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PREAMBLE 

This agreement is entered into between the City of Peoria and the Peoria Police Officers Association. It is 
the purpose of this agreement to assure sound and mutually beneficial relationships between the two pat1ies, 
to provide an orderly and peaceful means of resolving any misunderstandings or differences which may 
arise, and to set forth herein the basic and full agreement between the parties concerning wages, hours, and 
working conditions. 

The purpose of this agreement is to provide guidelines to assist with an orderly meet and confer process 
between the two parties, to secure prompt and fair disposition of grievances or complaints and to establish a 
basis for the solution of problems by responsible parties so that a spirit of peace and cooperation be 
maintained. 

The City and PPOA, having met and confened in good faith pursuant to City ordinance, have reached 
complete agreement concerning wages, hours and working conditions for the term specified and submit this 
Memorandum to the City Council of the City of Peoria with their joint recommendation that the City Council 
resolve to adopt its te!Tl1s and provisions. 

Article 1: Gender 

Whenever any words used herein are in the masculine, feminine or neuter, they will be construed as though 
they were also used in another gender in all cases where they would so apply. 

In addition the terms Unit Employee, Unit member or employee either in the singular or plural fonn will 
mean employees of the City of Peoria that are specifically covered by the MOU. 

Article 2: Rights of the Parties 

l. Rights/Responsibilities of the Association 

a. The Association, as the authorized representative, has the exclusive right to serve as the meet and 
confer representative of all employees in the Police Unit as determined by the Peoria City Council in 
Ordinance #88-13. 

b. Certain specified organizational representatives of the Association have the rights to paid release 
time as follows: 

i. The Association may designate representatives as follows: 
I Five (5) Executive Board members 
2 Eleven (11) Representatives 
3 One (I) Senior Representative 

No more than four (4) of the twelve (12) total representatives will be assigned to the same patrol 
shift. The Association will notify the Police Chief of such appointments within thirty (30) days 
of shift or assigmnent change. The Police Department is not obligated to change or adjust 
nonnal scheduling or assigmnents of personnel as a result of such designations. 

Probationary employees will not be eligible for designation as a representative. 

11. One organizational representative may, when the Association is designated in writing by a 
grievant as his representative, attend mutually scheduled Memorandum of Understanding 
(MOU) grievance meetings and hearings with Department representatives without loss of pay or 
benefits. 
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iii. The Association representative is required to obtain permission of his immediate supervisor to 
absent himself from his duties to attend scheduled grievance meetings. A representative wishing 
to enter a work area for the purpose of investigating a formal grievance must first gain the 
permission of the work area supervisor. This permission will not be unreasonably withheld, 
giving proper consideration to essential work of the Depattment and the occupational safety of 
the shift representative. 

1v. For each individual fiscal year (July l through June 30) during the tenn of this agreement, the 
Association will, subject to operational scheduling requirements, be allowed release time with 
pay, which will not be umeasonably withheld, for up to a maximum of eight hundred (800) hours 
per year for elected officers, trustees and members appointed by the President to attend 
Association Business and Executive Board meetings or to attend union seminars and 
conventions. Union release time will not be used for outside organizing or for representation. 

Notice of events and names of the members attending should be submitted to the Police Chief or 
his dcsignce by the Association no later than ten (JO) calendar days in advance of the requested 
release time. Requests submitted with less than ten (JO) days notice will be considered and may 
be granted when they do not interfere with normal departmental operations. 

v. The City will furnish to the Association on request, at actual cost, a listing of Association 
member on City payroll deduction in July and January during the term of this agreement 
indicating name, mailing address, and job assignment. The Association agrees to use this list 
solely for the purpose of communicating with employees and will not share this infonnation with 
other individuals or organizations. 

vi. The City will deduct biweekly an amount approved by the membership of the Association 
limited to regular and temporary membership dues pursuant to authorization of a form provided 
by the City, duly completed and signed by the Association member, and transmit such 
deductions to the Association on a monthly basis. The City will, at the request of the 
Association, make changes in the amount of the deduction hereunder during the tenn of this 
Memorandum at cost for implementing such change. Requests for changes in the deduction 
amount will include the employee name, number, effective date and amount. The City will not 
make dues deductions for employees on behalf of any other employee organization during the 
tenn of the Memorandum. The City assumes no liability on account of any action taken 
pursuant to this paragraph. 

vii. The Association, through its designated representatives, may distribute Association related 
printed material on City premises (building and grounds) only before and after scheduled 
working hours, provided that the employee distributing such material is on non-work status. 

The City does grant the Association permission to use City provided information boxes assigned 
to each individual police officer located within the officer's designated work area to distribute 
said materials. 

The Association agrees that no Association printed material will be placed on any City bulletin 
board without express written approval of the City or its designee. 

viii. The City agrees that officers and non-employee representatives of the Association shall have 
reasonable access to the premises of the employer during working hours with advance .notice to 
and upon approval of the appropriate employer representative. Such visitations shall be for the 
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reasons of the administration of this agreement, disseminating information, or providing 
information to new recrnits during an orientation or post academy session. The Association 
agrees that such activities shall not interfere with the normal work duties of employees. 

The Association will be allowed one (1) hour in post academy. During such discussions, the 
Association representative will avoid the dissemination of information which is political in 
nature, abuse of any person or organization, or disrupt the Department's operation. 

1x. The City will provide the upon request, non-confidential and readily available information 
concerning the Unit that is necessary to Association representatives for negotiation and MOU 
grievances, and is not otherwise available to the Association, such as personnel census, 
employee benefit data, and survey information. Such requests will be made through the City 
Manager or his dcsigncc. Any usual costs incuncd by the City in connection with this Section 
will be borne by the Association. Frn1her, the Association may.designate not more than five (5) 
persons who will be authorized to examine the documents provided. Such persons need not be 
employees of the City or Association, but may include accountants, time study experts, or others 
hired by the Association for the purpose of such examination. Such examinations will be made 
during crnTent City business hours. The obligation of the City under this section will be 
cumulative of, and will not derogate from, any other requirement expressed in this agreement 
with respect to furnishing notices, communications or any other writing to the Association. 

x. The Association will be permitted to place one bulletin board in the main Police building and 
one in the Pinnacle Peak Public Safety building. The Association will be responsible for all 
costs and upkeep with these bulletin boards. The parties agree that this Article does not 
authorize or approve the posting of material that is political in nature or abusive of any person or 
organization. The placement and size of the bulletin board will be dctennincd by the Police 
Chief and Association and the overall size will not exceed 48" x 36". 

x1. To assist the Employer, during the term of the MOU, the Association President will be assigned 
to a day shift schedule with Saturdays and Sundays off if a 5/8 schedule is in effect. Should a 
4/1 O's schedule be in effect, the Association President will be assigned to a day shift with 
Fridays, Saturdays and Sundays off. Alternatively, the President may designate an Executive 
Board Member to fulfill this assigmnent. The assigmnent will be in effect for the term of the 
shift bid year, unless the individual is relieved of the position on the Executive Board. If a 
change of designee occurs, the original designee will switch shift assiglllllents with the newly 
appointed designee. This does not preclude the Police Chief from moving the Association 
Designee for disciplinary or performance issues as outlined in the MOU or Department Policy. 

The purpose of this assigmncnt will be to ensure the Association has a designated individual 
available to represent the Association during normal business hours in planned and unplanned 
communications with the Police Chief, his designees, or City management staff, including 
Human Resources. 

xii. The Association agrees, that they will individually and collectively perfonn loyal and efficient 
work and service; that they will use their influence and best efforts to protect the prope11y of the 
City and its service to the public; and, that they will cooperate in promoting and advancing the 
welfare of the City and the protection of its service to the public at all times. The Association 
and the City mutually agree to cooperate in achieving increased productivity for the mutual 
benefit of all concerned through better utilization of equipment, personnel, and methods of work. 
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2. Rights of Management 

Nothing in the agreement is to be interpreted as constituting a waiver of the City of Peoria's rights and 
responsibilities to create and maintain services that reflect the wishes of its citizens. The intent of the 
agreement is to establish conditions of employment with the Association. The Association recognizes that 
the City has and will continue to retain, whether exercised or not, the unilateral and exclusive right to 
operate, administer, and manage its municipal services and workforce pe1forming those services. 
Therefore, the City, on its own behalf and on behalf of the City Council, hereby reserves and retains unto 
itself without limitations all powers, rights, authority, duties and responsibilities conferred upon and vested in 
it by the law, the Constitution of Arizona and the United States, including, but without limiting the generality 
of the foregoing, the right: 

Pl'OAMOU 

1. To the executive management and administrative control of the City services, it's properties 
and facilities; 

2. To hire all employees and to detennine their qualifications and fitness for employment and 
conditions for their continued employment, or their dismissal; 

3. To establish standards of pe1formance to be maintained and courses of 
instruction, including special programs, as deemed necessary or advisable by the executive 
management; 

4. To determine overall goals and objectives as well as the policies affecting the employment; 

5. To determine work schedules including the necessity of overtime, assignments of 
employees, qualifications required and areas worked; 

6. To dete1111ine the services, supplies, and equipment necessaiy to continue its operations and 
to determine the methods and processes of canying on the work; 

7. To adopt reasonable rnles and regulations; 

8. To determine the location or relocation of its facilities, including the establishment or 
relocation of new services, buildings, division or subdivisions thereof, and the relocation or 
closing of offices, departments, divisions, sub-divisions, functions, programs, buildings, or 
other facilities; 

9. To establish hours and days of operation of its facilities; 

I 0. To determine the financial and public information policies including adopting and 
management of the City's budget, all accounting procedures, and all matters pertaining to 
public relations; 

11 . To determine the size of the management organization, its functions, authority, amount of 
supervision, and organizational structure; 

12. To direct the working forces, including the right to hire, promote, discipline, transfer, 
evaluate, layoff employees from duty due to the lack of work or lack of 
funds, or abolishment of position and determine the size of the workforce. 

13. To take whatever action may be necessa1y to cany out the mission of the .City in situations 
of emergency and/or fiscal crisis. 
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a. The exercise of the foregoing powers, rights, duties, and responsibilities by the City and the adoption 
of policies, rules, regulations, and practices in furtherance thereof, shall be the exclusive prerogative 
of the City except as limited by the specific tenns of this Agreement. Failure to exercise 
management rights does not preclude the City from exercising such rights at anytime in the future. 

b. Reservation of Management Rights 
The enumeration of the rights and duties of the City in this Agreement shall not be deemed to 
exclude other inherent management rights and management functions not expressly reserved herein; 
and all management-rights and management functions not, expressly delegated in this Agreement are 
reserved to the City. 

c. Notification of Association Representatives 
The Association will provide the City with the names of new representatives, divisions where 
employed and names of previous representatives within fifteen days of election appointment. 

3. Rights of the Employee 

a. All employees will have the right to have the Association serve as their "Meet and Confer" 
representative as set forth in Ordinance #88-13, without discrimination based on membership or non
membership in the Association. 

b. Employees will have the right to be represented by the Association in dealings with the City 
concerning grievances as defined in this MOU (Article 20). 

c. Employees will have the right to present their own grievance in person. 

d. Any employee covered hereunder or his/her representative designated in written f01m signed by the 
employee will, on request and by appointment, be permitted to examine his/her personnel file. 

e. No employee will have any adverse connnents entered into his/her personnel file without being 
informed by a supervisor. If the employee requests, he/she may receive a copy of the adverse 
co1mnent. 

f. Employees may, at their discretion, attach a statement of rebuttal to any material contained in their 
personnel file which may be adverse in nature. 

g. All documentation of discipline will be retained in an employee's personnel file according to state 
law and/or administrative time lines. Discipline that does not meet the level of suspension or 
demotion cam1ot be used as an aggravating factor in future discipline, provided that there are no 
subsequent disciplinary actions or similar performance corrective actions within one year of 
receiving an issued discipline. 

Article 3: Wages 

1. The pay schedule set forth in Attachment A will be the pay schedule iii effect (first full pay period in 
July 2018, through last pay period, ending approximately June 30, 2021). The salary schedule will be 
paid to all full time emplqyees ifthe normal work week is worked or fulfilled as paid leave. 

2. Fiscal Year 19 (July 1, 2018 - June 30, 2019): 
All employees at the top step of the range will receive a 3% market adjustment effective the first full pay 
period in July 2018. 
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Employees identified as being on a step that does not correlate to their years of service for reasons other 
than performance issues will be granted an additional step adjustment(s) to bring them in line with their 
service effective the first full pay period in July 2018. 

All remaining employees will receive a one-step increase, on the pay period which includes their position 
atmiversary date, to become effective according to the Personnel Administrative Regulations provided 
the performance rating is satisfactory. 

3. Fiscal Year 20 (July l, 2019 -June 30, 2020): 
All employees NOT at the top step of the range will receive a 3% market adjustment effective the first 
full pay period in July 2019. 

Employees will be eligible for a one-step increase, on the pay period which includes their position 
am1iversary date, to become effective according to the Persmmel Administrative Regulations provided 
the performance rating is satisfactory. 

Employees at the top of the range will be eligible for a lump sum payment, in the amount equivalent to 
one week's pay, on the pay period which includes their position anniversary date. Alternatively, they 
may elect to receive one \Veek's vacation. 

·4. Fiscal Year21 (July l,2020-June30,2021): 
All employees will receive a 2% market adjustment effective the first full pay period in July 2020. 

Employees will be eligible for a one-step increase, on the pay period which includes their position 
anniversary date, to become effective according to the Personnel Administrative Regulations provided 
the perfonnance rating is satisfactory. 

a. Employees who have reached the maximum salaty step will not be eligible for additional step 
increases. 

b. Other than the step adjustments described for Fiscal Year 19 above, nothing in this agreement 
will create eligibility or entitlement to a step increase greater than one step at any point in time. 

c. An employee who is on initial probation or who receives an overall annual performance rating 
that is not satisfactmy (while perfonnance meets requirements occasionally, improvement is 
required) or below, or is involuntarily demoted may be subject to reassigmnent during the shift 
bid year. Such reassigmnent may occur at the discretion of the Police Chief or his/her designee 
and will run through the then current shift bid year. An employee re-assigned under this 
provision will be eligible to pat1icipate in the next annual shift bid process provided the 
employee's performance meets the following requirements: 

1. The employee, the Police Chief, or the Police Chiefs designee requests a mid-year 
perfonnance appraisal and the Police Chief or designee performs such appraisal; and 

ii. The overall rating of the mid-year perfonnance appraisal is satisfactory (full performance of 
all job requirements) or better. 

5. Premium Payments 

a. Employees assigned as lead Police Training Officers (PTO) will receive their regular rate plus five 
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percent (5%) of their base pay for PTO assignment pay upon successful completion of the 
certification requirements for PTO. Employees assigned as part-time PTOs will receive their regular 
rate of pay plus seven and one-half percent (7.5%) for hours worked in the PTO capacity. 

b. Officers assigned as Trainees in the Police Training Officer (PTO) program will not receive sh ift 
differential pay until they have been assigned to a solo status. 

c. Communication Pay: Employees who have demonstrated competency in Spanish as determined by 
the City through its designated testing process and who interpret Spanish in the course of 
performing their duties will be compensated per pay period equivalent to one of the following three 
skill levels: 

1. Level I - Basic Skills: $ 0.375 per hour 
ii. Level JI - Intermediate Skills: $1.25 per hour 
iii. Level III -Advanced Skills: $1.875 per hour 

a. All levels of communication pay shall be tested at no less than two (2) calendar 
years for qualified levels and proficiencies. 

b. Other languages: upon approval of the Chief or his designee, employees that arc 
called upon for translation of languages other than Spanish may be compensated at 
the skill level determined by the Chief to serve the purpose of a particular case. This 
shall be determined on a case-by-case basis. 

d. Employees assigned to the Special Assignment Unit (SAU) will receive one dollar ($1.00) per hour. 

e. Employees who are qualified as phlebotom.ists may be assigned to perform these duties and, while 
assigned, they will receive $1.00 per hour. These employees will be assigned as needed by the 
Department and based on Departmental policy. 

6. Shift Differentials: Employees, including those assigned as PTO, will receive shift differential as 
follows: 

a. Employees assigned to Shift II, or whose normal scheduled duty shift begins on or after 12:00 hours, 
and prior to 17:59 hours will receive fifty cents ($0.50) per hour shift differential in addition to the 
base pay. 

b. Employees assigned to Shift 111 , or whose normal scheduled duty shift begins on or after 18:00 hours 
and prior to 23:59 hours will receive sixty five cents ($0.65) per hour shift differential in addition to 
the base pay. 

c. Employees who are eligible for premium payments and/or shift differentials will be paid according 
to the pay formula which entitles the employee to the maximum pay for the activity which yields the 
premium and/or differential. However, neither premiums nor differentials may be duplicated and 
employees may not be compensated in multiple, cumulative methods for the same premium or 
differential. 

7. Standby Pay: Employees who are required to be available for emergency call back at times that the 
employee is not otherwise on duty will be compensated for each stand-by hour at two dollars ($2.00) per 
hour. 
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8. Retiree Health Savings Account: The employee will contribute 3% of their current salary to the City 
designated Retiree Health Savings Account. The City will contribute $25 per pay period for all eligible 
employees to the City designated Retiree Health Savings Account. 

Article 4: Holiday Benefits 

I. The City agrees to incorporate the following holidays: 

New Year's Day 
Martin Luther King Jr. Birthday 
President's Day 
Memorial Day 
Independence Day 
Labor Day 
\f eteran 's Day 
Thanksgiving Holiday 
Thanksgiving Holiday 
Christmas Day 

January I 
Third Monday in January 
Third Monday in February 
Last Monday in May 
July4 
First Monday in September 
November 11 
Fourth Thursday in November 
Day after Thanksgiving 
December 25 

2. Whenever a holiday falls on a Saturday, it will be observed on the preceding_Friday. Whenever a 
holiday falls on a Sunday, it will be observed on the following Monday. 

3. Officers Working a 4/10 Schedule 
a. Whenever a holiday falls on an officer's regularly scheduled 4/10 shift and the officer is required 
to work the holiday, the officer will be paid I 0 hours holiday pay at straight time plus his regular 
rate of pay of all hours worked. 

b. Whenever a holiday falls on an officer's regularly scheduled 4/10 shift and the officer 1s 
permitted to take the holiday off, the officer will be paid JO holiday hours at straight time. 

4. Officers Working a 5/8 Schedule 
a. Whenever a holiday falls on an officer's regularly scheduled 5/8 shift and the officer is required to 
work the holiday, the officer will be paid 8 hours holiday pay at straight time plus his regular rate of 
pay of all hours worked. 

b. Whenever a holiday falls on an officer's regularly scheduled 5/8 shift and the officer is permitted 
to take the holiday off, the officer will be paid 8 holiday hours at straight time. 

5. Whenever a holiday falls on an officer's normal day off, the otticer will be paid 8 holiday hours. 

6. Without regard to the above sections, all hours worked on a shift that begins between 12:0 I a.m. and 
midnight on the actual calendar holidays (not the designated observed holidays) of New Years Day 
(January I), July 4'", Thanksgiving Day, the Friday after Thanksgiving, and Christmas Day (December 
25) will be paid at 1.5 times the hourly rate. In the event of a shift trade, the employee originally 
assigned to work the premium holiday will retain premium pay, not the employee filling the shift trade. 
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7. In addition to the designated holidays above, the employees will receive ten (I 0) hours of floating 
holiday each calendar year which is not cumulative and not carried over from one calendar year (as 
defined by pay periods) to the next calendar year. The floating holiday will be placed in a floating 
holiday leave battle The floating holiday can be used in fifteen minute increments. Such leave will not 
be considered as time worked for purposes of the regularly scheduled work week. 

Article 5: Uniform Allowance 

The City agrees to provide each police officer with a unifmm allowance in accordance with one of two 
options: 

I. Option I: 

a. The City agrees to provide each police officer twelve hundred dollars ($1200) per fiscal year to 
facilitate the purchase and cleaning ofrequired uniforms and equipment. 

2. Option 2: 

i. One half ($600) of this allowance will be paid on or about August I and one half 
($600) of this allowance will be paid on or about Febrnaiy 1 for reimbursement ortly 
of reasonable expenses for cost, maintenance and cleaning of unifonns, clothing and 
equipment. 

11. For new officers assigned after the initial payment, the $600 payment will be made 
upon completion of the Academy. Subsequent payments will be made in accordance 
with the regular unifonn payout schedule, not to exceed $1,200 in any fiscal calendar 
year. 

t. The City agrees to provide each police officer one thousand two hundred ($1,200) per 
fiscal year to facilitate the purchase and cleaning ofrequired uniforms and equipment in 
the following manner 

tt. The Association and City agree that, in lieu ofrcceiving a uniform allowance biammally, 
an employee may elect to receive a line of credit of one thousand two hundred dollars 
($1200) per fiscal year under an established system to provide authorized 
uniforms/clothing and duty equipment and to provide for unifonn cleaning, maintenance 
and replacement. Prior to removing any item from the Police equipment reimbursable 
list, the City will notify the Association president or designee. 

3. In consideration of the allowance provided above, all uniformed police officers will provide and 
maintain their own unifonns in accordance with the City specifications and the Department Policy. 
Police officers not required to wear uniforms will wear clothing in conformity with City requirements 
and Department Policy. 

4. The City agrees to issue each member of the tactical team (SAU) with required clothing and safety 
equipment. 

5. The City agrees to issue each member of the motorcycle unit (TSS) with required motor boots, breeches 
and safety equipment. 

6. The City agrees to issue police officers assigned to the bicycle patrol with required clothing and safety 

PPOAMOU 9 
July I, 2018 through June 30, 2021 



equipment. 

7. The City agrees to provide body armor, safety equipment, duty handgun and gun belt with required 
cases, pouches and holsters to all employees in accordance with City specifications and Depai1ment 
Policy. Body armor will be purchased via the Western States Contracting Alliance (WSCA) or other 
mutually agreed upon contract. 

Article 6: Honrs of Work 

1. Hours worked will include vacation, compensatory time, sick leave, personal leave, physical fitness 
leave and union release time for the purpose of calculating weekly overtime. 

2. Duty hours for employees should be consecutive and consistent with other provisions of this agreement. 
However, TDY assigrunents, limited duty and/or disciplinary action/administration reassignment may 
necessitate member's to have uncompensated lunches. Any assignment that is administrative in nature 
requiring an uncompensated lunch will be pre aru1ounced in the job posting. 

3. Duty hours of employees may consist of eight (8) hour, ten (IO) hour, or other options greater than ten 
(IO) hour shifts per week to equal an eighty (80) hour pay period. Should the Department discontinue 
4/1 Os on an employee wide basis, the Association and affected employees will be given thirty (30) 
calendar days written notice prior to taking such action. New schedules may be mutually agreed upon by 
the Association and the Department; the Department shall seek the input of the Association. 

4. The City will have the exclusive right to adjust an employee's work schedule to provide that the 
employee will not complete in excess of 40 hours worked as defined in Article 6: Hours of Work, 
Section 7 of this Memorandum of Understanding in the applicable seven (7) day work period, even if 
such adjustment results in the employee not working on a regularly scheduled shift. 

5. During scheduled shift rotation there will be a minimum of fifteen (15) hours off between shifts (thirteen 
hours for employees working a 4/10 schedule). If this is not possible, the employee will receive 
overtime compensation at his/her regular rate of pay for each full hour worked within the described 
fifteen (15) hour period (thirteen hour period for employees working a 4/10 schedule). 

6. Canine Program 

Officers assigned as canine handlers will be authorized four ( 4) work hours each week to provide routine 
care and grooming of the canine at the officer's home, or other location as appropriate. Such 
authorization is not cumulative and unused time will not be caITied over to a subsequent week. 
Depending on service level needs, the time may be assigned to be worked within or in addition to the 
nonnal work shift assignment. Officers will not record such hours at times when the canine is ke1meled 
or the assigned officer is otherwise not directly providing the care for the canine. Officers assigned to 
this program will report use of these hours to the supervisor. 

7. Motorcycle Program 

Officers assigned to motorcycle enforcement will be authorized two (2) work hours each week to provide 
general maintenance and cleaning of the motorcycle at the officer's home, or other location as 
appropriate. Such authorization is not cumulative and unused time will not be caITied over to a 
subsequent week. Depending on service level needs, the time may be assigned to be worked within or in 

PPOAMOU IO 
July I, 2018 through June 30, 2021 



addition to the normal work shift assigmnent. Officers will not record such hours at times when the 
assigned officer is on vacation, sick, or other approved leave or otherwise not riding the motorcycle as a 
normal function of the officer's duties. Officers assigned to this program will report use of these hours 
to the supervisor. 

8. Change in Shift Assignment 

a. The Police Chief has the discretion to make involuntary changes in shifts, days off or job 
assigmnents. These re-assignments will not be for arbitrary reasons. 

b. With the joint approval of the Association and the Department, employees may change shifts and 
days off prior to the next scheduled posting of shift assignments and rotation. 

c. An employee must be notified of a change in n01mally scheduled shift forty-eight (48) hours before 
the change is to take place, except in cases of emergency. If an employee is required to work non
scheduled hours without the above notice, the employee will be compensated two (2) hours at 
straight time, plus one and one-half ( 1.5) times the employee's hourly rate for hours worked. 

d. When practical, an employee must be notified at least fourteen (14) days in advance of being sent out 
of the Valley to any advanced officer training or schooling .. 

e. When a Patrol Services Bureau shift assignment becomes available more than ninety (90) days prior 
to the scheduled shift change, that one shift assignment may be filled based on seniority unless 
management has reason(s) to place a probationmy employee in that shift assigmnent or has no intent 
to fill or intends to eliminate that shift assignment. If possible, at least seven (7) days notice of the 
vacancy shall be provided. 

The employee must he eligible for shift bid and subsequent vacancies created by the initial move are 
not available for bid. 

9. Shift preference will be submitted on a calendar year basis unless otherwise agreed by the Association 
and the Police Chief. 

Prior to shift change the Department will post all positions and specialty assignments. All eligible 
employees will bid for shifts and days off by seniority for their assigmncnts at shift change. 

Upon the completion of the shift bidding process, the new assignments indicating the employee's new 
shifts and days off will be posted no later than two (2) months prior to the effective date of the shift 
change. 

JO. Employees will be permitted to trade work days or substitute for one another where the substitution is 
voluntarily unde1iaken and agreed to solely by the employees, and with prior approval of the appropriate 
Deputy Chief or designee. It will be the sole responsibility of the involved employees to ensure that 
attendance on the effected day is met. The ability to exchange work days or substitute for another is for 
the convenience of the employees and in no case will a substitution or the subsequent repayment of the 
work exchange be considered in the computation of ove1iime or for the purpose of achieving any 
premium pay under this contract. In all cases, the repayment of the substitution will be completed within 
twenty eight (28) days of the work exchange. 
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11. Seniority will generally be used as the primary factor in determining the assignment of ove1iime work. 

a. The Department will reserve the right to consider an employee's work histmy, skill level, 
specialization, availability, assigned equipment or tools, and the employee's safety record in the 
determination of the assignment of overtime. 

b. Employees eligible for voluntary overtime will have completed post-PTO. 

c. Operational overtime will be voluntary. However, the City reserves the right to assign overtime as 
needed to respond to exigent circumstances, when insufficient volunteers are available to ensure 
adequate staffing is maintained or to conduct mandatory training. 

d. Employees may volunteer to work overtime by placing their name on a list with other employees in 
order of seniority. When time pennits, overtime will be first offered to those employees on the list in 
order of seniority. If staffing requirements are not met by utilization of this list, or when time does 
not pennit, employees not working and/or those on scheduled time off will be required to work 
overtime on the basis of reverse order of seniority. 

Article 7: Overtime 

Overtime will be worked and will be allowed if assigned by the Police Chief or his designee. Ove1iime will 
be calculated and paid at one and one-half ( 1.5) times the regular rate of pay for all hours worked in excess 
of forty ( 40) hours in a seven (7) day work period. 

In lieu of overtime pay, officers may accrue compensatory time at the rate of time and one-half. 

In the event the State of Arizona or the United States imposes upon the City any additional fonn of leave, 
paid or unpaid for purposes of family or child assistance, such leave will not be considered as time worked 
for purposes of the regularly scheduled work week. 

Article 8: Compensatmy Time 

I. It is the City's normal practice to pay overtime as monetmy compensation on the pay date associated 
with the pay period in which the overtime is worked. If requested by the employee, the Police Chief or 
designee will grant accrual of compensatory time in lieu of direct pay for regular overtime worked and 
for overtime earned for cmni appearances. Overtime for special events, emergencies, or for grant funded 
activities will be directly paid and will not be authorized as accrued compensat01y time. 

2. Compensatmy time may be accrued up to a maximum of one hundred forty (140) hours. Any overtime 
hours in excess of one hundred forty ( 140) accumulated compensat01y time hours will be paid as 
overtime. Employees may request payment of up to eighty (80) hours of compensatmy time at one time 
and during any pay period within the fiscal year. Total compensatory time payout will not exceed two 
hundred (200) hours per fiscal year. 

3. Compensatory time off will be granted if the employee makes the request with sufficient time for the 
Department to make adjustments to the schedule, if adjustments are necessary to minimize the impact on 
Depmiment operations. 

a. The Police Chief will maintain the sole discretion to detennine staffing levels and to adjust 
schedules as necessary to respond to the operational needs of the Department. 
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b. The use of compensato1y time off will be authorized to the first employee making a request. In the 
event two or more employees request compensatmy time off at the same time, department seniority 
will prevail. 

c. Compensato1y time off will be counted as hours worked for credit towards ove1time calculation. 

Article 9: Off-Duty Assignments 

I. Off duty work is defined for the purpose of this mticle as work that is law enforcement related, and 
where the employer is other than the City. All employees will report all off duty hours worked to the 
Department within 24 hours of the first day they report back to their regular duty. 

2. Employees will be allowed to work no more than a total of 30 hours of additional time, beyond their 
nonnal work schedule. This time will be determined by the employee and will include voluntary 
depmtment overtime, extra duty and off duty. This time will not include any involuntary time in which 
an employee is required to work. 

3. Seniority: The Department will maintain a seniority list for all employees willing to perform off-duty 
assigmnents. Off-duty assignments for any law enforcement-related job opportunities made available 
through the Department designated off-duty work coordinator will be distributed by seniority. 
Depmtment seniority does not apply to off-duty work coordinated or arranged directly by an outside 
vendor/contractor which is defined as any company whose primary source of income is to provide 
security and traffic control. 

4. Employees desiring to work off-duty assigmnents will advise the Department at shift change of their 
interest to do so per current Department Policy. After an initial sign up period of two (2) weeks, new 
names will be added to the bottom of the list in order of signing up, without regard to seniority. 

5. When available, the Depmtment will offer off-duty work oppo1tunities only to employees on the list in 
order of their appearance on the list. Offers of off-duty work will be made in sequential order through 
the list, with new opportunities being offered first to the employee following the one who accepted the 
last offer. When the list is exhausted, offers will return to the top of the list. The intention of this 
paragraph is to equalize opportunities for off-duty work among all employees on the list. 

6. Prior to being placed on the off-duty assignment list, an employee must have completed at least eight (8) 
months of his/her initial probationary period of twelve (12) months, and upon review by the Police Chief 
or his/her designee, based on experience and nature of off-duty work, on a case-by-case basis. 

7. Under this section, hours worked shall not include vacation, compensatmy time, sick leave, personal 
leave, holiday, physical fitness leave and union release time. 

Article 10: Leave 

I. Vacation Leave 

a. All full-time employees begin accruing vacation with the first day of each "Year of Employment" 
listed below so that, by the end of each year the employee would have earned the number of hours 
listed in the "Hours Accrued per Year" column. 
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Years of Employment Monthly Hours Accrued Hours Accrued Per Year 
0-2.99 8.334 Hours 100 Hours 
3-4.99 9.167 Hours 110 Hours 
5-9.99 10.834 Hours 130 Hours 

10-14.99 12.50 Hours 150 Hours 
15-18.99 14.167 Hours 170 Hours 

19+ 16.667 Hours 200 Hours 

If the City moves to a payroll system that is able to accrue vacation leave per pay period, given the same 
annual accruals, the schedule would be: 

Years of Employment/Per pay 
Period 

0-2.99 3:51 Hours 
3-4.99 4:14 Hours 
5-9.99 5:00 Hours 
10-14.99 5:47 Hours 
15-18.99 6:33 Hours 
19+ 7:42 Hours 

b. Laterally hired employees, hired on or after July I, 2008, who are fully qualified will be hired in at 
the accrual rate that is commensurate with the years of creditable service they bring with them, not to 
exceed that which is equal to the beginning of the JO'h year. For the purposes of this section, "fully 
qualified" is defined as any officer who is currently AZPOST certified or who is eligible to take, and 
who passes, the AZPOST waiver, thereby having no need to attend the police academy before being 
assigned as a City of Peoria officer. For the purposes of this section, years of creditable service is 
defined as the years of full-time service as a peace officer. 

c. Employees will be allowed to accrue vacation leave up to three hundred sixty (360) hours annually. 
All vacation time which would no1mally accrue after having attained this amount will be forfeited. 

d. Paid vacation will be counted as hours worked for credit towards overtime calculation. 

e. When an employee is temporarily recalled to duty while on an authorized vacation out of the City 
and out of Maricopa County by order of the Police Chief or his designee, he/she will be reimbursed 
for necessary and provable transportation expenses as detennined by the Police Chief. 

f. Following the completion of five (5) years of full time service as a Police Officer with the City of 
Peoria, employees may request payment for vacation hours in excess of 120 hours. A maximum of 
forty hours will be paid in any fiscal year. Requests for payment shall not reduce the accrued 
balance below 120 hours. Requested payments shall be made in June and December based on 
accrued balances at the end of May and November. 

g. Effective as of July 2018, all Vacation Leave accrued above the maximum leave limits as of 
December 31 of each year will be forfeited with the exception of up to 40 hours which will be 
automatically paid at the employee's current rate of pay in January. 
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2. Sick Leave 

a. A full-time employee will be entitled to paid sick leave. Employees will accrne sick leave at the rate 
of eight (8) hours each complete calendar month of work. 

b. Employees will accrue unused sick leave from previous years to a total of one thousand one hundred 
fifty two (1,152) hours. Any accrual above 1,152 at the end of April will be paid fifty percent (50%) 
during the month of May. This amount is to be deposited into the employee's RHS account. 

c. In the event of an employee's death while employed by the City, all of the employee's accumulated 
sick leave hours will be paid to hisn1er designated beneficiary on file with the City of Peoria Human 
Resources Department. 

d. Sick leave will be counted as hours worked for credit towards overtime calculation. 

3. Emergency Clause 

a. It will further be the policy of the City to allow emergency donations of sick leave by employees to 
another employee to cover catastrophic ilh1css or injury to the employee or an immediate family 
member (for Sick Leave purposes) as defined in the Personnel Administrative Regulations. 
Catastrophic is defined as a serious health condition which involves incapacity or treatment in 
connection with such inpatient or outpatient care, or continuing treatment by a health care provider 
from said inpatient or outpatient care. 

b. This donation of sick leave will not be used to bolster any employee's sick leave if that employee has 
any other leave credited to his/her account. 

c. In order to donate sick leave, the donating employee must have at least two hundred (200) hours of 
accumulated sick leave at the time of the donation. 

d. Donations must be transferred and credited in quaiter (.25) hour increments. 

e. The donating employee may donate up forty ( 40) hours of sick leave to another employee. If an 
employee elects to donate more than forty ( 40) hours of sick leave to another employee, the donating 
employee must also donate a matching amount vacation time for all sick leave donated above the 
initial forty ( 40) hours. 

f. All sick leave donations cease after any type of other compensation is received, i.e., retirement 
disability, short-term disability, worker's compensation through another agency, etc. It is the 
employee's responsibility to notify the City when other compensation is received. 

g. Donations must be submitted on the City-approved form. 

h. Donations for the immediate family member require physician certification of catastrophic illness or 
injury. 

1. Sick leave donation approval is at the Police Chief's discretion. 
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4. Personal Leave 

Employees will receive two (2) days of personal leave each calendar year which is not cumulative and 
not carried over from one calendar year (as defined by pay periods) to the next calendar year. When 
used, this personal leave will be deducted in quarter-hour increments. The total hourly amount for the 
leave will be based on the employee's regularly scheduled workday; a total of twenty (20) hours per year 
for employees assigned to work ten (I 0) hour shifts and a total of sixteen (16) hours per year for 
employees assigned to work eight (8) hour shifts. 

Personal leave will be counted as hours worked for credit towards ove1time calculation. 

5. Industrial Leave 

a. Industrial leave is defined as leave necessitated by an injury or condition sustained through 
employment with the City, one which requires leave for treatment and/or recuperation as detennined 
by a licensed physician. 

b. Industrial leave is not accrued, but is available through the Industrial Commission of Arizona in 
conjunction with State law and City policy. 

c. While on industrial leave, no sick leave, vacation leave, compensatory leave, or any other paid leave 
will be charged the employee. 

d. If injmy/illness was incuITed prior to July 1, 2009 and compensation is due on the claim, the 
employee will receive compensation directly from the insurance carrier. The employee must 
immediately endorse the check and provide the signed check to the Human Resources Department. 
Compensation will be provided through the regular payroll process. 

e. While on approved industrial leave, the employee will remain in full pay status accumulating all 
benefits due him/her. The employee shall not exceed 40 hours pay in a work week. 

f. If an employee works overtime within the workweek prior to an incident necessitating industrial 
leave, the employee shall remain eligible for overtime compensation for that workweek. 

Article 11: Health and Dental Insurance 

I. The City will continue to offer health insurance under City approved plan(s) for employees and their 
qualified dependents. 

2. The City will continue to offer a City approved dental plan for employees and their qualified dependents. 

3. The City will provide a designated medical and dental employee only premium paid at 100%. 
The City agrees to pay a percentage of the cost for dependent health and dental premiums as established 
annually by City Council or their designee. 

4. The City agrees to involve a PPOA designce to participate in the Insurance Advisory Cmmnittee. 

5. In an effmt to promote healthy lifestyles, free Rio Vista Memberships are available to employees, 
members of their household, or dependents as identified as enrollees in the City's health plan for the term 
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of this contract, July 2010 tlu-ough June 30, 2013. Free Rio Vista Memberships will not continue beyond 
the term limit of this MOU unless the parties mutually agree to do so in a successor agreement. 

a. Memberships may not be waived in exchange for any other compensation. 

b. Memberships arc not transfcnable to non-eligible persons. 

c. The City will not substitute paid memberships at other fitness centers, gyms or recreation 
centers in lieu of membership at Rio Vista. 

d. The value of memberships is taxable to both the City and the Employee and taxes will be 
deducted from the employee's paycheck at six month intervals. 

Article 12: Life Insurance and Death Benefit 

I. The City will provide life and dismembe1ment insurance in the amount of two thousand ($2,000) for 
each one thousand dollars ($1,000) of an employee's current annual salaiy, rounded up to the nearest 
thousand dollars of the employee's pay range step. 

2. In the event that an employee is killed in the line of duty, or dies from injuries sustained in the line of 
duty, the City will pay or reimburse up to fifteen thousand dollars ($15,000) toward funeral related 
expenses to the designated agent or service provider. 

3. ARS 38-1103 provides a death benefit should a member be killed in the line of duty or die from injuries 
sustained in the line of duty. In the event ASRS 38-1103 is repealed, this provision would be 
implemented: 

a. In the event a member is killed in the line of duty, or dies from injuries sustained in the line of duty, 
the City shall maintain/offer health insurance for the surviving spouse and eligible dependents for a 
period of time not to exceed five (5) years from the date of the employee's death. The surviving 
spouse and/or eligible dependents are responsible for paying the employee's premium for the 
selected plan in accordance with the City's established cost shai·e formula. Should the surviving 
spouse remany, the new spouse would not be eligible for coverage. 

Article 13: Limited Duty Assignments 

I. The City may provide limited duty assignments for Police Officers who are unable to perfonn their 
normal duty assigmnents due to temporary injuries, physical or mental, that have occmred on or off-duty. 

2. This limited duty assignment will not exceed a period of sixty ( 60) calendar days, unless to do so would 
be in the best interests of the City. Any extension of the sixty (60) calendar days will be with the 
recommendation of the Police Chief and will apply only to off-duty injuries. 

3. With regard to on-duty injuries, the employee will be left on limited duty status until released by a 
physician certifying the officer is fit for full duty or until such time that the officer or the City seeks 
retirement under the medical clause. 

4. Examples of limited duty assignments may consist of the officer conducting community relations 
programs, working as a callback officer taking reports by telephone, or assisting the Collllllunications 
Division in extreme emergency situations, etc. However, should the officer not be able to perform these 
tasks, the Police Chief or his designee may provide an assignment within the scope of the officer's 
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ability(s). 

Article 14: Court Appearances and Callbacks/Callouts 

I. Callbacks/Callouts 

a. When an employee has completed his regularly scheduled shift and is called back to perform work of 
any nature within two (2) hours after his regular shift, he will receive a guaranteed minimum of 
three (3) hours pay at the appropriate overtime rate. 

b. When an employee is called to work prior to his regularly scheduled starting time, and continues to 
work into the regular shift, he/she will be paid for the time worked at the appropriate overtime rate 
up to the start of his regular shift. If an employee is called in at any other time, he/she will be 
guaranteed a minimum of three (3) hours pay at the appropriate overtime rate. 

c. An employee called back because of his/her own negligence, whether in the proper care and use of 
City equipment, or for his/her failure to complete official reports prior to seeming for the day, will be 
paid for such callback at a rate of one and one half (1.5) times the officer's hourly rate of pay. 
However, the officer will not be eligible for the three (3) hour minimum pursuant to this section. 

d. For the pm]Jose of calculating total work hours, only the time actually worked will be used. 

2. Court Appearances (General) 

a. When an employee is on Court duty outside their regularly scheduled shift, he/she will receive court 
duty compensation at the appropriate overtime rate and will be guaranteed a minimum of three (3) 
hours overtime pay for in-City court time and three (3) hours overtime pay for out-of-City court 
time. Should an employee have overlapping timeframes for court appearances, whether in-City or 
out-of-City, the employee will not be paid twice for the same time-frame. This will apply to all 
subpoenaed court appearances and hearings (i.e.: MVD, deposition). When recalled from leave, the 
employee will have the leave hours restored that are lost due to said appearance. 

b. Any court time within two (2) hours of an employee's duty stmi time, or immediately following the 
duty end time, will be paid at the appropriate overtime rate for the actual time worked. Periods of 
more than two (2) hours prior to their start time, or those that do not immediately follow their end 
time, will be paid in accordance with Section l above. 

c. Any court time which falls within regularly scheduled work time will not be compensated as 
premium pay, illustrated above. 

d. For the purpose of calculating total work hours, only the time actually worked will be used. 

3. Off-Duty Arrests 

a. Any einployee who makes an off-duty felony anest will receive a minimum of two (2) hours pay at 
the overtime rate, or the actual amount of hours required, whichever is the greater. The term "off
duty felony arrest" will not include an arrest made while privately employed in a law enforcement 
capacity. 
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4. On-Call Couii Time 

a. On-call court time will not be stand-by time, and the City agrees to guarantee a minimum payment, 
at straight time rate, for the equivalent of two (2) hours for each court session of on-call court time. 
Employees will not be required to remain at home, but will leave word as to where they may be 
reached. If actually called to comi, the employee will be entitled to the two (2) hour minimum at the 
overtime rate for court appearances in addition to the on-call court time payment if the on-call time 
exceeds two (2) hours. For the purpose of calculating total work hours, only the time actually 
worked will be used. 

Article 15: Retirement Benefits 

I. Employees who retire (defined as an employee who retires and is eligible to receive PSPRS retirement 
benefits, including disability retirement) will be eligible to convert all accumulated sick leave to regular, 
straight-time pay on the following schedule: 

Accrued sick time at the time of full City of Peoria retirement through PSPRS will be disbursed as follows: 

1 to 499 all accrued hours paid at 25% 
500 to 899 all accrued hours paid at 50% 
900 hours and above all accrned hours paid at 75% 

Such payment will be made to the Retiree Health Savings Account as provided under the provisions of the 
agreement and City regulations. 

2. DROP Program - This program is open to those employees who qualify for the Public Safety Personnel 
Retirement System's Deferred Retirement Option Plan (DROP) as defined under Arizona Revised Statutes 
Title 38, Chapter 5, Article 4. 

i. A city defened retirement option plan is established for those employees who become members of 
the system before January l, 2012. The purpose of the city's defeITed retirement option plan is to 
provide members access to an enhanced retirement benefit in addition to their normal retirement 
benefit on actual retirement. 

ii. The city shall offer the PSPRS DefcITcd Retirement Option Plan (DROP) to eligible members on a 
voluntary and iITCvocable basis at time of election and acceptance by the local retirement board int1> 
the Public Safety Retirement's deferred option plan. 

iii. Eligibility and Participation: 

Members who elect to participate in the city's defeJTed retirement option plan (DROP) are eligible to 
participate in the 457 defc1Tcd compensation incentive program as established by the city. Upon 
entry into DROP, the decision to enroll or waive in the incentive program is voluntmy and 
iJTevocable during the DROP period and must be made at time of entering into DROP. 

a. DROP 1: The City will discontinue the employee and employer's contributions into the PSPRS as 
defined by the rules of the DROP program. 

If the employee elects to participate in the 457 incentive program by putting in at least 7 .65%, the 
City will also contribute 7.65% into the employee's 457 account. 
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b. DROP 2: The employee must continue to contribute to PSPRS; however the City will cease 
employer contributions to PSPRS as defined by the rules of the DROP program. 

If the employee elects to participate in the 457 incentive program by putting in at least 7.65%, the· 
City will also contribute 7.65% into the employee's 457 account. 

e. The combined employee and employer contributions to the city's 457 deferred compensation 
incentive program may not exceed the statutory limits of the plan set forth each year by the IRS. 

d. Contributions made to the city's 457 deferred compensation incentive program as required by this 
MOU are subject to the normal distribution requirements of the plan. The contributions made into 
the plan are contributed tax deferred unt.il distribution of the funds occurs. Upon distribution the 
funds become taxable to the employee. · 

e. Contributions to the city's 457 defe1Ted compensation accounts will cease once an employee retires 
from the city and/or reaches the maximum duration of participation in the Public Safety Retirement's 
deferred retirement option plan. 

3. The City will provide a "Retired Police Officer Commission Card" and a "Retired Police Officer" badge 
to each officer who retires as defined in 1 above. Any sworn police officer who is facing any 
allegation(s) of felony criminal misconduct at the time of retirement will have this benefit suspended 
until such time as the case is adjudicated. If the final adjudication results in a felony conviction, the 
officer will not be entitled to this benefit. · 

4. Upon request, the City will provide the last worn breast badge in a shadow box to the retiring employee, 
with the cost to be split between the City and the Association. Any sworn police officer 'who is facing 
any allegation(s) offelony criminal misconduct at the time ofretirement will have this benefit suspended 
until such time as the case is adjudicated. If the final adjudication results in a felony conviction, the 
officer will not be entitled to this benefit. 

5. Upon retirement (as defined in l. above) employees may elect to retain their duty weapon and one (l) 
magazine: Any sworn police officer who is facing any allegation(s) of felony criminal misconduct at the 
time of retirement will have this benefit suspended until such time as the case is adjudicated. If the final 
adjudication results in a felony conviction, the officer will not be entitled to this benefit. Upon approval . 
to retain the weapon, the employee may purchase it according to the following cost schedule: 

Years of Service 
With the City of Peoria 
20 or more years 
15-20 years 
10-15 years 
Less than l 0 years 

Cost to Employee 

$1.00 
25% of Fair Market Value of the Weapon 
50% of Fair Market Value of the W capon 
At the discretion of the Chief; if approved, 100% of 
Fair Market Value ofihe Weapon 

Fair Market Value will be determined by the City at the time of the employee's retirement.. 

Article 16: Administrative Investigation/Disciplinary Policy 

1. Any material used as the basis for a disciplinary action (demotion, suspension, or te1mination) for officer 
violation of City or Department work rules or regulations. must be included in the Personnel File, and 
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must. be made available to that officer. Any other information that the City may have relating to the 
specific disciplinary action taken may not be used as a part of the disciplinary action against said officer 
if said information is not contained in the Personnel File. 

2. An Officer who is required to prepare a memo in an administrative investigation may use not more than 
two (2) hours of duty time to prepare a written response to the Notice of Investigation and/or the 
allegations charged against the Officer. This policy will not apply to Investigations into criminal activity 

. or charges. 

3. The Depa11ment definition of ']ust cause" as defined in this Agreement applies to Administrative 
Investigations: 

a. Clear, understandable rules communicated to employees. 

b. Conduct thorough, objective investigation and render a decision based on the facts. 

c. Decision makers consider mitigating and aggravating circumstances. 

d. The discipline/cmTective action is appropriate to the circumstances. 

Article 17: Polygraph Examination Policy 

I. The Association and the City both recognize the need for Police Officers to maintain a higher on-duty 
and off-duty standard of perfom1ance and conduct to assure a continued and uninterrupted preservation 
of peace, well-being and safety of the citizens and employees of the City and to maintain public 
confidence in the integrity of its law enforcement personnel. The Association and City agree that the use 
of polygraph examinations in the administrative investigative process of investigating alleged 
misconduct may be a legitimate investigative tool. 

2. The Police Chief may order a polygraph of an Officer if a serious allegation is made against the Officer. 
The Officer may decline, unless the witness and complainant(s) have taken the polygraph first and 
passed. Serious allegations include a criminal act, abuse of authority, harassment with malicious intent, 
and reflection of an Officer's integrity. In the absence of the Police Chief, or during periods of an acting 
Police Chief, the use of a polygraph examination may only be authorized by the City Manager or Deputy 
City Manager appointed by Council. 

3. The Association and the City agree that the result of a polygraph examination will not stand as the sole 
and only evidence against, or for, an Officer in a disciplinary proceeding involving the dismissal, 
demotion, or suspension of an Officer, but will be used as a tool to supplement all other evidence and 
information obtained during the course of an Administrative Investigation into the Officer's conduct. 
The polygraph questions will be narrowly focused Oil· the issue(s) under investigation. The Officer and 
his representative, or attorney, may review the questions prior to administration of the polygraph. 
Officers may submit to a second polygraph examination from a polygraph examiner within seven (7) 
calendar days at no expense to the Officer if the initial results are inconclusive. The Officer has the 
option of obtaining the second polygraph examination from a licensed private sector polygraph examiner 
at his own expense from a list approved by the Association and the City. In the event that the City 

. introduces evidence of the results of a polygraph examination of an Officer into a disciplinary 
proceeding, the Officer will be entitled to introduce the results of the second polygraph examination 
obtained under this A11icle. 
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4. If this examination policy is abused, the language in this Article will revert to the 1994 Article. Abused 
is defined as outside of the guidelines set forth in the Agreement where PPOA prevails through the 
grievance process as specified in this Agreement. 

5. Nothing contained in this agreement will be construed as creating any privilege or prohibition against the 
admissibility of initial and second polygraph results in administrative proceedings reviewing the 
dismissal, demotion, or suspension of an Officer. Should an Administrative Investigation be concluded 
with a recommended finding of "Not Sustained," an Officer under Administrative Investigation for a 
serious allegation as defined in this Article, will have the right to request, and have, a polygraph 
examination administered at the expense of the City. 

Article 18: Seniority 

1. Seniority is defined as the length of full-time continuous employment as a peace officer with the City 
bcgi1rning on the date the employee becomes AzPOST certified, or the date of hire for those officers 
already certified by AzPOST. Those officers having the same certification date will be ranked by serial 
number. 

a. A seniority list will be maintained and furnished by the City to the Association for posting 
on the Association's bulletin board thirty (30) calendar days prior to the beginning of the 
shift bid process. The list will provide the names, job titles and seniority ranking as 
established by this Article of all employees in the Department. 

b. lf a member leaves employment with the City of Peoria and is then rehired by the City of 
Peoria as a Police Officer, they will retain their initial seniority (as defined by MOU) as long 
as they are rehired within one year and one day of their initial end of employment. 

c. If a member leaves employment as a PPOA member but remains a City employee and 
subsequently returns to a PPOA position, they will retain any previous seniority earned with 
PPOA. They will not be given credit for time spent in non-PPOA positions for purposes of 
seniority. 

2. Seniority will be given due consideration in the selection of shifts and days off, provided the employee is 
otherwise qualified. Regardless of seniority, the Department reserves the right to place those employees 
whose performance standards need improvement to specific shifts and/or days off. 

3. Seniority will be given due consideration in the selection of vacation and holidays after the shift bidding 
is completed and during the Department's designated two-week submission period. The vacation sign
up will be completed prior to the shift change. 

Article 19: Random Drug Screen 

The Peoria Police Department and Peoria Police Officers Association agree that Article 19 Random Drug 
Screening is added to this Memorandum of Understanding as Attachment B. 

Article 20: Grievance Procedure 

1. The City and Association agree to use one grievance procedure for issues contained in this MOU and 
grievances outside the terms of this agreement. The City and the Association agree that one grievance 
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procedure will be used for either a bona fide complaint of the MOU or PAR violation(s) and the 
employee may combine either violation into one (I) grievance. 

2. Definition of Grievance 

a. A "grievance" is a written allegation by an employee, submitted on the approved grievance fonn, in 
a timely manner in accordance with this provision, alleging specific violations of the terms of this 
Memorandum or City P ARs which are alleged to be violated and the specific remedy requested. 
Failure to identify the specific provisions of the Memorandum and the specific remedy will 
automatically terminate the grievance. 

b. A "Unit" grievance is a written allegation by the Association, submitted as herein specified, charging 
violation(s) of the specific express terms of the Memorandum that involve the entire unit and not 
merely the complaints of one or more employees and not of a operational nature and not merely a 
specific application of this Memorandum to one or more employees. 

3. Informal Resolution 

a. It is the responsibility of employees who believe that they have a bona fide complaint concerning 
violations of this MOU to promptly infonn and discuss it with their Supervisor in order to, in 
good faith, endeavor to clarify the matter expeditiously and infonnally at the employee
immediate supervisor level. If such informal discussion does not resolve the problem to the 
employee's satisfaction, and if the complaint constitutes a grievance as herein defined, the 
employee may file a fonnal grievance in accordance with the following procedure. Employees 
may use not more than two (2) hours of duty time to prepare the fonnal grievance. Failure to 
complete and file a grievance within the specified time frame will automatically terminate the 
complaint. The employee is required to pursue the informal resolution process within 14 
calendar days of the event or time of discovery. 

b. Prior to the employee's submitting a formal grievance, the PPOA Grievance Committee will 
review the grievance in order to determine whether the issue is grievable. The PPOA President 
or designee will meet with the department director/Chief to see if the issue can be resolved. The 
purpose of this step is to reduce the number of grievances being filed. 

4. Formal Grievance Procedure 

The employee will reduce his/her grievance to writing by signing and completing all parts of the 
grievance form provided by the City and submit it to his innnediate supervisor as designated by the 
City within fourteen (14) calendar days of the evenh Informal resolution meeting. This time frame 
may be extended if both pm1ies agree and are working toward resolution. Either party may then 
request that a meeting be held concerning the grievance, or they may mutually agree that no meeting 
be held. The Chief will have 14 days to respond in writing or to f01ward to the next step. 

If the response to the first level of review does not result in resolution of the grievance, the grievant 
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or his/her representative may submit the grievance to a Labor/Management Committee for review 
and recommendation within fourteen (14) calendar days of the receipt of the step one response. The 
Committee will consist of up to two (2) representatives of the Association who were on the 
negotiating committee and up to two (2) representatives of the City Manager who were on the 
negotiating c01mnittce. Within fourteen (14) calendar days of having received the appeal, the 
Labor/Management C01mnittee will meet to review the grievance, unless the date is mutually 
extended. Within fourteen (14) calendar days from the date of the c01mnittce meeting, the 
Labor/Management representatives will submit a recommended disposition of the matter to the City 
Manager. 

If the response of the-second level of review does not result in resolution of the grievance, the 
grievant and the Association may jointly invoke the Step 3procedure to request arbitration, by filing 
an appeal within fomieen (14) calendar days (excluding City holidays) ofreceipt of the 
reconunendation. Nothing precludes the City and the Association from mutually agreeing to combine 
more than one grievance into the same arbitration if they determine that multiple requests for 
arbitration fall under the same issue. Department management and the grievant, or their designated 
representative, will agree on an arbitrator. If they are unable to agree on an arbitrator within fourteen 
(14) calendar days (excluding City holidays), either party may request the Federal Mediation and 
Conciliation Service to submit to them a list of seven (7) arbitrators who have had experience in the 
public sector. The patiies will, within fourteen ( 14) calendar days (excluding City holidays) of the 
receipt of said list, select the arbitrator by alternately striking names from said list until one name 
remains. Such person will then become the arbitrator. The arbitrator so selected will hold a hearing 
as expeditiously as possible at a time and place convenient to the parties, and will be bound by the 
following: 

a. The arbitrator will neither add to, detract from, nor modify the language of the MOU or of 
Department rules and regulations in considering any issue properly brought to them. 

b. The arbitrator will expressly confine themselves to the precise issues submitted to them and 
will have no authority to consider any other issue not so submitted to them. 

c. The arbitrator will be bound by applicable State and City law. 

d. The arbitrator will, within thi11y (30) days from the close of the arbitration hearing, submit a 
rcconunendation to both parties. 

e. The costs of the arbitrator and any other mutually incmred costs will be borne equally by the 
parties. 

If the arbitrator's recommendation does not result in the resolution of the grievance, either party may 
submit the grievance to the City Manager or dcsignee within fourteen (14) calendar days of receipt 
of the arbitrator's recommendation. 

The City Manager or designee may accept, modify, or reject the arbitrator's recommendation. The 
City Manager or designee will submit their decision in writing to the grievant and the designated 
representative within twenty-one (21) calendar days of receipt of the appeal. The City Manager's or 
designee's decision is the final step in the Agreement appeal process. 
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Failure of Departmental representatives to comply with time limits specified in Step 1 and Step 2 
will entitle the grievant to appeal to the next level of review, and failure of the grievant to comply 
with said time limits in this procedure will constitute abandorunent of the grievance. The parties 
may extend time limits by mutual written agreement in advance. 

Article 21: Labor/Management Committee 

I. The Association and the City recognize the value and mutual benefit of maintaining an open and positive 
relationship and to provide for an orderly and positive means of resolving misunderstandings or 
difference which may arise. The parties further recognize the value of working cooperatively and in 
partnership to improve connnunication; to identify problems; to respond to rumors; to develop and 
recommend solutions to problems; and to jointly resolve matters of mutual concern. 

2. The pat1ies agree to participate in labor-management committees designed to facilitate improved 
relations by providing a forum for the free and open discussion of ideas and concerns and to attempt to 
resolve problems brought forward by either party. 

a. Representatives serving on the committees will not lose pay or benefit for attending the meeting 
during their duty time. 

b. The pm1ies agree that subjects and issues submitted to and accepted for review by the conunittees, 
will not substitute for the resolution of disputes or issues under established grievance procedures or 
administrative investigations nor will be committees make decisions on matters that require changes 
to the existing Agreement 

3. The Labor-Management Executive Committee will consist of five (5) representatives selected by the 
PPOA and five (5) representatives selected by the Police Chief. 

a. The purpose of this committee is to act as the coordinator for Department labor-management efforts. 
The Cmmnittee will review and make decisions on rccmrunendations and unresolved matters 
brought forward from the Depm1ment's Labor-Management Operations and Cmrununications 
Conunittce. 

b. The Police Chief and the PPOA President will serve as Co-Chairs. 

c. The Conunittee Co-Chairs will jointly develop an agenda, which will be provided to all Conunittee 
members in advance of the meeting. 

d. The Committee will meet quarterly or at other mutually scheduled times. 

4. The Operations and Communications Conmtlttee will consist of six (6) members representing 
management and six ( 6) members representing the PPOA. The parties agree that the operations 
committee is benefited by a broad base of pm1icipants. To that end, the PPOA President, and the Police 
Chief, or their designees, will appoint members so that the Labor-Management Executive Conunittee is 
not duplicated. 

a. The Operations and Communications Committee is established as a sub-committee of the Labor
Management Executive Conunittee. 

b. In addition to Committee members, the Executive Cmmnittee, the Police Chief and the PPOA 
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President may refer items directly to the Operations and Communications Connnittcc for problem 
solving. 

c. The Connnittcc will act as a fonnn for a free exchange of ideas, concerns, and viewpoints. The 
purpose of the Committee is to improve working relations by sharing information, responding to 
rumors, identifying problems and developing recommended solutions. 

d. The Committee will not make policy nor act as the final authority on matters brought to it for 
consideration. The Committee will forward reconnnendations to the Labor-Management Executive 
Co1mnittec or the Police Chief for review and approval as appropriate. 

e. The designated Deputy Police Chief and the PPOA Executive Committee member will act as 
Committee Co-Chairs and will jointly establish the monthly agenda which will be shared with all 
Committee members prior to the meetings. 

f. The Operations and Communication Connnittec will meet monthly or at other mutually agreed upon 
times. 

5. Representatives of the Association who arc serving on the Committee will not lose pay or benefits for 
attending the meeting during their duty time. 

6. Parties mutually agree that subjects and issues submitted to and accepted for review by the Connnittee 
will not substitute for the resolution of disputes or issues under established Grievance Procedures or 
Administrative Investigations nor will the Cmmnittcc make decisions on matters that require changes to 
the existing Agreement. 

7. The Committee will coordinate Dcpai1ment labor/management efforts. 

Article 22: Prohibition of Strikes and Lockouts 

l. The Association and the employees covered by this Memorandum recognize and agree that rendering of 
Police services to the connnunity cannot under any circumstances or conditions be withheld, interrupted, 
or discontinued, and to do so would endanger the health, safety and welfare of the citizens of the City. 

2. The Association pledges to maintain unimpaired municipal services as directed by the City. Neither the 
Association, nor any employee, for any reason, will authorize, institute, aid, condone or engage in a 
slowdown, work stoppage, strike or any other interference with the work and statutory functions and 
obligations of the City or the Department. During the term of this Memorandum neither the City nor its 
agents will for any reason authorize, institute, aid or promote any lockout of employees covered by this 
Memorandum. 

3. Should any employee during the te1m of this Memorandum, and until such time that it is expressly and 
legally rescinded, breach the obligations of Section 3 of this Article, the City Manager or his designce 
will immediately notify the Association that a prohibited action is in progress. 

4. The Association will forthwith, through its executive officers and other authorized representatives, 
disavow said strike or other prohibited action, and will notify in writing all Association members and 
representatives of their obligation and responsibility to remain at work during any interruption which 
may be caused or initiated by others. Copies of such notification will be delivered to the office of the 
City Manager. h1 addition, the Association will order all employees violating this Article to illlillediately 
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return to work and cease the strike or prohibited activity. Such order will be delivered both orally and in 
writing to all employees violating this Article with copies of the written order to be delivered to the 
office of the City Manager. 

5. Penalties or sanctions the City may assess against employees who violate this Article will include, but 
not be limited to: 

a. Discipline up to and including discharge, 

b. Loss of all compensation and benefits, including seniority, during the period of such prohibited 
activity. 

6. Should the Association during the terms of this Memorandum and until such time that it is expressly and 
legally rescinded, breach its own obligations under this Article, it is agreed that all penalties set forth in 
Ordinance #88-13, as amended, will be imposed on the Association, in addition to any other legal and 
administrative remedies available to the City that in its discretion it may elect to pursue. 

7. Nothing contained herein will preclude the City or the Association from obtaining judicial restraint or 
from seeking damage from each other in the event of a violation of this Article. 

8. There will be no lockout by the City unless required to protect and preserve the public peace, health, or 
safety of the City and its residents or required by the City to enforce any violation of this Ordinance, or 
Memorandum of Understanding, or any applicable laws. 

Article 23: Fiscal Crisis 

I. The parties to this MOU acknowledge that in the event of a fiscal crisis the City may request the 
employee organization to modify this MOU for the purpose of including alternatives to temporary 
reductions in force or the pe1111anent elimination of positions in City employment. 

2. The term "fiscal crisis" will mean an event followed by a declaration of emergency by the City and may 
include loss of state revenues, reduction in City sales tax revenues or an emergency increase in 
expenditures not included in the regular City budget. 

3. The City will provide the Association with a request to reopen the MOU specifying the specific actions 
requested. The Association will have ten (10) days to accept or reject the request. If the employee 
organization accepts and request, the process will be in a mam1er as close as practicable to the Meet and 
Confer process. If the Association rejects the request, the City may take any actions legally permitted 
under state law, the City charter, code, and/or ordinances. 

Article 24: Saving Clause 

I. If any article or section of this MOU should be held invalid by operation of laws or by a final judgment 
of any tribunal of competent jurisdiction, or if compliance with or enforcement of any article or section 
should be restrained by such tribunal, the remainder of the MOU will not be affected thereby; and upon 
issuance of such final decree, the parties, upon request of either of them will meet and confer to endeavor 
to agree on a substitute provision, or that such a substitute provision is not indicated. 

2. It is recognized by the parties that the provisions of the Fair Labor Standards Act are currently applicable 
to certain of the wage and premium pay provisions of this MOU and this MOU will be administered in 
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compliance with the F.L.S.A. for so long as the Act is applicable. 

3. It is understood by the parties that the benefits provided by this MOU in Articles pcrtammg to 
Association Rights, Grievance Procedure and activities constituting Labor-Management joint endeavors, 
conducted under this MOU will not be interpreted as requiring the employer to count as hours worked, 
and any hours or fractions thereof spent outside the employee's work shift in pursuit of such benefits. 
The employer will count as hours worked time spent within the employee's regular work shift in pursuit 
of such benefits. 

Article 25: Term and Effect 

I. This MOU will remain in full force and effect commencing on July I, 2018 and terminating on June 30, 
2021. 

2. The City will not be required to meet and confer concerning any other matters, covered or not covered 
herein, during the term of this MOU. 

3. The City or PPOA has the right to go to the City Council to request an extension of the MOU if 
negotiations arc not completed by June 30, 2021. 

4. This MOU constitutes the total and entire agreements between the parties and no verbal statement will 
supersede any of its provisions. 

Article 26: Copies of Memorandum 

I. Within sixty (60) days of the date that this MOU is adopted by the City Council, the City will arrange for 
printing of jointly approved copies of it for furnishing one to every employee, supervisor and to 
management personnel. Prior to the final printing, a proof will be reviewed by the City. The cost of 
such duplication and distribution will be borne equally by the Association and the City. 
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IN WITNESS WHEREOF, the parties have set their hand this \ r" day of \)~17. 
CJTY OF PEORIA 

By: 

Negotiation Team Member, City of Peoria 
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PEORJA POLICE OFFICERS' ASSOCIATION 

By: 

Cameron Le on, Police Officer 
PPOA President 

James Cousin, Police Officer 
PPOA Lead Negotiator 

Norm Bacon, Police Officer 
PPOA Vice President 

w Fantasia, Police Officer 
Ser eant at Arms, PPOA 
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ATTACHMENT "A" 

First full pay period in July of respective fiscal year. 

Houri~ Rate 

Peoria Officer Sle[! FY19 FY20 FY21 

Assigned as Police Officer I $25.616456 $26.384950 $26.912649 

After !st Year 2 $26.897381 $27.704302 $28.258388 

After 2nd Year 3 $28.242452 $29.089726 $29.671520 

After 3rd Y car 4 $29.654196 $30.543822 $31.154698 

After 4th Year 5 $31.137158 $32.071273 $32.712698 

After 5th Year 6 $32.693864 $33.674680 $34.348174 

After 6th Y car 7 $34.328860 $35.358726 $36.065900 

After 7th Year 8 $37.120288 $37.120288 $37.862694 
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ATTACHMENT "B" 

I) Purpose 

The Peoria Police Department recognizes that in order to meet the high standards of performance, 
professionalism, and personal conduct required of those involved in the police profession, its employees 
must be free from the debilitating effects of illegal drugs. The improper or illegal use of any controlled 
substance harms the integrity of and undermines the public's confidence in the Department, and cannot 
be tolerated. This order establishes the procedures for testing employees of and applicants to the 
Depat1ment to discourage the illegal use of controlled substances, and ultimately to maintain the integrity 
of the Department. 

All applicants for police positions and reinstatement to sworn positions will submit to controlled 
substance screening prior to being hired. 

Process 

I. The Police Chief or designee will administer the selection procedure, and the Professional Standards 
Unit authorized vendor will monitor the selection process to ensure its integrity. 

2. Individuals who are subject to drug screening will have their name and serial number placed on a 
list. The selection will be made through the use of a computerized random system. 

3. The screening will be for the drugs or classes of drugs listed in this attachment B. 

4. Attaclnnent B 1 shall be used for reasonable suspicion testing purposes only and does not apply to 
random testing. 

5. After employees submit to screening, they will be returned to the random pool and will again be 
subject to controlled substance screening. 

Procedures 

I. Screening 

Upon selection of an employee to be screened for controlled substances, the Professional Standards 
Unit will contact the employee's supervisor. The supervisor will be responsible for notifying the 
employee during the employee's next scheduled shift. If notification catmot be accomplished within 
four (4) calendar days, the employee's supe1visor will notify the Professional Standards Unit by 
returning the directive with a reason for the lack of notification. Upon or after notification, the 
employee will be required to rep01t inm1ediately to the nearest open authorized vendor for screening. 

a. Employees who arc unable to report immediately for screening after having been notified, due to 
comt, work requirements, etc., will notify their innnediate supervisor and repo1t as soon as possible 
after completion of the conflicting task. 

b. Time will not be allotted for the employee to confer with an Association representative or attorney 
prior to testing. 
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c. Employees will present the Directive to Appear for Controlled Substance Screening Form, received 
from the supervisor, to authorized vendor persormel for documentation of appearance. Employees will 
then return the original fonn to their immediate supervisor for forwarding to the Professional Standards 
Unit. 

d. Failure to report immediately for screening will subject the employee to disciplinary action. 

e. Whenever there is reason to believe that an employee altered or substituted the specimen to be 
provided, the authorized vendor attendant will call the on-duty supervisor and he/she will respond to 
authorized vendor. The supervisor may order the employee to provide an observed specimen. When an 
observed specimen is ordered, the person observing the collection will note the observation on and sign 
the Directive to Appear for Controlled Substance Screening Fonn. 

2. Laboratmy Analysis Procedures: The laborato1y selected and the personnel employed by the 
laboratory will comply with all cuncnt guidelines mandated by the Depm1ment of Transportation, 
Office of Secretary, 49 CFR Part 40. 

a. Initial Test: The initial screening will use an ilmnunoassay, which meets the requirements of the 
Food and Drug Administration for connncrcial distribution. A small p011ion of the original test sample 
will be used to test for marijuana metabolites, cocaine metabolites, opiate metabolites, phencyclidine, 
amphetamines and anabolic steroids. The following initial cut-off levels will be used when screening 
specimens to detennine whether they are negative for these drugs or classes of drngs: 

Marijuana metabolites 

Cocaine metabolites 

Opiate metabolites 

Phencyclidine 

Amphetamines 

Anabolic Steroids 

50 

300 

2000 

25 

1000 

19-nor-androsterone (nandrolone 

Metabolite) and the testosterone/epitestosterone (TIE) ratio. 

The reporting limit for nandrolone metabolite is 2 ng/mL 

(* 25 ng/ml if immunoassay specific for free mmphine) 

b. Confirmatory Test: All specimens identified as positive on the initial test will be confinned, using 
gas chromatography/mass spectrometry (GC/MS), at the cut-off values listed in this paragraph for 
each drug. All confomations will be quantitative analysis, using a small portion of the original 
sample. Concentrations which exceed the linear region of the standard curve will be documented in 
the laboratory record as "greater than highest standard curve value." 
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Opiate metabolites 

Morphine 2000 

Codeine 2000 

Phcncyclidinc 25 

Amphetamines 

Amphetamine 500 

Methamphetamine 500 

(Delta-9-tetrahydrocannabinol-9-carboxylic acid) 

(**Bcnzoylcgoconine) 

Testing for anabolic steroids is typically detection based and not detenence based. Consequently, any 
of the listed analytes (sec Attachment BI) that screen positive and are identified by GCIMS confirmation 
(typically 2-10 ng/mL) on a second aliquot are reported. There are two notable anabolic agents that 
utilize repo11ing numeric criteria - 19-nor-androsterone (nandrolone metabolite) and the 
testosteronelepitestosterone (TIE) ratio. The reporting limit for nandrolone metabolite is 2 ng/mL and 
limited quantitative results may be available. Any specimen with a nandrolone metabolite level 
exceeding the highest calibrator is reported as a "greater than" result (e.g.> I 00 ng/mL). For the TIE 
ratio, any specimen with a TIE ratio greater than the cutoff, 611 is reported as positive. 
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Attachment B-1 

Urine Tested by GC/MS for the folf(lwing Analytc11: 

Anabolic Androgcnic-Ag(lnts: 

1-Testosiero11e &/or Mc11tbollicJ 1-Androstendiolf 1-Audrostcndiono 
Holastcronc Me1111.iulite 
Boldcnoncl Boldionc/ QuinlxillJne MelaboU1e 
C4h1storona Metabolite 
ClcubutcroJ 
CJo8-tchol 1'1cta:bolite 
DonnzoV Dthisleronc: ~'Vor Me!aholitc 
Dchydrqchloro1nelhylh·.stosterone (01 ICMT) Mctabulit<:i 
lJihydrotcstostcronc/ Drustandiol &/or Mel:tbolite 
J>esoxyn1c1hyltcstostcronc Mctnbolitu 
Drostanolonc &/or Mctah<Jlilc 
.E!;ltrn-4.9-die11· 3,l 7·dio11e Metabolite 
FJuoxy1ncs1cronc Mclnbulile 
l~ottnt"cl~k1tte Metabolite 
Furazabol Metabolite 
4-J-TydroxyWstostcrone/ Fonucs1ane: ?.1e.tabolite 
6a·Melhylanctroslcnc:Jionc Metabolite 
Mes:t:i.nolono Ji.icfaholile 
Mestcrutone &/or l\ofetaholitc 
Mc1handroslcnolonc (Muthandlcnonc, })ianahol) Mclabolilc 
Methandriol &lot Metabolite 
Metbasterone Metabolite 
~1clhcno!one &Jor MctttbolHe-
Mc lh)' lnortcsti;.istcronQ. M ctnbotito 
Mcthylteslo,;tcr<>ac M~h1bolilc 
Methyl· l·tc."to!i.fcrone &/or f\1ctubolitc 
Mibolcrone &/or Moti'\bolilc 
Nsndrolonc/ 19·Norandrostcndioue/ 19·Norandro,~tcndinl Metabolite 
1'.torclo:;tebol l\iclabolitc 
Norcthnndrolond llthyle~ttcnol Mctabolilc 
Ox:nbolone Metabolite 
Oxsndrolonc &/or Melnbolite 
Oxynu:stcronc 
Oxymetholone Mclaholitc 
Prost11.nozol Metabolite 
Slanw,olol Muta\>olil!i', 
Steubolonc &/or Metubolito 
Tc!!.!olaclone Melabollte 
Testosterone/ AndrQ~tc-ndionc/ AndrustcudloV DHEA (TIE llatio >6) 
'frenbolune Metabolite 

Masking Agents: 
Probcn~id 
Epiksto~terone (;> '.i:OO nghnL) 
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