being unable to appropriate adequate funds for the 2017-2018 fiscal year. In
the event Employer provides said notification to Lodge, the one hundred and twenty (120) days
notification period referenced above will be waived and the parties shall immediately enter into
good faith collective bargaining.
Section 3.

Whenever wages, rates of pay, or any other matters requiring appropriation

of monies by the Employer are included as a matter of collective bargaining, it shall be the
obligation of the Lodge to serve written notice of request for collective bargaining on the Employer
at least one hundred twenty (120) days prior to the last day on which monies can be appropriated
by the Employer to cover the Agreement period which is the subject of the collective bargaining
procedure, except as set out in Section 2 above.
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Section 4.

It shall be the obligation of the Employer and the Lodge to meet at a

reasonable time and confer in good faith with representatives of the Lodge and Employer ten (10)
days after receipt of written notice from the Lodge or the Employer requesting a meeting for
purposes of collective bargaining.
Section 5.

In the event the Lodge and the Employer are unable, within thirty (30)

days from, and including the date of the first meeting, to reach an agreement, any and all
unresolved arbitrable issues may be submitted to arbitration at the request of either party, provided
that the parties agree not to do so long as they continue to negotiate in good faith.
Section 6.

In the event of any unanticipated change in state law or regulations or

circumstances external but applicable to this 2016-2017 fiscal year Agreement that would
potentially alter any terms or conditions of this Agreement, the Employer agrees to negotiate any
such items and, if a change results, such change will be memorialized by memorandum of
understanding without amending this Agreement.
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ARTICLE III
RECOGNITION
Section 1.

Employer agrees that in accordance with 11 O.S. 51-103 of the Fire and

Police Arbitration Act (“F.P.A.A.”) of the State of Oklahoma, the Employer and the Lodge are the
only parties which may legally and appropriately confer, negotiate and enter into agreements on
behalf of the Employer and the Lodge on matters which relate to wages, hours and other conditions
of employment as provided in the F.P.A.A.
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ARTICLE IV
GRIEVANCE PROCEDURE
Section 1.

The Lodge or any Employee covered under this Agreement may file a

grievance within ten (10) business days of alleged occurrence, as hereinafter defined, and shall be
afforded the full protection of this Agreement.
Section 2.

The Lodge President or his designated representative may report an

impending grievance to the Chief of Police in an effort to forestall its occurrence.
Section 3.

Any controversy between the Employer and the Lodge or any Employee

concerning the interpretation, enforcement or application of any provision of this Agreement or
concerning any of the terms or conditions of employment contained in this Agreement (“alleged
occurrence” being the incident or dispute giving rise to the controversy) shall be adjusted in the
following manner:
First Step:

An Employee believing himself to be aggrieved shall first discuss
the matter with his designated Lodge Representative.

Second Step:

If the Employee and his Lodge Representative believe the
grievance to be well founded, such grievance shall be presented to
the Chief of Police or his designated Representative within ten
(10) business days of the alleged occurrence giving rise to the
grievance. Chief of Police shall provide a response within ten (10)
business days from receiving the grievance. All matters within the
First Step and Second Step may be presented and responded to
orally or in writing.

Third Step:

If the grievance is not satisfactorily resolved in the Second Step,
the Employee may, within ten (10) business days of receiving the
Chief of Police or designee’s answer in the Second Step, be orally
presented by the Employee and the Lodge Representative to the
Chief of Police and the City Manager or his designee. An oral
response shall be provided within ten (10) business days of this
meeting.

Fourth Step:

If the grievance is not resolved in the Third Step, a formal written
grievance directed to the City Manager, or his designee, shall be
presented within ten (10) business days of the oral response
provided in the Third Step. The City Manager, or his designee,
shall have ten (10) business days to provide a written response to
the formal written grievance.

Fifth Step:

If the grievance is not satisfactorily resolved in the Fourth Step,
the Lodge shall notify the City Manager, or his designee, in
writing within ten (10) business days after receipt by the Lodge
Representative of the foregoing written response from the City
Manager, or his designee, that the grievance is either being
withdrawn or that the Lodge desires to proceed to arbitration. If
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the grievance is withdrawn, the process shall conclude at this Fifth
Step.
Sixth Step:

If the matter is to proceed to arbitration, the City Manager, or his
designee, shall submit the answer provided in Step Four, in
writing, to the Police Chief, the Employee(s) involved, and the
Lodge Grievance Committee within ten (10) business days
following the Notice required by the Fifth Step. If the City
Manager and the Lodge Grievance Committee have not settled the
grievance within that time, it shall be submitted to arbitration as
follows:
1.
The parties shall request a list of five (5) arbitrators from
the Federal Mediation and Conciliation Service (FMCS).
2.
Within ten (10) business days from the receipt of such list,
a representative of the Lodge and the City shall meet and
alternately strike names until one (1) arbitrator remains who shall
be selected as the impartial arbitrator. The City shall strike the
first name.
3.
Either party may notify FMCS and, through FMCS, the
person selected as the impartial arbitrator of their selection no later
than ten (10) business days after the selection.
4.
The date for the arbitration hearing shall be set within ten
(10) business days from the date the arbitrator is notified of his
selection; provided that any delay resulting from action or inaction
of the arbitrator and due to no fault of either party shall be
excused.
5.
Within twenty (20) business days after the conclusion of
the hearing, the arbitrator shall issue a written opinion containing
findings and recommendations with respect to the issues
presented. A copy of the opinion shall be mailed or delivered to
the Lodge and the City.
6.
With respect to the interpretation, enforcement or
application of the provisions of this Agreement, the decision,
findings and recommendations of the arbitrator shall be deemed
final and binding on the parties to this Agreement.
7.
The arbitrator’s authority shall be limited to the
interpretation and application of the terms of this Agreement
and/or any supplement or amendment hereto. The arbitrator shall
have no jurisdiction to establish provisions of a new agreement or
variation of the present Agreement or to arbitrate away, in whole
or in part, any provisions or amendments hereof. This shall not
preclude individual wage grievances.

Page 8 of 60

8.
The cost of the impartial arbitrator shall be shared equally
between the Lodge and the Employer. If a transcript of the
proceedings is requested, then the party so requesting shall pay for
it.
Section 4.

All time limits set forth in this Article may be extended by mutual consent

but, if not so extended, they must be strictly observed; provided that delays caused by the
arbitrator, as provided by paragraph 4 of the Sixth Step, shall be excused.
Section 5.

It is specifically and expressly understood that filing a grievance under this

Article which has as its last step, final and binding arbitration, constitutes an election of remedies
and a waiver of any and all rights by both parties, the Lodge or other representatives of the party, to
litigate or otherwise contest the findings and decision of the arbitrator rendered through the
Grievance Procedure, in any Court or other appeal forum.

Page 9 of 60

ARTICLE V
WAGE SCHEDULE
Section 1.
follows:

The parties agree that the wages for the fiscal year 2016-2017 shall be as

Wage Schedule
FY 2016-2017
Step 1

Step 2

Step 3

Step 4

$18.60

$19.52

$21.14

$21.68

Patrolman

$22.52

$23.12

$24.61

$25.25

Corporal

$26.75

$26.88

$27.03

$27.58

Sergeant

$28.60

$28.88

$29.16

$30.64

Lieutenant

$33.12

Police Officer
Master

Section 2.

Employees who are assigned to work shifts other than standard day shift

shall be entitled to monetary compensation based on their shift assignments. Employees who are
required to work a minimum of three (3) shifts other than their regularly assigned shift per pay
period, shall be entitled to receive the higher differential. Differential paid will be as follows:
Day shift

0645 to 1445

No differential paid

Evening Shift

1445 to 2245

$32.00 per pay period

Split Shift

1900 to 0300

$40.00 per pay period

Midnight Shift

2245 to 0645

$52 per pay period

Section 3.

Longevity Pay. Commencing at the beginning of an Employee’s ninth

year of service (i.e., upon completion of eight full years of service from the Employee’s hire date),
Employer will pay each Employee longevity pay as follows:
$.05 x 80 (hours per pay period) x 8 through 12 (years of service) =
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$32.00 per pay period for 8 years of service; payable in 9th year
$36.00 per pay period for 9 years of service; payable in 10th year;
$40.00 per pay period for 10 years of service; payable in 11th year;
$44.00 per pay period for 11 years of service; payable in 12th year;
$48.00 per pay period for 12 years of service; payable in 13th year;
$.10 x 80 (hours per pay period) x 13 years of service through retirement =
$56 per pay period for 13 years of service; payable in 14th year;
Additional $8 per pay period for each additional year of service; payable in
immediately following year, provided that payments will discontinue upon
retirement (or other termination)
Section 4.

Each patrol squad will have at least one Sergeant and one Corporal

assigned to the regular patrol staff. The Criminal Investigation Division will have at least one
Sergeant.
Section 5.

In situations where there are no ranking supervisors on a given shift, the

senior officer on that shift shall be deemed the “shift supervisor.” As such he or she shall be
compensated at the pay rate of Corporal I for all hours worked under those conditions.
Section 6. Members of the Bargaining Unit who obtain an Intermediate Certification or an
Advanced Certification from the Oklahoma Council on Law Enforcement Education and Training
shall be compensated at the following rates:
Intermediate Certification

$15/month

Advanced Certification

$30/month
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ARTICLE VI
HIRING AND PROMOTIONAL PROCEDURES
HIRING
Section 1.

All applicants for employment within the City of Glenpool Police

Department will be considered on a non-discriminatory basis and further, shall be
considered in accordance with the Americans with Disabilities Act and Title VII of the
Civil Rights Act. Employees selected for employment within the City of Glenpool Police
Department by the properly designated official shall be covered by this Agreement in
accordance with the provisions set forth herein.
Section 2.

All newly hired Employees without previous experience in the

Glenpool Police Department shall be considered new hires and shall commence
employment as probationary Employees without seniority.
Section 3.

Employees who have worked in other departments within the City of

Glenpool, Oklahoma, and who may be qualified to become Employees of the Police
Department, upon being so transferred from another department into the Police Department
shall, for purposes of seniority, be considered new hire Employees.
Section 4.

Selection of applicants to fill a vacancy, where there are no present

Employees seeking to fulfill such vacancy, will be at the sole discretion of the City
Manager.
Section 6.

Vacancies within the department that constitute a promotion shall be

filled through the following promotion procedure.
PROMOTIONAL PROCEDURES

Section 1.

This procedure is to be a departmental guideline that shall be

followed in all promotions. Transfers from one division to the next without rank
advancement shall not be done by this procedure but upon order of the Chief of Police.
Section 2.

When any opening becomes available because of promotion,

demotion, transfer, retirement or other reasons, officers who are eligible shall be notified
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by a physical notice and through a departmental email from the Chief’s Office. The notice
shall be posted next to the monthly schedule and shall remain there for ten (10) business
days. If an officer desires, they can make a written application to the Chief of Police to be
considered for that opening. The written application should state name, rank, current
assignment, desired position, and qualifications for the desired position. Patrol Officer one
(1) through Master Patrol Officer eight (8) shall not require an application.
The Chief’s office will provide notification of any applicable study material and
preparation guides exactly thirty (30) calendar days prior to testing as further outlined in
Section 9 below.
Section 3.

This promotional system shall be based primarily on a point system

with a final selection being made by the Promotion Committee and confirmed by the Chief
of Police. Officers applying for promotion shall be awarded points for their written test,
oral review board, and supervisor recommendations. An officer shall be awarded points on
each of these categories for a total possible two hundred fifty (250) points. These
categories are specified in Appendices 1 through 3.
Section 4.

A Promotional Committee consisting of three (3) members shall be

mutually established by the Employer and the Lodge. The members of the Promotional
Committee shall be seated in the following manner:
a) One representing the Employer, appointed by the City Manager;
b) One representing the Lodge, elected by a vote of the Lodge Executive Board,

and;
c) One representing the Chief of Police, appointed by the Chief

The limitation shall be that neither the Chief of Police nor the Lodge President can be
appointed nor elected to this Committee. The Promotional Committee shall be formed on
an as needed basis for promotions. Promotional Committee members shall be provided
copies of the applications for promotion submitted by officers.
Section 5.

An Oral Board will consist of the Chief of Police, an officer of the

rank being tested for, and the testing officer’s designee. The officer of the rank being
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tested for will be selected by the Chief of Police. The officer’s designee cannot hold any
other position within the promotional process.

The Promotional Committee will be

present during all oral review boards strictly to oversee the process.
Section 6.

The supervisors used for Supervisor Recommendations will be the

Chief of Police, the Deputy Chief and three (3) Sergeants.
Section 7.

Upon promotion a candidate may be required to resign from a

specialty assignment as defined by the Department SOP. Exceptions to this requirement
will be made if a vacancy is available within the specialty assignment at the new rank.
Candidates have the option of not accepting the promotion if they desire to keep their
current specialty assignment.
Section 8.

The following qualifications must be met before an officer can apply

for any promotion:
Lieutenant: Any Sergeant or Corporal with at least two (2) years at that rank. A Master
Patrol Officer or below is not eligible to promote to Lieutenant. All new Lieutenants will
be required to obtain an advance CLEET certification within six (6) months of their
promotion date.
Sergeant: Any Corporal or Master Patrol Officer with at least six (6) years of continuous
service with Glenpool Police Department. All new Sergeants will be required to obtain an
intermediate CLEET certification within six (6) months of their promotion date.
Corporal: Any Master Patrol Officer is eligible to test for Corporal. All new Corporals
will be required to obtain a basic instructor certification from CLEET within six (6)
months of their promotion date.
Once testing is complete, the Chief of Police and Promotional Committee will evaluate
scores and post testing results. Upon being selected for promotion, the officer will be
promoted at the beginning of the first pay period following the promotion.
Section 9.

The promotional guideline procedures to be used shall be as follows:
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Step 1. When a promotional opening becomes available in the department, all officers
shall be notified as indicated in Section 2 above of the available opening(s). Those
officers who are eligible shall respond to the Chief of Police within ten (10) business
days. No further action shall be taken by the department until after those ten (10)
business days. The officer’s notification and their responses, if any, shall be forwarded
to the Chief of Police.
In the event an officer qualifies for multiple promotions, the officer will be considered
for the highest position first. If the officer is not selected for that position, the officer
can still be selected for a lesser supervisory position. The officer has the right to refuse
being considered for the highest position available and will notate this in their written
application submitted to the Chief’s Office.
For the good of the department, the Employer will post and fill any supervisory
vacancies within sixty (60) days of the vacancy.
Step 2. Upon completion of the ten (10) business day posting period, the Chief of Police
shall make available any applicable study material and preparation guides.
Upon all promotional applicants receiving their study materials, a study period of thirty
(30) calendar days will commence. Promotional testing shall commence onthe 30th day
following the issuance of study materials. This time frame can be extended due to exigent
circumstances upon the agreement of the Chief of Police and the FOP Lodge.
Step 3. The department shall set up a single testing date for all the promotional officer
applicants to be tested. Thewritten test shall be the same for all supervisory positions.
Only the officers who have completed Steps 1 and 2 may be tested for the promotion. The
test, administered to all the officers at the same time by the Director of Human Resources,
shall be identical and consist of material relevant to the position being applied for. This
test shall be created from similar material as the study guide made available to the
officers. The completed test shall be retained and secured by the Promotional Committee.
Tests shall be scored by the Promotional Committee in the presence of the Director of
Human Resources following the completion of the Oral Review Boards. All written test
scores will be sealed until after all testing procedures have been completed.
Page 15 of 60

Step 4. The Chief of Police shall set a date, or if necessary, a number of consecutive
dates for interviews by the Oral Review Board. These interviews shall be administered
by the Oral Review Board and overseen by the Promotional Committee. Officers who
have completed Steps 1 through 3 shall be assigned a time for their oral review. Each
member of the Oral Review Board shall then, through a series of questions and answers,
evaluate the officers, one at a time. During each interview the members of the Oral
Review Board shall independently score the candidate on a point basis of one (1)
through five (5) per question, with a total of five (5) questions being asked and a total
possible score of seventy-five (75). The exact questions to be asked of all candidates for
a particular position will be agreed upon by the Chief of Police and the Promotional
Committee prior to the commencement of the oral interviews.
Step 5. Officers who have completed Steps 1 through 4 shall then be scored using the
Supervisor Recommendation Form which will be completed using the approved form
(Appendix 6). After completion, these forms will be delivered to the Chief of Police and
forwarded to the Promotional Committee.
Step 6. The Promotional Committee shall then set a date, time and location to convene.
It shall be the Promotional Committee's responsibility to evaluate and score all officers
who have completed Steps 1 through 5. These scores shall be compiled from the results
of the Written Test, Oral Review Board, and Supervisor Recommendation Forms. The
means of determining these scores is outlined in Appendices 1 through 3. When all the
officer applicants have been scored, from the minimum of zero (0) to the maximum of two
hundred fifty (250), then the Promotional Committee shall compile a list of the names and
awarded points, with the highest point value first. Promotions for each position will be
filled on the following basis:
a) The highest point value for each position tested and the names of the officer(s) to
be promoted shall be listed first;
b) The second highest point value and name of the officer(s) shall be listed second;
c) Subsequent names and point values shall be listed in declining order according to
the total point values earned.
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The Promotional Committee shall provide the testing results, as provided above, to the
Chief of Police.
Step 7. Those officer(s) receiving promotions will be subject to a three (3) month and a
six (6) month evaluation. Those officer(s) will also be placed on a six-month probationary
period. If his/her immediate supervisor, the Lieutenant, Deputy Chief and the Chief of
Police all agree, based upon documentation, that the officer(s) cannot perform the
requirements of the new position, the officer(s) will be returned to his/her former rank and
the vacancy will be filled in accordance with the testing procedure set forth in Section 9.
Section 10.

In the case where there is a conflict in seniority due to officers

being promoted to the same rank on the same date, the senior officer will be determined
based on their position on the list provided to the Chief of Police of the names and
awarded points per Step 6 of Section 9.
Section 11.

Any eligible officers who choose to know their scores, point value,

or position on the list compiled by the Promotional Committee may do so by making a
written request. This written request must be submitted within thirty (30) calendar days of
the actual promotion and must be submitted to the Promotional Committee. The
Promotional Committee, upon written request, shall notify the officer, in writing, of their
individual score, point value, and positioning on the promotional list. All test scores will
be maintained for a period of one (1) year by Human Resources. At the completion of that
year each officer’s scores will be placed in their personnel file.
Section 12.

All decisions and findings made in accordance with these guidelines

shall be subject to review as set out in the Grievance Procedure Article of this Agreement.
TRAINING
Section 1.

The City will exercise its best efforts to assist all employees in

attending their selected CLEET course.
Section 2.

If two or more employees select the same CLEET training and due

to manpower or course attendance or course attendance permits, the senior employee shall
attend.
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Section 3.

All officers will be required to attend a minimum of 40 hours

CLEET continuing education training a year. In addition officers will be required to attend
one CLEET legal update a year.
Section 4.

Officers shall select up to four classes per year to attend and submit

the registration forms for those classes to the Chief of Police within thirty (30) days of the
list being posted on-line. The Chief of Police will then submit the forms to CLEET within
five (5) days of receiving them.
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ARTICLE VII
BASIC WORK PERIOD AND OVERTIME
Section 1.

The Parties agree the work period established for Employees covered by this

Agreement shall be consistent with the Fair Labor Standards Act. All Employees covered by this
Agreement are eligible for overtime compensation. For the purpose of this Agreement, the established
work period shall be seven (7) days (forty hours per week). Employees shall be scheduled to work five
(5) consecutive days per week, eight (8) hours a day, with two (2) consecutive days off. Parties agree that
“shift rotation assignments” made by the Chief of Police shall be the only exception to the established
work period as set forth on Section 1. “Shift rotations” shall normally occur once every six (6) months.
The Chief of Police may adjust Employee’s(’) shift(s) and day(s) off to facilitate these shift rotations.
Section 2.

Employees shall receive their regular rate of pay for all hours worked within the

work period on their assigned shift. Employees shall receive overtime compensation for all hours worked
in excess of forty- (40) hours within the work period, which shall be compensated at the rate of one and
one-half (1 ½) times the Employee’s regular rate of pay. Overtime which cannot be divided evenly by
fifteen (15) minutes shall be rounded to the nearest one-quarter (1/4) hour. Employees shall designate in
writing to the Chief of Police, at the end of each work period, their choice to receive payment for
overtime worked in compensatory time or cash payment. Cash payment, if chosen, for overtime worked
shall be paid at the rate of one and one-half (1 ½) times the Employee’s regular rate of pay. The regular
rate is the Employee’s base rate plus the hourly rate for any other item required by law to be included in
the regular rate. Compensatory time shall accrue at the rate of one and on-half (1 ½) hours compensatory
time for each overtime hour worked.
Shift Change – 24 hour notice. Should an Employee be required, due to manpower shortage, to
work a shift, or any part of a shift, other than the Employee’s regularly assigned shift, with less than 24
hours of notice, then the Employee will be compensated at their regular rate for the hours worked, plus an
additional four hours at the regular rate (“premium”). The additional four hours may be compensated in
cash payment or as an addition to the Employee’s compensatory time bank, at the Employee’s discretion.
In no case, shall an Employee be allowed to add hours to their compensatory time bank in excess of the
maximum accrual agreed to elsewhere in this Agreement.
Shift Change – Fewer than 8 hours off duty time between shifts. Should an Employee be
required, due to manpower shortage, to work an additional shift, or make a change from their regularly
scheduled shift that results in fewer than 8 hours of off duty time between shifts, that Employee will be

compensated at their regular rate for the hours worked, plus an additional four hours premium
compensation at the regular rate. The four hours of premium may be compensated in cash payment or as
an addition to the Employee’s compensatory time bank, at the Employee’s discretion. In no case, shall an
Employee be allowed to add hours to their compensatory time bank in excess of the maximum accrual
agreed to elsewhere in this Agreement.
Call Back Pay. Should an off duty Employee be required to report for duty to assist in an
emergency situation, outside of their regularly scheduled shift, that employee shall receive a minimum of
two (2) hours overtime compensation to be taken in cash payment or as an addition to the Employee’s
compensatory time bank, at the Employee’s discretion. In no case, shall an Employee be allowed to add
hours to their compensatory time bank in excess of the maximum accrual agreed to elsewhere in this
Agreement.
Section 3.

Off-duty Employees required to report to municipal court shall receive a

minimum of two (2) hours overtime compensation for their appearance. Off-duty Employees required to
be on stand-by for purposes of reporting to municipal court, but are not summoned to appear in court,
shall receive up to two (2) hours of overtime compensatory time. Off-duty Employees required to report
to federal court, district court, or Department of Public Safety hearings shall receive a minimum of four
(4) hours of overtime compensation for their appearance, which includes one (1) hour of travel time,
thirty (30) minutes each direction. Off-duty Employees required to be on stand-by for purposes of
reporting to federal court, district court, or Department of Public Safety hearings, but are not summoned
to appear in court, shall receive up to four (4) hours of overtime compensatory time. .
Section 4.

The maximum amount of compensatory time which an Employee may accrue at

any one time shall be one hundred sixty (160) hours. Subsequent overtime earned shall be compensated
by cash payment at the rate of time and one half (1 ½) until the remaining accrued hours in the
compensatory time bank have been sufficiently used to cause the banked hours to fall below one hundred
sixty (160). Employees who terminate their employment with the Employer shall receive a cash payment
for any unused compensatory time at their rate of pay at termination.
Section 5.

Any request for approved compensatory time off shall be subject to the condition

that granting same shall not adversely affect the operation of the Glenpool Police Department. The Chief
of Police or his duly designated representative shall authorize the usage of compensatory time in
accordance with this standard before it is taken.
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ARTICLE VIII
INSURANCE
Section 1.

The City of Glenpool shall provide health insurance coverage to employees at no

cost to the members of the Bargaining Unit that is equal to the health insurance that is in effect on July 1,
2016, for non-Lodge City employees.

Page 21 of 60

ARTICLE IX
ANNUAL LEAVE
Section 1.

Members of the Bargaining Unit shall receive vacation time as follows:

1-5

years’ service



10 shifts per year

6-10

years’ service



15 shifts per year

11-15 years’ service



20 shifts per year

16-20 years’ service



25 shifts per year

21 years – retirement



30 shifts per year

Section 2.

Members of the Bargaining Unit shall be paid vacation hours in excess of 240

(two hundred forty) hours at a straight time rate of pay. Hours exceeding 240 will be paid to members on
their bi-weekly pay checks.
Section 3.

All members of the Bargaining Unit, in recognition of twelve (12) holidays

recognized by the Employer shall receive, 96 hours pay at straight time rate. Such pay shall be paid in a
lump sum the first pay period in November. Whether or not a member is required to work on a
recognized holiday shall not have any affect or adjustment upon such holiday pay or regular pay. Should
an employee terminate employment, he shall not be eligible for additional holiday pay. Further, if an
employee terminates his/her employment after the dispensation of the holiday pay, the employee shall
refund the pro-rated amount owed back to the Employer.
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ARTICLE: X
SICK LEAVE, INJURY LEAVE, AND LIGHT DUTY
Section 1.

A regular full-time Employee begins to accumulate sick leave upon completion

of his/her first full month of employment.
Section 2.

Accrual. Sick leave is accrued in units of one (1) working day per month.

Section 3.

Expenditure. Sick leave can be expended in units of no less than one hour. Any

sick leave extended beyond three (3) consecutive days must be accompanied by a physician’s written
statement certifying the Employee’s condition or his/her immediate family’s condition that prevented
employee from reporting to work if deemed appropriate by the City Manager. Sick leave may not be used
as vacation leave. Any abuse of sick leave is justification for disciplinary action and possible dismissal.
Section 4.

Eligibility. Any Employee is eligible to take sick leave for one of the following

reasons:
A.

Personal illness or physical incapacity other than incurred on the job, including

medical, dental or optical diagnosis or treatment and pregnancy.
B.

Serious illness of a member of the Employee’s immediate family requiring the

Employee’s personal care or attention. Immediate family shall include: husband or wife, father or mother
of employee, sister or brother of employee, children or legally adopted children of husband or wife or
both, or any other person whose relationship could justify the Employee’s absence, providing special
approval by the department head is first obtained.
C.

Exposure to a contagious disease that in the opinion of the attending physician

could jeopardize the health of others.
Section 5.

Procedure. An Employee who is unable to report for work due to one of the

above reasons shall report his absence to his/her supervisor within one hour from which time he/she is
expected to report for work. Sick leave with pay will not be allowed unless such a report is made. Any
reports of absence beyond one hour shall be granted with or without pay, at the discretion of the
department head.
Section 6.

Accumulation. Sick leave may be accumulated to a maximum of seventy two

(72) working days. An Employee who consumes all the sick leave benefits for which he/she is eligible,
shall be placed on inactive status, without pay if so determined necessary by the department head and
approved by the City Manager.
Section 7.

Separation. Upon separation, an Employee will not be compensated for any

unused sick leave.
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Section 8.

Unauthorized use of sick leave. If upon investigation, the City Manager or the

department head does not consider the circumstances warrant, or did not warrant the absence of an
Employee, the Employee shall be required to charge the absence to vacation leave or leave without pay,
rather than sick leave and be subject to disciplinary action.
Section 9.

Any Employee who leaves city employment and returns within a one year period

is entitled to reinstatement of sick leave in the exact amount as was accrued prior to his resignation. Only
those Employees in good standing may qualify for this benefit.
Section 10.

An Employee who is injured as a result of an accident that occurs during the

course of performance of duty with the city and is not a result of negligence or misconduct on the part of
the employee shall be granted injury leave and compensation. The employee shall receive his full salary
for the first three (3) days, (from date of injury) and then a supplement to any workmen’s compensation
or insurance payments he/she receives, to maintain him at full salary level not to exceed six (6) months.
In no event shall such employee’s salary from all sources exceed his regular monthly net pay as of the
time of the injury. After the first month of leave, the City Manager may require the Employee to submit
to a medical examination of a medical doctor designated by the city for the purpose of determining
whether the claim of injury is proper. The City Manager may require periodical physician’s statements as
to the condition of the employee. In the event an Employee refuses to submit to examination by a
physician designated by the Employer, the refusal shall be just cause for terminating all benefits provided
by this section. After exhausting the six (6) month injury leave, with permission from the City Manager,
an Employee may use his/her sick leave benefits, not to exceed sixty (60) days. He/she will be
compensated on a supplemental basis to maintain him at full salary level. After exhausting injury leave
and sick leave (with permission), an Employee may be placed on “inactive status” and be eligible to
return to work when released by his physician and a vacancy occurs at a comparable rate of pay, or he/she
may be terminated for disability reasons.
(B)

No benefits shall be payable under this section for any injuries occasioned by the

willful intention of the injured Employee to bring about injury to himself or another, or where the injury
results directly from the willful failure of the injured Employee to use a guard or protection against
accident furnished for his use or where the injury results directly from the intoxication of the injured
employee while on duty, or where the injury results directly from horseplay, playing, or pranks engaged
in by the injured employee, alone or with others. All benefits provided by this section, except total
amount of compensation paid hereunder, shall be in addition to and separate from any sick leave benefits.
(C)

Employees on occupational injury leave with pay shall be returned to duty at the

earliest practical date and may be assigned to light or limited duty by the Employer as determined by the
Employee’s physician and/or the City Manager when the Employee’s physical condition permits such
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assignment. Duty assignment of this type may be without reference to the Employee’s job classification
or departmental assignment.
(D)

Employees on probation shall not be eligible for occupational injury leave with

pay benefits for injuries incurred during such probationary period. Such employees shall be entitled to all
benefits provided by the Oklahoma State Workmen’s Compensation Act.
(E)

In the event an Employee is so injured, as described in the preceding section, it

will be the responsibility of the person directly in charge of such employee to prepare an accident report
concerning such injury, containing how, where, and when the injury occurred, together will all pertinent
information available. Said report to also contain the names and addresses of all witnesses and fellow
employees that were at the scene of said accident, and a general outline of the extent of injury sustained.
All written accident reports shall be transmitted to the Human Resources Director not later than twentyfour (24) hours after the occurrence thereof.
(F)

An Employee on occupational injury leave benefit cannot work for another

employer during the time he is drawing this benefit from the city.
LIGHT DUTY
Section 1.
A. Purpose
The purpose of this policy is to clarify the conditions under which the Employer will place an Employee
on restricted or light duty and to provide guidance to the Department for administering the policy
consistently. Modified duty assignments provide beneficial effects to Employees by facilitating
rehabilitation from an injury or recovery from an illness, while keeping the Employee as an integral part
of the Department’s operations.
B. Definition
Temporary Modified Duty Assignment (Light Duty) for the purposes of this policy shall mean the
assignment of an Employee suffering from an injury, illness, or diagnosis which requires significant
modification of the Employee’s normal work assignment and/or responsibilities. Such assignments shall
not result in loss of pay or benefits, nor create any permanent positions or any change in formal
classification, and shall be considered a temporary response to a short-term situation for the mutual
benefit of the Employee and the Employer. Light duty allowed for Employees while on Sick Leave is
contingent upon the Employee’s request, approval of which is at the sole and absolute discretion of the
City and the Chief of Police on a case-by-case basis. In no case shall the City create otherwise
unnecessary or non-existent work duties for the purpose of assigning a unit Employee to light duty. All
such assignments shall supplement, not supplant, existing assignments within the City.
C. Scope
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1. This policy will apply to full-time Employees who have a temporary disability resulting from a
job related or off duty injury, illness, or diagnosis which prohibits them from performing their full
job duties. Employees on injury leave may be assigned to light duty by their employer, as
provided by the Current Collective Bargaining agreement between the Employer and the Lodge.
2. Employees must have an injury, illness, or diagnosis that the treating physician reasonably
expects to cause them to be unable to perform their regular duty assignment for more than three
(3) consecutive shifts in order to be eligible for light duty assignment.
3. This policy will also apply to allow full-time Employees on sick leave under the following
conditions: (1) The Employee’s physical condition allows them to attend training or educational
opportunities that are required to maintain police officer related certifications or appropriate
Continuing Educational Units. (2) The dates that the CEU’s are given might preclude an
Employee on sick leave from attending and maintaining their certifications and (3) At the
Employee’s request.
D. Responsibility
1. The Employee’s physician must approve all light duty assignments prior to any such duty
assignments. If there is conflicting medical information and/or opinions among physicians
treating the Employee, an independent opinion from a physician selected by the Employer may be
utilized to determine medical fitness for full or light duty.
2. The Chief of Police or his/her designee is responsible for monitoring and administering this
policy. All requests or recommendations for light duty assignments will include the physical
restrictions placed on the Employee by the treating physician. These restrictions will be reviewed
by the Chief of Police to determine availability of light duty work and in which light duty
position the Employee will be placed. The Chief of Police, with guidance from the Employee’s
physician, will monitor the Employee’s progress in returning to a full duty status.
3. Supervisors who are assigned Employees on light duty are responsible to ensure that the
Employee fully understands and follows work modification requirements set forth by the Chief of
Police and the Employee’s physician.
4. Employees assigned to light duty will be responsible for providing the Chief of Police with a note
from the treating physician, no less than once every thirty (30) days, to ensure a continuation of
treatment, whether on light duty or injury leave.
E. Non-Compliance (Line of Duty)
An Employee’s refusal to accept a modified duty assignment which he/she has been deemed medically
qualified to perform, or an Employee’s non-compliance with the work modifications set forth by the
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Chief of Police and the treating physician will result in the termination of the Employee’s light duty
assignment.
F. Conditions
The City will consider placing an Employee on light duty assignment for valid reasons including but not
limited to the following.
1. To assist an Employee with recuperation from an on or off the job related injury or illness by
reintroducing them gradually to the demands of their full-time position.
2. To conserve resources by having a recuperating Employee assist other Employees of the
department in the performance of their duties, provided that such assistance shall not exceed the
recuperating Employee’s work limitations.
3. To avoid placing a temporarily incapacitated Employee in a position that may aggravate an
existing injury or illness or risk harming themselves, co-workers or other persons by assigning
them instead to constructive work they can perform within the restrictions of the Chief of Police
and treating physicians or by allowing them to attend training classes.
4. To enable an Employee to continue to provide constructive work production while waiting to
have a scheduled medical procedure (surgery, test, MRI, CT Scans, etc.).
5. In no case shall any Employee be eligible for light duty assignment for more than twelve weeks
in any calendar year.
G. Procedures for Light Duty Assignments
1. When it is determined that an injured or ill Employee is capable of light duty work following an
examination by, and upon the Employer receiving notification from the treating physician that
the Employee is capable of performing light duties, the Employee shall notify the Chief of Police
of his request for light duty assignment.
2. Employees assigned to a light duty assignment MUST report to work at 0800 hours Monday thru
Friday and leave work at 1700 hours of that day. On all holidays observed by the City of
Glenpool, an Employee assigned to light duty will be excused from duty for that day without
receipt of holiday pay.
3. Employees shall wear a uniform appropriate to their assignment.
4. All fitness programs the Employee participates, if any, while on light duty must first be approved
by the Chief of Police and the treating physician.
5. Employees electing to use a sick, vacation or comp time day shall do so in accordance with the
current Collective Bargaining Agreement between the Employer and the Lodge.
6. Employees on light duty assignments should notify their assigned supervisor and the Chief of
Police every 30 days to make them aware of their progress and time line of return.
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7. Before returning to full-duties Employees on light duty shall notify their assigned supervisor and
Chief of Police and present a full release from the treating physician in order to coordinate their
return.
H. Daily Staffing Level
An Employee assigned to light duty shall not be counted toward or as a part of the minimum daily
staffing levels set forth in this Agreement.
I.

Light Duty Wages

Members assigned to light duty shall be compensated in accordance with their standard hourly rate. They
will not be scheduled for accrued overtime and they will not be eligible for any of the situations described
in Article VII of this Agreement that might otherwise result in overtime. During the term of a light duty
assignment, Employees utilizing annual leave or sick leave shall have the equivalent number of hours
deducted from their accrued leave balance for each such occurrence.
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ARTICLE XI
DUES AND CHECK OFF
Section 1.

Upon written authorization from the employee, the Employer agrees to deduct

regular monthly Lodge dues from the earned wages of those employees represented by the Bargaining
Unit.
Section 2.

The deduction shall be made in accordance with the City of Glenpool pay plan in

an amount certified to be correct by the Treasurer of the Lodge. Changes in the amount of dues will be
certified in the same manner and shall be done at least thirty (30) days in advance of the effective date of
such change.
Section 3.

All eligible members of the Bargaining Unit desiring dues deduction shall

individually sign an authorization form provided by the Lodge. Authorization may be withdrawn by the
employee by providing written notice to the Employer at least thirty (30) days prior to the effective date
of withdrawal. Unless revoked by the employee, the authorization will remain in effect until the
expiration date of the contract and will be automatically renewable with the adoption of each new
contract.
Section 4.

The Employer will deduct only Lodge dues from the employee’s paycheck and

will not deduct initiation fees, special assessments, fines or other Lodge fees. No deductions will be made
when the salary to be paid an employee is not sufficient to cover the amount to be deducted.
Section 5.

The Employer will provide the Lodge Treasurer with a monthly report showing

the employee’s name and amount deducted. All deductions refundable at the time of termination or
resignation will be refunded by the Lodge.
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ARTICLE XII
EDUCATION PAY
Section 1.

The City of Glenpool and the Lodge recognize that formal education related to

the field of Law Enforcement is a benefit to the officer, to the Employer and to our citizens. As such, the
Employer agrees to compensate each officer who has completed such studies at accredited universities or
colleges in accordance with the following schedule:
Bachelor’s Degree

$37 Monthly

Master’s Degree

$62 Monthly

An officer holding multiple degrees shall only receive the compensation listed for the highest single
degree they hold
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ARTICLE XIII
EQUIPMENT - CLOTHING ALLOWANCE
Section 1.

All members of the Bargaining Unit shall receive Fifty Dollars ($50.00) per

month cleaning allowance from the Employer.
Section 2.
clothing:

The Employer agrees to provide, upon hire, the following list of equipment and

1.

Three (3) pair department approved trousers

2.

Three (3) short sleeve department approved shirts

3.

Three (3) long sleeve department approved shirts

4.

One (1) pair boots, up to $125.00

5.

One (1) department approved wind breaker jacket

6.

One (1) department approved winter coat

7.

One (1) department approved rain slicker

8.

One (1) department approved inner belt

9.

One (1) department approved outer belt

10.

One (1) department approved holster

11.

One (1) department approved double magazine pouch

12.

One (1) department approved ASP baton holder

13.

One (1) department approved OC spray holder

14.

Two (2) department approved handcuffs and cases

15.

Four (4) department approved belt keepers

16.

One (1) department approved radio holder

17.

One (1) ASP expandable baton

18.

One (1) can of OC spray

19.

Eight (8) sets sew on patches (1) sew on coat badge (1) sew on coat name tag.

20.

One (1) department approved name plate

21.

Two (2) badges, one (1) duty badge and one (1) flat badge

22.

One (1) Glock model 22 .40 caliber pistol

23.

One (1) department-issued rifle, to be consistent with CLEET standards

24.

One (1) department-issued shotgun, to be consistent with CLEET standards

25.

One (1) department-issued Taser and one (1) holster

26.

One (1) ballistic vest
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Section 3.

Employer will replace bullet proof vest pursuant to the manufacturer’s

specification and guidelines as needed, need to be determined by the Chief of Police or his designee.
Section 4.

Upon retirement by reason of length of service or physical disability, each

Employee shall receive their badges and service weapon that they carried immediately prior to retirement
without cost. The corresponding badge number will be retired. In addition, such retired Employee will
be given the option to purchase the rifle or shotgun, or both, issued to the retired Employee immediately
prior to retirement, at replacement cost.
Section 5.

Each member of the Bargaining Unit shall receive a clothing allowance of One

Thousand Dollars ($1,000.00) per year (payable, under a non-accountable plan, in two increments of Five
Hundred Dollars ($500.00) and payable with the first regular paycheck in July and January of each fiscal
year). The K-9 Officer and the Detective shall receive an additional $100.00 per year. Employees hired
after either of the first pay period in July 1 or the first pay period in December during the Term of this
Agreement shall receive the next occurring incremental payment.
Section 6.

The Employer/Police Department will provide duty ammo for each Officer to be

replaced annually in July of each fiscal year or at the time of annual firearms re-qualifications, in amounts
not exceed fifty (50) rounds of .40 caliber pistol ammunition; sixty (60) rounds of .223 rifle ammunition;
ten (10) rounds of 12-gauge .00 buckshot ammunition; and ten (10) rounds of 12-gauge slug ammunition.
Section 7.

The Employer/Police Department, in order for its Officers to maintain

proficiency in all departmentally approved firearms will provide 400 rounds of practice ammunition
annually to each member of the bargaining unit. Ammunition will be available for check-out from the
Chief of Police or designee in amounts not to exceed: Fifty rounds of .40 caliber pistol ammunition; forty
rounds of .223 rifle ammunition; five rounds of 12 gauge .00 buckshot ammunition; and five rounds of 12
gauge slug ammunition per quarter. These allotments shall be available at the Employee’s request during
the then-current quarter of the calendar year. Any allotment of ammunition not requested by any
Employee during the then-current quarter shall not carry over into the next or any following quarter.
Calendar quarters shall be recognized as: January 1 through March 31; April 1 through June 30; July 1
through September 30; and October 1 through December 31.
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ARTICLE XIV
MANAGEMENT RIGHTS AND RESPONSIBILITIES
Section 1.

The Lodge recognizes the prerogative of the Employer to operate and manage its

affairs in all respects and in accordance with its responsibilities and the power of authority which the
Employer has not specifically abridged, delegated, granted or modified by this Agreement. All rights,
powers and authority the Employer had prior to the signing of this Agreement are retained by the
Employer and remain exclusively without limitation within the rights of the Employer.
Section 2.

Except as may be limited herein, the Employer retains its rights in accordance

with the laws of the State of Oklahoma and the responsibilities and duties of the City of Glenpool as set
forth within the ordinances and resolutions promulgated in accordance with such laws.
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ARTICLE XV
PREVAILING RIGHTS
Section 1.

All rules, regulations, fiscal procedures, working conditions, departmental

practices and manner of conducting the operation and administration of the Glenpool Police Department
currently in effect on the effective date of any negotiated agreement (“Past Practices”) shall be deemed a
part of said agreement unless and except as modified or changed by the specific terms of such agreement.
Section 2.

The burden shall be on the proponent of any Past Practice to establish by

reasonable documentation or weight of the evidence the existence of such Past Practice on the effective
date of this Agreement.
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ARTICLE XVI
PROHIBITION OF STRIKES
Section 1.

Employees and Employer acknowledge and agree that they are bound by all

provisions of the Fire and Police Arbitration Act with respect to any work stoppage, slowdown or strike.
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ARTICLE XVII
PERSONNEL FILES
Section 1.

It is agreed that all materials concerning training, performance evaluations,

investigations, complaints, reprimands, counseling sessions, supervisory notices, Brady/Giglio
discoverable documents or any other documentation that might be considered either beneficial or
detrimental to an Employee’s position, advancement or future with the Glenpool Police Department
(“Personnel Record(s)”) shall be placed in the Employee’s permanent personnel file on file in the
Employer’s office of Human Relations, provided that the respective Employee shall in all cases be
notified in writing of any Personnel Record prior to its placement in his permanent personnel file; and
further provided that no such Personnel Record shall be valid or of any effect with respect to such
Employee unless either the Employee has signed the Personnel Record acknowledging its receipt and
review or the Employer has made a notation that the Employee has refused to sign the Personnel Record,
with the date and signature of the Chief of Police or his designee thereon. In all cases, any records,
information, documents or material of any kind pertaining to an unfounded/unsubstantiated complaint
against an Employee will be removed promptly upon discovery of its defect.
Section 2.

The Employee’s signature on a Personnel Record described in Section 1 of this

Article XVII shall not be deemed agreement with or consent to the Personnel Record and shall signify
only acknowledgement of receipt and review. In addition, if any Personnel Record is of such character
that the affected Employee considers it potentially detrimental, the Employee shall be given the
opportunity to appeal such Personnel Record by following the Grievance Procedure provided by Article
IV of this Agreement before it becomes a part of his permanent personnel file.
Section 3.

No Personnel Record described in Section 1 of this Article XVII may be

considered in connection with decisions pertaining to discipline or advancement unless they are located in
the Employee’s permanent personnel file, provided that nothing in this Article shall prevent the Chief of
Police from maintaining informal notes that may be useful in the process of creating Personnel Records.
Section 4.

An Employee shall be allowed to review and request copies of his Personnel

Records, under the supervision of the Director of Human Resources or a designee, at any reasonable time
upon oral or written request to the Director of Human Resources.
Section 5.

Any Employee whose Personnel Records shall become the subject of a subpoena,

court order, Open Records Act request, or any other third party request for inspection or copy shall be
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immediately notified and given an opportunity to object to such disclosure to the extent objection is
permitted by applicable law.
Section 6.

Recognizing that disciplinary actions and/or adverse Personnel Records are

meant to provide a basis for enhanced training and/or counseling with the purpose of improving
performance, but are not meant to penalize an Employee perpetually, the Employer agrees, either upon
the request of any affected Employee or upon a stated schedule, as applicable, to the closure (by sealing)
of any such Personnel Records according to the following procedure:
a. Employer shall close written reprimands and notices of oral reprimands, in the event of no
recurrence of the conduct or incident giving rise to the discipline and after the passage of one
(1) year since such conduct or incident occurred, upon completion of the Employee’s first
annual evaluation following the passage of said one (1) year.
b. Employer shall close records of suspensions of twenty-four (24) hours or less, in the event of
no recurrence of the relevant conduct or incident and after the passage of eighteen (18)
months since its occurrence, upon completion of the Employee’s first annual evaluation
following the passage of said eighteen (18) months.
c. Employer shall close records of suspensions of more than twenty-four (24) hours, in the event
of no recurrence of the relevant conduct or incident and after the passage of two (2) years
since its occurrence, upon completion of the Employee’s first annual evaluation following the
passage of said two (2) years.
d. The affected Employee may request that any of the foregoing Personnel Records be closed
upon passage of the respective stated time periods, without recurrence, even if such passage
of time occurs before the Employee’s annual evaluation.
e. Requests for closing of the records of disciplinary actions, as provided in subsection (d.) of
this Section 5, shall be directed to the Director of Human Resources, who shall be the only
person authorized to close any personnel records. In the event of the absence or vacancy of
the position of Director of Human Resources, a person designated by the City Manager shall
fulfill this requirement.
f.

Personnel Records that are dated prior to the recurrence of any conduct or incident giving rise
to disciplinary action shall remain in the Employee’s personnel file until such time as the
records of recurrence are closed in accordance with the foregoing schedules and then
simultaneously closed (sealed).

g. Closing (sealing) of any of the foregoing records of disciplinary action shall include all
memos, letters, correspondence, complaints and any other written or electronically created
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documents or materials pertaining to such action, except that the Director of Human
Resources may keep, a separate log of disciplinary actions in the event of a performance
audit. Such a log may not be used for any purpose relating to the affected Employee’s
position, advancement or future but shall be used only such audit purpose.
h. Personnel Records that have been closed (sealed) for any of the foregoing reasons and
applicable time requirements are not subject to being opened or otherwise used for any
purpose except by a court of competent jurisdiction.
i.

The foregoing policy of closing (sealing) Personnel Records does not apply to documents or
other materials pertaining to the investigation of an alleged criminal offense(s), in which case
closing (sealing) will occur only upon the sealing or expunging of criminal charges, or
complete exoneration, as the result of an internal investigation or by a court of competent
jurisdiction
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ARTICLE XVIII
SUCCESSORS AND ASSIGNS
Section 1.

This Agreement shall be binding upon the successors and assigns of the parties

hereto during the term of this Contract; and no provisions, terms or obligations herein contained shall be
affected, modified, altered or changed in any respect whatsoever by the consolidation, merger or
annexation, transfer assignment of either party hereto, or affected, modified, altered or changed in any
respect whatsoever by any change of any kind in the ownership or management of either party hereto, or
by any change geographically of place of business of either party hereto.
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ARTICLE XIX
REGULAR AND SPECIAL MEETINGS
Section 1.

The Lodge will be permitted to hold regular and special meetings on the

Employer’s premises, with the understanding that permission, time and location of such meetings must be
approved by the Chief or his designee prior to said meeting.
Section 2.

It is understood that the Lodge and Employer will cooperate regarding these

arrangements, and excessive requests will not be made by the Lodge; and permission to hold meetings
shall not be denied by the Employer, so long as the meetings do not impede or interfere with the normal
operations of the Police Department.
Section 3.

Upon giving five (5) days written notice to the Chief of Police, one or more

Lodge members may collectively receive up to an aggregate of 120 hours off for verified union business
which must be approved by the President in advance. Compensation for time off shall be based on the
officer’s hourly rate of pay.
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ARTICLE XX
REPLACEMENT OF DAMAGED GOODS
Section 1.

The Employer agrees to replace items that may become damaged in the line of

duty. The following items shall be replaced:
1.

Prescription eyewear (contacts or glasses), in an amount substantially equivalent to

verified replacement cost;
2.

3.

Uniform apparel
A.

Trousers

B.

Shirts

C.

Jacket/Coat

D.

Bullet Proof Vest

E.

Gun Belt

F.

Holster

G.

Footwear

H.

Ammo Case (Magazine Holder, Loops, Speed Loaders and Holders)

I.

Badges, Collar Brass, Nameplate

J.

Cuff, Cuff Case

K.

Tie/Dickey

Secondary Weapon to be replaced shall not exceed Five Hundred Dollars ($500.00) and

the Employer shall have the option to either repair or replace.
4.

Watches to be replaced shall not exceed Seventy Five Dollars ($75.00) in cost.

Section 2.

The Employer shall not be responsible for replacement of any personally owned

equipment such as scanners, binoculars, or other equipment that is optional for the officer’s preferential
use.
Section 3.

In the event an officer shall have a claim for replacement of damaged property he

shall present the claim to the Chief of Police who shall present such claim along with cost of replacement
by purchase requisition which shall be presented to the City Manager for approval.
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Section 4.

When items are damaged by person who is being arrested, the officer shall file a

charge against such subject and the cost of damage to officer’s goods shall be sought through the
municipal court as item of restitution of damages.
Section 5.

All officers shall be responsible for any damage to city property when such

property damage occurs through the negligence of the officer.
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ARTICLE XXI
PERSONNEL REDUCTION
Section 1.

In the event of personnel reduction or layoffs, the employee with the least

seniority shall be laid off first, subject to a thirty (30) day notice to the Lodge President and the employee
or employees to be affected, for the purpose of providing the opportunity for incumbent employees to
exercise their pension options. Time in the Glenpool Police Department shall be given the utmost
consideration in the event of layoffs.
Section 2.

No new employees shall be hired until the employee(s) laid off due to reduction

in force within the last twelve (12) months and the Lodge have been notified by certified mail. The
mailing of said notice by certified mail at the address last given to the City of Glenpool by said employee
shall be deemed compliant with said requirements. Any such employee previously so laid off shall have
fourteen (14) days subsequent to the mailing of said notification in which to notify the City of Glenpool
in writing by certified mail addressed to the City Manager, 12205 S. Yukon Avenue, Glenpool Oklahoma,
74033, of his or her intention to return to work within fourteen (14) days of mailing of the Employer’s
notice.
Section 3.

The Employer shall not be required to notify Officers who are laid off longer

than 1 year prior to filling a vacancy. Officers who are laid off for longer than 1 year shall be required to
re-apply through the normal hiring process.
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ARTICLE XXII
GRANT OVERTIME
Section 1.

Grant Shift Payments. Any Glenpool Police Department “Employee,” as that

term is defined in the CBA, who is called upon, and volunteers, to work a shift for which compensation
is to be paid from funds awarded to the City of Glenpool by the Grant (“grant shift”) shall, solely as
compensation for any and every such grant shift and shall in all cases pertaining to any and every such
grant shift, be paid at an hourly rate equivalent to one-and-one-half times that Employee’s standard
hourly rate. This rate of pay for grant shift hours worked shall not vary under any circumstance, to
include without limitation all grant shift hours worked on a holiday. This rate of pay shall not be
deemed to constitute over-time under any circumstance for purposes of Article VII of the CBA,
notwithstanding its payment at the over-time rate of pay. Compensatory time for grant shift hours is not
an option.
Section 2.

Section 2 of Article VII of CBA Not Applicable. The Lodge agrees that NO

grant shift hours shall be counted in calculating any Employee’s hours worked during a work period as
defined in Article VII of the CBA. Consequently, grant shift hours shall NOT be deemed or in any way
compensated as “overtime” hours for purposes of Section 2. Further, NO Employee shall have the
option of choosing to accept payment for grant shift hours in the form of compensatory time. Whether
any Employee does or does not accrue or exceed 40 hours in any given work period will be determined
without reference to grant shift hours and payment for grant shift hours is hereby deemed as a matter
that falls altogether outside the scope of Section 2, Article VII of the CBA for all purposes.
Section 3.

Section 3 of Article VII of CBA Not Applicable. The Lodge agrees that NO

grant shift hours shall for any purpose be treated as off-duty call back hours with respect to the
provisions of Section 3 of Article VII of the CBA. Neither the call-back nor stand-by provisions of
Section 3 shall have any application whatsoever to grant shift hours. Whether any Employee does or
does not accrue time under such call-back or stand-by provisions will be determined without reference
to grant shift hours and payment for grant shift hours is hereby deemed as a matter that falls altogether
outside the scope of Section 3, Article VII of the CBA for all purposes.
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ARTICLE XXIII
SAVINGS CLAUSE
Section 1.

If any provision of this Agreement or the application thereof to any person or

circumstance is held invalid, the invalidity shall not affect other provisions or applications of this
Agreement which can be given effect without the invalid provision or application, and to this end, the
provisions of this Agreement are severable.
Section 2.

Any appendices to this Agreement shall be numbered, dated and signed by the

Employer and the Lodge and Employer shall be subject to the provisions of this Agreement unless the
terms of said Appendix specifically delete or change a provision of this Agreement, and all Appendices
shall become a part of this Agreement as if specifically set forth herein.
Section 3.

It is understood that all time limits found in this Agreement may be extended by

mutual concurrence.
Section 4.

This Agreement and such subsequent amendments to this Agreement as are

memorialized by memoranda of understanding, constitutes the complete and entire understanding of all
terms and conditions of employment to be governed by this Agreement during the Term of this
Agreement and it cannot be altered in any manner, save by the complete written concurrence of duly
authorized agents or representatives of the Lodge and the Employer.

Page 45 of 60

ARTICLE XXIV
SPECIALTY ASSIGNMENT PAY
Section 1.

Only such Employees as are assigned to perform the duties of Detective as of the

Effective Date of this Agreement shall receive “Specialty Assignment Pay” of $25/month.
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ARTICLE XXV
OFFICERS’ BILL OF RIGHTS
Section 1.

This Officers’ Bill of Rights is included for the purpose

Statement of Policy.

of setting out policies and procedures with respect to the following matters:
a. Receipt and processing of complaints against Employees, if such should occur, from any
source.
b. Creating a documentary history of any such complaints.
c. Preliminary inquiry into the validity/substantiation of complaints.
d. Administrative leave with pay, if warranted.
e. Dismissal of complaint and record of vindication in the event a complaint is found to be
unsubstantiated.
f.

Proceed with investigation if preliminary investigation discloses reason to believe the
complaint may be substantiated.

g. Notice of Investigation, to include all relevant factors pertaining to the complaint and
advising the subject Employee of his rights.
h. Conduct of the investigation, right to representation, due process safeguards.
i.

Notification of results of investigation.

j.

Potential disciplinary actions if investigation results in finding of violation.

k. Appeal procedure, if applicable.
l.

Grievance procedure, if applicable.

m. Fundamental rights.
n. Not applicable to probationary Employees.
o. Not applicable to complaints of criminal conduct.
The authority of any Oklahoma CLEET (Council on Law Enforcement Education and Training)-certified
police department to investigate allegations of conduct that is potentially in violation of provisions of that
police department’s manual of policies and procedures is within the scope of reserved management rights
under this Agreement and does not constitute an unfair labor practice so long as substantive and
procedural due process requirements are observed.
It is the purpose and intent of this Article XXV to articulate the scope of those due process rights and to
provide a method whereby complaints against Employees shall be processed and handled in such a
manner as to afford all appropriate safeguards.
Section 2.

Complaint Procedures.
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a. All complaints implicating Employees from any source, whether civilian, non-union
departmental or City employee or fellow officer must be referred to the Chief or the Assistant
Chief.
b. All sworn officers who observe or receive information concerning misconduct by any
Employee shall refer the complaint to the Chief of Police or the Assistant Chief, or in the
event neither is available, a supervisory officer. Any supervisor who receives a complaint
against an Employee shall forward a sealed copy of the Complaint Report to the Chief of
Police as soon as possible.
c. All complaints from the public must be submitted on a Glenpool Police Department
Complaint Report and, whenever possible, should be taken by the Chief or Assistant Chief.
If neither is available, the complaint may be taken by the supervisor on duty.
d. Civilian employees are not authorized or allowed to take citizen complaints regarding officer
Employees. However, civilian supervisors may accept complaints regarding civilian
employees.
e. If the complaint is internally generated, it may be reported to the Chief or Assistant Chief in
writing as permitted by the discretion of the City Manager, Chief or Assistant Chief. It is
prohibited for any complainant who is an Employee or civilian employee of the City of
Glenpool to discuss the content of such a complaint with any person other than the individual
taking the complaint. In the event that an internal complaint is received by the City Manager,
it shall be forwarded either verbally or in a sealed envelope to the Chief of Police as soon as
possible.
f.

As a matter of policy, a written complaint (along with any supporting documentation) shall be
required in all cases of any person making a complaint against an Employee unless an
extenuating circumstance warrants a verbal report. If a written statement is not given, the
complaint may be given credibility and disposed of in the most appropriate manner as
determined by the Chief of Police. The lack of a written statement by a complainant shall
not invalidate a complaint, but the Chief of Police may give the appropriate level of notice
to this fact.

g. In the event that a complaint concerns a matter that can be explained to the satisfaction of the
complainant, the subject Employee should attempt to explain the situation to the complainant.
If the explanation satisfies the complainant, no Complaint Report needs to be filled out and
the complaint shall be deemed resolved without further action or record.
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h. Complaints that arise from a dispute between an Employee and a civilian over guilt or
innocence of an accused person will not be investigated pursuant to this Article XXV.
Complainants in such cases shall be advised to pursue adjudication through the court system.
i.

The Chief of Police or Assistant Chief is required to ensure that each complaint not
informally resolved is assigned a “complaint control number” and logged into the
departmental index system, to include at least a log book that is maintained in a secure,
confidential location and will contain records indexed for quick reference by control number
(not by name of Employee) of all complaints, notices of investigation, statements, interview
records and disposition records pertaining to every complaint submitted. The index system
shall be designed to allow quick referral to any complaint and provide security against access
to the records of complaint reports by unauthorized persons. All records of complaint
investigations shall be stored as to maintain the confidentiality of the investigation.
Complaints that are unverified or the subject Employee is otherwise exonerated shall be
destroyed and no record of such complaint may be maintained in any form.

j.

The Chief of Police, or his designee, will supervise and control all investigations of alleged
misconduct within the Department in accordance with procedures mandated by this Article
XXV.

Section 3.

Preliminary Inquiry.

The Chief of Police or Assistant Chief shall maintain administrative control over all complaints and will
be responsible for conducting a preliminary inquiry as to the validity of the complaint, whether from a
citizen or internal. The preliminary inquiry may consist, without limitation, of a review of all records or
reports as well as any audio or video recordings that may exist. The preliminary investigator may conduct
such interviews of supervisory personnel as may be deemed helpful or necessary, provided that the
preliminary inquiry shall not include any interview or interrogation of the subject Employee(s) unless the
Employee(s) have been fully informed of their rights and responsibilities in accordance with the Notice of
Investigation provided by Section 5 of this Article XXV. Preliminary discussions with supervisory
personnel within the Police Department, in relation to a complaint received, shall not be considered an
interrogation within the meaning of this Article XXV.
If the preliminary investigation discloses there has been no misconduct, or that any reported
misconduct has been satisfactorily resolved, there will be no further investigation and there should be no
further mention of the incident complained of. The investigation will be closed and no record shall be
maintained.
If the preliminary investigation indicates to the Chief of Police or Assistant Chief that there is
reason to believe the complaint may be substantiated, the Chief of Police (but not the Assistant Chief)
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shall proceed with the formalities of a more complete investigation and, if appropriate, disciplinary
actions in accordance with all procedures and safeguards provided by this Article XXV.
Section 4.

Administrative Leave Option.

If the Chief of Police determines that further investigation of the complaint is warranted,
and depending on the severity of the allegation(s) in the complaint, the Chief of Police (but not
the Assistant Chief), with the concurrence of the City Manager, will decide whether to place the
subject Employee on administrative leave (with pay) during the course of the investigation.
Administrative leave may be assigned as relief from duty (sent home) or assigned to
administrative duties within the Department.
An Employee on administrative leave shall retain full police powers, their badge, commission
card and firearm except as stated otherwise in this Section 4. If the preliminary investigation revealed a
reasonable likelihood that retention of police powers and equipment may place the Employee or the
public at risk, the reasons for this conclusion must be documented and the Chief of Police will personally
notify the Employee to surrender his badge, gun and commission card before going on administrative
leave.
Section 5.

Notice of Investigation.

If the Chief of Police, following the preliminary investigation, determines that further
investigation of the complaint is warranted, the Chief of Police must give any Employee who is the
subject of an investigation a written statement (“NOTICE OF INVESTIGATION”). A Notice of
Investigation must include, without limitation, the following information:
a. The allegation(s) of misconduct being investigated; and
b. A statement advising the Employee of the possibility of disciplinary action following the
conclusion of the investigation; and
c. A statement of the Officer’s rights (including the right to representation by the Lodge and/or
by legal counsel; and the right to request an interview of any person of his choice as a
witness) and responsibilities (including the obligation to cooperate fully in the investigation
upon penalty of insubordination, as well as notice that no self-incriminating statement, nor
the fruits of any such statement, can be used against the Employee in subsequent proceedings
(the “Garrity Statement”).
No interrogation of an Employee who is the subject of an investigation nor interview of any witness
(whether civilian or any employee of the City of Glenpool) may be conducted until the Notice of
Investigation is given to the subject Employee. If an interrogation of the subject Employee, or an
interview of a potential witness, is scheduled, the Notice of Interrogation must be provided at least
three days in advance.
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Section 6.

Conduct of Investigation/Interrogation.

a. The person conducting any investigation/interview shall be the Assistant Chief or a
supervisory officer designated by the Chief of Police (the “Investigating Officer”).
b. Interrogation/interview sessions shall be for reasonable periods of time and shall be timed
to allow for such personal necessities and rest periods as are reasonably necessary.
c. Any Employee being interrogated/interviewed shall not be subjected to offensive
language or threatened with any kind of disciplinary action to compel testimony
(provided that such Employee may be reminded that failure to cooperate may result in
a finding of insubordination and disciplinary action, if so stated in the Notice of
Investigation/Garrity Statement). No promise of reward shall be made as an inducement
to obtain testimony or evidence.
d. The Employee being interrogated/interviewed shall, in addition to the Notice of
Investigation and at the commencement of the interrogation/interview, be completely
informed of all his rights pursuant to this Article XXV and of his responsibility to answer
all questions. This notification shall be included on the tape recording or in the written
record of any interrogation/interview.
e. At the request of any Employee being interrogated/interviewed, he shall have the right to
be represented by legal counsel or any other representative of his choice who may be
present at all times during such interrogation, at no expense to the Employer.
f.

The interrogation/interview of Employees may be taped or recorded in written form at
the discretion of the Investigating Officer. Employees being interrogated/interviewed
may record the proceedings with their own device or make a written record at their own
expense. Records and tapes compiled by the Department shall be exclusively retained
by the Department as confidential information, but may be used by the Investigating
Officer to make his final findings of fact and recommendations to the Chief of Police at
the conclusion of the investigation. If the investigation results in disciplinary action, the
Employee shall be entitled to request a copy of all recordings or written records of the
interrogation/interview, as well as all evidence presented during the course of the
interrogation/interview.

g. All questions shall be narrowly focused on, and relevant and pertinent to, the subject matter
of the complaint. If any additional violations are alleged because of evidence presented
during the course of the investigation, the Investigating Officer shall consult with the Chief of
Police prior to investigating such newly uncovered alleged violation(s). The Employee being
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investigated/interviewed shall be informed in writing at that time that the investigation may
be expanded to include the additional alleged violations.
Section 7.

Communication of Results.

Investigations of alleged misconduct shall be concluded, and a report of findings and
recommendations made to the Chief of Police by the Investigating Officer, as promptly as
practicable under the circumstances and considering the complexity of the investigation. The
Investigating Officer shall submit weekly progress reports to the Chief of Police during the course of the
investigation if it lasts more than one week. The investigation should be completed within thirty calendar
days unless the scope of the investigation prevents its completion in that time period. The Chief of Police
must approve extensions of the thirty-day time limit.
The Employee under investigation shall receive written notification from the Chief of Police
as to the determination of the investigation.
If the Employee is exonerated of the complaint by the investigation process, the complaint
shall be deemed unfounded and unsubstantiated. The complainant shall be advised of this outcome
and any records of the investigation shall be sealed and retained in a secure and confidential location.
If it is found that the Employee committed misconduct alleged by the complaint, the Chief of
Police shall make a determination as to appropriate discipline. That determination shall be communicated
to the Employee in writing, along with all reasons for making such determination.
Section 8.

Potential Disciplinary (and Non-Disciplinary) Actions.

In addition to the performance of their normal duties in a professional manner as prescribed by
departmental operations procedures (SOP 200 – 295, as they may be amended, revised, supplemented or
superseded), all Employees are required to maintain high standards of conduct, cooperation, efficiency
and attitude in compliance with departmental general rules of conduct (SOP 110, as it may be amended,
revised, supplemented or superseded). The Chief of Police or his designee shall direct Employees in a
manner to achieve these objectives. Employees are held responsible and accountable for their own work
performance, attitudes and behavior. Whenever work habits, conduct, or attitude fall below acceptable
standards, the Chief of Police shall take immediate remedial steps to bring improvements. Such remedial
steps may fall within a spectrum from informal discussion and advice to formal disciplinary action.
The following violations, without limitation, are among those considered just cause for
disciplinary action: (i) Gross neglect of duty or refusal to comply with a supervisor’s lawful instructions,
unless such instructions are injurious to the Employee’s or the general public’s health or safety; (ii)
Disobedience, insubordination or dishonesty; (iii) Indulging in offensive conduct or using offensive
language towards the public or in public towards employees of the City of Glenpool; (iv) Any form of
disorderly conduct or conduct not becoming a police officer; (v) Known criminal associations; (vi)
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Misuse of departmental equipment or materials; (vii) Falsification of an official police record. Violations
of law resulting in criminal conduct are outside the scope of this Article XXV; (vii) Excessive use of
force or any other unwarranted belligerent or disrespectful conduct toward one or more citizens; and (viii)
Intentional or repetitious violations of departmental written directives, including without limitation
SOP’s, policies, special directives, training materials, personnel directives, memoranda, or rules and
regulations.
After receiving the report of findings and recommendations, following an investigation in a
manner consistent with this Article XXV and which includes findings of a violation of any
departmental standard operating procedure, any otherwise stated policy of the Department, or any of
the foregoing standards of conduct, the Chief of Police or, as applicable, the City Manager shall
determine the appropriate disciplinary action.
The Department may, as warranted and in accordance with the Employee’s right to substantive
and procedural due process as provided by this Article XXV, impose one or more of the following
disciplinary actions:
(1)

Oral Reprimand (record of oral reprimand to be made and entered into the affected
Employee’s Personnel File)

(2)

Written Reprimand

(3)

Shift Reassignment

(4)

Suspension without pay

(5)

Demotion, in rank and/or pay

(6)

Termination

If the disciplinary action to be imposed is either of an oral reprimand, written reprimand or shift
reassignment, such action may be taken directly by the Chief of Police. A record of the disciplinary
action and the reasons for it shall be directed to the Director of Human Resources to be included in the
Employee’s personnel file.
If the disciplinary action to be imposed is either of suspension without pay, demotion or
termination, such actions may be taken only by the City Manager, with the concurrence of the Chief of
Police and counsel of the City Attorney. The City Manager will provide the Employee with a letter
documenting the disciplinary action. A record of the disciplinary action and the reasons for it shall be
directed to the Director of Human Resources to be included in the Employee’s personnel file.
In cases deemed appropriate by the Chief of Police, the consequence of a finding that a complaint
has been substantiated may not result in formal disciplinary action as provided by this Section 8.
Documentation of the infraction and remedial action to be taken by the Employee, or training to
be provided by the Department, may be reduced to a written Supervisory Notice. Such Notice
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will detail the Employee's deficiency/policy violation will be directed to the Employee and a copy
routed to the Director of Human Resources to be placed in a file to be maintained separately from the
Employee’s permanent personnel file. The Notice will be retained on file for one (1) year and will
be automatically purged upon expiration. Such Notices may be used for documentation related to an
Employee’s annual evaluation. For purposes of this Article XXV, a Supervisory Notices shall not be
classified as a disciplinary action, but rather a management tool to keep Employees and management
aware of ongoing employee performance.
Section 9.

Appeal/Grievance Procedures.

If disciplinary action to be imposed is either an oral reprimand, written reprimand or shift
reassignment, such action may be appealed to the City Manager, whose decision shall be final. The
Employee shall nevertheless have recourse to the grievance procedure provided by Article IV of this
Agreement.
If the disciplinary action to be imposed is either of suspension without pay, demotion or
termination, such actions may be taken only by the City Manager and may be appealed only through the
grievance procedure.
In all cases a record of the disciplinary action, the reasons for it and the result of any appeal shall
be directed to the Director of Human Resources to be included in the Employee’s personnel file.
An appeal of a disciplinary action may result in either of:
a. The Employee is exonerated and all discipline shall be vacated and the officer returned to
the status and benefits as he had before the discipline was imposed; or
b. The discipline imposed shall be sustained and remain in place; or
c. The disciplinary action may be modified, provided that such modification may only result in
a disciplinary action of lesser severity or a Supervisory Notice.
Disputes, disagreements or grievances resulting from any lack of clarity in language or otherwise arising
for any reason in connection with the implementation of this Article XXV, and not resolved by internal
appeal, shall be resolved through the grievance process provided by Article IV of this Agreement.
Section 10.

Fundamental Rights.

a. No Employee shall be suspended, discharged, demoted, transferred, reassigned or denied
promotion or otherwise be disciplined in regard to his employment, or be threatened with
any such treatment, by reason of his exercise of the rights granted by this Article XXV
of this Agreement.
b. Employees are afforded any and all rights, protections, and guaranties, granted to any other
employee of the City of Glenpool by the Constitutions of the United States and the State of
Oklahoma, as well as any and all federal, state, and municipal laws, and ordinances.
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c. No Employee shall be required to disclose the Employee's own or any member of the
Employee's family or household's income, assets, debts, expenditures, or other financial
information unless such information is unequivocally relevant to the investigation of a
complaint, a conflict of interest investigation, or otherwise required by State or Federal
Law.
d. No Employee shall be required under any circumstance to donate or contribute to any
type of political or charitable campaign.
e. An Employee shall have the same rights and responsibilities to conduct the Employee's
private, personal, or social life as other employees of the City of Glenpool, provided that
such conduct does not jeopardize, degrade, or interfere with the interests or functions of
the City or the Police Department.
Section 11.

Probationary Employees.

The parties to this Agreement recognize the right of the Employer to implement a probationary
period for newly hired Employees. It is the intent of the parties that probationary Employees shall not be
entitled to the protections set forth in this Article XXV and agree that probationary Employees may be
terminated for any cause, or without cause, without the right to proceed to arbitration.
Section 12.

Criminal Investigations.

This Article XXV applies only to internal investigations of complaints that might reasonably be
expected to result in administrative disciplinary proceedings and has no application to complaints alleging
criminal conduct of any Employee. “Criminal” means that a sustained complaint could conceivably result
in the filing of a criminal charge. Any complaint classified as a criminal complaint shall be reported
immediately to the City Manager and sent to the Criminal Investigations Commander, as designated by
the Chief of Police, for follow-up investigation and action in accordance with departmental SOP 320;
CLEET policies; and any other applicable lawful requirements. In unusual circumstances, the Chief of
Police may request the assistance of an outside agency such as the O.S.B.I. or the F.B.I. or D.E.A. to
assist in conducting an internal criminal investigation.
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APPENDIX 1
POINTS AWARDED FOR TEST SCORES
Each applicant's written score shall be recorded as a raw score. This raw score shall be based on a
possible one hundred (100) percent score. That percent will be the total points earned, i.e. 95% is equal to
95 points.
APPENDIX 2
POINTS AWARDED FOR ORAL REVIEW BOARD
In this category the applicant's total score is based on seventy five (75) points possible in the following
manner:
1.
The review board shall ask five (5) questions per applicant with each question being
scored on a scale of one (1) to five (5) per question. (The total number of points possible for each
board member is twenty five (25).
2.
Each applicant's points shall be determined by totaling each raw score awarded them by
each of the three (3) members of the oral review board. (The total number of points possible from
all three (3) members is seventy five (75).
3.
The applicant’s total score will be included in the Officer's total promotional point score.
(Appendix 6)
APPENDIX 3
POINTS AWARDED FOR SUPERVISOR RECOMMENDATION FORM
In this category the applicant's total score is based on seventy five (75) points possible:
1. Supervisor Recommendations for shall consist of three (3) categories with each category
being worth a maximum of five (5) points.
2. Each recommendation form will have a total of fifteen (15) possible points.
3. There will be five (5) supervisors completing these recommendations for a total of seventy
five (75) points possible.
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APPENDIX 4
OFFICER'S PROMOTIONAL POINT SCORES
List each applicant's score from appendix 3/4/5 as noted below.
Written
test score:
Max of 100
1.
Oral
Max of 75
2. board:
Supervisor
recommendation:
Max of 75
3.
Applicant's total score

Max of (250)
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APPENDIX 5
PROMOTIONAL PROCESS MATRIX

Step 1Notify Eligible Officer of Opening and set
date for response.

Step 2Eligible officer submit request to the
Chief of Police

Step 4Department sets date for oral review
board. Oral Boards commence

Step 3Department sets written testing date for
eligible officers.

Step 5
Supervisors complete the supervisor
recommendation form for each applicant

Step 6Promotional Committee calculate scores
and completes a list with name and
highest points earned first, then
remaining list in descending order.
Step 7Chief receives list from Promotional
Committee and promotes based on that
list.
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