Article 8

GRIEVANCE AND ARBITRATION

Section 1. Bargaining unit employees will follow all written and verbal orders given
by superiors, even if such orders are alleged to be in conflict with this Agreement. Compliance
with such orders will not prejudice the right to file a grievance within the time limits contained
herein, nor shall compliance affect the ultimate resolution of the grievance.

Section 2. A “grievance” is a claimed violation of this Agreement, including, but not
limited to, the claim that a discharge or other disciplinary action violated a specific provision of
this Agreement. No grievance will, or need be, entertained or processed, unless presented in the
manner described herein on the Grievance Forms listed in this Agreement as Exhibits A through
C, and unless filed in a manner provided herein within the time limit prescribed herein. Grievances
are limited to claims which are dependent for resolution upon interpretation or application of one
or more express provisions of this Agreement. Discipline will not normally be increased above
the level stated in the Predetermination Notice issued by Human Resources. However, should
additional information or evidence become available during the review of the discipline, Human
Resources will be required to issue a new Predetermination Notice should more severe discipline
be proposed.

Section 3. Grievances will be processed in the following manner and strictly in
accordance with the following stated time limits. Once a grievance is filed, only those acts or
omissions and sections of the agreement identified at the initiation of the grievance may be
considered at subsequent steps in the grievance process.

STEP ONE: The aggrieved employee shall present his grievance in
writing to the Deputy Chief, or his designee, within ten (10) calendar
days from the date following the act or omission giving rise to the
grievance, or ten(10) calendar days from the date the grievant
acquires knowledge, or could have reasonably been expected to have
acquired knowledge of the act or omission which gave rise to the
grievance on the prescribed grievance forms, which shall be
standard forms used throughout the grievance procedure. Upon
receipt of the grievance, the Deputy Chief or his designee shall
forward a copy of the grievance to the Police Chief and the
University’s Human Resources Executive Director. The Deputy
Chief or his designee shall meet with the Grievant, his PBA
representative (if any), and the supervisor(s) involved, and shall
render his decision on the grievance in writing with copies to the
Grievant, the Police Chief, the Human Resources Executive
Director, and the PBA within fourteen (14) calendar days of such
meeting.

STEP TWO: Any grievance which cannot be satisfactorily settled
in STEP ONE above shall then be taken up with the Police Chief or
his designee. The grievant shall file the Step Two grievance with
the Police Chief within ten (10) calendar days after the Deputy Chief



or designee’s response in STEP ONE above. At this step, the
grievance must be signed by the employee and shall state: (a) the
date of the alleged events which gave rise to the grievance; (b) the
specific Article or Articles and Sections of this Agreement allegedly
violated; (c) statement of fact pertaining to or giving rise to the
alleged grievance; and (d) the specific relief requested. The Police
Chief or his designee shall conduct a fact-finding meeting with the
Grievant, his PBA representative (if any), and the Deputy Chief or
his designee. Thereafter, the Police Chief, or his designee, shall
issue his decision in writing on the grievance, with copies to the
Grievant, the Human Resources Executive Director, and the PBA
within fourteen (14) calendar days after presentation of the
grievance at the fact-finding meeting.

STEP THREE: Any grievance which cannot be satisfactorily settled
in STEP TWO above shall then be taken up with the Human
Resources Executive Director, or his designee. The grievance, as
specified in writing in STEP ONE above, shall be filed with the
Human Resources Executive Director, or his designee, within ten
(10) calendar days after the date of the Police Chief’s response in
STEP TWO above. The Human Resources Executive Director, or
his designee, will conduct a meeting with the Grievant, his PBA
representative  and  appropriate  Department management.
Thereafter, the Human Resources Executive Director, or his
designee, shall issue his decision in writing on the grievance, with
copies to the Grievant, the PBA, and the Department within fourteen
(14) calendar days after the presentation of the grievance at this Step.

Management decisions which deny written grievances, in whole or in part, must contain the
reasons for the denial.

Section 4. Avrbitration.

Arbitration is the final step of the UCF due process procedures available to a grievant. If
the Grievant is not satisfied with the decision of the Human Resources Executive Director, or his
designee, in STEP THREE above, PBA may submit written notice of Arbitration by hand delivery,
or by certified or registered mail, to the Human Resources Executive Director postmarked within
twenty-one (21) calendar days of receipt of the Human Resources Executive Director’s written
decision at the conclusion of Step Three. Said written notice of arbitration shall include a written
statement of the position of the Grievant with respect to the issues upon which arbitration is being
sought. Under no circumstances shall the issues to be arbitrated be expanded from the issues set
forth in the grievance filed at the initial entry step of the grievance procedure.

4.1  Selection of Arbitrator. The parties agree to use Federal Mediation and Conciliation
Service (FMCS) for purposes of identifying an arbitration panel for the grievance. The parties
seeking have seven (7) calendar days from submission of the notice of arbitration to make a request
to FMCS for selection of an arbitration panel. The other party will be notified in writing what date
that the request has been made to FMCS. The parties agree to an Expedited Arbitration Procedure
in every case unless one or both of the parties object to the Expedited Arbitration Procedure, in




writing. Arbitrators will abide by the rules set forth in the FMCS Expedited Arbitration procedure.
Where one or both parties have objected to the Expedited Arbitration, the process will be through
the regular arbitration procedure. In the event that a transcript of a hearing before an arbitrator is
prepared, the party ordering the transcript shall pay the cost thereof. In the event more than one
party desires a copy of the transcript, the cost of said transcript will be paid in proportion to the
number of parties requesting the transcript.

4.2  The parties agree that FMCS shall be asked to provide a list of no more than five
(5) eligible arbitrators for the matter. To be eligible to serve as an arbitrator for the matter, the
individual must be registered with FMCS and must have or use a Florida address from which to
bill for travel and travel expenses. The parties agree that FMCS shall first use a Metropolitan
designation for identifying an arbitration panel and, only if that panel is rejected by the parties,
FMCS shall second use a Sub-Regional designation for identifying an arbitration panel.

4.3  Asan alternative to requesting a panel or as an alternative to the panel provided by
FMCS, the parties may agree independently to the selection of an arbitrator and request a direct
appointment of that arbitrator by FMCS.

4.4 If the parties request a panel from FMCS, the parties shall confer regarding the
selection of an arbitrator. Either party may reject the panel in which case the parties may request
a second panel from FMCS. The other party may reject the second panel, in which case a third
panel may be requested from FMCS. Once there is a panel that is not rejected, then the parties
will select an arbitrator from the panel by alternately striking from the panel until one name
remains. The party to strike first shall be determined by the flip of a U.S. quarter.

45  As promptly as possible after the arbitrator has been selected, he shall conduct a
hearing between the parties and consider the grievance. The decision of the arbitrator will be
served upon the individual employee or employees involved, the University, and the Union in
writing. The expenses of the arbitration, including the fee and the expenses of the arbitrator, shall
be shared equally by the parties. Any party desiring a transcript of the hearing shall bear the cost
of its transcript unless both parties mutually agree to share the cost. Each party shall bear the
expense of its own witnesses and of its own representatives for purposes of the arbitration hearing.

4.6  The arbitrator will confine his consideration and determination to the written
grievance presented in its initial step of entry of the grievance procedure. The arbitrator shall have
no authority to substitute his judgment for that of management and/or to change, amend, add to,
subtract from, or otherwise alter or supplement this Agreement or any part thereof or amendment
thereto. The arbitrator shall have no authority to consider or rule upon any matter which is stated
in this Agreement not subject to arbitration or which is not a grievance as defined in this
Agreement; nor shall this Collective Bargaining Agreement be construed by arbitrator to supersede
applicable state and federal laws or regulations.

4.7  The arbitrator may not issue declaratory opinions and shall confine himself
exclusively to the question which is presented to him, which question must be actual and existing.
The issue before the arbitrator shall be whether a specific provision of this Agreement was violated.
Either party shall be entitled to seek review of the arbitrator’s decision in the Circuit Court.



4.8  No decision of any arbitrator or of the University in one case shall create a basis for
retroactive adjustment in any other cases. All claims for back wages shall be limited to the amount
of straight time (i.e., no overtime) wages of the particular employee involved, less any
unemployment compensation that he received during the period involved. Additionally, in
calculating any back wages award, the arbitrator shall consider whether the employee met his duty
to mitigate losses during the period involved.

4.9 It is agreed, with respect to the above wages or retroactive adjustment, that no
arbitrator shall have the right to determine that back wages or other retroactive adjustment shall be
awarded for a period in excess of one (1) month prior to the date of filing the grievance which is
being ruled upon.

4.10. Itis agreed, with respect to this grievance and arbitration procedure, that:

4.10.1 Itis the intent of the parties that a grievance must be raised at the earliest possible
time. Any grievance, in order to be entertained and processed, must be submitted in a timely
manner by the Grievant.

4.10.2 Grievances not submitted by the Grievant in a timely manner shall be conclusively
barred on the merits following the expiration of the prescribed time limit. Such a time-barred
grievance may not be entertained or processed, and only facts disputed as to timing for deadline
purposes by either the grievant or by the university management will be the subject of any
arbitration resulting from the matter. A grievance that is not subject to failure in timely response
by either party shall permit the Grievant to proceed to the next Step, and failure of the Grievant to
proceed on a timely basis to each successive next Step shall bar the grievance.

4.10.3 If any deadline falls on a Saturday or Sunday, University holiday, or other time
during which the University is closed for regular business the action subject to the deadline will
be deemed timely, if accomplished by close of business the next business day.

4.10.4 The parties may mutually agree in writing to extend any deadline under the
Grievance/Arbitration procedure.

4.11 Nothing in this Article shall be construed to prevent any employee from presenting
his own grievance with whomever he wants to represent him. It is understood that either an
individual, an attorney, or the Union may represent a Grievant, but under no circumstances shall
more than one person represent the Grievant at any step of the grievance procedure. In the event
the University is notified that the Grievant is representing himself or is otherwise not being
represented by the Union, the University shall so notify the Union. The Union may monitor and
attend such grievance steps on personal or leave time but may not participate otherwise.

4.12 Where a grievance is general in nature in that it applies to a group of employees
rather than a single employee, or if the grievance is directly between the Union and the Department
or the University, such grievance shall be presented in writing directly to the Police Chief within
ten (10) calendar days of the occurrence of the event or events that gave rise to the grievance, or
the date on which the filing party or parties knew, or reasonably should have known, of the event,
if that date is later. The grievance shall be signed by one or more aggrieved employee, or by the
PBA on their behalf. Thereafter, the grievance shall be processed in accordance with the



procedures set forth in STEPS TWO and THREE above; provided, however, that the grievance
must contain the detailed information required in STEP ONE above.

4.13 A non-dues-paying bargaining unit employee may avail himself of all procedures
under this Article. In so doing, such non-dues-paying bargaining unit employee shall be required
to bear the full cost of preparing and presenting his own case and his arbitration expenses as set
forth in Section 6 above.

4.14  This grievance and arbitration procedure shall be the sole and exclusive procedure
for any bargaining unit employee to contest discharge or other disciplinary action or any alleged
violation of this Agreement.

4.15  The parties may mutually agree to waive Steps 1 and 2 of the grievance
procedure in order to expedite the processing of a grievance.



Article 13

WORKDAY, WORK PERIOD, AND OVERTIME

Section 1. Work Period

1.1  The parties agree to utilize a fourteen (14) consecutive day work period for all
bargaining unit employees.

1.2 The parties agree to operate under 29 U.S.C. 8207(k) of the Fair Labor Standards
Act in order to establish employees' overtime compensation. When an employee works more than
eighty (80) hours in a fourteen (14) consecutive day work period, the employee shall receive
overtime compensation. Overtime compensation shall be by cash payment, unless the Chief
specifically authorizes (in writing) such overtime compensation by payment of compensatory time.

1.3 Overtime shall be scheduled in accordance with Departmental Policies and
Procedures and administered in accordance with the provisions of this Article. Employees shall
be required to work overtime when ordered.

1.4 Under no circumstances shall sick leave, vacation leave, or any other time not
actually worked count as "time worked" or "hours worked" for purposes of calculating entitlement
to overtime compensation.

15 This paragraph relates to an employee’s ongoing, regular workweek, work hours,
or days off. Anemployee will be given ten (10) calendar days' notice of a change in the employee's
workweek, work hours, or days off, except in an emergency or to meet unforeseen law enforcement
needs. Special duty and overtime assignments do not change an employee’s regular workweek,
work hours, or days off and therefore are not covered by this paragraph.

1.6 An employee who rotates to a different shift (based on a Department-wide shift
rotation or a change in an individual’s shift) shall receive a minimum of twelve (12) hours off
between the end of the current shift assignment and the beginning of the new shift assignment,
except in an emergency or where staffing does not permit.

1.7  The Department will not mandate overtime for special events at the Arena or
Stadium, UNLESS the Department gives the unit member at least three (3) calendar days’ notice
of the special event assignment or there is an unforeseen law enforcement need. An employee
who has volunteered for a special event and then must call in sick, shall normally contact the
Department at least four hours in advance of the special event report time, utilizing standard
procedures. If an employee who is scheduled to work a special event, calls in sick prior to the
event utilizing standard procedures, the Department shall be responsible to find a replacement, if
any.

Section 2. Workday
2.1  For the purpose of this Agreement, workday shall mean the time during which an

employee is on scheduled duty. A regular workday shall be twelve (12) hours for officers assigned
to Patrol, and eight (8) hours or ten (10) for all other bargaining unit employees. It is understood



that officers assigned to Patrol will work six (6) twelve (12) hour workdays and one (1) eight (8)
hour workday in a work period.

2.2 Subject to work requirements, each employee shall be entitled to a paid meal period
of thirty (30) minutes during his regular workday. Subject to work requirements, employees shall
be allowed a fifteen (15) minute rest period during the first half of the workday and a fifteen (15)
minute rest period during the second half of the work day.

Section 3. Compensatory Time

3.1  Anemployee may accumulate up to 80 hours of overtime compensatory time.

3.3 Anemployee may elect to sell back up to four forty (40) hour increments of special
compensatory time, overtime compensatory time or vacation time annually if the Chief (Director)
agrees to such "sell back.” (The time of any such "sell back™ must be approved by the Chief.)
Each forty (40) hour increment must be from only one type of balance (special compensatory time,
overtime compensatory time or vacation). This section defines the annual time period as the
calendar year and the controlling factor shall be the date of payment.

Section 4. Compensation for Special Duty

4.1  When an employee works an event for which the department is reimbursed at a
premium rate of pay, and such event is outside the employee’s regularly scheduled work period,
and a holiday(s) occurs or the employee uses sick leave, annual leave, or administrative leave in
that work period, such employee will receive premium (time and one-half) pay for hours worked
at that event. K-9 officers shall receive a minimum of forty-five dollars ($45.00) per hour, or the
premium time, whichever is greater, for all time worked on the special duty assignment while
working the event with his K-9.

4.2 Anemployee reporting to a special duty event shall be guaranteed two (2) hours of
pay if an event is canceled or concluded prior to the end of the two hour period covered by the
guaranteed pay provision. An employee's failure to adhere to the Department's procedures for
determining the status of the event prior to reporting to such duty will cause the employee to lose
eligibility for the guaranteed two (2) hours. If, after the employee reports to work, the event is
canceled or concluded prior to the end of the guaranteed two (2) hours, management may assign
other law enforcement duties within the scope of the employee's position description during the
guaranteed two (2) hour period. This two (2) hour guarantee applies to each continuous period of
special duty, even if occurring during the same event. (For purposes of example only, this means
that if an employee reports for special duty for a period of time and then is asked to report back
three hours later for additional special duty, the employee will receive the two (2) hour guarantee
for both periods of special duty for a total of four (4) hours or the actual hours worked, whichever
IS greater.)

Section 5. Patrol Shift Selection (Bids)

5.1  Patrol shift selection shall be conducted once a year. The employees shall select
posted shifts and slots by seniority; except that up to one employee on each patrol shift may be
assigned by the Department without regard to seniority. The Department will honor selections



unless it is unable to fill a designated slot with a qualified employee or in order to staff the positions
on each patrol shift without regard to seniority. In such case where there is not a qualified person
who bid to fill a slot, the Department shall have the right to fill the vacant slot(s) with the most
qualified employee. Agency Seniority, as used in this section, is defined as the time accruing to
bargaining unit employees through continuous sworn full-time service while employed by the
University. In the event that two or more personnel have the same Rank Seniority which is the
same date of promotion to the rank, the employee with the most Rank Seniority held in the next
lower rank shall have preference. Agency Seniority shall have preference if all Rank Seniority is
equal. Agency Seniority shall start from the day an employee is hired to perform law enforcement
services (sworn hire date) and shall not accrue while an employee is attending a law enforcement
academy in order to be State certified as a Law Enforcement Officer.

5.2  With respect to employees assigned without regard to seniority in accordance with
Section 5A above, no employee shall be so assigned more than once every three years.

5.3  With respect to employees assigned without regard to seniority in accordance with
Section 5A above, any such assignment shall be for the duration of the posted shift cycle.

With respect to employees assigned without regard to seniority in accordance with Section 5.1
above, employees shall be given a written reason(s) as to the assignment.

Section 6. Shift Differential

6.1 A payment of shift differential for unit members who work patrol shifts other than
the regular day shift will be set to meet the needs of the university.

6.2  Patrol unit members will be paid a shift differential salary additive for the entire
shift when regularly assigned to work an evening or night shift of $1.00 per hour where the
majority of hours fall between 6:00 p.m. and 6:00 a.m.

6.3 The shift differential additive is included in the calculation of the employee’s
regular rate of pay for purposes of computing overtime pay.

6.4  Employees who select a shift or are assigned a shift according to the annual shift
selection process are eligible to receive a shift differential additive. Exceptions to this section may
be approved by the chief for new hires and if an assignment is made between shift selection
processes for a period of at least six pay periods.



Article 29
WAGES

Section 1. Salary Increases.

1.1  For Fiscal Year 2019-2020, the University will implement a 3% across-the-board
salary increase and a one-time payment of $500 to eligible employees, paid on November 8,
2019. This agreement does not infringe upon any legislative increases which may be authorized
by the Florida legislature above the contractual percentages established in this Article.

1.2 The across-the-board increase in 1.1 shall be expressed as an hourly rate and
added to the hourly base salary of each eligible bargaining unit member.

1.3 In the event that any increase provided for in this subsection would have the effect
of increasing a unit member’s salary above the maximum pay for the range, the unit member’s
base salary shall be raised to the extent permitted without exceeding the maximum range. Any
additional amount needed to total the applicable percentage contained herein shall be paid to the
unit member as a one-time supplement that does not become part of the unit member’s base
salary.

Section 2. Eligibility Criteria for Salary Increases

2.1  Employees are eligible for the increases referenced in this article unless an
employee has a current performance appraisal evaluation rating of not meeting performance
standards in effect on the date salary increases are implemented.

2.2 Employees are eligible for the increases referenced in this article if they were
employed in a regular position on June 30, 2019, and continuously employed until the
administration of the increases.

2.3 Employees who have given notice of a resignation or received notice of termination
of employment prior to the implementation of such salary increases shall be ineligible.

Section 3. The pay ranges for each of the respective ranks are as follows:

1. Officer:  $45,000 - $61,630
2. Corporal: $51,601 - $67,993
3. Sergeant: $58,174 - $81,035

Once an officer is sworn and certified, the Law Enforcement Officer shall receive no less than 95
percent of the minimum salary for a two-month period during the Law Enforcement Officer
FTEP. After this two-month initial training period, the Law Enforcement Officer shall receive
no less than the minimum salary listed above for the duration of the FTEP.

Section 4. Other Funds. Eligible employees whose salaries are funded from a
contract, grant, auxiliary, or local fund shall receive salary increases equivalent to employees



whose salaries are funded from E&G sources, provided that such salary increase funds are
available within the contract, grant, auxiliary, or local fund. In the event such salary increases
are not permitted by the terms of the contract or grant, or in the event adequate funds are not
available, the University shall seek to have the contract or grant modified to permit such
increases.

Section 5. Nothing contained herein prevents the University from providing salary
increases beyond those increases specified. Prior to such salary increases being administered,
the University shall adhere to the required statutory obligations as contained in FS Chapter 447.

Section 6. Investigations Unit. Any bargaining unit member assigned to work in the
Investigations Unit will receive a five (5) percent differential added to base pay for the period of
assignment to Investigations.

Section 7. Field Training Officer (FTO) Pay. FTO pay shall be at the rate of forty-
five (45) dollars per shift.

Section 8. K-9 Handlers will receive an additional forty-five (45) minutes of
compensable time per calendar day while assigned to handle a department canine.



