RESOLUTION



RESOLUTION NO.

A RESOLUTION OF THE TOWN COMMISSION OF THE TOWN
OF LAKE PARK, FLORIDA RATIFYING THE AGREEMENT
BETWEEN THE TOWN OF LAKE PARK AND THE
FEDERATION OF PUBLIC EMPLOYEES, A DIVISION OF THE
NATIONAL FEDERATION OF PUBLIC AND PRIVATE
EMPLOYEES (AFL-CIO) FOR THE PERIOD OF OCTOBER 1,
2024 TO SEPTEMBER 30, 2027; AND PROVIDING FOR AN
EFFECTIVE DATE.

WHEREAS, the Town of Lake Park, Florida (hereinafter “Town”) is a municipal
corporation of the State of Florida with such power and authority as has been conferred upon
it by the Florida Constitution and Chapter 166, Florida Statutes; and

WHEREAS, the Town and the Federation of Public Employees, a Division of the
National Federation of Public and Private Employees AFL-CIO (hereinafter the “Union”)
negotiated in good faith and reached a Collective Bargaining Agreement (hereinafter the
“Agreement”) for the term of October 1, 2021 to September 30, 2024, which was approved
by the Town Commission on March 25, 2022; and

WHEREAS, such Agreement expired on September 30, 2024; and
WHEREAS, the Town and the Union negotiated a new collective bargaining
agreement and initialed on behalf of the Town and the Union respectively a Tentative

Agreement, a copy of which is attached hereto and incorporated herein as Exhibit A; and

WHEREAS, on November 14, 2024, a majority of the members of the Union in
attendance voted to ratify the Tentative Agreement between the Town and the Union; and

WHEREAS, the Town Commission of the Town of Lake Park has reviewed the
provisions of the Tentative Agreement and has determined that it is in the best interest of the
Town and its covered employees to ratify the Tentative Agreement.

NOW, THEREFORE, BE IT RESOLVED BY THE TOWN COMMISSION OF THE
TOWN OF LAKE PARK, FLORIDA AS FOLLOWS:

Section 1. The whereas clauses are true and correct and are incorporated herein.



Section 2. The Town Commission hereby ratifies the Tentative Agreement reached
between the Union and the Town for the period of October 1, 2024 to September 30, 2027, a
copy of which is attached hereto and incorporated herein as Exhibit A, and authorizes and
directs the Mayor and the Town Manager to execute such Agreement.

Section 3. This Resolution shall become effective immediately upon adoption.



CBA TENTATIVE AGREEMENT



Collective Bargaining Agreement
between
the Town of Lake Park
and

The Federation of Public Employees, a Division of the National Federation of Public
and Private Employees, (AFL-CIO)

October 1, 2024 — September 30, 2027
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PREAMBLE

This Collective Bargaining Agreement, hereinafter referred to as the “Agreement”, is entered
into by and between the Town of Lake Park, hereinafter referred to as the "Employer" or
"Town", and the Federation of Public Employees, Division of the National Federation of
Public and Private Employees (AFL-CIO), hereinafter referred to as the "Union’”.
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ARTICLE |
RECOGNITION

The Town recognizes the Federation of Public Employees, A Division of the National
Federation of Public and Private Employees (AFL-CIO) as the exclusive bargaining agent for
all regular full-time and regular part-time operational services employees in the Town of Lake
Park in the following positions:

Operations Technician |, Foreman General Infrastructure, Sanitation Foreman,
Grounds Maintenance Foreman, Custodian, Mechanic | and |IlI, Facilities
Mechanic | and }, Facilities Maintenance Worker |, Il and Il Grounds
Maintenance Worker |Il, Equipment Operator |, Il, and lll, Maintenance Worker |,
Il and IlI, irrigation Technician | and I, Traffic Maintenance Technician | and |l, Storm
Water Technician | and II, Grounds Maintenance Crew Leader, Vehicle Maintenance Foreman,
and Dock Attendant. Specifically excluded are all other employees of the Town of Lake Park.

Employees in the certified bargaining unit description under Public Employment Relations
Commission (PERC) Certification No. 1504 and as amended on December 21, 2012 are the
recognized bargaining unit, plus the following new positions: Groundskeeper, Lead
Groundskeeper, Irrigation Technician, Maintenance Worker, Mechanic, Sanitation Truck
Operator |, Sanitation Truck Operator Il, Stormwater Infrastructure Foreman, Stormwater
Technician, Marina Maintenance Worker, and Sanitation Truck Operator Trainee.

Both parties agree in the future to a UC petition to PERC.
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ARTICLE 2
NON-DISCRIMINATION

Section 1. All references in this Agreement to employees of the male gender are used for
convenience only, and shall be construed to include both male and female employees.

Section 2. Neither the Union, its representatives or members, nor the Town, or its
representatives will intimidate or coerce any employee or discriminate against any employee
by reason of his membership or non-membership in any union.

Section 3. Neither the Union, its representatives or members, nor the Town or its
representatives shall discriminate against any employee regardiess of race, color, religion,
national origin, sex, age, disability, familial status, marital status, sexual orientation or gender
identity or expression.

Section 4. The Town and the Union agree that the provisions of this Agreement shall apply
to all bargaining unit employees, without regard to race, color, religion, national origin, sex,
age, disability, familial status, marital status, sexual orientation or gender identity or
expression, genetic information, pregnancy, military status, veteran status, or any other
protected category, status, or activity under federal, state, or local law.
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ARTICLE 3
DUES DEDUCTION

Section 1. Upon receipt of a lawfully executed written authorization form from a bargaining
unit employee, the Town agrees to deduct the current regular Union dues from the
employee's pay once each pay period and remit such deductions along with each members
first, middle and last name, amount of deduction, and the date of deduction to the Union
office within fifteen (15) working days from the date of deduction. The Union will notify the
Town in writing, thirty (30) days prior to any change in its regular dues structure. The
Employer is expressly prohibited from any involvement in the collection of fines, penalties or
special assessments and shall not honor any request of this nature other than for union
dues and uniform Union assessment except for garnishment in accordance with state law.

Section 2. Any member who wishes to cancel membership in the Federation will be required
to submit a notice, in writing, to the Federation with a copy to the employer, thirty (30)
days in advance, authorizing cancellation of their membership/dues deduction.

Section 3. The Union shall provide the necessary Dues Deduction Authorization Form for its
members, a copy of which is attached hereto as Exhibit "A".

Section 4. The Employer will provide to the Union at the Union's office, on an annual
basis and as changes, modifications or adjustments, occur, a roster of all employees of this
bargaining unit to include first name, middle initial, last name, |.D. #, job pay grade, date of
hire, home address, home telephone number, and work location.

Section 5. The Union shall indemnify and hold the Town harmless against any claim
made against the Town by any employee concerning any dispute over the deduction of
Union dues.

Section 6. Union deductions including any amounts to the Federal Voluntary Political Action
and/or Scholarship Fund shall be made in accordance with forms provided by the Federation
and executed and authorized by the employee authorizing said deductions. Such deductions
shall be transmitted to The Federation within thirty (30) days after the deductions have been
made. The Town agrees to provide such payroll type codes as are necessary to comply with
these provisions. The Federation shall hold the Town harmless against any and all suits,
claims, demands and liabilities which arise out of or by reason of any action taken by Town
to comply or attempt to comply with the provisions of this section.
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ARTICLE 4
UNION BUSINESS

Section 1. The Union may designate two (2) members of the bargaining unit as a Union
representative, and (2) members of the bargaining unit as an alternative representative who
will be permitted to act as the Union representative in the absence of the designated Union
representative, such designation to be in effect during the term of this Agreement. The Union
shall advise the Town, in writing, of the names of its bargaining unit representative and
alternate at the time the Agreement is executed and within thirty (30) days of the date any
changes are made.

Section 2. One bargaining unit representative or alternate, in the absence of the Union
representatives, will be allowed up to one (1) hour without loss of pay to discuss a grievance,
after obtaining permission from the representative's (or alternative's) supervisor. Such
permission shall not be unreasonably withheld, but will not be granted if:

(a)  Absence of the employee would jeopardize Town operations,
(o)  Absence of the employee would result in overtime,

(c)  Absence of the employee would result in the total time off for Union work by all
employees in the bargaining unit being more than an aggregate of four (4)
hours in any calendar month.

Section 3. Any member of the Board of Directors of the Union attending State and
National functions of the Union will attend such functions after providing appropriate notice
using accrued leave time, due compensatory time, or, if approved, leave without pay.

Section 4. The Union, its members, agents, representative or any person acting on its
behalf are hereby prohibited from:

(a) Soliciting public employees during working hours of any employee who is involved
in the solicitation.

(b) Distributing literature during working hours in areas where the actual work of
public employees is performed, such as offices, warehouses, the Lake Park
Harbor Marina and any similar public installations. This section shall not
be construed to prohibit the distribution of literature during the employee's lunch
hour or in such areas not specifically devoted to the performance of the
employee's official duties.

/?/ A - [t L =

)

Union 4 Town

’ / NN Db
Date / ¢._/-é—-'&/¢ Date ’ Q“‘*b_—ﬁ!'[f \J




ARTICLE 5
BULLETIN BOARD

Section 1. The Town shall furnish space for a bulletin board in the department for the
exclusive use of the Union in connection with Union business.

Section 2. Material that is defamatory, scurrilous, untruthful, promotes actions that violate
the law, Town Ordinances or written policies, or this Agreement, may be removed by the
Town. The Town shall notify the Union steward whenever any material is removed from the
bulletin board pursuant to this section.

Section 3. Any notice placed on the bulletin board shall bear on its face the name of the
person responsible for placing such notice or item on the board, and the date of posting.
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ARTICLE 6
PROHIBITION OF STRIKES

Section 1. Strike definition: "Strike" means the concerted failure to report for duty, the
concerted absence of employees from their positions, the concerted stoppage of
work, the concerted submission of resignations, the concerted abstinence in whole or
in part of any group of employees from the full and faithful performance of their-duties of
employment with the Town, the Employer, for the purpose of inducing, influencing,
condoning or coercing a change in the terms and conditions of employment of the rights,
privileges, or obligations of their employment or in a deliberate and concerted course
of conduct which adversely affects the services of the employer, the concerted failure
to report for work after the expiration of a collecting bargaining agreement and picketing in
furtherance of a work stoppage.

Section 2. The Union agrees not to engage in a strike as defined in Section 1 of this article.

Section 3. Any employee who participates in, or promotes a strike, as defined above, shall
be subject to discipline up and to and including discharge. Such disciplinary action by the
Town Administration shall not be subject to the grievance procedure.

Section 4. In the event of a strike, as defined presently in the Public Employee Relations
Act, Section 447.203(8), with the cooperation of the Town Administration, the
local representative of the Union shall promptly and publicly disavow such strike or work
stoppage and order the employees to return to work and attempt to bring about prompt
resumption of normal operations. An authorized Union representative shall notify the
Town within twenty-four (24) hours after the commencement of such strike, what
measure it has taken to comply with the provision or the provisions of this Article.

Section 5. Failure to abide by the terms set forth in this Article shall permit either party to
seek recourse in accordance with Florida Statutes Chapter 447.501, Part Il (as interpreted by
the Public Employees Relations Commission).

Section 6. The Town shall not lock out employees. Lock out is defined as the withholding of
employment by the Town from its employees for the purpose of either resisting their
demands or gaining a concession from them.
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ARTICLE 7
MANAGEMENT RIGHTS

Section 1. The Union recognizes the prerogatives of the Town to operate and manage its
affairs in all respects; and the powers of authority, which the Town has not officially abridged,
delegated or modified by this Agreement, are retained by the Town. Management officials of
the Town retain the rights, in accordance with applicable laws, regulations and provisions of
the Handbook of Procedures and Policies for Employees of the Town of Lake Park,
hereinafter referred to as the "Employee Handbook’, not in conflict with this Agreement,
including but not limited to the following:

(a) To manage and direct the employees of the Town.

(b) To hire, promote, transfer, schedule, assign and retain employees in positions with
the Town.

(c) To suspend, demote, discharge or take other disciplinary action against employees
for cause.

(d) To relieve employees from duties because of lack of work, funds or other legitimate
reasons.

(e) To maintain the efficiency of the operations of the Town.

() To determine the methods, means and personnel by which such operations are to be
conducted, including the right to contract and subcontract existing and future work.

(9) To determine the organization to Town Government.
(h) To determine the number of employees to be employed by the Town.

(i) To determine the number, types and grades of positions of employees assigned to an
organization unit, department or project.

(i) To determine internal security practices.
(k) To determine matters included in Employee Handbook and Administrative Policies.

Section 2. The Town Commission has the sole authority to determine the purpose and
mission of the Town and the amount of budget to be adopted.

Section 3. If it is determined that a civil emergency and conditions exist, including but not
limited to riots, civil disorders, hurricane conditions, similar catastrophes or exigencies, the
provisions of this Agreement may be suspended by the Town Manager or his designee during
the period of the declared emergency, provided that pay and other compensation shall not be
suspended.
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Section 4. It is understood by the parties that every incidental duty connected with operations
enumerated in job descriptions, is not always specifically described, and employees, at the
discretion of management, may be required to perform other job related duties not
specifically contained in their job description.

Section 5. Delivery of Town services in the most efficient, effective and courteous manner is
of paramount importance to the Town of Lake Park. Accordingly, Union agrees that it will
instruct its members to work diligently in order that the services performed meet the above
standards.

Section 6. Those inherent managerial functions, prerogatives and policy making rights which
the Town has not expressly modified or restricted by a specific provision of this Agreement,
are not in any way directly, or indirectly, subject to the grievance or arbitration procedures
contained herein.
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ARTICLE 8
GRIEVANCE AND ARBITRATION

Section 1. A grievance, as used in this Agreement, is limited to a complaint or request of a
bargaining unit member of the Union which involves the interpretation of, application of, or
compliance with the provisions of this Agreement or the rules and regulations of the Town. A
grievance shall be processed in the following manner:

Step 1 (Informal Meeting) Within five (5) working days of the occurrence of any event,
giving rise to a grievance or the affected parties first knowledge of an event that is
basis for a grievance, a shop steward and the grievant employee, of the Union will
first discuss any grievance informally at Step 1 meeting with his immediate supervisor
and seek resolution. If the grievant is a supervisor, the grievance shall be submitted
directly at Step 2.

Step 2 If the grieving employee or the Union is not satisfied with the response at Step
1, the employee or the Union shall, within ten (10) working days of the conclusion of
the Step | informal meeting, file a written grievance signed by the grievant and the
Union with the office of the Department Director on the form attached to this
Agreement as Exhibit "B". The Department Director, or in his absence the Department
Director's designee, shall meet with the Employee, Shop Steward and/or the Union
Business Representative within ten (10) working days of receipt of the written
grievance. The Department Director will render a decision in writing within five (5)
working days from the Step 2 grievance meeting.

Step 3 Within ten (10) working days from the time that the Union receives, at the
Union office, the Department Director's Step 2 written decision, and if the aggrieved
party is not satisfied with the action taken by the Department Director, then the Union
shall give notification to file Step 3 grievance with the Town Manager.

The Town Manager or his designee shall convene the Step 3 grievance meeting
within ten (10) working days of notification by the Union of its intent to move to Step 3.
The Town Manager, or designee, will render a decision in writing within ten (10)
working days after the Step 3 meeting.

Step 4 If the grievance is not resolved at Step 3, the Union may file a written
request for arbitration with the Federal Mediation and Conciliation Service
(FMCS) within thirty (30) working days from receipt of Step 3 answer at the Union
office.
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Section 2. Failure of the Town to respond to a grievance within the time periods set forth in
this Article 8 shall result in automatic advancement of the grievance to the next step.
Failure of the employee or the Union to comply with the time periods set forth in
Article 8 shall result in the grievance being abandoned. However, the parties may
mutually agree in writing to extend the time periods herein.

Section 3. When a grievance applies to two or more employees or a discharged employee it
shall be presented in writing directly at Step 3 of the Grievance Procedure, within the
time limits provided for the submission of a grievance at Step 2 from receipt at the Union
Office and shall be signed by the employee (in the case of a discharge only) and the Shop
Steward or Union Business Representative on their behalf.

Section 4. All discharge grievances and any other grievances mutually agreed upon for
expedited processing, must be confirmed in writing by the Employer and Union and then
shall be arbitrated on an expedited basis. To accomplish this goal, the Town and the
Union shall confer and select an arbitrator within seven (7) working days after receiving
the FMCS panel. The parties further agree that the arbitrator may be notified
telephonically of his selection and that the time periods for expedited arbitration set forth
herein shall be communicated to the arbitrator at the time he or she is notified of his
selection.

Section 5. The cost of the arbitrator's fee and the arbitrator's expenses shall be borne
equally by the parties. Each party shall bear its own costs for all other expenses they incur.

Section 8. The Union reserves the right not to represent employees who are not members of the
Union.

Section 7. In the event that either party claims that a dispute is non-arbitrable, the arbitrator
shall rule on that issue and if that is determined to be arbitrable, shall rule on the merits of
the grievance.

2 a7 el
/M/%m%f — O N e

A /A 17 AR




14

ARTICLE 9
DOCUMENTS

Section 1. The Town agrees that an employee shall be given a copy of all material
placed in the person's individual file and shall have the right to include written refutation
(including witness statements) of any material considered by the employee to be detrimental.

Section 2. The Town agrees that an employee shall have the right to inspect his official
personnel record and shall have the right to make copies of this record for his use at no
cost to the employee.
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ARTICLE 10
PROMOTIONAL POLICIES

Section 1. The Town will post written announcements of promotional opportunities at least
ten (10) working days prior to the closing date for applications. Applications submitted after
the closing date shall not be considered.

Section 2. When employees are competing for a promotional vacancy, the employee's
seniority and qualifications shall be considered, with qualifications being the deciding factor
in filling said vacancy. If qualifications are equal among competing employees, seniority will
be the basis of selection. For purposes of this article, qualifications will be defined as the
employee's ability to efficiently and effectively assume the responsibilities and duties of a
given position.

Section 3. An employee filling a promotional vacancy shall serve a probationary period of
180 days. If during the trial period the employee cannot satisfactorily perform the duties of
the position, the employee shall be returned to his former status with no loss of seniority.

Section 4. If an employee is promoted to a higher pay grade within the bargaining unit, he
shall be entitled to a pay increase equal to either the entry level pay or a five percent (5%)
increase from their then current salary, whichever is greater.
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ARTICLE 11
PROBATIONARY PERIOD

New employees will be classified as probationary employees for the first six (6) months of
continuous employment, during which time such employees may be laid off or
discharged and will have no right to grieve or appeal their discharge. The Town agrees
that employees who are laid off or discharged during their probationary period shall have the
right to discuss their discharge with their immediate supervisor and the Department
Director.
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ARTICLE 12
SENIORITY AND LAY-OFF

Section 1. For the purpose of this Agreement, seniority shall be defined as the total
length of a regular full-time employee's and a regular part-time employee’s continuous
service within the bargaining unit recognized by this Agreement. Regular part-time
employees shall accrue seniority on a pro-rated basis, based on the number of hours worked
(except as provided below). Seniority shall continue to accrue during all types of paid leave
approved by the Town, and for the first three (3) months of all other leave approved
by the Town. An employee shall lose all seniority only upon any of the following:

(a) resignation;

(b) discharge;

(c) lay off for a period of more than twenty-four (24) months;
(d) retirement;

(e) the expiration of an approved leave of absence of more than one (1) year, if the
employee does not return to work;

Section 2. Newly hired probationary employees shall accrue no seniority until they become
regular full-time employees, whereupon their seniority will date from the first date of
continuous employment.

Section 3. The Town shall establish a seniority list for bargaining unit employees, post the
seniority list and provide a copy to the Union Business Representative mailed or facsimiled
to the Union office annually and as changes, modifications or adjustments occur or at the
same time that any lay-off is announced.

Section 4. The Town Manager shall determine the classification and number of employees
to be laid off. When the lay-off occurs, employees shall be laid off in the inverse order of
their seniority within the bargaining unit at the time of the lay-off.

In the event of a lay-off, the Town will notify the affected employees and the Union in
writing at least thirty days prior to the effective date of the lay-off. If thirty days’ notice is not
provided, then the Town will pay the employees the difference between 30 calendar days
and the date of notice.
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If a lay-off takes place, employees displaced by the lay-off may exercise their seniority to
bump a less senior employee into a job for which they are most qualified within the
bargaining unit based upon documentation of their qualifications.

In the event that two (2) or more employees affected by this lay-off have the same
amount of seniority, the more qualified employee within the bargaining unit
(based upon documentation of their qualifications) shall be retained.

Section 5. Recall from Lay-off. Employees in lay-off status will retain recall rights for one
year. Recall notice will be made by certified mail to the last address on the employee's
records. It shall be the employee's obligation to provide a current address to the Town.
Recalled employees must notify the Town of their acceptance of recall within five days of
receipt of the recall notice

Section 6. Vacation Leave. Vacation scheduling conflicts shall be resolved on the basis of
seniority, if notice has been given to the Town of thirty (30) days or more. If less than thirty
(30) days’ notice has been given by the employee, vacation may be approved by the
Department Director on a first come, first served basis.
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ARTICLE 13
DRUG FREE WORKPLACE

The Town has established a drug free workplace for its employees, and its Drug Free
Workplace Policy is hereby incorporated into and made a part of this Agreement as
Appendix A.
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ARTICLE 14
HOURS OF WORK AND
OVERTIME COMPENSATION

Section 1. The normal workweek for full-time bargaining unit employees shall consist of
five (5) eight (8) hour workdays, usually Monday through Friday, 7:30 a.m. to 4:00 p.m,,
except employees assigned to the Lake Park Harbor Marina, which may work an alternate
schedule consistent with the Lake Park Harbor Marina's seven (7) days per week operation
{or Monday through Sunday operation). Management shall provide to affected employees
advance notice of no less than 30 days if such workweek needs to be changed.

Section 2. Overtime shall be authorized and approved in advance by the applicable
Department Director only in instances necessary to ensure the efficient operation of Town
business as determined by the Department Director or designee. All hours worked in excess
of forty (40) hours in a workweek shall be compensated at the rate of one and one-half
(1&%) times the employee's regular prevailing hourly rate, and paid in the form of money
compensation in the employee's next regular paycheck for the period during which the
overtime was worked, or compensatory time, at the employee's option.

Time worked for the purposes of calculating overtime does pet include holidays enly and
excluding all scheduled and unscheduled leave time.

Section 3. A call back is a request by management to return to work at a time when an
employee is not regularly scheduled to work. When an employee is required to return to work
at a time that is not continuous with his regular hours of work, the employee will be paid a
minimum of two hours at the prevailing rate of pay, regardiess of whether the actual hours
worked are less than two hours. All call-back time will be paid at time and one-half the
employee's regularly prevailing hourly rate, regardless of actual hours worked in the
particular week.

Section 4. During a declared emergency and during regular working hours, non-exempt
full-time employees who are not required to work by the Town Manager may be sent home
and paid their regular rate of pay based upon their scheduled hours.

Section 5. Employees who work on holidays shall receive premium pay in the amount of one
and one-half times their reqular_prevailing hourly rate for each hour actually worked, in
addition to eight hours' holiday pay as provided by Section 1 of Article 20 (Holidays).
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ARTICLE 15
WORKING QUT OF PAY GRADE

Section1. Any full-time employee covered by this Agreement who is temporarily assigned to
perform the work duties in a higher pay grade for three (3) consecutive work days (24 hours)
or more shall be paid, in addition to his normal wages, an incentive payment equal to five
percent (5%) of the employee's regular hourly rate or the minimum rate of pay for that
temporary pay grade actually worked, whichever is greater for each hour worked in the
higher pay grade.

Section 2. Any full-time employee covered by this Agreement who is temporarily assigned to
perform the work duties as a foreman for three work (3) consecutive work days (24 hours) or
more shall be paid at the entry rate of the foreman pay grade, or 5% above the employee’s
prevailing hourly rate of pay, whichever is greater, for all hours worked.

Section 3. Upon approval by the Town Manager, any full time or part time employee
temporarily assigned to perform the work duties of a higher pay grade that is management in
nature for five consecutive workdays (40 hours), or more, shall receive up to a five (5)
percent differential or shall be paid at the entry rate of such higher pay grade whichever is
greater.
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ARTICLE 16
SAFETY AND EQUIPMENT

Section 1. The Town agrees to provide all employees with safety shoes and agrees to repair
or replace such shoes as determined in the judgment of the Foremen.

Section 2. Safety shoes shall be worn by Public Works Department employees at all times,
while on the job unless there exists reasonable justification for failing to do so. An employee
reporting for work without safety shoes shall report such fact to the Department Director, or
designee, prior to starting work.

Section 3. The Town shall abide by all federal and state safety requirements pertinent to
members of this bargaining unit. The Town shall provide all necessary safety equipment,
including safety shoes and protective clothing, as required. All employees must use safety
equipment.

Section 4. The Town will issue uniforms to all employees who are required to wear them,
unless the Department Director approves an exception. The uniforms will be purchased by
the Town or provided through a uniform company at the sole discretion of the Town.
Uniforms shall only be worn during work hours and employees shall not wear Town uniforms
in public unless they are on paid status.
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ARTICLE 17
TRAINING

The Town shall pay for the cost of any training that is necessary for an employee to maintain
any required licenses or certifications or to enhance the employee’s job knowledge, or to
qualify the employee for promotion purposes, subject to the current fiscal year's budget of
the department in which the employee is working and other operational concerns as
determined in the sole discretion of the Department Director.
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ARTICLE 18
EMPLOYEE RIGHTS AND DISCIPLINARY PROCEDURES

Section 1. The Federation recognizes and acknowledges that the Town has the right to
maintain appropriate discipline among its employees. Employees of the Town are
considered representatives of the Town of Lake Park, and as such, they are expected to
conduct themselves in a respectful manner that reflects positively upon the Town. The Town
shall have the right to discipline its employees for cause. Employees of the Town are
accountable for their individual levels of productivity, fulfilling the duties of their positions and
rendering effective and efficient delivery of services on behalf of Town residents.

Whenever an employee renders deficient performance, violates any rule, regulation, Town
policy or procedure, that employee shall be subject to disciplinary action as appropriate.

All employees must first be given a notice of the infraction within ten (10) business
days after the occurrence of the infraction or management’s first knowledge of the
infraction. Such notice can be provided to the employee in person, by certified mail,
or by email.

All discipline shall be progressive and corrective in nature rather than punitive and should
follow the discipline steps outlined in this article. However the discipline steps may be
skipped depending on the nature or severity of the infraction, such as theft, fighting, drinking
or possession of illegal drugs.

Section 2. Progression of disciplinary actions that may be taken against Town employees
may include:

(@) Documented Written Verbal reprimand

(o) Written reprimand

(c) Suspension of one (1) to three (3) days without pay
(d) Suspension greater than three (3) days without pay
(e) Discharge of Employment

Section 3. An employee summoned to meet with a supervisor/manager is entitled to the
presence of a Federation representative at the meeting, if the employee requests one and if
the employee has reasonable grounds to believe the meeting may result in disciplinary
action against the employee.
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Section 4. The Town reserves the right to treat each disciplinary occurrence individually.
The Town further reserves the right and has the duty to judge each incident separately, and
may modify penalties to include lesser or more severe penalties when appropriate
circumstances exist.

Documented verbal written reprimands (for Category | offenses as set forth in the Employee
Handbook) shall be considered expired if the bargaining unit employee is not disciplined for
the same or similar offense during the succeeding twenty-four (24) months. Documented
written reprimands (for Category Il offenses as set forth in the Employee Handbook) shall be
considered expired if the bargaining unit employee is not disciplined for the same or similar
offenses during the succeeding 36 months.

Section 5. The Union recognizes the right of the Town to establish reasonable rules and
regulations for the safe and efficient conduct of the Town's business and reasonable
penalties for violations of such rules provided said rules and regulations do not conflict with
any provisions of this Agreement or any terms and conditions of employment.
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ARTICLE 19
EDUCATION

The Town may reimburse its employees for some or all of their tuition expenses, and
textbooks in accordance with Town policy provided that the coursework is taken at an
accredited educational institution and that the coursework is related to the employee's job
function and the employee executes an agreement with the Town to remain in the Town’s
employment for two years following completion of the last reimbursed course. In the event
that the employee does not remain in the Town's employment for two years following the
completion of any class, then in accordance with the agreement executed between the Town
and the employee, the employee shall reimburse any and all funds that have been paid by
the Town within the last 24 months. The employee seeking such reimbursement shall enter
into an agreement with the Town setting forth the above requirements, which agreement
shall be approved by the Town Commission on a case-by-case basis.

The Town reserves the right to modify its tuition reimbursement program depending upon
availability of funding. In the event the Town modifies the tuition program, this section of the
collective bargaining agreement shall be deemed to have been modified in accordance with
the Town's modifications.

The Town further reserves the right to cap the amount of per credit hour reimbursement for
employee coursework in an amount not to exceed the State of Florida's university system
credit hour cost.

In order to qualify for reimbursement and prior to the payment of any tuition:

«  No later than April 1, an employee seeking tuition reimbursement, shail submit such
information on the course(s) for which he is seeking reimbursement to his Department
Director which demonstrates to the satisfaction of the Department Director that the
courses are related to the employee’s job function; and

» Employees shall not be entitled to reimbursement pursuant to this section unless
funding for education has been included in the approved town budget for the fiscal
year in which reimbursement is sought

Under no circumstances, will the pursuit of a college education be allowed to interfere with
an employee's duties or efficiency of the Department as determined by the Department
Director.
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The employee shall provide a copy of all grade reports to the Human Resources Director
upon receipt by the employee.

Reimbursement shall be based upon receipt of the grade achieved or the equivalent record
of achievement such as a transcript as follows:

Grade A or equivalent 100 percent reimbursement
Grade B or equivalent 80 percent reimbursement
Grade C or equivalent 50 percent reimbursement
BelowC.......c.coovvviinnnen. No reimbursement

If the employee is working toward a degree, the course cost shall not be reimbursed if it is
not a documented required course for obtaining the degree sought.
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ARTICLE 20
HOLIDAYS

Section 1. The Town agrees to recognize the following paid holidays for bargaining unit
members:

New Year's Day
Martin Luther King's Birthday
Presidents’ Day
Spring Holiday (as set forth in the Annual Town Calendar)
Memorial Day
Juneteenth
Independence Day
Labor Day
Veteran's Day
Thanksgiving Day
Day after Thanksgiving Day
Winter Holiday (day before Christmas)
Christmas Day
Floating Holiday*
Employee's Birthday Holiday™*

In the event that the holiday occurs on a weekend, the workday closest to the holiday shall
be the observed paid holiday.

*The Floating Holiday of the Employee’'s Choice must be scheduled and taken during the
applicable fiscal year (i.e. October 1 through the last full pay period in the month of
September).  The Floating Holiday leave must be used in a minimum of eight hour
increments.

“The employee’s Birthday Holiday must be taken before the last day of the month
immediately preceding the employee's birthday or it will be forfeited. Employees must be
employed as a regular full-time or regular part-time employee on the date the birthday occurs
in order to be eligible for the Birthday Holiday. The employee must notify the supervisor and
obtain department approval prior to designating and taking either of these holidays. Regular
full-time employees must use the Birthday Holiday in @ minimum of four hour increments.
Regular part-time employees must use the Birthday Holiday six or seven hour increments
depending upon their regular part-time work schedule.
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For example, if they are 60 hour biweekly part-time employees, they are entitled to six
Birthday Holiday hours and must take them in a six hour increments. If they are 70 hour bi-
weekly part-time employees, they are entitled to seven Birthday Holiday hours and must take
them in a seven hour increments.

Section 2. Employees must work their entire scheduled work day before and their entire
scheduled work day after the holiday (or be on approved paid leave) in order to be paid for
the holiday, unless the holiday occurs while the employee is on paid time off.
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ARTICLE 21
VACATION LEAVE, SICK LEAVE, PAYMENT IN LIEU OF SICK LEAVE UPON
SEPARATION FROM SERVICE, AND PERSONAL LEAVE

VACATION LEAVE

Section 1. Vacation leave shall accrue in accordance with the schedule set forth below:
Hours/Bi-weekly  Days

Pay Period
Through completion of 5 years of service 5.0 16.25
6 years through completion of 10 years of service 6.0 19.5
After completion of 10 or more years of service 8.0 26

All regular part-time employees shall earn vacation leave on an annual basis based upon the
number of hours they work per year, as follows:

0 to 5 years of employment:

For 50 hours worked per pay period — 3.125 hours per pay period or 81.25 hours per fiscal
year

For 80 hours worked per pay period — 3.75 hours per pay period or 97.5 hours per fiscal year

For 70 hours worked per pay period — 4.375 hours per pay period or 113.75 hours per fiscal
year

6 — 10 years of employment:
For 50 hours worked per pay period — 3.75 hours per pay period or 97.5 hours per fiscal year
For 60 hours worked per pay period — 4.5 hours per pay period or 117 hours per fiscal year

For 70 hours worked per pay period — 5.25 hours per pay period or 136.5 hours per fiscal
year

10+ years of employment:

For 50 hours worked per pay period — 5 hours per pay period or 130 hours per fiscal year
For 60 hours worked per pay period — 6 hours per pay period or 156 hours per fiscal year
For 70 hours worked per pay period — 7 hours per pay period or 182 hours per fiscal year

Section 2. Vacation leave may be used by the employee for the purpose of vacation, in
accordance with the provisions set forth within this Article.
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Section 3. Vacation leave may accrue to a maximum of 480 hours, (60 days); upon
separation of employment no employee shall be paid more than a maximum of 240 hours
(30 days) of vacation leave.

Section 4. Employees are encouraged to use at least five (5) vacation leave days per
calendar year for purposes of vacation.

Section 5. An employee seeking to use his vacation leave for purposes of vacation and/or
attending to personal matters shall submit a Leave Request Form to the office of the
Department Director at least forty-eight (48) hours in advance of the first day of requested
leave, except in emergency situations. Requests for vacation leave of more than two (2)
consecutive working days must be submitted to the office of the Department Director at least
two (2) weeks in advance of the first day of requested leave. All requests for use of vacation
leave are subject to the approval of the Department Director, which approval shall not be
unreasonably withheld. The Department Director, in his sole discretion, may approve use of
vacation leave with shorter notice than specified in this Section

Section 6. An employee may take all of his accrued vacation leave for purposes of vacation
and/or personal matters, up to a maximum of four (4) weeks at any one time, at the
discretion of the Department Director.

Section 7. Probationary employees shall accrue vacation leave, but shall not be eligible to
use vacation leave during the first three (3) months of employment with the Town.

Section 8. Vacation leave shall be compensated upon termination of employment at the
rate of pay in effect on the date of such termination.

SICK LEAVE

Section 9: All full-time employees shall accrue sick leave at the rate of 2.16 hours per pay
period, or seven (7) days per year, and shall be eligible to accrue up to a maximum of 320
hours (40 days).

All regular part-time employees shall earn sick leave on an annual basis based upon the
number of hours they work per year, as follows:

For 50 hours worked per pay period — 1.35 hours per pay period
For 60 hours worked per pay period — 1.62 hours per pay period
For 70 hours worked per pay period — 1.89 hours per pay period
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Section 10: To be granted sick leave with pay, the following procedures must be strictly
adhered to:

(a) The employee shall notify the Department Director or their supervisor not later than
one hour prior to the beginning of the employee's normal work shift. Failure to
appropriately and timely notify the Department of the employee's absence shall result
in an unauthorized leave without pay for that day.

(o) Sick leave shall not be authorized prior to the time it is earned and credited to the
employee.

(©) Sick leave may be granted to an employee because of sickness or illness of a
member of the immediate family. Members of the immediate family, for purposes of
granting sick leave shall be construed to mean one of the following: spouse,
domestic partner, children or parents. The relationship given shall include those
arising from marriage, or adoption or legal guardianship.

(d) Employees who have submitted their resignation are no longer eligible for sick leave
without the express written permission of their Department Director and the Town
Manager.

(e) Sick leave shall not be used for vacation leave.

After three (3) consecutive workdays of absence the employee shall be required to submit
medical documentation directly to the Human Resources Director. Employees who because
of a physical or mental disability require accommodation in order for them to perform the
essential functions of their jobs must directly advise the Human Resources Director of this
so that the Town can process their request for reasonable accommodation as set forth at
Article 22 herein.

Abuse of Sick Leave privileges such as reporting sick when not sick or obtaining Sick
Leave under false pretenses may be cause for disciplinary action, up to and including
termination of employment.

Use of sick leave requires that the employee call in on a daily basis in accordance with
Town leave procedures.

PAYMENT IN LIEU OF SICK LEAVE UPON SEPARATION FROM SERVICE

Section 11. The Town will provide payment in lieu of sick leave upon separation from service
(i.e. payment of earned sick leave) to its full-time employees at voluntary resignation, layoff,
or retirement, or to their beneficiaries if service is terminated by death. Payout of sick leave
upon separation from service shall not exceed an amount determined as follows:
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6 months - 5 years full-time service 25 % times the number of days (or hours) of
accumulated sick leave

6-10 years full-time service 37.5 % times the number of days (or hours)
of accumulated sick leave

10+ years full-time service 50 % times the number of days (or hours) of
accumulated sick leave.

PERSONAL LEAVE:

Section 12. Employees may use five (5) days of sick leave per fiscal year designated as
personal [eave.

Section 13. Employees seeking to use personal leave must provide notification in
accordance with the employee's departmental procedures prior to the beginning of the
employee's workday.

Section 14. Personal Leave cannot be carried over from year to year. Personal leave must
be used in a minimum of 15 minute increments in the afternoons only if necessary.
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ARTICLE 22 REASONABLE ACCOMMODATION

The Town complies with federal and state laws regarding disability, including the Americans
with Disabilities Act (ADA). Qualified job applicants or employees who inform the Town ofa
recognized disability which requires an accommodation in order for them to perform the
essential functions of their jobs shall advise the Human Resources Director of the need for
accommodation and submit a request on a Town Request for Accommodation form.  The
Human Resources Director shall determine whether the accommodation requested is
reasonable, and if so make such modification as may be necessary to aliow the employee to
perform the essential functions of the job.
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ARTICLE 23
MAJOR ILLNESS LEAVE

Section 1. Paid major illness leave is available upon application by employees who need to
be off work for an extended period due to their own major iliness or injury.

A maijor illness is defined generally as an iliness or injury requiring medical treatment and
enforced recuperation or ongoing intermittent/continual treatment under a doctor's orders.

Recurring, common illnesses or maladies such as colds, a sore back, etc., which exhaust
regular sick leave, do not qualify an employee for major iliness benefits.

Section 2. Major iliness leave shall be accumulated at 1.5 hours per pay period to a
maximum of 80 hours (ten (10) workdays). Employees must be in an active pay status
during the pay period to be eligible to earn major illness leave. All unused hours that are
accumulated are not eligible for payment to the employee upon separation of employment
from the Town.

Section 3. _Employees applying for the use of major iliness leave must submit to the Human
Resources Director a Physician’s Certificate documenting the iliness. Following the use of
major iliness leave for purposes other than absences due to ongoing intermittent/continuat
treatment, a doctor's statement of “fitness for full duty” shall be required in order to return to
work.

Section 4. Employees who become eligible for short or long term disability during the
documented illness shall be required to use the short term or long term disability provided by
the Town. Employees may use vacation leave to supplement the short-term and long-term
disability.
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ARTICLE 24
BEREAVEMENT LEAVE

Section 1. The Town agrees that when a death occurs in the immediate family of an
employee, he or she shall be granted five (5) days of paid leave at their prevailing rate of

pay.

Section 2. For the purpose of this Article, the immediate family shall consist of: parents,
spouse, children, domestic partner, sister, brother, grandparents and those relationships that
arise as a result of marriage or adoption, or legal guardianship.

Section 3. Proof of death of the immediate family member must be furnished to the
Department Director in order for the employee to receive compensation pursuant to Section
1 and 2 of this article. Such proof of death shall be a published death notice or such other
documentation that is acceptable to the Department Director.
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ARTICLE 25
JURY DUTY

Section 1. Any full-time employee who is required to be absent from his regular duties by
reason of jury duty shall be excused from duty with pay. If the employee receives payment
from the Court, the employee must endorse the check over to the Town.

Section 2. Employees who seek to be excused from duty under this article shall present
official notice of jury duty to their supervisor at least twenty-four (24) hours in advance of the
scheduled jury duty (unless the employee actually receives less than twenty-four hours
advance notice of jury duty). Employees who are required to be absent from duty by reason
of jury duty shall submit documentation to the Town showing all days and hours of jury duty
upon return to work. Upon being released from jury duty the employee shall immediately
report for work except that employees released from jury duty on or after 2:00 p.m. shall not
be required to report for work until the next working day.
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ARTICLE 26
INSURANCE

The Town agrees to pay the premiums for the group hospitalization, medical and dental
plans in the following manner for all full-time bargaining unit members:

Insurance Benefits

A

Individual plans (Medical, Dental, Vision and Life Insurance) employer pays 100% of
the premiums.

Regular full-time and eligible regular part-time employees who have other qualifying
minimum value minimum essential medical insurance coverage have the option fo
decline, i.e. opt out of, the Town's medical insurance coverage by completing the
Health Coverage Opt-Out Credit-Attestation Regarding Other Coverage form and
submitting it to the Human Resources Director. Such employees are then eligible for
monthly opt-out payments from the Town in the-_an amount of not less than $384-00
$580.75 40 percent of the fiscal year cost for single medical insurance coverage for
the term of this Agreement fepF4ssal—¥ear-2922—an&|!-&haH—ad}esHa—the—budgeted

The Town agrees to continue to maintain the same level of coverage (Medical,
Dental and Vision) and the Town's eligible employees payment participation at the
current rates as defined in the schedule of employee benefits for employee/spouse,
employee/child, or employee/family plan as is afforded to all eligible employees.

The employee's agree to share equally in any adjustment in cost of employee/spouse,
employee/child, or employee/family for Medical Plan as defined in the schedule of
employee benefits equal to all other eligible Town employees. The Town at its own
discretion may choose to pay a greater percentage of the increase costs of
employee/spouse, employee/child, or family plan as defined in the schedule of
employee benefits.

The Town and the Union also agree to consider other insurance plans and options
available and, upon mutual consent of the parties, this article may be amended during
the term of this Agreement.

The Town agrees to continue to maintain the same level of coverage for short term
and long term disability as defined in the schedule of employee benefits as is afforded
to all regular full-time employees.
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The Town agrees to reimburse employees for the cost of the Hepatitis A
(Gamaglobulin) vaccine as medically necessary. The Town agrees to
reimburse employees for the administration of the Hepatitis B vaccine. The Town
agrees to reimburse employees for the AIDS vaccine, should such a vaccine be
approved by the U.S. Government and made available.

Date

Union — 7/
= 8 Date

1/ J/W—\ N\ a
/VM//// 2 "rnwn ﬂ\f_ I _2151
g4~ ﬁ 1- L%Ut‘%



40

ARTICLE 27
WAGE SCALE

W&r—l—ﬂm—
MM%%W—EMM
unit-employeesshall-be-asfollows:

Section 1:

__ MINIMUM FY2025 ___MAXIMUM FY2025
EEYEAR PE&HR PERYEAR PERHR
Department: Public Works

40 NE Facilities Maintenance Worker | #+  40,503.60 19.47 54,805.75 31.16
70  NE Facilities Maintenance Worker I| ** 4961865 23.86 79,389.84 38.17
90  NE  Foreman-Generalinfrastructure #* 5680839 2731 90.893.42 4370
90 NE  Foreman-Grounds Maintenance = 6,808.3 27.31 90,893.42 43.70
90  NE  Forgman-Sanitation **+  56,808.39 27.31 90,893.42 43.70
90 NE Foreman-Vehicle Maintenance **  56,808.39 27.31 90,893.42 43.70
20 NE  Groundskeeper *+ 3537741 17.01 56,603.86 27.21
40  NE  Groundskeeper, Lead **  40,503.60 19.47 64,805.75 31.16
50 NE  Irrigation Technician -5 43,338.85 20.84 69 .16 33.34
40  NE aintenance Worker **  40503.60 19.47 64.805.75 3116
60 NE  Mechanic ** 4637257 22.29 74,196.11 35.67
30 NE  Sanitation Truck Operator Trainee 2 3 83 18.20 0,566.13 29.12
40 NE  SanitationTru rator | ** 4050360 2 1947 64,805.75 31.16
60  NE  SanitationTruck Operator |l =+ 46372.57 22.29 74,196.11 67
60  NE  StormwaterinfrastructureManager **  46,372.57 22.29 74,196.11 35.67
40 NE  Stormwater Technician| = 40,503.60 19.47 64,805:75 31.16
60  NE StormwaterTechnicianll **  46,372.57 22.29 74,196.11 35.67
Department: Marina

40 NE DockAttendant #5  40,503.60 19.47 64,805.75 31.16
70  NE  Marina Maintenance Worker Il **  49,61863 23.86 79,389.84 38.17

E—Exempt

NE = Non-exempt

% Bargaining Unit
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Once an employee's base annual compensation reaches the maximum pay range for his or
her job classification, the employee shall no longer be eligible for further increases to his or
her yearly base compensation until the base compensation for the pay range is increased
In the interim, and effective October 1, 20244, those employees who have reached the
maximum of their pay grade shall be eligible for an annual lump sum payment which is not
added to their base pay._Bargarining unit employees who are not topped out but whose

percentage wage increase in any year of this agreement would put them above the
maximum of their pay range willl receive a prorated percentage increase to take them to the

top out on that year and will receive the remainder of the applicable increase as a one-time
lump sum payment which portion will not be added to the base wage,

Section 2. The Town Manager may in his discretion place newly hired employees at a range
in the pay scale commensurate with the employee’s training and experience.

Section 3. All employees covered by this Agreement shall receive a two-{2)-sbe {5}
Three (3) percent cost-of-living increase in their annual compensation as-of effective
October 1, 20244, There shall be reopeners for wages in the second and third year

of this Agreement.

WWWMW@W%MM
and-October 4-2026-

Additionally, all employees covered by this Agreement shall be eligible to receive the
following merit increases based upon the outcome of their individuali performance
evaluations in the first, second and third year of this Agreement:

For achieving a total rating factor of 1.1 10 2.4 0 percent
For achieving a total rating factor of 25t03.0. . ... ... 4&3% 2 percent increase
For achieving a total rating factor of greater than 3.0. .. .. .. __3 percent increase

Section 4. Full-time employees shall receive monetary recognition for length of service with
the Town in accordance with the Pay Plan on cardinal years as follows:

$500.00 shall be awarded to the employee at the completion of five (5) years of regular full-
time service with the Town.

At the end of ten (10) years of regular full-time service with the Town, the employee shall
receive $1,000.00 in longevity pay.
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At the end of ten (10) years of regular full-time service with the Town, the employee shall
receive $1,000.00 in longevity pay.

Effective September 1, 2019, employees who reach fifteen (15) years of regular full-time
service with the Town shall receive $2,000.00 in longevity pay.

Upon reaching twenty (20) years of regular full-time service with the Town, the employee
shall receive $3,000.00 in longevity pay.

Employees who reach twenty five (25) years of regular full-time service with the Town shall
receive $4,000.00 in longevity pay, however, employees who exceed twenty-five (25) years
of regular full-time service with the Town shall receive no more than $4,000.00 in longevity
pay on the cardinal year anniversaries of their service with the Town.

Those employees receiving longevity pay prior to October 1, 1999 shall continue to receive
longevity pay in the amount of $1,000.00 per year.

NOTE: For purposes of longevity pay, length of service shall mean continuous service with
the Town commencing with the initial date of regutar full-time employment by the Town.

Section 5. Evaiuations will be conducted on a form, which clearly sets forth the criteria to be
used in evaluating employees. Evaluations will be conducted in a fair, nondiscriminatory
manner.
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ARTICLE 28
ILLNESS/INJURY IN THE LINE OF DUTY

Section 1. A Town employee who sustains an illness/injury in the line of duty shall pursuant
to Chapter 440 Florida Statutes receive a benefit equal to the employee's normal salary less
Workers' Compensation, Social Security and any other such benefits received by the
employee which are provided by the Town as set forth in the Employee Handbook.

Section 2. _If the employee is not fit for full duly upon conclusion of the twelve (12) weeks of
unpaid leave and has been released by his or her physician with temporary limitations on
duties, the employee will be paid in accordance with the Town's Worker's Compensation
Return to Work policy.

Because the Town values its employees, the Town has established its Return to Work
(“RTW") program through which employees who have temporary disabilities due to an illness
or injury in the line of duty are provided with opportunities to transition back to work when
medically feasible. The purpose of this RTW policy is as follows:

e To assist in the recovery process by providing employees with a goal and focus for
returning to full productivity;

» To reduce the financial burden to employees by allowing them to resume full wages
as soon as possible; and

e To reduce the Town's Worker's Compensation costs.

Through this RTW program, the Town will compensate employees at the rate of 80 percent
of their regular rate of pay, which can be supplemented by the employee's accrued sick and
vacation leave banks.

Employees, who as a result of an illness or injury in the line of duty, have been released by
their physician to return to work with temporary limitations on duties (e.g., light duty), shall
participate in the Town's RTW program. An employee who declines a light duty position that
meets his or her physician’s requirements may be disqualified from worker's compensation
benefits. Employees must directly advise the Human Resources Director that they have
been released with such temporary limitations on duties and must request a Return to Work
Request Form for pletion by the & yee and by the employee’s physician.
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Once such form has been completed, it must be submitted directly to the Human Resources
Director for further processing and to identify duties within the Town that meet such
limitations.
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ARTICLE 29
RETIREMENT PLANS

Between October 1, 2024 and June 30, 2025, Fthe Town will provide a defined contribution
pension plan and deferred compensation plan to all full-time employees of the bargaining
unit. Such employees will be able to choose among investment alternatives of the plan for
funds contributed on his behalf.

The Town participates in a 401(a) defined contribution plan. Pension benefits for employees
begin upon the completion of the initial six-month probationary period for newly hired full-
time employees. Such probationary period shall not exceed a 12-month period of
continuous full-time employment. The Town contributes 7 & % percent of the employee’s
pay on a bi-weekly basis. The employee’s vesting in the pension is as follows:

25% vested After two years of
service

50% vested After three years of
service

75% vested After four years of
service

100% vested After five years of
service

The Town also participates in a 457 deferred compensation plan. For employees who
choose to contribute to the Town-sponsored 457 deferred compensation plan, the Town will
match either 50%, 75%, or 100% of the first 5% of employee’s compensation depending
upon number of years of service, as follows:

[ Years of Service Percentage
1 -5 years 50%

~_ 6-10years_ 75%
11+ years 100%

Each member may contribute up to an amount applicable under current law each year to
employee's retirement account.

Sre ol E e o . ST " i

Effective July 1. 2025, the Town will begin participating in the Florida Retirement System and
the aforementioned retirement plan will terminate.
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The F!onda Retirement Svstem {FR81 offers two rehrement plans for municipal gmgloyees a
fined ¢

The FRS Pension Plan is a defined benefit plan, in which emplo;

benefit at retirement if you meet certain criteria. The amount of the employee's future benefit
is determmad by a formula, based on the employee's earnings. Iength of service, and

membe rsru . Employees wrll be eligible for a Pension Plan benefit (i.e. be vested) when the

The FRS Investment Plan is a defined contributi ]
Here, oomngutrons are made by the employee and/or the emgioyer into an account in the

emplo! name and the em I ese!ecm from ran eof mvestmenta tions. The
-t e : ; i

over time. The vestin
Investment Plan contribute a portion of their salary towards thenr retirement savmgs The

contribution rates are set by legislation and may vary depending on factors such as
employee class and salary level. These contributions, along with any employer matching
contributions, are invested according to the participant's selected cled investment options.
The current contribution percentages for both the Pension and [nvestment plans are:
These contribution percentages are subject to change as mandated by state legislation.

Should the Town desire to modify the pension plan provider, the Town will impact bargain.
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ARTICLE 30
SAVINGS CLAUSE

It is agreed by and between the parties that if any provision(s) of this Agreement is for any
reason held or declared to be unconstitutional, inoperative, or void, such holding of invalidity
shall not affect the remaining portions of the Agreement; and the remainder of the
Agreement after the exclusion of such provision shall be deemed to be held valid as if such
provision had not been included therein.
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ARTICLE 31
DURATION OF AGREEMENT

This Agreement shall take effect retroactive-te October 1, 20244 upon ratification by the
parties and shall remain in full force and effect through the 30" day of September, 20247
unless written notice of termination or amendment is given by either party 150 days but not
less than sixty (60) days prior to the expiration of this Agreement.[

Pk Commented [BT12]: Approved at the 6/12/2024 Executive

Session
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Dated this day of

w1

, 20224.

ON BEHALF OF THE
TOWN OF LAKE PARK

TOWN MANAGER

MAYOR

TOWN SEAL ATTEST.

WITNESS

TOWN CLERK

ON BEHALF OF THE UNION

Federation of Public Employees, A
Division of the National Federation Of
Public and Private Employees (AFL-
ClO)

BUSINESS REPRESENTATIVE

DIVISION PRESIDENT
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DRUG FREE WORKPLACE POLICY
APPENDIX A
Section 1. PURPOSE.

As a part of its commitment to safeguard the health of its employees, to provide a safe place
for its employees to work and to promote a drug-free community, the Town has established
its Drug Free Workplace Policy on the use or abuse of alcohol and drugs by its employees.
Substance and alcohol abuse, while at work or otherwise, seriously endangers the safety of
employees, as well as the general public, and creates a variety of workplace problems
including increased injuries on the job, increased absenteeism, increased health care and
benefit costs, increased theft, decreased morale, decreased productivity and a decline in the
quality of products and services provided. Continuing research and practical experience
have proven that even limited quantities of narcotics, abused prescription drugs or alcohol
can impair reflexes and judgment. For these reasons, the Town policy requires that all
employees must report to work and work completely free from the presence of illegal drugs
or alcohol in their bodies, and to assist employees in overcoming any dependence on drugs
and/or alcohol in accordance with the following guidelines.

This policy is established to provide guidelines on handling incidents of alcohol and/or drug
abuse as it relates to the workplace, in compliance with the drug-free workplace
requirements under the Florida Statutes Workers' Compensation Chapter (Fla. Stat. §
440.101-02). The legislative intent of the Chapter is to promote drug-free workplaces in order
for employers to be afforded the opportunity to maximize their levels of productivity, enhance
their competitive positions in the marketplace, and reach their desired levels of success
without experiencing the costs, delays, and tragedies associated with work-related accidents
resulting from drug abuse by employees. Further, drug abuse is discouraged under the
statute, and employees who choose to engage in drug abuse face the risk of unemployment
and the forfeiture of workers’ compensation benefits. To qualify as having established a
drug-free workplace program under Chapter 440 and to qualify for discounts provided under
section 627.0915, Florida Statutes, and deny medical and indemnity benefits under this
chapter, the Town must implement drug testing that conforms to the standards and
procedures established in section 440.102. The Town has implemented a drug-free
workplace program in accordance with the notice, education, and procedural requirements
taken directly from the comprehensive procedures outlined in Florida Statute § 440. 102.
Chapter 59A-24 of the Florida Administrative Code, containing the Drug-Free Workplace
Standards adopted by the Agency for Health Care Administration, is also hereby
incorporated by reference and shall be utilized for all drug testing pursuant to Chapter 440,
Florida Statutes.
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Questions concerning the Town's policy should be presented to the Human Resources
Director for guidance or clarification.

Section 2. DEFINITIONS.

The definitions set forth in Chapter 440, Florida Statutes, and Chapter 59A-24 Florida
Administrative Code will apply to the terms used in this policy. In pertinent part:

a. Confirmation test, confirmed test, or confirmed drug test refer to a second
analytical procedure used to identify the presence of a specific drug or
metabolite in a specimen, which test must be different in scientific principle
from that of the initial test procedure and must be capable of providing requisite
specificity, sensitivity, and quantitative accuracy.

b. Drug means alcohol, including a distilled spirit, wine, a malt beverage, or an
intoxicating liquor; an amphetamine; a cannabinoid'; cocaine; phencyclidine
(PCP); a hallucinogen; methaqualone; an opiate; a barbituarate; a
benzodiazepine; a synthetic narcotic; a designer drug; or a metabolite of any of
the substances listed in this paragraph. An employer may test an individual for
any or all of such drugs.

c. Drug Rehabilitation Program means a service provider, established pursuant
to s. 397.311(33), Florida Statutes, that provides confidential, timely, and
expert identification, assessment, and resolution of employee drug abuse.

d. Drug test or test refer to any chemical, biological, or physical instrumental
analysis administered, by a laboratory certified by the United States
Department of Health and Human Services or licensed by the Agency for
Health Care Administration, for the purpose of determining the presence or
absence of a drug or its metabolites.

! “Drug” is defined herein as defined in Fla. Stat. § 440 102(1)(c). The section 440.102 has not been amended since the
passage of Fla. Stat. § 381.986, the legislature has not expressly provided an exception to the definition of “drug” for
medically prescribed low-THC Cannabis (as defined in section 381.986). “Drug” is therefore interpreted by the Town as
including all cannabinoids, including low-THC Cannabis, However, through section 440.102(1)(1)’s reference to section
893.02 (which defines “cannabis” as excluding low-THC Cannabis), this policy shall treat low-THC Cannabis as a

prescription drug, and all ‘ayoprialc rules aytd ru?:wts shall apply accordingly
£ £ A/,_-‘
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Initial Drug Test means a sensitive, rapid, and reliable procedure to identify
negative and presumptive positive specimens, using an immunoassay
procedure or an equivalent, or a more accurate scientifically accepted method
approved by the United States Food and Drug Administration or the Agency for
Health Care Administration as such more accurate technology becomes
available in a cost-effective form.

Job Applicant means a person who has applied for a mandatory-testing

position. Mandatory testing positions include the following:
e Dock Attendant

Sanitation Truck Operator Trainee

Sanitation Truck Operator |

Sanitation Truck Operator |l

Foreman General Infrastructure

Sanitation Foreman

Grounds Maintenance Foreman

Lead Groundskeeper

Stormwater Infrastructure Foreman

Stormwater Technician |

Stormwater Technician |

Medical Review Officer or MRO means a licensed physician, employed with
or contracted with an employer, who has knowledge of substance abuse
disorders, laboratory testing procedures, and chain of custody collection
procedures; who verifies positive, confirmed test results; and who has the
necessary medical training to interpret and evaluate an employee’s positive
test result in relation to the employee’s medical history or any other relevant
biomedical information.

Prescription or non-prescription medication refer to drugs or medication
obtained pursuant to a prescription as defined by section 893.02?, Florida
Statutes, or a medication that is authorized pursuant to federal or state law for

2 Ag referenced above in subsection (b), defining “drugs” under this Policy, section 893.02 defines “Cannabis” as
excluding “low-THC cannabis”, as long as the low-THC cannabis is manufactured, possessed, sold, purchased, delivered,
distributed, or dispensed in conformance with section 381.986, Florida Statutes. Accordingly, such low-THC cannabis
will be evaluated as a prescription drug, and employees must conform with the requirements of Section 5(f) of this Policy.
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general distribution and use without a prescription in the treatment of human
diseases, ailments, or injuries.

i Reasonable-suspicion drug testing means drug testing based on a belief
that an employee is using or has used drugs in violation of the employer’s
policy drawn from specific objective and articulable facts and reasonable
inferences drawn from those facts in light of experience. Among other things,
such facts and inferences may be based upon:

1. Observable phenomena while at work, such as direct observation of
drug use or the physical symptoms or manifestations of being under
the influence of a drug.

2. Abnormal conduct or erratic behavior while at work or a significant
deterioration in work performance

3. Areport of drug use, provided by a reliable and credible source.

4. Evidence that an individual has tampered with a drug test during his
or her employment with the current employer.

5. Information that an employee has caused, or contributed to an
accident while at work.

6. Evidence that an employee has used, possessed, sold, solicited, or
transferred drugs while working or while on the employer's premises
or while operating the employer's vehicle, machinery, or equipment.

k Mandatory-testing position means a job assignment that requires the
employee to carry a firearm, work closely with an employee who carries a
firearm, perform life-threatening procedures, work with heavy machinery, work
as a safety inspector, work with children, work with detainees in the
correctional system, work with confidential information or documents pertaining
to criminal investigations, work with controlled substances, or a job assignment
that requires an employee security background check, pursuant to section
110.1127, Florida Statutes, or a job assignment in which a momentary lapse in
attention could result in injury or death to another person.

K. Special-risk position means a position that is required to be filled by a person
who is certified under Chapter 633 (Fire Prevention and Control) or Chapter
943 (Department of Law Enforcement), Florida Statutes.

l. Specimen means tissue, hair, or a product of the human body capable of
revealing the presence of drugs or their metabolites, as approved by the United
States Food and Drug Administration or the Agency for Health Care
Administration.
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NOTICE

a. Prior to testing, an employee or job applicant shall receive proper notice in the
form of this Comprehensive Alcohol and Drug Abuse Policy. Additionally, Chapter
59A-24 of the Florida Administrative Code shall be provided upon request.

b. The drugs to be tested for are included in the definition provided above. The
following is a list of over-the-counter and prescription drugs which could alter or
affect a test result:

X.
xi.

Alcohol: all liquid medications containing ethyl alcohol (ethanol). For
example: Vick’s Nyquil is 25% (50 proof) ethyl alcohol, Comtrex is 20% (40
proof), Contact Severe Cold Formula Night Strength is 25% (S0 proof) and
Listerine is 26.9% (54 proof). Check the label of liquid medications for
alcohol content.

ii. Amphetamines: Obetrol, Biphetamine, Desoxyn, Dexedrine, Didrex,

lonamine, Fastin

. Cannabinoids: Marinol

Cocaine: Cocaine HCI topical solution (Roxanne)
Phencyclidine : Not legal by prescription

. Methaqualone: Not legal by prescription
. Opiates: Paregoric, Parepectolin, Donnagel PG, Morphine, Tylenol with

Codeine, Empirin with Codeine, APAP with Codeine, Aspirin with Codeine,
Robitussin AC, Guiatuss AC, NOvahistine DH, Novahistine Expectorant,
Dilaudid (Hydromorphone), M-S Contin and Roxanol (morphine sulfate),
Percodan, Vicodin, Tussi-organidin, etc.

. Barbiturates: Phenobarbital, Tuinal, Amytal, Nembutal, Seconal, Lotusate,

Fiorinal, Fioricet, Esgic, Butisol, Mebaral, Butabarbital, Butalbital, Phrenilin,
Triad, etc.

. Benzodiazepines: Ativan, Azene, Clonpin, Dalmane, Diazepam, Librium,

Xanax, Serax, Tranxene, Valium, Verstran, Halcion, Paxipam, Restoril,
Centrax.

Methadone: Dolphine, Metadose

Propoxyphene: Darvocet, Darvon N, Dolene, etc.

This list is not intended to be all-inclusive.

c. The following are the name, address and telephone number of the Town’s
Employee Assistance Program (EAP) through which substance abuse assessment
and counseling services are available to Town employees. The Town will pay the
cost of such services if the Town's sponsored EAP program is used.
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New Directions Behavioral Health, L.L.C
www.ndbh.com

d. The Town has a collective bargaining agreement, which acknowledges the Town's

Section 4

adherence to Fla. Stat. § 440 and requirements for a drug free workplace policy in
conjunction with workers' compensation rights. For employees whose positions
are covered by the collective bargaining agreement, appeals of disciplinary actions
may be brought forth following the procedures set forth in the collective bargaining
agreement. More specifically: All regular full-time and regular part-time employees
may make an appeal of disciplinary action or other management decision by
addressing the appeal to the Employee Complaint Review Committee (ECRC). In
the event of an appeal of disciplinary action, the employee may request such an
appeal requesting that the ECRC determine the appropriateness of the
recommended disciplinary action. Such request shall be submitted in writing to the
Human Resources Director within five (5) workdays of the disciplinary
recommendation using the prescribed form. The Human Resources Director shall
forward the request to the Town Manager who shall submit the request to the
ECRC to convene the meeting.

WHEN TESTING MAY BE REQUIRED

The Town may require an employee to submit to tests for the presence of drugs after
proper notice, under any of the following circumstances:

a.

As part of the initial screening process for job applicants applying for special-
risk or mandatory-testing positions, as defined above.

Whenever an employee's job classification is changed such that the new job
classification is a special-risk or mandatory-testing position, as defined above.

Whenever Reasonable-Suspicion Drug Testing is warranted, as defined above.

As part of routine fitness for duty drug testing for employees in special-risk or
mandatory-testing positions.

Information that an employee has caused, or contributed to, an accident while
at work.

Union
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The following job positions require a current commercial drivers’ license and are

subject to routine fitness for duty drug testing every two years:
e Foreman General Infrastructure

Sanitation Foreman

Vehicle Maintenance Foreman

Sanitation Truck Operator Trainee

Sanitation Truck Operator |

Sanitation Truck Operator ||

Maintenance Worker

Facilities Maintenance Worker I

Stormwater Infrastructure Foreman

Stormwater Technician |

Stormwater Technician Il

For follow-up drug testing, if the employee in the course of employment enters an employee
assistance program for drug-related problems, or a drug rehabilitation program, the
employee is required to submit to a drug test as follow-up to such program, unless the
employee voluntarily entered the program. In those cases, the Town has the option to not
require follow-up testing. If follow-up testing is required, it must be conducted at least once a
year for a two year period after completion of the program. Advance notice of a follow-up
testing date must not be given to the employee to be tested.

Section 5 DRUG USE PROHIBITIONS FOR ALL EMPLOYEES
Though mandatory testing may only be conducted under the circumstances listed and
described above, the following conduct is prohibited for all employees pursuant to the
Town's effort to provide a safe, healthy, drug-free workplace and promote a drug-free
community:
(a) All employees are prohibited from manufacturing, distributing, dispensing,
possessing, using or being impaired, intoxicated or under the influence of drugs
(as defined in the policy) while on duty, operating a Town vehicle or equipment or
on Town property including parking areas or while otherwise performing Town
duties away from the Town.

An employee who is perceived to be under the influence of drugs will be removed
immediately from the workplace and may be evaluated by medical personnel, if
reasonably available. The Town will take further action based on medical
information, work history and other relevant factors and will conduct the
appropriate drug test if reasonable suspicion is found. The determination of what
action is appropriate in each case rests solely with the Town.

(b

-~

1/ / Sl N\
Union ///, = 'I‘nwn\!*lw-% %(\\
Date é Jé'£/¢ Date v c}"- k :} 4""3' v




s <1

(c) Employees arrested for an alcohol or drug related incident shall immediately notify
their supervisor or Department Director who shall immediately notify the Human
Resources Director.

For the purpose of this policy, an employee is presumed to be impaired by drugs if
the results of a urine test or any other accepted testing procedure is positive for
the presence of one or more of the illegal substances for which the Town will test.

(d
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The proper use of medication prescribed by your physician is not prohibited;
however, this policy expressly prohibits the misuse of prescribed medications. An
employee who is using prescription medication while on the job shall do so in strict
accordance with medical directions. It is the employee’s responsibility to notify the
prescribing physician of the duties required or performed to ensure that the
physician approves the use of the prescription medication while the employee is
performing their job duties. Prescription drugs may also affect the safety of the
employee, fellow employees or members of the public. Therefore, any employee
who is taking any prescription drug which might impair safety, performance or any
motor functions must advise histher supervisor before reporting to work under
such medication. Failure to do so may result in disciplinary action. If the Town
determines that such use does not pose a safety risk, the employee will be
permitted to work, If such use impairs the employee's ability to safely or effectively
perform his or her job the Town may, at its sole discretion, temporarily reassign
the employee or grant a leave of absence during the period of treatment. improper
use of prescription drugs is prohibited and may result in disciplinary action, up to
and including termination of employment. Prescription medication must be kept in
its original container if such medication is taken during working hours or on Town
property.

(e

-~

@ It shall be the responsibility of each employee who observes or has knowledge of
another employee in a condition which impairs the employee to perform his/her job
duties, or who presents a hazard to the safety and welfare of others or is otherwise
in violation of this policy, to promptly report that fact to his/her immediate
supervisor.

Section 6 TESTING PROCEDURES AND EMPLOYEE PROTECTION
The following procedure will be used for testing in accordance with this Policy and
Chapter 440:

A A sample shall be collected with due regard to the privacy of the individual
providing the sample, and in a manner reasonably calculated to prevent
substitution or contamination of the sample.
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Union /@Z/ W ann_:M_DN___

Date & i é '3/7L Date ‘f",{i‘l’ 7""”




e

B. Specimen collection must be documented and the documentation procedures
shall include: (1) labeling specimen containers so as to reasonably preclude
the likelihood of erroneous identification of test results; and (2) a form for the
employee or job applicant to provide any information he or she considers
relevant to the test, including identification of currently or recently used
prescription or nonprescription medication or other relevant medical
information. The form must provide notice of the most common medications by
brand name or common name, as applicable, as well as by chemical name,
which may alter or affect a drug test. The providing of information shall not
preclude the administration of the drug test but shall be taken into account in
interpreting any positive confirmed test result.

C. Specimen collection, storage, and transportation to testing site shall be
performed in a manner that reasonably precludes contamination or adulteration
of specimens.

D. Each confirmation test conducted shall be conducted by a licensed or certified
laboratory pursuant to Chapter 440.

E. A specimen may be taken or collected by: a physician, a physician assistant, a
registered professional nurse, a licensed practical nurse, or a nurse
practitioner, or a certified paramedic who is present at the scene of an accident
for the purpose of rendering emergency medical service or treatment; or a
qualified person employed by a licensed or certified laboratory as outlined in
Chapter 440.

F. The person who collects or takes a specimen shall collect an amount sufficient
for two drug tests as determined by the Agency for Health Care Administration.

G. Every specimen that produces a positive, confirmed test result shall be
preserved by the licensed or certified laboratory that conducted the
confirmation test for a period of at least 210 days after the result of the test was
mailed or otherwise delivered to the medical review officer. However, if an
employee or job applicant undertakes an administrative or legal challenge to
the test result, the employee or job applicant shall notify the laboratory and the
sample shall be retained by the laboratory until the case or administrative
appeal is settled. During the 180 day period after written notification of a
positive test result, the employee or job applicant who has provided the
specimen shall be permitted by the employer to have a portion of the specimen
retested, at the employee’s or job applicant's expense, at another laboratory,
licensed and approved by the Agency for Health Care Administration, chosen
by the employee or job applicant. The second laboratory must test at equal or
greater sensitivity for the drug in question as the first laboratory. The first
laboratory that performed the test for the employer is responsible for the
transfer of the portion of the specimen to be tested and for the integrity of the
chain of custody during such transfer.
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H. Within 5 working days after receipt of a positive confirmed test result from the
medical review officer, the Town shall inform an employee or job applicant in
writing of such positive test result, the consequences of such resuits, and the
options available to the employee or job applicant. The Town shall provide the
employee or job applicant a copy of the test results upon request.

l. Within 5 working days after receiving notice of a positive confirmed test result,
an employee or job applicant may submit information to the Town explaining or
contesting the test result, and explaining why the result does not constitute a
violation of the employer’s policy.

J: If the employee’s or job applicant's explanation or challenge of the positive test
result is unsatisfactory to the Town, a written explanation as to why the
employee's or job applicant's explanation is unsatisfactory, along with the
report of positive result, shall be provided by the Town to the employee or job
applicant; and all such documentation shall be kept confidential by the Town
pursuant to Chapter 440 and shall be retained by the Town for at least 1 year.

K. The Town may not discharge, discipline, refuse to hire, discriminate against, or
request or require rehabilitation of an employee or job applicant on the sole
basis of a positive test result that has not been verified by a confirmation test
and by a medical review officer.

L. The Town shall use chain-of-custody procedures established by the Agency for
Health Care Administration to ensure proper recordkeeping, handling, labeling,
and identification of all specimens tested.

M.  The Town shall pay the cost of all drug tests, initial and confirmation, which the
employer requires of employees. An employee or job applicant shall pay the
costs of any additional drug tests not required by the Town.

N. The Town shall not discharge, discipline, or discriminate against an employee
solely upon the employee’s voluntarily seeking treatment, while under the
employ of the Town, for a drug-related problem if the employee has not
previously tested positive for drug use, entered an employee assistance
program for drug-related problems, or entered a drug rehabilitation program.
Unless otherwise provided by a collective bargaining agreement, the Town
may select the employee assistance program or drug rehabilitation program if
the Town pays the cost of the employee’s participation in the program.

0. If drug testing is conducted based on reasonable suspicion, the Town shall
promptly detail in writing the circumstances which formed the basis of the
determination that reasonable suspicion existed to warrant the testing. A copy
of this documentation shall be given to the employee upon request and the
original documentation shall be kept confidential by the Town pursuant to
subsection (8) of Section 440.102, and shall be retained by the employer for at
least 1 year.
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All authorized remedial treatment, care, and attendance provided by a health
care provider to an injured employee before medical and indemnity benefits are
denied under this section must be paid for by the carrier or self-insurer.
However, the carrier or self-insurer must have given reasonable notice to all
affected health care providers that payment for treatment, care, and
attendance provided to the employee after a future date certain will be denied.
A health care provider, as defined in s. 440.13(1)(g), that refuses, without good
cause, to continue treatment, care, and attendance before the provider
receives notice of benefit denial commits a misdemeanor of the second
degree, punishable as provided in s. 775.082 or s. 775.083.

Confirmation Testing

If an initial drug test is negative, the Town may in its sole discretion seek a
confirmation test.

Only licensed or certified laboratories may conduct confirmation drug tests.

All positive initial tests shall be confirmed using gas chromatography/mass
spectrometry (GC/MS) or an equivalent or more accurate scientifically
accepted method approved by the Agency for Health Care Administration or
the United States Food and Drug Administration as such technology becomes
available in a cost-effective form.

If an initial drug test of an employee or job applicant is confirmed as positive,
the Town’s medical review officer shall provide technical assistance to the
employer and to the employee or job applicant for the purpose of interpreting
the test result to determine whether the result could have been caused by
prescription or nonprescription medication taken by the employee or job
applicant.

TOWN PROTECTION

An employee or job applicant whose drug test result is confirmed as positive in
accordance with this section shall not, by virtue of the result alone, be deemed
to have a “handicap” or “disability" as defined under federal, state, or local
handicap and disability discrimination laws.

No physician-patient relationship is created between an employee or job
applicant and the Town or any person performing or evaluating a drug test,
solely by the establishment, implementation, or administration of a drug-testing
program.

If an employee or job applicant refuses to submit to a drug test, the Town is not
barred from discharging or disciplining the employee or from refusing to hire
the job applicant. However, this paragraph does not abrogate the rights and
remedies of the employee or applicant as otherwise provided in Section
440.102.
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Section 8 CONFIDENTIALITY PURSUANT TO SUBSECTION (8) OF SECTION

440.102, FLORIDA STATUTES

d. Except as otherwise provided in this subsection, all information, interviews,
reports, statements, memoranda, and drug test results, written or otherwise,
received or produced as a result of a drug-testing program are confidential and
exempt from the provisions of s. 119.07(1) and s. 24(a), Art. | of the State
Constitution, and may not be used or received in evidence, obtained in discovery,
or disclosed in any public or private proceedings, except in accordance with this
section or in determining compensability under this chapter.

e. The Town laboratories, medical review officers, employee assistance programs,
drug rehabilitation programs, and their agents may not release any information
concerning drug test results obtained pursuant to this section without a written
consent form signed voluntarily by the person tested, unless such release is
compelled by an administrative law judge, a hearing officer, or a court of
competent jurisdiction pursuant to an appeal taken under this section or is deemed
appropriate by a professional or occupational licensing board in a related
disciplinary proceeding. The consent form must contain, at a minimum:

1. The name of the person who is authorized to obtain the
information.

2. The purpose of the disclosure.

3. The precise information to be disclosed.

4. The duration of the consent.

5. The signature of the person authorizing release of the
information.

f  Information on drug test results shall not be used in any criminal proceeding
against the employee or job applicant. Information released contrary to this section
is inadmissible as evidence in any such criminal proceeding.

g. This subsection does not prohibit the Town, an agent of the Town, or laboratory
conducting a drug test from having access to employee drug test information or
using such information when consulting with legal counsel in connection with
actions brought under or related to this section or when the information is relevant
to its defense in a civil or administrative matter.

h. In accordance with Attorney General Opinion 2013-19, drug test results obtained
by the Town pursuant to this drug-testing program are not subject to inspection or
copying pursuant to a request under Chapter 119, Florida Statutes, Florida's
Public Records Law.
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Section 9 DRUG TESTING STANDARDS FOR LABORATORIES

The Town will follow the Drug-Testing Standards for Laboratories as outlined in
subsection (9) of Section 440.102, Florida Statutes. Also see the drug-testing
standards included in Chapter 59A-24 of the Florida Administrative Code, which will
be provided upon request.

Section 10 EMPLOYEES TESTING POSITIVE FOR DRUG USE

i. If an employee in a mandatory-testing position enters an employee assistance
program or drug rehabilitation program, the Town must assign the employee to a
position other than a mandatory-testing position or, if such position is not available,
place the employee on leave while the employee is participating in the program.
However, the employee shall be permitted to use any accumulated annual leave
credits before leave may be ordered without pay.

j. An employee in a special-risk position may be discharged or disciplined by the
Town for the first positive confirmed test result if the drug confirmed is an illicit
drug under s. 893.03. A special-risk employee who is participating in an employee
assistance program or drug rehabilitation program may not be allowed to continue
to work in any special-risk or mandatory-testing position of the Town, but may be
assigned to a position other than a mandatory-testing position or placed on leave
while the employee is participating in the program. However, the employee shall
be permitted to use any accumulated annual leave credits before leave may be
ordered without pay.

Section 11 ARREST OR CONVICTION FOR DRUG-RELATED CRIME

A. If an employee is arrested for or convicted of a drug-related crime, the
Town will investigate the circumstances and direct the implementation of drug-
testing procedures if cause is established by the investigator. In most cases, an
arrest for a drug-related crime constitutes reasonable suspicion of drug use
under this policy. The following procedures will apply:

1. During investigation, an employee may, at the Town's discretion, be
placed on leave without pay. After the investigation is completed, the
leave may be converted to a suspension without pay or other
disciplinary action, or the employee may be reinstated depending upon
the facts and circumstances.

2. If convicted of a drug-related crime, an employee will be terminated from
employment.
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3. If an employee has been suspended and the case has been dismissed
or otherwise disposed of, the Town will make a determination as to
whether to authorize the employee's return to work based on its
investigation. If the employee is authorized to return to work, the
employee must agree in writing to unannounced, periodic testing for a
period of up to two (2) years.

4, Because of the seriousness of such situations, the Town reserves the
right to alter or change its policy or decision on a given situation
depending upon its investigation and the totality of the circumstances.

As a condition of continued employment, an employee shall notify the Town of
any criminal drug statute arrest or conviction immediately or by the beginning
of the next business day.

Section 12 DENIAL OF BENEFITS

Section 13

The Town shall deny an employee medical or indemnity benefits under Chapter 440
for a violation of the Drug-Free workplace program implemented by the Town.

A

INVESTIGATIONS/SEARCHES

Where the Town has reasonable suspicion that an employee has violated the
substance abuse policy, the Town may inspect vehicles, lockers, work areas,
desks, purses, briefcases, tool boxes and other locations or belongings on the
Town's premises without prior notice, in order to ensure a work environment
free of prohibited substances. An employee may be asked to be present and
remove a personal lock. Where the employee is not present or refuses

to remove a personal lock, the Town may do so for him or her, and
compensate the employee for the lock. Any such searches will be coordinated
with a representative of management.

Individuals may be requested to display personal property for visual
inspection upon Town request. Failure to consent to a search or display
personal property for visual inspection will be grounds for discharge or denial
of access to Town premises.

Individuals may be required to empty their pockets, but under no
circumstances will an employee be required to remove articles of clothing or be

physically searched.

Union
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D. Employees will be subject to discipline, up to and including termination of
employment for refusing to cooperate with searches or investigations.

Section 14. The Town agrees to reimburse employees for any costs not covered by Town
insurance for required physical examinations.
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Federation of Public Employees O

A Division of Mational Federstion of Public and Private Employees (AFL-CIO)

An Affiliate of District [ - MEBA (AFL-CIO)

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

Phane: (954) 797-7575 ~ Fax: (954) 797-2922 -EXHIBIT A

0 Application for Membership or
0 Notice of New Employment

Employer Recruited by, Hire Date

1 beseby apply for The Fed of Public Emgl ivlaion of the Nulboas! Fedssation of Fublic and Privile Erspliyes [AFL-CIO), an aMfikinus of Disiet |
~ MEBA (AFL-CIO). momtwummhnmmynumuummarmwmmummmluutmremmwhlhw
soceptaree £ & member,

Fuither, 1 dha ot bel eadam b nl‘.mﬁmwmmﬂpmmmwbmhmmlhmuworMWSuumh
rgwuwmmlummmum.lmwmhwmhmhmnammm

[ urther designato the beneficiary identificd below for purposes of any and all unfon sponsared benefits unfess otherwise designated on a separste form specific lo thel
benafit:

(Please Print or Type)
Name (print) Home Ph. Cell Ph.
Last Pirst Middle wreacode  number areacode  number
Birth date: Soc. Security #: Employee #
Job Classification: Marital Status: O male [0 female
Address:
Street ApLH City State Zip Code
E-Mail Address
Previous Membership: Date Withdrawn:
Your Sig e Dete Signed:
Closest Living Relative: . Relationship:
Beneficiary: Relationship:
Please circle your shirtsize: 8 M L XL XXL XXXL
Authorization to Deduct
o (My Emplayen)

1 bereby warign to e Federatian of Public Enizioyees, a division of the Natonsl Poderstion of Publie asd Private Emplayees (AFL-CIO). an affiliate of District | — MEBA (AFL-
(€], frenms sny wages earmed of b0 be samed by ma s your employes, my periodic ducs & such siants 13 e now or herealler establighed by the Federation and become due to
03 mmy rrzenbenybip dues in sald Federminn.

—_ P shall sy Vi s ity (301 days wriien natifieation to my epliyers nd (he Federalisn,

s, contribadicns or gift o the Foderation of Ghe Public Employees, & division af the Nrfossl Federstion of Public and Privite Empiayees (AEL-CIO), en aMlinte of District 1-
MEHA [AFLCI0), are not deductiblz eharitable contributions far Federal Incoma Tax parposes, Dues paid 1o the Fedenation of Poblic Employess, o division of the Hatfonal
del‘ﬂll_uulmﬂhi-m Employees (AFL-CLOY an affilate of Districe | -mﬁ(Mﬁlmmr.mrwkummmmmthm in

1o various impoied by the lrsernal Revceue Code
Department/Location: Name (print):
Work and/or Cell #: Name (signature)
Soc. Security #: Today's Date:

PUB.revised 021472011

For Offico Use Only

Date Approved by DIC: Date Approved by M ip p ive's Signature:
Union Town
Date Date




EXHIBIT B
GRIEVANCE FORM & PUBLIC RECORDS REQUEST CHAPTER 119

FEDERATION OF PUBLIC EMPLOYEES g Kigey
A division of the Nationg! Federation of Public & Private Employees -
Affiltared with District 1-MEBA (AFL-CI0)

1700 N.W. 66* Avenne * Suite 100-8. Plantation, Flarida 33313

Office (954) 797-7575 Fax (954) 797-2922
Employer Employer Phone Grievance Date
Member's Name Location/Dept Classiftcation
Member's Address Phone:
ImmedIate Supervisor's Name Phone:

2. Specify the Article’s of the Agreement which Is/are viofated:

3. What Is the remedy and/or rellef sought?

Piease allow this letter 1o serve as the Federatlon's formal request pursuant to Florida Statues 118 & 447 as follows:

[ Al documents relled on in imposing disclpline [ Wilness statements
[J Employee evaluations; disclpline [ Job descriptlons for grievant

= [J All time cards for the last__ months [ Personne! fila (see attached release)
[] All memorandea/emalls, video tapes, cd-roms, floppy disks [ Other:

pertaining to the above-listed

| hereby authorize the Federation of Public Employses to act for ma in the disposilion and settling of 1his grievance.
Employee Signature

Date:

Date, Steward's Signalure

Date Rep Mative's Slgnature

=

Union Town

Date Date
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PREAMBLE

This Collective Bargaining Agreement, hereinafter referred to as the “Agreement’, is entered
into by and between the Town of Lake Park, hereinafter referred to as the "Employer" or
"Town", and the Federation of Public Employees, Division of the National Federation of
Public and Private Employees (AFL-CIO), hereinafter referred to as the "Union”.



ARTICLE |
RECOGNITION

The Town recognizes the Federation of Public Employees, A Division of the National
Federation of Public and Private Employees (AFL-CIO) as the exclusive bargaining agent for
all regular full-time and regular part-time operational services employees in the Town of Lake
Park in the following positions:

Operations Technician |, Foreman General Infrastructure, Sanitation Foreman,
Grounds Maintenance Foreman, Custodian, Mechanic | and II, Facilities
Mechanic | and |Il, Facilities Maintenance Worker I, |l and Ill, Grounds
Maintenance Worker Il, Equipment Operator I, I, and Ill, Maintenance Worker I,
[l and I, Irrigation Technician | and Il, Traffic Maintenance Technician | and Il, Storm
Water Technician | and Il, Grounds Maintenance Crew Leader, Vehicle Maintenance Foreman,
and Dock Attendant. Specifically excluded are all other employees of the Town of Lake Park.

Employees in the certified bargaining unit description under Public Employment Relations
Commission (PERC) Certification No. 1504 and as amended on December 21, 2012 are the
recognized bargaining unit, plus the following new positions: Groundskeeper, Lead
Groundskeeper, Irrigation Technician, Maintenance Worker, Mechanic, Sanitation Truck
Operator |, Sanitation Truck Operator Il, Stormwater Infrastructure Foreman, Stormwater
Technician, Marina Maintenance Worker, and Sanitation Truck Operator Trainee.

Both parties agree in the future to a UC petition to PERC.



ARTICLE 2
NON-DISCRIMINATION

Section 1. All references in this Agreement to employees of the male gender are used for
convenience only, and shall be construed to include both male and female employees.

Section 2. Neither the Union, its representatives or members, nor the Town, or its
representatives will intimidate or coerce any employee or discriminate against any employee
by reason of his membership or non-membership in any union.

Section 3. Neither the Union, its representatives or members, nor the Town or its
representatives shall discriminate against any employee regardless of race, color, religion,
national origin, sex, age, disability, familial status, marital status, sexual orientation or gender
identity or expression.

Section 4. The Town and the Union agree that the provisions of this Agreement shall apply
to all bargaining unit employees, without regard to race, color, religion, national origin, sex,
age, disability, familial status, marital status, sexual orientation or gender identity or
expression, genetic information, pregnancy, military status, veteran status, or any other
protected category, status, or activity under federal, state, or local law.



ARTICLE 3
DUES DEDUCTION

Section 1. Upon receipt of a lawfully executed written authorization form from a bargaining
unit employee, the Town agrees to deduct the current regular Union dues from the
employee's pay once each pay period and remit such deductions along with each members
first, middle and last name, amount of deduction, and the date of deduction to the Union
office within fifteen (15) working days from the date of deduction. The Union will notify the
Town in writing, thirty (30) days prior to any change in its regular dues structure. The
Employer is expressly prohibited from any involvement in the collection of fines, penalties or
special assessments and shall not honor any request of this nature other than for union
dues and uniform Union assessment except for garnishment in accordance with state law.

Section 2. Any member who wishes to cancel membership in the Federation will be required
to submit a notice, in writing, to the Federation with a copy to the employer, thirty (30)
days in advance, authorizing cancellation of their membership/dues deduction.

Section 3. The Union shall provide the necessary Dues Deduction Authorization Form for its
members, a copy of which is attached hereto as Exhibit "A".

Section 4. The Employer will provide to the Union at the Union's office, on an annual
basis and as changes, modifications or adjustments, occur, a roster of all employees of this
bargaining unit to include first name, middle initial, last name, 1.D. #, job pay grade, date of
hire, home address, home telephone number, and work location.

Section 5. The Union shall indemnify and hold the Town harmless against any claim
made against the Town by any employee concerning any dispute over the deduction of
Union dues.

Section 6. Union deductions including any amounts to the Federal Voluntary Political Action
and/or Scholarship Fund shall be made in accordance with forms provided by the Federation
and executed and authorized by the employee authorizing said deductions. Such deductions
shall be transmitted to The Federation within thirty (30) days after the deductions have been
made. The Town agrees to provide such payroll type codes as are necessary to comply with
these provisions. The Federation shall hold the Town harmless against any and all suits,
claims, demands and liabilities which arise out of or by reason of any action taken by Town
to comply or attempt to comply with the provisions of this section.



ARTICLE 4
UNION BUSINESS

Section 1. The Union may designate two (2) members of the bargaining unit as a Union
representative, and (2) members of the bargaining unit as an alternative representative who
will be permitted to act as the Union representative in the absence of the designated Union
representative, such designation to be in effect during the term of this Agreement. The Union
shall advise the Town, in writing, of the names of its bargaining unit representative and
alternate at the time the Agreement is executed and within thirty (30) days of the date any
changes are made.

Section 2. One bargaining unit representative or alternate, in the absence of the Union
representatives, will be allowed up to one (1) hour without loss of pay to discuss a grievance,
after obtaining permission from the representative's (or alternative's) supervisor. Such
permission shall not be unreasonably withheld, but will not be granted if:

(@) Absence of the employee would jeopardize Town operations,
(b)  Absence of the employee would resuit in overtime,

(c)  Absence of the employee would result in the total time off for Union work by all
employees in the bargaining unit being more than an aggregate of four (4)
hours in any calendar month.

Section 3. Any member of the Board of Directors of the Union attending State and
National functions of the Union will attend such functions after providing appropriate notice
using accrued leave time, due compensatory time, or, if approved, leave without pay.

Section 4. The Union, its members, agents, representative or any person acting on its
behalf are hereby prohibited from:

(a) Soliciting public employees during working hours of any employee who is involved
in the solicitation.

(b) Distributing literature during working hours in areas where the actual work of
public employees is performed, such as offices, warehouses, the Lake Park
Harbor Marina and any similar public installations. This section shall not
be construed to prohibit the distribution of literature during the employee's lunch
hour or in such areas not specifically devoted to the performance of the
employee's official duties.



ARTICLE 5
BULLETIN BOARD

Section 1. The Town shall furnish space for a bulletin board in the department for the
exclusive use of the Union in connection with Union business.

Section 2. Material that is defamatory, scurrilous, untruthful, promotes actions that violate
the law, Town Ordinances or written policies, or this Agreement, may be removed by the
Town. The Town shall notify the Union steward whenever any material is removed from the
bulletin board pursuant to this section.

Section 3. Any notice placed on the bulletin board shall bear on its face the name of the
person responsible for placing such notice or item on the board, and the date of posting.



ARTICLE 6
PROHIBITION OF STRIKES

Section 1. Strike definition: "Strike" means the concerted failure to report for duty, the
concerted absence of employees from their positions, the concerted stoppage of
work, the concerted submission of resignations, the concerted abstinence in whole or
in part of any group of employees from the full and faithful performance of their-duties of
employment with the Town, the Employer, for the purpose of inducing, influencing,
condoning or coercing a change in the terms and conditions of employment of the rights,
privileges, or obligations of their employment or in a deliberate and concerted course
of conduct which adversely affects the services of the employer, the concerted failure
to report for work after the expiration of a collecting bargaining agreement and picketing in
furtherance of a work stoppage.

Section 2. The Union agrees not to engage in a strike as defined in Section 1 of this article.

Section 3. Any employee who participates in, or promotes a strike, as defined above, shall
be subject to discipline up and to and including discharge. Such disciplinary action by the
Town Administration shall not be subject to the grievance procedure.

Section 4. In the event of a strike, as defined presently in the Public Employee Relations
Act, Section 447.203(6), with the cooperation of the Town Administration, the
local representative of the Union shall promptly and publicly disavow such strike or work
stoppage and order the employees to return to work and attempt to bring about prompt
resumption of normal operations. An authorized Union representative shall notify the
Town within twenty-four (24) hours after the commencement of such strike, what
measure it has taken to comply with the provision or the provisions of this Article.

Section 5. Failure to abide by the terms set forth in this Article shall permit either party to
seek recourse in accordance with Florida Statutes Chapter 447.501, Part |l (as interpreted by
the Public Employees Relations Commission).

Section 8. The Town shall not lock out employees. Lock out is defined as the withholding of
employment by the Town from its employees for the purpose of either resisting their
demands or gaining a concession from them.
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ARTICLE 7
MANAGEMENT RIGHTS

Section 1. The Union recognizes the prerogatives of the Town to operate and manage its
affairs in all respects; and the powers of authority, which the Town has not officially abridged,
delegated or modified by this Agreement, are retained by the Town. Management officials of
the Town retain the rights, in accordance with applicable laws, regulations and provisions of
the Handbook of Procedures and Policies for Employees of the Town of Lake Park,
hereinafter referred to as the “Employee Handbook”, not in conflict with this Agreement,
including but not limited to the following:

(a) To manage and direct the employees of the Town.

(b) To hire, promote, transfer, schedule, assign and retain employees in positions with
the Town.

(c) To suspend, demote, discharge or take other disciplinary action against employees
for cause.

(d) To relieve employees from duties because of lack of work, funds or other legitimate
reasons.

(e) To maintain the efficiency of the operations of the Town.

() To determine the methods, means and personnel by which such operations are to be
conducted, including the right to contract and subcontract existing and future work.

(g) To determine the organization to Town Government.
(h) To determine the number of employees to be employed by the Town.

() To determine the number, types and grades of positions of employees assigned to an
organization unit, department or project.

() To determine internal security practices.
(k) To determine matters included in Employee Handbook and Administrative Policies.

Section 2. The Town Commission has the sole authority to determine the purpose and
mission of the Town and the amount of budget to be adopted.

Section 3. If it is determined that a civil emergency and conditions exist, including but not
limited to riots, civil disorders, hurricane conditions, similar catastrophes or exigencies, the
provisions of this Agreement may be suspended by the Town Manager or his designee during
the period of the declared emergency, provided that pay and other compensation shall not be
suspended.
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Section 4. It is understood by the parties that every incidental duty connected with operations
enumerated in job descriptions, is not always specifically described, and employees, at the
discretion of management, may be required to perform other job related duties not
specifically contained in their job description.

Section 5. Delivery of Town services in the most efficient, effective and courteous manner is
of paramount importance to the Town of Lake Park. Accordingly, Union agrees that it will
instruct its members to work diligently in order that the services performed meet the above
standards.

Section 6. Those inherent managerial functions, prerogatives and policy making rights which
the Town has not expressly modified or restricted by a specific provision of this Agreement,
are not in any way directly, or indirectly, subject to the grievance or arbitration procedures
contained herein.
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ARTICLE 8
GRIEVANCE AND ARBITRATION

Section 1. A grievance, as used in this Agreement, is limited to a complaint or request of a
bargaining unit member of the Union which involves the interpretation of, application of, or
compliance with the provisions of this Agreement or the rules and regulations of the Town. A
grievance shall be processed in the following manner:

Step 1 (Informal Meeting) Within five (5) working days of the occurrence of any event,
giving rise to a grievance or the affected parties first knowledge of an event that is
basis for a grievance, a shop steward and the grievant employee, of the Union will
first discuss any grievance informally at Step 1 meeting with his immediate supervisor
and seek resolution. If the grievant is a supervisor, the grievance shall be submitted
directly at Step 2.

Step 2 If the grieving employee or the Union is not satisfied with the response at Step
1, the employee or the Union shall, within ten (10) working days of the conclusion of
the Step | informal meeting, file a written grievance signed by the grievant and the
Union with the office of the Department Director on the form attached to this
Agreement as Exhibit "B". The Department Director, or in his absence the Department
Director's designee, shall meet with the Employee, Shop Steward and/or the Union
Business Representative within ten (10) working days of receipt of the written
grievance. The Department Director will render a decision in writing within five (5)
working days from the Step 2 grievance meeting.

Step 3 Within ten (10) working days from the time that the Union receives, at the
Union office, the Department Director's Step 2 written decision, and if the aggrieved
party is not satisfied with the action taken by the Department Director, then the Union
shall give notification to file Step 3 grievance with the Town Manager.

The Town Manager or his designee shall convene the Step 3 grievance meeting
within ten (10) working days of notification by the Union of its intent to move to Step 3.
The Town Manager, or designee, will render a decision in writing within ten (10)
working days after the Step 3 meeting.

Step 4 |If the grievance is not resolved at Step 3, the Union may file a written
request for arbitration with the Federal Mediation and Conciliation Service
(FMCS) within thirty (30) working days from receipt of Step 3 answer at the Union

office.
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Section 2. Failure of the Town to respond to a grievance within the time periods set forth in
this Article 8 shall result in automatic advancement of the grievance to the next step.
Failure of the employee or the Union to comply with the time periods set forth in
Article 8 shall result in the grievance being abandoned. However, the parties may
mutually agree in writing to extend the time periods herein.

Section 3. When a grievance applies to two or more employees or a discharged employee it
shall be presented in writing directly at Step 3 of the Grievance Procedure, within the
time limits provided for the submission of a grievance at Step 2 from receipt at the Union
Office and shall be signed by the employee (in the case of a discharge only) and the Shop
Steward or Union Business Representative on their behalf.

Section 4. All discharge grievances and any other grievances mutually agreed upon for
expedited processing, must be confirmed in writing by the Employer and Union and then
shall be arbitrated on an expedited basis. To accomplish this goal, the Town and the
Union shall confer and select an arbitrator within seven (7) working days after receiving
the FMCS panel. The parties further agree that the arbitrator may be notified
telephonically of his selection and that the time periods for expedited arbitration set forth
herein shall be communicated to the arbitrator at the time he or she is notified of his
selection.

Section 5. The cost of the arbitrator's fee and the arbitrator's expenses shall be borne
equally by the parties. Each party shall bear its own costs for all other expenses they incur.

Section 6. The Union reserves the right not to represent employees who are not members of the
Union.

Section 7. In the event that either party claims that a dispute is non-arbitrable, the arbitrator
shall rule on that issue and if that is determined to be arbitrable, shall rule on the merits of

the grievance.
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ARTICLE 9
DOCUMENTS

Section 1. The Town agrees that an employee shall be given a copy of all material
placed in the person's individual file and shall have the right to include written refutation
(including witness statements) of any material considered by the employee to be detrimental.

Section 2. The Town agrees that an employee shall have the right to inspect his official
personnel record and shall have the right to make copies of this record for his use at no

cost to the employee.
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ARTICLE 10
PROMOTIONAL POLICIES

Section 1. The Town will post written announcements of promotional opportunities at least
ten (10) working days prior to the closing date for applications. Applications submitted after
the closing date shall not be considered.

Section 2. When employees are competing for a promotional vacancy, the employee's
seniority and qualifications shall be considered, with qualifications being the deciding factor
in filling said vacancy. If qualifications are equal among competing employees, seniority will
be the basis of selection. For purposes of this article, qualifications will be defined as the
employee's ability to efficiently and effectively assume the responsibilities and duties of a
given position.

Section 3. An employee filing a promotional vacancy shall serve a probationary period of
180 days. If during the trial period the employee cannot satisfactorily perform the duties of
the position, the employee shall be returned to his former status with no loss of seniority.

Section 4. If an employee is promoted to a higher pay grade within the bargaining unit, he
shall be entitled to a pay increase equal to either the entry level pay or a five percent (5%)
increase from their then current salary, whichever is greater.
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ARTICLE 11
PROBATIONARY PERIOD

New employees will be classified as probationary employees for the first six (6) months of
continuous employment, during which time such employees may be laid off or
discharged and will have no right to grieve or appeal their discharge. The Town agrees
that employees who are laid off or discharged during their probationary period shall have the
right to discuss their discharge with their immediate supervisor and the Department

Director.
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ARTICLE 12
SENIORITY AND LAY-OFF

Section 1. For the purpose of this Agreement, seniority shall be defined as the total
length of a regular full-time employee's and a regular part-time employee’s continuous
service within the bargaining unit recognized by this Agreement. Regular part-time
employees shall accrue seniority on a pro-rated basis, based on the number of hours worked
(except as provided below). Seniority shall continue to accrue during all types of paid leave
approved by the Town, and for the first three (3) months of all other leave approved
by the Town. An employee shall lose all seniority only upon any of the following:

(a) resignation;
(b) discharge;
(c) lay off for a period of more than twenty-four (24) months;

(d) retirement;

(e) the expiration of an approved leave of absence of more than one (1) year, if the
employee does not return to work;

Section 2. Newly hired probationary employees shall accrue no seniority until they become
regular full-time employees, whereupon their seniority will date from the first date of
continuous employment.

Section 3. The Town shall establish a seniority list for bargaining unit employees, post the
seniority list and provide a copy to the Union Business Representative mailed or facsimiled
to the Union office annually and as changes, modifications or adjustments occur or at the
same time that any lay-off is announced.

Section 4. The Town Manager shall determine the classification and number of employees
to be laid off. When the lay-off occurs, employees shall be laid off in the inverse order of
their seniority within the bargaining unit at the time of the lay-off.

In the event of a lay-off, the Town will notify the affected employees and the Union in
writing at least thirty days prior to the effective date of the lay-off. If thirty days’ notice is not
provided, then the Town will pay the employees the difference between 30 calendar days
and the date of notice.
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If a lay-off takes place, employees displaced by the lay-off may exercise their seniority to
bump a less senior employee into a job for which they are most qualified within the
bargaining unit based upon documentation of their qualifications.

In the event that two (2) or more employees affected by this lay-off have the same
amount of seniority, the more qualified employee within the bargaining unit
(based upon documentation of their qualifications) shall be retained.

Section 5. Recall from Lay-off. Employees in lay-off status will retain recall rights for one
year. Recall notice will be made by certified mail to the last address on the employee's
records. It shall be the employee's obligation to provide a current address to the Town.
Recalled employees must notify the Town of their acceptance of recall within five days of
receipt of the recall notice

Section 6. Vacation Leave. Vacation scheduling conflicts shall be resolved on the basis of
seniority, if notice has been given to the Town of thirty (30) days or more. If less than thirty
(30) days’ notice has been given by the employee, vacation may be approved by the
Department Director on a first come, first served basis.



ARTICLE 13
DRUG FREE WORKPLACE

The Town has established a drug free workplace for its employees, and its Drug Free
Workplace Policy is hereby incorporated into and made a part of this Agreement as

Appendix A.
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ARTICLE 14
HOURS OF WORK AND
OVERTIME COMPENSATION

Section 1.  The normal workweek for full-time bargaining unit employees shall consist of
five (5) eight (8) hour workdays, usually Monday through Friday, 7:30 a.m. to 4:.00 p.m.,,
except employees assigned to the Lake Park Harbor Marina, which may work an alternate
schedule consistent with the Lake Park Harbor Marina’s seven (7) days per week operation
(or Monday through Sunday operation). Management shall provide to affected employees
advance notice of no less than 30 days if such workweek needs to be changed.

Section 2. Overtime shall be authorized and approved in advance by the applicable
Department Director only in instances necessary to ensure the efficient operation of Town
business as determined by the Department Director or designee. All hours worked in excess
of forty (40) hours in a workweek shall be compensated at the rate of one and one-half
(1&%) times the employee's regular prevailing hourly rate, and paid in the form of money
compensation in the employee's next regular paycheck for the period during which the
overtime was worked, or compensatory time, at the employee's option.

Time worked for the purposes of calculating overtime does include holidays and excluding all
scheduled and unscheduled leave time.

Section 3. A call back is a request by management to return to work at a time when an
employee is not regularly scheduled to work. When an employee is required to return to work
at a time that is not continuous with his regular hours of work, the employee will be paid a
minimum of two hours at the prevailing rate of pay, regardless of whether the actual hours
worked are less than two hours. All call-back time will be paid at time and one-half the
employee's regularly prevailing hourly rate, regardless of actual hours worked in the
particular week.

Section 4. During a declared emergency and during regular working hours, non-exempt
full-time employees who are not required to work by the Town Manager may be sent home
and paid their regular rate of pay based upon their scheduled hours.

Section 5. Employees who work on holidays shall receive premium pay in the amount of one
and one-half times their regular prevailing hourly rate for each hour actually worked, in
addition to eight hours' holiday pay as provided by Section 1 of Article 20 (Holidays).
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ARTICLE 15
WORKING OUT OF PAY GRADE

Section1. Any full-time employee covered by this Agreement who is temporarily assigned to
perform the work duties in a higher pay grade for three (3) consecutive work days (24 hours)
or more shall be paid, in addition to his normal wages, an incentive payment equal to five
percent (5%) of the employee's regular hourly rate or the minimum rate of pay for that
temporary pay grade actually worked, whichever is greater for each hour worked in the

higher pay grade.

Section 2. Any full-time employee covered by this Agreement who is temporarily assigned to
perform the work duties as a foreman for three work (3) consecutive work days (24 hours) or
more shall be paid at the entry rate of the foreman pay grade, or 5% above the employee’s
prevailing hourly rate of pay, whichever is greater, for all hours worked.

Section 3. Upon approval by the Town Manager, any full time or part time employee
temporarily assigned to perform the work duties of a higher pay grade that is management in
nature for five consecutive workdays (40 hours), or more, shall receive up to a five (5)
percent differential or shall be paid at the entry rate of such higher pay grade whichever is
greater.
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ARTICLE 16
SAFETY AND EQUIPMENT

Section 1. The Town agrees to provide all employees with safety shoes and agrees to repair
or replace such shoes as determined in the judgment of the Foremen.

Section 2. Safety shoes shall be worn by Public Works Department employees at all times,
while on the job unless there exists reasonable justification for failing to do so. An employee
reporting for work without safety shoes shall report such fact to the Department Director, or
designee, prior to starting work.

Section 3. The Town shall abide by all federal and state safety requirements pertinent to
members of this bargaining unit. The Town shall provide all necessary safety equipment,
including safety shoes and protective clothing, as required. All employees must use safety
equipment.

Section 4. The Town will issue uniforms to all employees who are required to wear them,
unless the Department Director approves an exception. The uniforms will be purchased by
the Town or provided through a uniform company at the sole discretion of the Town.
Uniforms shall only be worn during work hours and employees shall not wear Town uniforms
in public unless they are on paid status.



23

ARTICLE 17
TRAINING

The Town shall pay for the cost of any training that is necessary for an employee to maintain
any required licenses or certifications or to enhance the employee’s job knowledge, or to
qualify the employee for promotion purposes, subject to the current fiscal year's budget of
the department in which the employee is working and other operational concerns as
determined in the sole discretion of the Department Director.
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ARTICLE 18
EMPLOYEE RIGHTS AND DISCIPLINARY PROCEDURES

Section 1. The Federation recognizes and acknowledges that the Town has the right to
maintain appropriate discipline among its employees. Employees of the Town are
considered representatives of the Town of Lake Park, and as such, they are expected to
conduct themselves in a respectful manner that reflects positively upon the Town. The Town
shall have the right to discipline its employees for cause. Employees of the Town are
accountable for their individual levels of productivity, fufilling the duties of their positions and
rendering effective and efficient delivery of services on behalf of Town residents.

Whenever an employee renders deficient performance, violates any rule, regulation, Town
policy or procedure, that employee shall be subject to disciplinary action as appropriate.

All employees must first be given a notice of the infraction within ten (10) business
days after the occurrence of the infraction or management’s first knowledge of the
infraction. Such notice can be provided to the employee in person, by certified mail,
or by email.

All discipline shall be progressive and corrective in nature rather than punitive and should
follow the discipline steps outlined in this article. However the discipline steps may be
skipped depending on the nature or severity of the infraction, such as theft, fighting, drinking
or possession of illegal drugs.

Section 2. Progression of disciplinary actions that may be taken against Town employees
may include:

(@) Documented Written Verbal reprimand

(b) Written reprimand

(c) Suspension of one (1) to three (3) days without pay
(d) Suspension greater than three (3) days without pay
(e) Discharge of Employment

Section 3. An employee summoned to meet with a supervisor/manager is entitled to the
presence of a Federation representative at the meeting, if the employee requests one and if
the employee has reasonable grounds to believe the meeting may result in disciplinary
action against the employee.
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Section 4. The Town reserves the right to treat each disciplinary occurrence individually.
The Town further reserves the right and has the duty to judge each incident separately, and
may modify penalties to include lesser or more severe penalties when appropriate
circumstances exist.

Documented verbal written reprimands (for Category | offenses as set forth in the Employee
Handbook) shall be considered expired if the bargaining unit employee is not disciplined for
the same or similar offense during the succeeding twenty-four (24) months. Documented
written reprimands (for Category i offenses as set forth in the Employee Handbook) shall be
considered expired if the bargaining unit employee is not disciplined for the same or similar
offenses during the succeeding 36 months.

Section 5. The Union recognizes the right of the Town to establish reasonable rules and
regulations for the safe and efficient conduct of the Town's business and reasonable
penalties for violations of such rules provided said rules and regulations do not conflict with
any provisions of this Agreement or any terms and conditions of employment.
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ARTICLE 19
EDUCATION

The Town may reimburse its employees for some or all of their tuition expenses, and
textbooks in accordance with Town policy provided that the coursework is taken at an
accredited educational institution and that the coursework is related to the employee’s job
function and the employee executes an agreement with the Town to remain in the Town’s
employment for two years following completion of the last reimbursed course. In the event
that the employee does not remain in the Town’s employment for two years following the
completion of any class, then in accordance with the agreement executed between the Town
and the employee, the employee shall reimburse any and all funds that have been paid by
the Town within the last 24 months. The employee seeking such reimbursement shall enter
into an agreement with the Town setting forth the above requirements, which agreement
shall be approved by the Town Commission on a case-by-case basis.

The Town reserves the right to modify its tuition reimbursement program depending upon
availability of funding. In the event the Town modifies the tuition program, this section of the
collective bargaining agreement shall be deemed to have been modified in accordance with
the Town’s modifications.

The Town further reserves the right to cap the amount of per credit hour reimbursement for
employee coursework in an amount not to exceed the State of Florida's university system
credit hour cost.

In order to qualify for reimbursement and prior to the payment of any tuition:

« No later than April 1, an employee seeking tuition reimbursement, shall submit such
information on the course(s) for which he is seeking reimbursement to his Department
Director which demonstrates to the satisfaction of the Department Director that the
courses are related to the employee’s job function; and

- Employees shall not be entitled to reimbursement pursuant to this section unless
funding for education has been included in the approved town budget for the fiscal
year in which reimbursement is sought

Under no circumstances, will the pursuit of a college education be allowed to interfere with
an employee's duties or efficiency of the Department as determined by the Department
Director.
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The employee shall provide a copy of all grade reports to the Human Resources Director
upon receipt by the employee.

Reimbursement shall be based upon receipt of the grade achieved or the equivalent record
of achievement such as a transcript as follows:

Grade A or equivalent 100 percent reimbursement
Grade B or equivalent 80 percent reimbursement
Grade C or equivalent 50 percent reimbursement
BelowC..........c.cco i No reimbursement

If the employee is working toward a degree, the course cost shall not be reimbursed if it is
not a documented required course for obtaining the degree sought.
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ARTICLE 20
HOLIDAYS

Section 1. The Town agrees to recognize the following paid holidays for bargaining unit
members:

New Year's Day
Martin Luther King's Birthday
Presidents’ Day
Spring Holiday (as set forth in the Annual Town Calendar)
Memorial Day
Juneteenth
Independence Day
Labor Day
Veteran's Day
Thanksgiving Day
Day after Thanksgiving Day
Winter Holiday (day before Christmas)
Christmas Day
Floating Holiday*
Employee’s Birthday Holiday**

In the event that the holiday occurs on a weekend, the workday closest to the holiday shall
be the observed paid holiday.

*The Floating Holiday of the Employee’s Choice must be scheduled and taken during the
applicable fiscal year (i.e. October 1 through the last full pay period in the month of
September).  The Floating Holiday leave must be used in a minimum of eight hour
increments.

*The employee’s Birthday Holiday must be taken before the last day of the month
immediately preceding the employee’s birthday or it will be forfeited. Employees must be
employed as a regular full-time or regular part-time employee on the date the birthday occurs
in order to be eligible for the Birthday Holiday. The employee must notify the supervisor and
obtain department approval prior to designating and taking either of these holidays. Regular
full-time employees must use the Birthday Holiday in a minimum of four hour increments.
Regular part-time employees must use the Birthday Holiday six or seven hour increments
depending upon their regular part-time work schedule.
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For example, if they are 60 hour biweekly part-time employees, they are entitled to six
Birthday Holiday hours and must take them in a six hour increments. If they are 70 hour bi-
weekly part-time employees, they are entitled to seven Birthday Holiday hours and must take

them in a seven hour increments.
Section 2. Employees must work their entire scheduled work day before and their entire

scheduled work day after the holiday (or be on approved paid leave) in order to be paid for
the holiday, unless the holiday occurs while the employee is on paid time off.
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ARTICLE 21
VACATION LEAVE, SICK LEAVE, PAYMENT IN LIEU OF SICK LEAVE UPON
SEPARATION FROM SERVICE, AND PERSONAL LEAVE

VACATION LEAVE

Section 1. Vacation leave shall accrue in accordance with the schedule set forth below:
Hours/Bi-weekly  Days

Pay Period
Through completion of 5 years of service 5.0 16.25
6 years through completion of 10 years of service 6.0 19.5
After completion of 10 or more years of service 8.0 26

All regular part-time employees shall earn vacation leave on an annual basis based upon the
number of hours they work per year, as follows:

0 to 5 years of employment:

For 50 hours worked per pay period — 3.125 hours per pay period or 81.25 hours per fiscal
year

For 60 hours worked per pay period — 3.75 hours per pay period or 97.5 hours per fiscal year

For 70 hours worked per pay period — 4.375 hours per pay period or 113.75 hours per fiscal
year

6 — 10 years of employment:
For 50 hours worked per pay period — 3.75 hours per pay period or 97.5 hours per fiscal year
For 60 hours worked per pay period — 4.5 hours per pay period or 117 hours per fiscal year

For 70 hours worked per pay period — 5.25 hours per pay period or 136.5 hours per fiscal
year

10+ years of employment:

For 50 hours worked per pay period — 5 hours per pay period or 130 hours per fiscal year
For 60 hours worked per pay period — 6 hours per pay period or 156 hours per fiscal year
For 70 hours worked per pay period — 7 hours per pay period or 182 hours per fiscal year

Section 2. Vacation leave may be used by the employee for the purpose of vacation, in
accordance with the provisions set forth within this Article.
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Section 3. Vacation leave may accrue to a maximum of 480 hours, (60 days); upon
separation of employment no employee shall be paid more than a maximum of 240 hours
(30 days) of vacation leave.

Section 4. Employees are encouraged to use at least five (5) vacation leave days per
calendar year for purposes of vacation.

Section 5. An employee seeking to use his vacation leave for purposes of vacation and/or
attending to personal matters shall submit a Leave Request Form to the office of the
Department Director at least forty-eight (48) hours in advance of the first day of requested
leave, except in emergency situations. Requests for vacation leave of more than two (2)
consecutive working days must be submitted to the office of the Department Director at least
two (2) weeks in advance of the first day of requested leave. All requests for use of vacation
leave are subject to the approval of the Department Director, which approval shall not be
unreasonably withheld. The Department Director, in his sole discretion, may approve use of
vacation leave with shorter notice than specified in this Section

Section 6. An employee may take all of his accrued vacation leave for purposes of vacation
and/or personal matters, up to a maximum of four (4) weeks at any one time, at the
discretion of the Department Director.

Section 7. Probationary employees shall accrue vacation leave, but shall not be eligible to
use vacation leave during the first three (3) months of employment with the Town.

Section 8. Vacation leave shall be compensated upon termination of employment at the
rate of pay in effect on the date of such termination.

SICK LEAVE

Section 9: All full-time employees shall accrue sick leave at the rate of 2.16 hours per pay
period, or seven (7) days per year, and shall be eligible to accrue up to a maximum of 320
hours (40 days).

All regular part-time employees shall earn sick leave on an annual basis based upon the
number of hours they work per year, as follows:

For 50 hours worked per pay period — 1.35 hours per pay period
For 60 hours worked per pay period — 1.62 hours per pay period
For 70 hours worked per pay period — 1.89 hours per pay period
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Section 10: To be granted sick leave with pay, the following procedures must be strictly
adhered to:

(a) The employee shall notify the Department Director or their supervisor not later than
one hour prior to the beginning of the employee’s normal work shift. Failure to
appropriately and timely notify the Department of the employee’s absence shall result
in an unauthorized leave without pay for that day.

(b) Sick leave shall not be authorized prior to the time it is earned and credited to the
employee.

(c) Sick leave may be granted to an employee because of sickness or illness of a
member of the immediate family. Members of the immediate family, for purposes of
granting sick leave shall be construed to mean one of the following: spouse,
domestic partner, children or parents. The relationship given shall include those
arising from marriage, or adoption or legal guardianship.

d) Employees who have submitted their resignation are no longer eligible for sick leave
without the express written permission of their Department Director and the Town
Manager.

(e) Sick leave shall not be used for vacation leave.

After three (3) consecutive workdays of absence the employee shall be required to submit
medical documentation directly to the Human Resources Director. Employees who because
of a physical or mental disability require accommodation in order for them to perform the
essential functions of their jobs must directly advise the Human Resources Director of this
so that the Town can process their request for reasonable accommodation as set forth at
Article 22 herein.

Abuse of Sick Leave privileges such as reporting sick when not sick or obtaining Sick
Leave under false pretenses may be cause for disciplinary action, up to and including
termination of employment.

Use of sick leave requires that the employee call in on a daily basis in accordance with
Town leave procedures.

PAYMENT IN LIEU OF SICK LEAVE UPON SEPARATION FROM SERVICE

Section 11. The Town will provide payment in lieu of sick leave upon separation from service
(i.e. payment of earned sick leave) to its full-time employees at voluntary resignation, layoff,
or retirement, or to their beneficiaries if service is terminated by death. Payout of sick leave
upon separation from service shall not exceed an amount determined as follows:
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6 months - 5 years full-time service 25 % times the number of days (or hours) of
accumulated sick leave

6-10 years full-time service 37.5 % times the number of days (or hours)
of accumulated sick leave

10+ years full-time service 50 % times the number of days (or hours) of
accumulated sick leave.

PERSONAL LEAVE:

Section 12. Employees may use five (5) days of sick leave per fiscal year designated as
personal leave.

Section 13. Employees seeking to use personal leave must provide notification in
accordance with the employee’s departmental procedures prior to the beginning of the
employee’s workday.

Section 14. Personal Leave cannot be carried over from year to year. Personal leave must
be used in a minimum of 15 minute increments in the afternoons only if necessary.
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ARTICLE 22 REASONABLE ACCOMMODATION

The Town complies with federal and state laws regarding disability, including the Americans
with Disabilities Act (ADA). Qualified job applicants or employees who inform the Town of a
recognized disability which requires an accommodation in order for them to perform the
essential functions of their jobs shall advise the Human Resources Director of the need for
accommodation and submit a request on a Town Request for Accommodation form.  The
Human Resources Director shall determine whether the accommodation requested is
reasonable, and if so make such modification as may be necessary to allow the employee to
perform the essential functions of the job.
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ARTICLE 23
MAJOR ILLNESS LEAVE -

Section 1. Paid major iliness leave is available upon application by employees who need to
be off work for an extended period due to their own major illness or injury.

A major iliness is defined generally as an illness or injury requiring medical treatment and
enforced recuperation or ongoing intermittent/continual treatment under a doctor's orders.

Recurring, common ilinesses or maladies such as colds, a sore back, etc., which exhaust
regular sick leave, do not qualify an employee for major iliness benefits.

Section 2. Major illness leave shall be accumulated at 1.5 hours per pay period to a
maximum of 80 hours (ten (10) workdays). Employees must be in an active pay status
during the pay period to be eligible to earn major illness leave. All unused hours that are
accumulated are not eligible for payment to the employee upon separation of employment
from the Town.

Section 3. Employees applying for the use of major illness leave must submit to the Human
Resources Director a Physician’s Certificate documenting the iliness. Following the use of
major illness leave for purposes other than absences due to ongoing intermittent/continual
treatment, a doctor's statement of “fitness for full duty” shall be required in order to return to
work.

Section 4. Employees who become eligible for short or long term disability during the
documented illness shall be required to use the short term or long term disability provided by
the Town. Employees may use vacation leave to supplement the short-term and long-term
disability.
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ARTICLE 24
BEREAVEMENT LEAVE

Section 1. The Town agrees that when a death occurs in the immediate family of an
employee, he or she shall be granted five (5) days of paid leave at their prevailing rate of

pay.

Section 2. For the purpose of this Article, the immediate family shall consist of. parents,
spouse, children, domestic partner, sister, brother, grandparents and those relationships that
arise as a result of marriage or adoption, or legal guardianship.

Section 3. Proof of death of the immediate family member must be furnished to the
Department Director in order for the employee to receive compensation pursuant to Section
1 and 2 of this article. Such proof of death shall be a published death notice or such other
documentation that is acceptable to the Department Director.
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ARTICLE 25
JURY DUTY

Section 1. Any full-time employee who is required to be absent from his regular duties by
reason of jury duty shall be excused from duty with pay. If the employee receives payment
from the Court, the employee must endorse the check over to the Town.

Section 2. Employees who seek to be excused from duty under this article shall present
official notice of jury duty to their supervisor at least twenty-four (24) hours in advance of the
scheduled jury duty (unless the employee actually receives less than twenty-four hours
advance notice of jury duty). Employees who are required to be absent from duty by reason
of jury duty shall submit documentation to the Town showing all days and hours of jury duty
upon return to work. Upon being released from jury duty the employee shall immediately
report for work except that employees released from jury duty on or after 2:00 p.m. shall not
be required to report for work until the next working day.



38

ARTICLE 26
INSURANCE

The Town agrees to pay the premiums for the group hospitalization, medical and dental
plans in the following manner for all full-time bargaining unit members:

Insurance Benefits

A.

Individual plans (Medical, Dental, Vision and Life Insurance) employer pays 100% of
the premiums.

Regular full-time and eligible regular part-time employees who have other qualifying
minimum value minimum essential medical insurance coverage have the option to
decline, i.e. opt out of, the Town’s medical insurance coverage by completing the
Health Coverage Opt-Out Credit-Attestation Regarding Other Coverage form and
submitting it to the Human Resources Director. Such employees are then eligible for
monthly opt-out payments from the Town in an amount of not less than 40 percent of
the fiscal year cost for single medical insurance coverage for the term of this
Agreement.

The Town agrees to continue to maintain the same level of coverage (Medical,
Dental and Vision) and the Town’s eligible employees payment participation at the
current rates as defined in the schedule of employee benefits for employee/spouse,
employee/child, or employee/family plan as is afforded to all eligible employees.

The employee's agree to share equally in any adjustment in cost of employee/spouse,
employee/child, or employee/family for Medical Plan as defined in the schedule of
employee benefits equal to all other eligible Town employees. The Town at its own
discretion may choose to pay a greater percentage of the increase costs of
employee/spouse, employee/child, or family plan as defined in the schedule of
employee benefits.

The Town and the Union also agree to consider other insurance plans and options
available and, upon mutual consent of the parties, this article may be amended during
the term of this Agreement.

The Town agrees to continue to maintain the same level of coverage for short term
and long term disability as defined in the schedule of employee benefits as is afforded
to all regular full-time employees.
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The Town agrees to reimburse employees for the cost of the Hepatitis A
(Gamaglobulin) vaccine as medically necessary. The Town agrees to
reimburse employees for the administration of the Hepatitis B vaccine. The Town
agrees to reimburse employees for the AIDS vaccine, should such a vaccine be
approved by the U.S. Government and made available.
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ARTICLE 27
WAGE SCALE
Section 1:
MINIMUM_ FY2025 MAXIMUM _FY2025
PERYEAR PERHR PERYEAR PER HR
Department: Public Works
40 NE Facilities Maintenance Worker | *x 40,503.60 19.47 64,805.75 31.16
70 NE Facilities Maintenance Worker Il ** 49,618.65 23.86 79,389.84 38.17
90 NE Foreman - General Infrastructure *E 56,808.39 27.31 90,893.42 43,70
90 NE Foreman - Grounds Maintenance ** 56,808.39 27.31 90,893.42 43.70
90 NE Foreman - Sanitation L 56,808.39 27.31 90,893.42 43.70
90 NE Foreman - Vehicle Maintenance ik 56,808.39 27.31 90,893.42 43.70
20 NE Groundskeeper == 35,377.41 17.01 56,603.86 27.21
40 NE Groundskeeper, Lead ** 40,503.60 19.47 64,805.75 31.16
50 NE Irrigation Technician it 43,338.85 20.84 69,342.16 33.34
40 NE Maintenance Worker =k 40,503.60 19.47 64,805.75 31.16
60 NE Mechanic % 46,372.57 22.29 74,196.11 35.67
30 NE Sanitation Truck Operator Trainee - 37,853.83 18.20 60,566.13 29.12
40 NE Sanitation Truck Operator | *ok 40,503.60 19.47 64,805.75 31.16
60 NE  Sanitation Truck Operator Il Rt 46,372.57 22.29 74,196.11 35.67
60 NE Stormwater Infrastructure Manager ot 46,372.57 22.29 74,196.11 35.67
40 NE Stormwater Technician | & 40,503.60 19.47 64,805.75 31.16
60 NE Stormwater Technician |l ** 46,372.57 22.29 74,196.11 35.67
Department: Marina
40 NE Dock Attendant *k 40,503.60 19.47 64,805.75 31.16
70 NE Marina Maintenance Worker | b 49,618.65 23.86 79,389.84 38.17
T
E — Exempt

NE = Non-exempt
** Bargaining Unit
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Once an employee’s base annual compensation reaches the maximum pay range for his or
her job classification, the employee shall no longer be eligible for further increases to his or
her yearly base compensation until the base compensation for the pay range is increased.
In the interim, and effective October 1, 2024, those employees who have reached the
maximum of their pay grade shall be eligible for an annual lump sum payment which is not
added to their base pay. Bargarining unit employees who are not topped out but whose
percentage wage increase in any year of this agreement would put them above the
maximum of their pay range willl receive a prorated percentage increase to take them to the
top out on that year and will receive the remainder of the applicable increase as a one-time
lump sum payment which portion will not be added to the base wage.

Section 2. The Town Manager may in his discretion place newly hired employees at a range
in the pay scale commensurate with the employee's training and experience.

Section 3. All employees covered by this Agreement shall receive a three (3)
percent cost-of-living increase in their annual compensation effective October 1,
2024. There shall be reopeners for wages in the second and third year of this
Agreement.

Additionally, all employees covered by this Agreement shall be eligible to receive the
following merit increases based upon the outcome of their individual performance
evaluations in the first, second and third year of this Agreement:

For achieving a total rating factorof 1.1t02.4. .. .. ... .. 0 percent
For achieving a total rating factor of 2.5t03.0. . ... ... .. 2 percent increase
For achieving a total rating factor of greater than 3.0. . . .. 3 percent increase

Section 4. Full-time employees shall receive monetary recognition for length of service with
the Town in accordance with the Pay Plan on cardinal years as follows:

$500.00 shall be awarded to the employee at the completion of five (5) years of regular full-
time service with the Town.

At the end of ten (10) years of regular full-time service with the Town, the employee shall
receive $1,000.00 in longevity pay.
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At the end of ten (10) years of regular full-time service with the Town, the employee shall
receive $1,000.00 in longevity pay.

Effective September 1, 2019, employees who reach fifteen (15) years of regular full-time
service with the Town shall receive $2,000.00 in longevity pay.

Upon reaching twenty (20) years of regular full-time service with the Town, the employee
shall receive $3,000.00 in longevity pay.

Employees who reach twenty five (25) years of regular full-time service with the Town shall
receive $4,000.00 in longevity pay; however, employees who exceed twenty-five (25) years
of regular full-time service with the Town shall receive no more than $4,000.00 in longevity
pay on the cardinal year anniversaries of their service with the Town.

Those employees receiving longevity pay prior to October 1, 1999 shall continue to receive
longevity pay in the amount of $1,000.00 per year.

NOTE: For purposes of longevity pay, length of service shall mean continuous service with
the Town commencing with the initial date of regular full-time employment by the Town.

Section 5. Evaluations will be conducted on a form, which clearly sets forth the criteria to be
used in evaluating employees. Evaluations will be conducted in a fair, nondiscriminatory
manner.
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ARTICLE 28
ILLNESS/INJURY IN THE LINE OF DUTY

Section 1. A Town employee who sustains an iliness/injury in the line of duty shall pursuant
to Chapter 440 Florida Statutes receive a benefit equal to the employee's normal salary less
Workers’ Compensation, Social Security and any other such benefits received by the
employee which are provided by the Town as set forth in the Employee Handbook.

Section 2. If the employee is not fit for full duly upon conclusion of the twelve (12) weeks of
unpaid leave and has been released by his or her physician with temporary limitations on
duties, the employee will be paid in accordance with the Town’s Worker's Compensation
Return to Work policy.

Because the Town values its employees, the Town has established its Return to Work
(“RTW") program through which employees who have temporary disabilities due to an illness
or injury in the line of duty are provided with opportunities to transition back to work when
medically feasible. The purpose of this RTW policy is as follows:

o To assist in the recovery process by providing employees with a goal and focus for
returning to full productivity;

e To reduce the financial burden to employees by allowing them to resume full wages
as soon as possible; and

e To reduce the Town's Worker's Compensation costs.

Through this RTW program, the Town will compensate employees at the rate of 80 percent
of their regular rate of pay, which can be supplemented by the employee’s accrued sick and
vacation leave banks.

Employees, who as a result of an illness or injury in the line of duty, have been released by
their physician to return to work with temporary limitations on duties (e.g., light duty), shall
participate in the Town's RTW program. An employee who declines a light duty position that
meets his or her physician’s requirements may be disqualified from worker's compensation
benefits. Employees must directly advise the Human Resources Director that they have
been released with such temporary limitations on duties and must request a Return to Work
Request Form for completion by the employee and by the employee’s physician.
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Once such form has been completed, it must be submitted directly to the Human Resources
Director for further processing and to identify duties within the Town that meet such

limitations.
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ARTICLE 29
RETIREMENT PLANS

Between October 1, 2024 and June 30, 2025, the Town will provide a defined contribution
pension plan and deferred compensation plan to all full-time employees of the bargaining
unit. Such employees will be able to choose among investment alternatives of the plan for
funds contributed on his behalf.

The Town participates in a 401(a) defined contribution plan. Pension benefits for employees
begin upon the completion of the initial six-month probationary period for newly hired full-
time employees. Such probationary period shall not exceed a 12-month period of
continuous full-time employment. The Town contributes 7 & % percent of the employee’s
pay on a bi-weekly basis. The employee’s vesting in the pension is as follows:

25% vested After two years of
service

50% vested After three years of
service

75% vested After four years of
service

100% vested After five years of
service

The Town also participates in a 457 deferred compensation plan. For employees who
choose to contribute to the Town-sponsored 457 deferred compensation plan, the Town will
match either 50%, 75%, or 100% of the first 5% of employee’s compensation depending
upon number of years of service, as follows:

Years of Service Percentage
1 -5 years 50%
6 — 10 years 75%
11+ years 100%

Each member may contribute up to an amount applicable under current law each year to
employee's retirement account.

Effective July 1, 2025, the Town will begin participating in the Florida Retirement System and
the aforementioned retirement plan will terminate.
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The Florida Retirement System (FRS) offers two retirement plans for municipal employees: a
pension plan for long-term workers and a defined contribution plan for shorter-service

workers.

The FRS Pension Plan is a defined benefit plan, in which employees are guaranteed a
benefit at retirement if you meet certain criteria. The amount of the employee’s future benefit
is determined by a formula, based on the employee’s earnings, length of service, and
membership. Employees will be eligible for a Pension Plan benefit (i.e. be vested) when they
complete six years of service (if employees were enrolled in the FRS prior to July 1, 2011) or
eight years of service (if employees were enrolled in the FRS on or after July 1, 2011).

The FRS Investment Plan is a defined contribution plan, similar to a private sector's 401(k).
Here, contributions are made by the employee and/or the employer into an account in the
employee’s name, and the employee selects from a range of investment options. The
ultimate benefit is determined by the contributions and the investment returns (or losses)
over time. The vesting period in this plan is one year of service. Participants in the FRS
Investment Plan contribute a portion of their salary towards their retirement savings. The
contribution rates are set by legislation and may vary depending on factors such as
employee class and salary level. These contributions, along with any employer matching
contributions, are invested according to the participant's selected investment options.

The current contribution percentages for both the Pension and Investment plans are:
These contribution percentages are subject to change as mandated by state legislation.

Should the Town desire to modify the pension plan provider, the Town will impact bargain.
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ARTICLE 30
SAVINGS CLAUSE

It is agreed by and between the parties that if any provision(s) of this Agreement is for any
reason held or declared to be unconstitutional, inoperative, or void, such holding of invalidity
shall not affect the remaining portions of the Agreement; and the remainder of the
Agreement after the exclusion of such provision shall be deemed to be held valid as if such

provision had not been included therein.
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ARTICLE 31
DURATION OF AGREEMENT

This Agreement shall take effect October 1, 2024 upon ratification by the parties and shall
remain in full force and effect through the 30" day of September, 2027 unless written notice
of termination or amendment is given by either party 150 days but not less than sixty (60)
days prior to the expiration of this Agreement.
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Dated this day of , 2024.

ON BEHALF OF THE
TOWN OF LAKE PARK ON BEHALF OF THE UNION

Federation of Public Employees, A
Division of the National Federation Of
Public and Private Employees (AFL-

ClO)
TOWN MANAGER BUSINESS REPRESENTATIVE
MAYOR DIVISION PRESIDENT

TOWN SEAL ATTEST:

WITNESS

TOWN CLERK
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DRUG FREE WORKPLACE POLICY
APPENDIX A
Section1. PURPOSE.

As a part of its commitment to safeguard the health of its employees, to provide a safe place
for its employees to work and to promote a drug-free community, the Town has established
its Drug Free Workplace Policy on the use or abuse of alcohol and drugs by its employees.
Substance and alcohol abuse, while at work or otherwise, seriously endangers the safety of
employees, as well as the general public, and creates a variety of workplace problems
including increased injuries on the job, increased absenteeism, increased health care and
benefit costs, increased theft, decreased morale, decreased productivity and a decline in the
quality of products and services provided. Continuing research and practical experience
have proven that even limited quantities of narcotics, abused prescription drugs or alcohol
can impair reflexes and judgment. For these reasons, the Town policy requires that all
employees must report to work and work completely free from the presence of illegal drugs
or alcohol in their bodies, and to assist employees in overcoming any dependence on drugs
and/or alcohol in accordance with the following guidelines.

This policy is established to provide guidelines on handling incidents of alcohol and/or drug
abuse as it relates to the workplace, in compliance with the drug-free workplace
requirements under the Florida Statutes Workers’ Compensation Chapter (Fla. Stat. §
440.101-02). The legislative intent of the Chapter is to promote drug-free workplaces in order
for employers to be afforded the opportunity to maximize their levels of productivity, enhance
their competitive positions in the marketplace, and reach their desired levels of success
without experiencing the costs, delays, and tragedies associated with work-related accidents
resulting from drug abuse by employees. Further, drug abuse is discouraged under the
statute, and employees who choose to engage in drug abuse face the risk of unemployment
and the forfeiture of workers’ compensation benefits. To qualify as having established a
drug-free workplace program under Chapter 440 and to qualify for discounts provided under
section 627.0915, Florida Statutes, and deny medical and indemnity benefits under this
chapter, the Town must implement drug testing that conforms to the standards and
procedures established in section 440.102. The Town has implemented a drug-free
workplace program in accordance with the notice, education, and procedural requirements
taken directly from the comprehensive procedures outlined in Florida Statute § 440. 102.
Chapter 59A-24 of the Florida Administrative Code, containing the Drug-Free Workplace
Standards adopted by the Agency for Health Care Administration, is also hereby
incorporated by reference and shall be utilized for all drug testing pursuant to Chapter 440,
Florida Statutes.



51

Questions concerning the Town's policy should be presented to the Human Resources
Director for guidance or clarification.

Section 2. DEFINITIONS.

The definitions set forth in Chapter 440, Florida Statutes, and Chapter 59A-24 Florida
Administrative Code will apply to the terms used in this policy. In pertinent part:

a. Confirmation test, confirmed test, or confirmed drug test refer to a second
analytical procedure used to identify the presence of a specific drug or
metabolite in a specimen, which test must be different in scientific principle
from that of the initial test procedure and must be capable of providing requisite
specificity, sensitivity, and quantitative accuracy.

b. Drug means alcohol, including a distilled spirit, wine, a malt beverage, or an
intoxicating liquor; an amphetamine; a cannabinoid!; cocaine; phencyclidine
(PCP); a hallucinogen; methaqualone; an opiate; a barbituarate; a
benzodiazepine; a synthetic narcotic; a designer drug; or a metabolite of any of
the substances listed in this paragraph. An employer may test an individual for
any or all of such drugs.

C. Drug Rehabilitation Program means a service provider, established pursuant
to s. 397.311(33), Florida Statutes, that provides confidential, timely, and
expert identification, assessment, and resolution of employee drug abuse.

d. Drug test or test refer to any chemical, biological, or physical instrumental
analysis administered, by a laboratory certified by the United States
Department of Health and Human Services or licensed by the Agency for
Health Care Administration, for the purpose of determining the presence or
absence of a drug or its metabolites.

! “Drug?” is defined herein as defined in Fla. Stat. § 440.102(1)(c). The section 440.102 has not been amended since the
passage of Fla. Stat. § 381.986, the legislature has not expressly provided an exception to the definition of “drug” for
medically prescribed low-THC Cannabis (as defined in section 381 .986). “Drug” is therefore interpreted by the Town as
including all cannabinoids, including low-THC Cannabis. However, through section 440.102(1)(1)’s reference to section
893.02 (which defines “cannabis” as excluding low-THC Cannabis), this policy shall treat low-THC Cannabis as a
prescription drug, and all appropriate rules and requirements shall apply accordingly.



52

e. Initial Drug Test means a sensitive, rapid, and reliable procedure to identify
negative and presumptive positive specimens, using an immunoassay
procedure or an equivalent, or a more accurate scientifically accepted method
approved by the United States Food and Drug Administration or the Agency for
Health Care Administration as such more accurate technology becomes
available in a cost-effective form.

fe Job Applicant means a person who has applied for a mandatory-testing

position. Mandatory testing positions include the following:
¢ Dock Attendant

Sanitation Truck Operator Trainee

Sanitation Truck Operator |

Sanitation Truck Operator Il

Foreman General Infrastructure

Sanitation Foreman

Grounds Maintenance Foreman

Lead Groundskeeper

Stormwater Infrastructure Foreman

Stormwater Technician |

Stormwater Technician

g. Medical Review Officer or MRO means a licensed physician, employed with
or contracted with an employer, who has knowledge of substance abuse
disorders, laboratory testing procedures, and chain of custody collection
procedures; who verifies positive, confirmed test results; and who has the
necessary medical training to interpret and evaluate an employee’s positive
test result in relation to the employee’s medical history or any other relevant
biomedical information.

h. Prescription or non-prescription medication refer to drugs or medication
obtained pursuant to a prescription as defined by section 893.022, Florida
Statutes, or a medication that is authorized pursuant to federal or state law for

2 Ag referenced above in subsection (b), defining “drugs” under this Policy, section 893.02 defines “Cannabis” as
excluding “low-THC cannabis”, as long as the low-THC cannabis is manufactured, possessed, sold, purchased, delivered,
distributed, or dispensed in conformance with section 381.986, Florida Statutes. Accordingly, such low-THC cannabis
will be evaluated as a prescription drug, and employees must conform with the requirements of Section 5(f) of this Policy.
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general distribution and use without a prescription in the treatment of human
diseases, ailments, or injuries.

Reasonable-suspicion drug testing means drug testing based on a belief
that an employee is using or has used drugs in violation of the employer’s
policy drawn from specific objective and articulable facts and reasonable
inferences drawn from those facts in light of experience. Among other things,
such facts and inferences may be based upon:

1. Observable phenomena while at work, such as direct observation of
drug use or the physical symptoms or manifestations of being under
the influence of a drug.

2. Abnormal conduct or erratic behavior while at work or a significant
deterioration in work performance

3. A report of drug use, provided by a reliable and credible source.

4. Evidence that an individual has tampered with a drug test during his
or her employment with the current employer.

5. Information that an employee has caused, or contributed to an
accident while at work.

6. Evidence that an employee has used, possessed, sold, solicited, or
transferred drugs while working or while on the employer's premises
or while operating the employer’s vehicle, machinery, or equipment.

Mandatory-testing position means a job assignment that requires the
employee to carry a firearm, work closely with an employee who carries a
firearm, perform life-threatening procedures, work with heavy machinery, work
as a safety inspector, work with children, work with detainees in the
correctional system, work with confidential information or documents pertaining
to criminal investigations, work with controlled substances, or a job assignment
that requires an employee security background check, pursuant to section
110.1127, Florida Statutes, or a job assignment in which a momentary lapse in
attention could result in injury or death to another person.

Special-risk position means a position that is required to be filled by a person
who is certified under Chapter 633 (Fire Prevention and Control) or Chapter
943 (Department of Law Enforcement), Florida Statutes.

Specimen means tissue, hair, or a product of the human body capable of
revealing the presence of drugs or their metabolites, as approved by the United
States Food and Drug Administration or the Agency for Health Care
Administration.
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Section3 NOTICE
a. Prior to testing, an employee or job applicant shall receive proper notice in the
form of this Comprehensive Alcohol and Drug Abuse Policy. Additionally, Chapter
59A-24 of the Florida Administrative Code shall be provided upon request.
b. The drugs to be tested for are included in the definition provided above. The
following is a list of over-the-counter and prescription drugs which could alter or

affect
i.

Vii.

viil.

X.
Xi.

a test result:

Alcohol: all liquid medications containing ethyl alcohol (ethanol). For
example: Vick’s Nyquil is 25% (50 proof) ethyl alcohol, Comtrex is 20% (40
proof), Contact Severe Cold Formula Night Strength is 25% (50 proof) and
Listerine is 26.9% (54 proof). Check the label of liquid medications for
alcohol content.

i. Amphetamines: Obetrol, Biphetamine, Desoxyn, Dexedrine, Didrex,

lonamine, Fastin

ii. Cannabinoids: Marinol

Cocaine: Cocaine HCI topical solution (Roxanne)

Phencyclidine : Not legal by prescription

Methaqualone: Not legal by prescription

Opiates: Paregoric, Parepectolin, Donnagel PG, Morphine, Tylenol with
Codeine, Empirin with Codeine, APAP with Codeine, Aspirin with Codeine,
Robitussin AC, Guiatuss AC, NOvahistine DH, Novahistine Expectorant,
Dilaudid (Hydromorphone), M-S Contin and Roxanol (morphine sulfate),
Percodan, Vicodin, Tussi-organidin, etc.

Barbiturates: Phenobarbital, Tuinal, Amytal, Nembutal, Seconal, Lotusate,
Fiorinal, Fioricet, Esgic, Butisol, Mebaral, Butabarbital, Butalbital, Phrenilin,
Triad, etc.

Benzodiazepines: Ativan, Azene, Clonpin, Dalmane, Diazepam, Librium,
Xanax, Serax, Tranxene, Valium, Verstran, Halcion, Paxipam, Restoril,
Centrax.

Methadone: Dolphine, Metadose

Propoxyphene: Darvocet, Darvon N, Dolene, etc.

This list is not intended to be all-inclusive.

c. The following are the name, address and telephone number of the Town’s
Employee Assistance Program (EAP) through which substance abuse assessment
and counseling services are available to Town employees. The Town will pay the
cost of such services if the Town’s sponsored EAP program is used:
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New Directions Behavioral Health, L.L.C
www.ndbh.com

d. The Town has a collective bargaining agreement, which acknowledges the Town's

Section 4

adherence to Fla. Stat. § 440 and requirements for a drug free workplace policy in
conjunction with workers’ compensation rights. For employees whose positions
are covered by the collective bargaining agreement, appeals of disciplinary actions
may be brought forth following the procedures set forth in the collective bargaining
agreement. More specifically: All regular full-time and regular part-time employees
may make an appeal of disciplinary action or other management decision by
addressing the appeal to the Employee Complaint Review Committee (ECRC). In
the event of an appeal of disciplinary action, the employee may request such an
appeal requesting that the ECRC determine the appropriateness of the
recommended disciplinary action. Such request shall be submitted in writing to the
Human Resources Director within five (5) workdays of the disciplinary
recommendation using the prescribed form. The Human Resources Director shall
forward the request to the Town Manager who shall submit the request to the
ECRC to convene the meeting.

WHEN TESTING MAY BE REQUIRED

The Town may require an employee to submit to tests for the presence of drugs after
proper notice, under any of the following circumstances:

a.

As part of the initial screening process for job applicants applying for special-
risk or mandatory-testing positions, as defined above.

Whenever an employee's job classification is changed such that the new job
classification is a special-risk or mandatory-testing position, as defined above.

Whenever Reasonable-Suspicion Drug Testing is warranted, as defined above.

As part of routine fitness for duty drug testing for employees in special-risk or
mandatory-testing positions.

Information that an employee has caused, or contributed to, an accident while
at work.
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The following job positions require a current commercial drivers’ license and are

subject to routine fitness for duty drug testing every two years:
¢ Foreman General Infrastructure

Sanitation Foreman

Vehicle Maintenance Foreman

Sanitation Truck Operator Trainee

Sanitation Truck Operator |

Sanitation Truck Operator ||

Maintenance Worker

Facilities Maintenance Worker |l

Stormwater Infrastructure Foreman

Stormwater Technician |

Stormwater Technician |l

For follow-up drug testing, if the employee in the course of employment enters an employee
assistance program for drug-related problems, or a drug rehabilitation program, the
employee is required to submit to a drug test as follow-up to such program, unless the
employee voluntarily entered the program. In those cases, the Town has the option to not
require follow-up testing. If follow-up testing is required, it must be conducted at least once a
year for a two year period after completion of the program. Advance notice of a follow-up
testing date must not be given to the employee to be tested.

Section 5 DRUG USE PROHIBITIONS FOR ALL EMPLOYEES
Though mandatory testing may only be conducted under the circumstances listed and
described above, the following conduct is prohibited for all employees pursuant to the
Town's effort to provide a safe, healthy, drug-free workplace and promote a drug-free
community:
(a) All employees are prohibited from manufacturing, distributing, dispensing,
possessing, using or being impaired, intoxicated or under the influence of drugs
(as defined in the policy) while on duty, operating a Town vehicle or equipment or
on Town property including parking areas or while otherwise performing Town
duties away from the Town.

(o) An employee who is perceived to be under the influence of drugs will be removed
immediately from the workplace and may be evaluated by medical personnel, if
reasonably available. The Town will take further action based on medical
information, work history and other relevant factors and will conduct the
appropriate drug test if reasonable suspicion is found. The determination of what
action is appropriate in each case rests solely with the Town.
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(c) Employees arrested for an alcohol or drug related incident shall immediately notify
their supervisor or Department Director who shall immediately notify the Human
Resources Director.

(d) For the purpose of this policy, an employee is presumed to be impaired by drugs if
the results of a urine test or any other accepted testing procedure is positive for
the presence of one or more of the illegal substances for which the Town will test.

(e) The proper use of medication prescribed by your physician is not prohibited;
however, this policy expressly prohibits the misuse of prescribed medications. An
employee who is using prescription medication while on the job shall do so in strict
accordance with medical directions. It is the employee’s responsibility to notify the
prescribing physician of the duties required or performed to ensure that the
physician approves the use of the prescription medication while the employee is
performing their job duties. Prescription drugs may also affect the safety of the
employee, fellow employees or members of the public. Therefore, any employee
who is taking any prescription drug which might impair safety, performance or any
motor functions must advise his/her supervisor before reporting to work under
such medication. Failure to do so may result in disciplinary action. If the Town
determines that such use does not pose a safety risk, the employee will be
permitted to work. If such use impairs the employee's ability to safely or effectively
perform his or her job the Town may, at its sole discretion, temporarily reassign
the employee or grant a leave of absence during the period of treatment. Improper
use of prescription drugs is prohibited and may result in disciplinary action, up to
and including termination of employment. Prescription medication must be kept in
its original container if such medication is taken during working hours or on Town
property.

@ It shall be the responsibility of each employee who observes or has knowledge of
another employee in a condition which impairs the employee to perform his/her job
duties, or who presents a hazard to the safety and welfare of others or is otherwise
in violation of this policy, to promptly report that fact to his/her immediate
supervisor.

Section 6 TESTING PROCEDURES AND EMPLOYEE PROTECTION
The following procedure will be used for testing in accordance with this Policy and
Chapter 440:

A. A sample shall be collected with due regard to the privacy of the individual
providing the sample, and in a manner reasonably calculated to prevent
substitution or contamination of the sample.
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Specimen collection must be documented and the documentation procedures
shall include: (1) labeling specimen containers so as to reasonably preclude
the likelihood of erroneous identification of test results; and (2) a form for the
employee or job applicant to provide any information he or she considers
relevant to the test, including identification of currently or recently used
prescription or nonprescription medication or other relevant medical
information. The form must provide notice of the most common medications by
brand name or common name, as applicable, as well as by chemical name,
which may alter or affect a drug test. The providing of information shall not
preclude the administration of the drug test but shall be taken into account in
interpreting any positive confirmed test result.

Specimen collection, storage, and transportation to testing site shall be
performed in a manner that reasonably precludes contamination or adulteration
of specimens.

Each confirmation test conducted shall be conducted by a licensed or certified
laboratory pursuant to Chapter 440.

A specimen may be taken or collected by: a physician, a physician assistant, a
registered professional nurse, a licensed practical nurse, or a nurse
practitioner, or a certified paramedic who is present at the scene of an accident
for the purpose of rendering emergency medical service or treatment; or a
qualified person employed by a licensed or certified laboratory as outlined in
Chapter 440.

The person who collects or takes a specimen shall collect an amount sufficient
for two drug tests as determined by the Agency for Health Care Administration.
Every specimen that produces a positive, confirmed test result shall be
preserved by the licensed or certified laboratory that conducted the
confirmation test for a period of at least 210 days after the result of the test was
mailed or otherwise delivered to the medical review officer. However, if an
employee or job applicant undertakes an administrative or legal challenge to
the test result, the employee or job applicant shall notify the laboratory and the
sample shall be retained by the laboratory until the case or administrative
appeal is settled. During the 180 day period after written notification of a
positive test result, the employee or job applicant who has provided the
specimen shall be permitted by the employer to have a portion of the specimen
retested, at the employee’s or job applicant's expense, at another laboratory,
licensed and approved by the Agency for Health Care Administration, chosen
by the employee or job applicant. The second laboratory must test at equal or
greater sensitivity for the drug in question as the first laboratory. The first
laboratory that performed the test for the employer is responsible for the
transfer of the portion of the specimen to be tested and for the integrity of the
chain of custody during such transfer.
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Within 5 working days after receipt of a positive confirmed test result from the
medical review officer, the Town shall inform an employee or job applicant in
writing of such positive test result, the consequences of such results, and the
options available to the employee or job applicant. The Town shall provide the
employee or job applicant a copy of the test results upon request.

Within 5 working days after receiving notice of a positive confirmed test result,
an employee or job applicant may submit information to the Town explaining or
contesting the test result, and explaining why the result does not constitute a
violation of the employer’s policy.

If the employee’s or job applicant’s explanation or challenge of the positive test
result is unsatisfactory to the Town, a written explanation as to why the
employee’s or job applicant's explanation is unsatisfactory, along with the
report of positive result, shall be provided by the Town to the employee or job
applicant; and all such documentation shall be kept confidential by the Town
pursuant to Chapter 440 and shall be retained by the Town for at least 1 year.
The Town may not discharge, discipline, refuse to hire, discriminate against, or
request or require rehabilitation of an employee or job applicant on the sole
basis of a positive test result that has not been verified by a confirmation test
and by a medical review officer.

The Town shall use chain-of-custody procedures established by the Agency for
Health Care Administration to ensure proper recordkeeping, handling, labeling,
and identification of all specimens tested.

The Town shall pay the cost of all drug tests, initial and confirmation, which the
employer requires of employees. An employee or job applicant shall pay the
costs of any additional drug tests not required by the Town.

The Town shall not discharge, discipline, or discriminate against an employee
solely upon the employee’s voluntarily seeking treatment, while under the
employ of the Town, for a drug-related problem if the employee has not
previously tested positive for drug use, entered an employee assistance
program for drug-related problems, or entered a drug rehabilitation program.
Unless otherwise provided by a collective bargaining agreement, the Town
may select the employee assistance program or drug rehabilitation program if
the Town pays the cost of the employee’s participation in the program.

If drug testing is conducted based on reasonable suspicion, the Town shall
promptly detail in writing the circumstances which formed the basis of the
determination that reasonable suspicion existed to warrant the testing. A copy
of this documentation shall be given to the employee upon request and the
original documentation shall be kept confidential by the Town pursuant to
subsection (8) of Section 440.102, and shall be retained by the employer for at
least 1 year.
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All authorized remedial treatment, care, and attendance provided by a health
care provider to an injured employee before medical and indemnity benefits are
denied under this section must be paid for by the carrier or self-insurer.
However, the carrier or self-insurer must have given reasonable notice to all
affected health care providers that payment for treatment, care, and
attendance provided to the employee after a future date certain will be denied.
A health care provider, as defined in s. 440.13(1)(g), that refuses, without good
cause, to continue treatment, care, and attendance before the provider
receives notice of benefit denial commits a misdemeanor of the second
degree, punishable as provided in s. 775.082 or s. 775.083.

Confirmation Testing

. If an initial drug test is negative, the Town may in its sole discretion seek a

confirmation test.

Only licensed or certified laboratories may conduct confirmation drug tests.
All positive initial tests shall be confirmed using gas chromatography/mass
spectrometry (GC/MS) or an equivalent or more accurate scientifically
accepted method approved by the Agency for Health Care Administration or
the United States Food and Drug Administration as such technology becomes
available in a cost-effective form.

If an initial drug test of an employee or job applicant is confirmed as positive,
the Town's medical review officer shall provide technical assistance to the
employer and to the employee or job applicant for the purpose of interpreting
the test result to determine whether the result could have been caused by
prescription or nonprescription medication taken by the employee or job
applicant.

TOWN PROTECTION

An employee or job applicant whose drug test result is confirmed as positive in
accordance with this section shall not, by virtue of the result alone, be deemed
to have a “handicap” or “disability” as defined under federal, state, or local
handicap and disability discrimination laws.

No physician-patient relationship is created between an employee orjob
applicant and the Town or any person performing or evaluating a drug test,
solely by the establishment, implementation, or administration of a drug-testing
program.

If an employee or job applicant refuses to submit to a drug test, the Town is not
barred from discharging or disciplining the employee or from refusing to hire
the job applicant. However, this paragraph does not abrogate the rights and
remedies of the employee or applicant as otherwise provided in Section
440.102.
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Section8 CONFIDENTIALITY PURSUANT TO SUBSECTION (8) OF SECTION

440.102, FLORIDA STATUTES

d. Except as otherwise provided in this subsection, all information, interviews,
reports, statements, memoranda, and drug test results, written or otherwise,
received or produced as a result of a drug-testing program are confidential and
exempt from the provisions of s. 119.07(1) and s. 24(a), Art. | of the State
Constitution, and may not be used or received in evidence, obtained in discovery,
or disclosed in any public or private proceedings, except in accordance with this
section or in determining compensability under this chapter.

e. The Town laboratories, medical review officers, employee assistance programs,
drug rehabilitation programs, and their agents may not release any information
concerning drug test results obtained pursuant to this section without a written
consent form signed voluntarily by the person tested, unless such release is
compelled by an administrative law judge, a hearing officer, or a court of
competent jurisdiction pursuant to an appeal taken under this section or is deemed
appropriate by a professional or occupational licensing board in a related
disciplinary proceeding. The consent form must contain, at a minimum:

1. The name of the person who is authorized to obtain the
information.

2. The purpose of the disclosure.

3. The precise information to be disclosed.

4. The duration of the consent.

5. The signature of the person authorizing release of the
information.

f. Information on drug test results shall not be used in any criminal proceeding
against the employee or job applicant. Information released contrary to this section
is inadmissible as evidence in any such criminal proceeding.

g. This subsection does not prohibit the Town, an agent of the Town, or laboratory
conducting a drug test from having access to employee drug test information or
using such information when consulting with legal counsel in connection with
actions brought under or related to this section or when the information is relevant
to its defense in a civil or administrative matter.

h. In accordance with Attorney General Opinion 2013-19, drug test results obtained
by the Town pursuant to this drug-testing program are not subject to inspection or
copying pursuant to a request under Chapter 119, Florida Statutes, Florida’s
Public Records Law.
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Section9 DRUG TESTING STANDARDS FOR LABORATORIES

The Town will follow the Drug-Testing Standards for Laboratories as outlined in
subsection (9) of Section 440.102, Florida Statutes. Also see the drug-testing
standards included in Chapter 59A-24 of the Florida Administrative Code, which will
be provided upon request.

Section 10 EMPLOYEES TESTING POSITIVE FOR DRUG USE

i. If an employee in a mandatory-testing position enters an employee assistance
program or drug rehabilitation program, the Town must assign the employee to a
position other than a mandatory-testing position or, if such position is not available,
place the employee on leave while the employee is participating in the program.
However, the employee shall be permitted to use any accumulated annual leave
credits before leave may be ordered without pay.

j.  An employee in a special-risk position may be discharged or disciplined by the
Town for the first positive confirmed test result if the drug confirmed is an illicit
drug under s. 893.03. A special-risk employee who is participating in an employee
assistance program or drug rehabilitation program may not be allowed to continue
to work in any special-risk or mandatory-testing position of the Town, but may be
assigned to a position other than a mandatory-testing position or placed on leave
while the employee is participating in the program. However, the employee shall
be permitted to use any accumulated annual leave credits before leave may be
ordered without pay.

Section 11 ARREST OR CONVICTION FOR DRUG-RELATED CRIME

A If an employee is arrested for or convicted of a drug-related crime, the
Town will investigate the circumstances and direct the implementation of drug-
testing procedures if cause is established by the investigator. In most cases, an
arrest for a drug-related crime constitutes reasonable suspicion of drug use
under this policy. The following procedures will apply:

8 During investigation, an employee may, at the Town's discretion, be
placed on leave without pay. After the investigation is completed, the
leave may be converted to a suspension without pay or other
disciplinary action, or the employee may be reinstated depending upon
the facts and circumstances.

2. If convicted of a drug-related crime, an employee will be terminated from
employment.
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3. If an employee has been suspended and the case has been dismissed
or otherwise disposed of, the Town will make a determination as to
whether to authorize the employee's return to work based on its
investigation. If the employee is authorized to return to work, the
employee must agree in writing to unannounced, periodic testing for a
period of up to two (2) years.

4. Because of the seriousness of such situations, the Town reserves the
right to alter or change its policy or decision on a given situation
depending upon its investigation and the totality of the circumstances.

B. As a condition of continued employment, an employee shall notify the Town of
any criminal drug statute arrest or conviction immediately or by the beginning
of the next business day.

Section 12 DENIAL OF BENEFITS

The Town shall deny an employee medical or indemnity benefits under Chapter 440
for a violation of the Drug-Free workplace program implemented by the Town.

Section 13 INVESTIGATIONS/SEARCHES

A Where the Town has reasonable suspicion that an employee has violated the
substance abuse policy, the Town may inspect vehicles, lockers, work areas,
desks, purses, briefcases, tool boxes and other locations or belongings on the
Town's premises without prior notice, in order to ensure a work environment
free of prohibited substances. An employee may be asked to be present and
remove a personal lock. Where the employee is not present or refuses
to remove a personal lock, the Town may do so for him or her, and
compensate the employee for the lock. Any such searches will be coordinated
with a representative of management.

B. Individuals may be requested to display personal property for visual
inspection upon Town request. Failure to consent to a search or display
personal property for visual inspection will be grounds for discharge or denial
of access to Town premises.

C. Individuals may be required to empty their pockets, but under no
circumstances will an employee be required to remove articles of clothing or be

physically searched.
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D. Employees will be subject to discipline, up to and including termination of
employment for refusing to cooperate with searches or investigations.

Section 14. The Town agrees to reimburse employees for any costs not covered by Town
insurance for required physical examinations.



Federation of Public Employees

A Division of National Federation of Public and Private Employees (AFL-CIO)

An Affiliate of District | - MEBA (AFL-CIO)

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

Phone: (954) 797-7575 ~ Fax: (954) 797-2922 EXHIBIT A

O Application for Membership or
0 Notice of New Employment

Employer Recruited by Hire Date

I hereby apply for bership in the Federation of Public Employees, a division of the Nationat Federation of Public and Private Employees {AFL-CID), an affiliate of District |
— MEBA (AFL-CIO), [n s0 doing, I agree and promise to faithfully obey the Constitution and By-Laws and to conform to all the files of the Federation, pending the final
acceptance es a member.

Further, [ attest that I do not believe in, and am not a member of, nor do 1 support any organization thet believes in or teaches the overthrow of the United States govemment, by
force or by illega! or unconstitutional methods. [ certify that the statements in this application ere true,

[ further designate the beneficiary identified below for purposes of any and all unicn sponsored benefits unless otherwise designated on & separete form specific to thal
benefit:

(Please Print or Type)
Name (pnnt) Home Ph. Cell Ph.

Last First Middle area code  number area code  number
Birth date: Soc. Security #: Employee #
Job Classification: Marital Status: 0O male [0 female
Address:

Street Apt. # City State Zip Code

E-Mait Address
Previous Membership; Date Withdrawn: .
Your Signature: . Date Signed:
Closest Living Relative: Relationship:
Beneficiary: Relationship:

Please circle your shirt size: S M L XL XXL XXXL
Authorization to Deduct

To (My Employer)

1 heseby assign to the Federtion of Public Employees, & division of the National Federtion of Public and Private Employees (AFL-CIQ), an affillate of District | —MEBA (AFL-
CiO)'ﬁwna:wwuueamodmlnbeumudbymeuynwemployee.mypeﬁndtcducains»ch a5 are naw or hereafl biished by the Federation and become due to
it 23 my membership dues in said Federation

This horization and directlon shall be bl at any time upon thirty {30) days written notification to my smployers and the Federstion,

Dues, contributions or gifta to the Federtion of the Public Employess, o division of the National Federstion of Public and Private Employees (AFL-CIO), rn afftliate of District -
MEBA (AFL-CIO), are not deductible as charitable contributions for Federal Incore Tax purposes, Ducs paid to the Federation of Public Employess, & diviston of the National
Federation of Public and Private Employees (AFL-CIO), an affiliate of District | - MEBA (AFL-CIO), however, may qualify as business expenses and may be deductible in
limited circurmEtances subject to various restrictions imposed by the Intemal Revenus Code.

Department/Location: Name (print):
Work and/or Cell #: Name (signature)
Soc. Security #: o Today's Date:
PUB.revised 02/1472011 '

For Office Use Only

Date Approved by DIC: Date Approved by Membership: Representative’s Signature:
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EXHIBIT B
GRIEVANCE FORM & PUBLIC RECORDS REQUEST CHAPTER 119

FEDERATION OF PUBLIC EMPLOYEES
A division of the National Federation of Public & Private Employees
Affiliated with District {-MEBA (AFL-CIQ)

1700 N.W. 66™ Avenue ¥ Suite 100-B, Plantation, Florida 33313

Office (954) 797-7575 Fax (954) 797-2922
Employer Employer Phone Grievance Date
Member's Name Locatlon/Dept Classlfication
Member's Address Phone:
ImmedIate Supervisor's Name Phone:

1.

2. Speclfy the Article's of the Agreement which is/are violated:

3. What is the remedy and/or rellef sought?

Please allow this letter to serve as the Federation’s formal request pursuant to Florida Statues 119 & 447 as follows:

[ All documents relied on in imposing disciptine {1 Witness statements

[J Employee evaluations; discipline [ Job descriptions for grievant

7] Al time cards for the last ____ months [ Personnel file (see attached release)
[C] All memoranda/emalls, video tapes, cd-roms, floppy disks O Other:

pertaining to the above-listed

| hereby authorize the Federation of Public Employees to act for me in the disposilion and settling of this grievance.

Date: Employee Signature
Dale Steward's Signature
Date: Representative's Signature

3
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LETTER FROM FEDERATION OF
PUBLIC EMPLOYEES



FEDERATION OF PuBLIC EMPLOYEES

A Division of the National Federation of Public and Privare Eniployees
An Affiliate of District 1- Marine Engineers Beneficial Association (MEBA), (AFL-CIO)

DANIEL D. REYNOLDS ANTHONY MARCIANO
Division President Division Secretary/Treasurer

November 14, 2024

Bambi McKibbon-Turner, Interim Town Manager
Town of Lake Park

535 Park Avenue

Lake Park, FL 33403

SENT VIA US MAIL AND E-MAIL
Dear Ms. McKibbon-Turner:

This letter is to advise you that the Federation of Public Employees held a ratification
vote for the Town of Lake Park Bargaining Unit on November 14, 2024.

Please be advised that the majority of bargaining unit employees in attendance voted to
accept the Collective Bargaining Agreement between the Federation and The Town of
Lake Park.

If you need any additional information, please do not hesitate to contact me.

Business Representative

GM:yf

1700 N.W. 66th'Avenue * Suite 100 * Fort Lauderdale, Florida 33313
WWW. FOPE.US % Office (954) 797-7575 * Fax (954) 797-2922
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