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CITY COUNCIL REPORT 

FORMAL AGENDA 

TO: City Council AGENDA DATE: April 30, 2014 

FROM: Greg Stanton 

Mayor 

 PAGE: 1 

SUBJECT: BOARDS AND COMMISSIONS 

 
Library Advisory Board 
 
I recommend the following for appointment: 
 
Suzanne Pfister 
Ms. Pfister is the President and CEO of St. Luke’s Health Initiatives.  She will replace 
Debbie Dillon and serve a term to expire June 30, 2016. 
 
 
City Tourism and Hospitality Advisory Board 
 
I recommend the following for appointment:  
 
John Chan 
Mr. Chan is the director of the Phoenix Convention Center.  He will replace Debbie 
Cotton as the voting City staff member on the board and will serve a term to expire 
September 30, 2015. 
 
Jerry Harper 
Mr. Harper is the deputy director of sales and marketing for the Phoenix Convention 
Center.  He will replace John Chan as the non-voting City staff member on the board 
and will serve a term to expire September 30, 2015. 
 
 
Hotel Corporation Board 
 
I recommend the following for appointment: 
 
John Chan 
Mr. Chan is the director of the Phoenix Convention Center.  He will replace former City 
Attorney Gary Verburg on the board. 
 
Milton Dohoney, Jr. 
Mr. Dohoney is the Assistant City Manager and will replace City Manager Ed Zuercher 
on the board. 
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CITY COUNCIL REPORT 

FORMAL AGENDA 

TO: Mayor and Council Members AGENDA DATE: April 30, 2014 

FROM: Penny Parrella, Executive Assistant 
to the City Council 

 PAGE: 1 

SUBJECT: BOARDS AND COMMISSIONS – CITY COUNCIL APPOINTEES 

 
Estrella Village Planning Committee 
 
Councilman Michael Nowakowski recommends the following for appointment: 
 
Dafra Joel Sanou 
Mr. Sanou is a human resources professional and a resident of District 7.  He is 
recommended to fill a vacancy on the committee and will serve a term to expire 
November 19, 2015. 
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CITY COUNCIL REPORT 

FORMAL AGENDA 

TO: Ed Zuercher 

City Manager 

AGENDA DATE: April 30, 2014 

THRU: Lionel D. Lyons 

Senior Executive Assistant to the 
City Manager 

ITEM:  25 PAGE:  61 

FROM: Cindy Bezaury 

Labor Relations Administrator 

   

SUBJECT: PUBLIC HEARING - POSITION STATEMENTS RELATED TO 
NEGOTIATIONS WITH AFSCME LOCAL 2384 (UNIT 2) 

 
This report is submitted as back-up information to Item 25 on the Formal City Council 
agenda of April 30, 2014.  This item provides an opportunity for a public hearing to 
present positions statements from the City and the American Federation of State, 
County and Municipal Employees (AFSCME) Local 2384 (Unit 2). 
 
THE ISSUE 
 
The meet and confer process with the City’s five authorized employee organizations 
(“Meet and Confer units”), as outlined in Section 2-219 of the City Code, began in 
January 2014.  Following notification to the Phoenix Employment Relations Board 
(PERB) that a dispute still existed after the March 1, 2014, deadline outlined in 
Section 2-219 of the City Code, a fact finding process was initiated with AFSCME 
Local 2384.  As of April 14, 2014, issues remain unresolved and an agreement has not 
been reached with AFSCME Local 2384. 
 
In accordance with the terms of Section 2-219 of the City Code, if no agreement has 
been reached by April 14, the City Manager and the employee organization shall submit 
to the City Council written position statements on all unresolved issues in dispute; and, 
the City Council shall conduct a public hearing at which the parties shall be given full 
opportunity to explain their respective positions on all unresolved issues. 
 
Within ten working days following the conclusion of the public hearing, the City Council 
is authorized to take final action imposing terms and conditions of employment (by 
May 13). 
 
OTHER INFORMATION 
 
Attached to this report are: 

 Attachment 1: Fact Finding Report 
 Attachment 2: Position Statement from the City 
 Attachment 3: Position Statement from AFSCME Local 2384 
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RECOMMENDATION 
 
This report provides backup information to agenda Item 25 on the Formal City Council 
agenda of April 30, 2014. 
 
No action is required. 
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CITY COUNCIL REPORT 

FORMAL AGENDA 

TO: Ed Zuercher 

City Manager 

AGENDA DATE: April 30, 2014 

THRU: Lionel D. Lyons 

Senior Executive Assistant to the 
City Manager 

ITEM: 26 PAGE:  62 

FROM: Cindy Bezaury 

Labor Relations Administrator 

   

SUBJECT: PUBLIC HEARING - POSITION STATEMENTS RELATED TO 
NEGOTIATIONS WITH AFSCME LOCAL 2960 (UNIT 3) 

 
This report is submitted as back-up information to Item 26 on the Formal City Council 
agenda of April 30, 2014.  This item provides an opportunity for a public hearing to 
present positions statements from the City and the American Federation of State, 
County and Municipal Employees (AFSCME) Local 2960 (Unit 3). 
 
THE ISSUE 
 
The meet and confer process with the City’s five authorized employee organizations 
(“Meet and Confer units”), as outlined in Section 2-219 of the City Code, began in 
January 2014.  Following notification to the Phoenix Employment Relations Board 
(PERB) that a dispute still existed after the March 1, 2014, deadline outlined in 
Section 2-219 of the City Code, a fact finding process was initiated with AFSCME 
Local 2960.  As of April 14, 2014, issues remain unresolved and an agreement has not 
been reached with AFSCME Local 2960. 
 
In accordance with the terms of Section 2-219 of the City Code, if no agreement has 
been reached by April 14, the City Manager and the employee organization shall submit 
to the City Council written position statements on all unresolved issues in dispute; and, 
the City Council shall conduct a public hearing at which the parties shall be given full 
opportunity to explain their respective positions on all unresolved issues. 
 
Within ten working days following the conclusion of the public hearing, the City Council 
is authorized to take final action imposing terms and conditions of employment (by 
May 13). 
 
OTHER INFORMATION 
 
Attached to this report are: 

 Attachment 1: Fact Finding Report 
 Attachment 2: Position Statement from the City 
 Attachment 3: Position Statement from AFSCME Local 2960 
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RECOMMENDATION 
 
This report provides backup information to agenda Item 26 on the Formal City Council 
agenda of April 30, 2014. 
 
No action is required. 
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CITY COUNCIL REPORT 

FORMAL AGENDA 

TO: Ed Zuercher 

City Manager 

AGENDA DATE: April 30, 2014 

THRU: Lionel D. Lyons 

Senior Executive Assistant to the 
City Manager 

ITEM: 27 PAGE:  63 

FROM: Cindy Bezaury 

Labor Relations Administrator 

   

SUBJECT: PUBLIC HEARING - POSITION STATEMENTS RELATED TO 
NEGOTIATIONS WITH PLEA (UNIT 4) 

 
This report is submitted as back-up information to Item 27 on the Formal City Council 
agenda of April 30, 2014.  This item provides an opportunity for a public hearing to 
present positions statements from the City and the Phoenix Law Enforcement 
Association (PLEA). 
 
THE ISSUE 
 
The meet and confer process with the City’s five authorized employee organizations 
(“Meet and Confer units”), as outlined in Section 2-219 of the City Code, began in 
January 2014.  Following notification to the Phoenix Employment Relations Board 
(PERB) that a dispute still existed after the March 1, 2014, deadline outlined in 
Section 2-219 of the City Code, a fact finding process was initiated with PLEA (Unit 4).  
As of April 14, 2014, issues remain unresolved and an agreement has not been reached 
with PLEA (Unit 4). 
 
In accordance with the terms of Section 2-219 of the City Code, if no agreement has 
been reached by April 14, the City Manager and the employee organization shall submit 
to the City Council written position statements on all unresolved issues in dispute; and, 
the City Council shall conduct a public hearing at which the parties shall be given full 
opportunity to explain their respective positions on all unresolved issues. 
 
Within ten working days following the conclusion of the public hearing, the City Council 
is authorized to take final action imposing terms and conditions of employment (by 
May 13). 
 
OTHER INFORMATION 
 
Attached to this report are: 

 Attachment 1: Fact Finding Report 
 Attachment 2: Position Statement from the City 
 Attachment 3: Position Statement from PLEA (Unit 4) 
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RECOMMENDATION 
 
This report provides backup information to agenda Item 27 on the Formal City Council 
agenda of April 30, 2014. 
 
No action is required. 
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Phoenix Law Enforcement Association 

Position Paper for City Council 

April 30, 2014 
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I. Introduction 

Rank-and-file Phoenix police officers have had significantly lower take-home 

compensation over the past 4 years than in prior years, while at the same time 

battling substantially increasing violence on the streets, demand for increased 

productivity, and, at home, rising inflation. Phoenix police officers are 

compensated below the average of other sworn public safety ranks; in particular, 

rank-and-file Phoenix firefighters. In addition, the City has the ability to pay, in 

large part because of cost savings of hundreds of millions of dollars generated by 

Phoenix police officers and the fact that the City historically has an ending general 

fund balance surplus, tens of millions of dollars above the budgeted contingency 

fund. For these reasons, and more, PLEA urges the City Council to adopt the 

independent fact-finder’s decision. 

II. Background

On April 9 –10, 2014 PLEA and the City of Phoenix entered into fact-finding 

on the disputed issues of the 2014 – 2016 MOU. The disputed issues were as 

follows: 

Economics: 

Year 1: PLEA 1.6% concessions restored / City: 2.1% Additional concession 

Year 2: PLEA 2% base wage increase / City 0.9% Additional concession 
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Pension: 

PLEA: Apply pension changes only to those hired after July 1, 2014 / City: apply 

pension changes to all 

On Monday April 14, 2014 the fact-finder issued his recommendations for settling 

the dispute. 

III. Fact-Finder Recommendations

Economics: 

Year 1: Status Quo (current 1.6% concession to remain in effect) 

Year 2: 1.6% concessions restored and a 2% base wage increase 

Pension: 

Apply pension changes to only officers hired after July 1, 2014 

Findings of Fact: 

The Fact-Finder found that Phoenix police officers have made significant sacrifices 

by the way of a severe reduction of overtime pay and reduced ability to earn extra 

holiday pay over the past few years. He found that the Phoenix police department 

is at least 454 officers fewer than it was in its peak of 2009. He found evidence that 

the City routinely ends every fiscal year with a general fund ending balance 
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surplus. This amount is tens of millions of dollars above the amount listed as the 

contingency fund. This has been occurring for at least the past 5 fiscal years. 

The Fact-Finder made these recommendations looking at the issue only as it 

relates to Phoenix police officers and no other employee groups. He observes that 

the recommended 2
nd

 year increase is still less than a cost of living increase when 

applied over a two year period of the MOU. He noted that the City used some of 

the ending fund balance for this budget year to restore services at the expense of 

compensating police officers. He concluded that the City reduction of the food tax 

is directly related to the present City’s call for reduced compensation for police 

officers. 

The Fact-Finder also concluded that the pension changes can only be legally 

made to officers hired after July 1, 2014, noting that police officers have sacrificed 

for years use of their leave time with the promise that it would be able to be used 

towards their pensions and to change that in mid-stream is unfair. 

History 

In 2010, police officers voluntary reduced their compensation by 3.2% to assist the 

City through difficult times. In 2012, PLEA and the City went to Fact-Finding; at 

that time PLEA was insisting that all concessions be restored (as we were 

promised) and PLEA wanted a raise in year 2. The City’s position was that it could 
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only afford to restore 1.6% of the concession and only grant an increase in year 2 if 

certain triggers were met. The Fact-Finder in 2012 agreed almost entirely with the 

City’s position. PLEA respected the process in 2012 and came to an agreement 

with the City based on the independent Fact-Finder’s report. 

It appears that the City is refusing to respect the process in 2014. They held 

PLEA to the Fact-Finder’s decision in 2012, even scolding PLEA that they 

expected us to abide by the decision and respect the process. Fast-forward two 

years and all PLEA is doing is asking the City to respect the process and accept the 

Fact-Finder’s decision. This is what the creators of the ordinance had envision in 

1975. 

City Financial Position (Ability to Pay) 

The City is in the financial position to afford this award. The City and State 

economy is recovering at a healthy pace. The City, a leader in the United States in 

job creation (especially high-paying IT and finance jobs) and Maricopa County are 

adding residents at a pace only slower than Harris County, TX. Revenues have 

been increasing for the past three fiscal years and will continue to increase going 

forward. 

The Fact-Finder found that the City has an established  history of a 

substantial general fund ending balance. In layman’s terms, the City over-estimates 
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budget costs and under estimates revenues. In doing so, at the end of the fiscal 

year, the City has consistently shown between $30,000,000 and $70,000,000 

surplus in the general fund. This is on top of the currently $44,000,000 designated 

as “contingency fund.”  It is argued that PLEA is requesting the City spend the 

“contingency fund” to pay for the police officers MOU. Nothing could be farther 

from the truth. If the city council approves the Fact-Finder’s recommendations, the 

City will not have to spend a penny out of the “contingency fund.” 

In late 2013 the city council elected to reduce the food tax by 1%. Part of the 

caveat of this reduction was no reduction in services, in particular public safety 

services. The Fact-Finder found that there is convincing evidence that the 

reduction in the food tax is directly tied to the current predicament the city council 

perceives the City in. The City argues that it must either enact service cuts or cut 

the compensation of the hard working Phoenix police officers.  If this is so, the 

food tax reduction was premature.  Actually, as the Fact-Finder concluded, there is 

a means, other than resurrecting this revenue stream, to achieve no cuts to 

compensation and significantly fewer cuts (or none) to services. Yet, the 

community (the bosses) have indicated by acclamation that they want the food tax 

to be brought back to 2% and extended, the citizens’ message at every budget 

meeting. 
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Police Officer Concessions / Cost Savings 

Phoenix police officers have already sacrificed, making significant 

concessions / cost savings over the past four years: 

 3.2% concession for 2010 – 2012: In 2010 Phoenix police officers agreed to

reduce their total compensation 3.2% for a period of two fiscal years. (20) 

This saved the City 21.6 million dollars from 2010 to 1012. 

 1.6% concession for 2012 – 2014: The 3.2% concession was promised back

to Phoenix police officers in 2012; however, realizing that the City was still 

recovering from the economic downturn, Phoenix police officers agreed to 

continue 1.6 % of the concession for another two years. (21) This has saved 

the City 10.8 million dollars over the past two years. 

 Reduction of Overtime pay: Since 2010 overtime pay for Phoenix police

officers has been substantially reduced, from 25 million dollars in fiscal year 

2009 to 17.5 million dollars in fiscal year 2010. The reduction has remained 

consistent since fiscal year 2010. (22) This is a reduction of 30%. The 

cumulative savings and wage loss sustained by Phoenix police officers is 

37.5 million dollars over the past 5 fiscal years. 

 Reduction of working holidays: Previously, all officers were able work

holidays, receiving their normal pay plus an additional 8 hours of holiday pay. 

For the past three years only officers assigned to patrol have been able to work 
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on holidays and of those only a minimum number have been allowed to work, 

with the others being sent home. This data has only been tracked for the past 

three fiscal years. (23)  2010 – 2011: patrol reduction $884,000, estimated 

reduction of officers (non-patrol) $500,000. 

2011 – 2012: patrol reduction $807,000, estimated reduction of officers 

$500,000. 

2012 – 2013: Patrol reduction $654,000, estimated reduction of officers 

$500,000. 

Total cumulative savings: 3.85 million dollars 

 Reduction in number of sworn officers: The city of Phoenix has not hired a

new sworn police officer since 2008. (The exception being 11 reserve 

officers transitioned to regular officers July 2013.)  This has left the 

department over 500 officers below its peak in 2009, (24) resulting in 

substantial cost savings to the City, at the same time, despite thinning ranks, 

police officers have been required to significantly increase their 

productivity; their work load has increased. (25) Savings are calculated 

using a conservative total compensation number of $120,000 per position 

per year. 

1/1/2009:  3332 total sworn 
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1/1/2010: 3216 total sworn, 116 fewer than 1/1/2009 (savings for 2010 

$13,920,000) 

1/1/2011: 3121 total sworn, 211 fewer than 1/1/2009 (savings for 2011 

$25,320,000) 

1/1/2012: 3039 total sworn, 293 fewer than 1/1/2009 (savings for 2012 

$35,160,000) 

1/1/2013 2967 total sworn, 365 fewer than 1/1/2009 (savings for 2013 

$43,800,000) 

1/1/2014 2878 total sworn, 454 fewer than 1/1/2009 (savings for 2014 

$54,480,000) 

Total cumulative savings from reduction of officers over past 5 years: 

$172,680,000 

The total savings Phoenix police officers provided to the City over past 5 

years exceeds 214 million dollars! 
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Phoenix Police Officers’ Standing Compared to Other Sworn 

Ranks/Parity: 

Peer Comparison 

Phoenix police officers stand at the bottom of the compensation charts when 

compared to all other sworn ranks. The City commissioned a study in 2012 (Segal 

Study) which evaluated total compensation of various City job classes, including 

all sworn classifications. This study found Phoenix officers to be 98% of the 

market, while all other sworn ranks ranged from 105% to 120% of market, 

between 7% and 22% above rank and file Phoenix officers.  Phoenix police 

officers are 2% below the market average, while the other sworn ranks are 

collectively 7.5% above the market average. Since the time of this study, most 

agencies in the valley metropolitan area have provided their sworn officers with an 

average cost of living increase of 3.2%, with some agencies increasing salary by up 

to 16%. Only 1/3 of the valley agencies did not increase salary during this period. 

This has all occurred during a time in which Phoenix officers have provided 

significant concessions / cost savings to the City. 

The City will argue that even though they called it a total compensation 

study, it really wasn’t.  This fact alone shall cause credibility issues with the City. 

They suggest that when CEP and longevity are added Phoenix officers compare 
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more favorably to surrounding jurisdictions. While on its face this might be 

plausible, the City is unable to conduct an apples to apples comparison (as the 

Segal study did) as the City insists on comparing a Phoenix officer’s “all-in” 

compensation (which doesn’t occur until 22 years of service) to other agencies 

“base” salaries. 

However, to appease the City a comparison was conducted that showed 

Phoenix police officers “all-in” compensation to the base salaries of surrounding 

agencies. The same was also performed for all other sworn ranks. While this 

oranges-to-apples comparison does improve Phoenix officer’s compensation 

compared to other agencies, it also significantly improves the “all-in” comparisons 

of all other sworn ranks. Phoenix rank and file officers come in at 14% above the 

market average. All other sworn ranks are above the market average collectively at 

32.3%. This leaves Phoenix police officers 17.7% below all other rank and file 

officers. 

This is an especially startling comparison when matched against rank and 

file Phoenix firefighters. Phoenix firefighters are 52.5% above the market 

average. This is 38.5% above where Phoenix police officers stand. The City has 

always stated that police and fire have parity, but apparently not when it comes to 

compensation. One can see that the City directed total compensation study is still 

relevant and even the oranges-to-apples comparison shows that Phoenix police 
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officers are by far the lowest compensated rank when compared to their peer 

groups. 

     Take Home Pay Comparison 

Phoenix police officers have seen significant cuts to their take-home pay 

over the past four years. In real dollars their hourly rate has decreased from a peak 

$34.26 per hour to $30.26 over the last five years. This represents a decrease of 

15%. While the City has been balancing the budget on the backs of rank-and-file 

police officers, the same cannot be said about Phoenix firefighters.  Firefighters 

have enjoyed significant gains to their overtime wages and have not seen their 

ability to work holidays reduced, which is in direct contrast to what officers have 

had to endure over the past four years. 
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At the same time Phoenix officers have significantly sacrificed with regards 

to compensation, Phoenix firefighters have enjoyed wage increases over the past 

four years. In just overtime pay alone, they have increased from 16.8 million 

dollars in 2009 to 21.5 million dollars to today. This represents an increase of over 

30%. Plus, they have not had their ability to work holidays and receive that extra 

pay reduced. It appears that when it comes to take-home pay, Police officers 

suffered a severe overtime and holiday pay decline but Phoenix firefighters 

continued to increase their overtime earnings and have not had their ability to work 

holidays removed. That’s not parity. 
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     When overtime is evaluated as the amount per sworn firefighter or police 

officer, the overtime differences become even more dramatic. In fiscal year 2009 

Fire overtime per sworn position was approximately $10,300 (per position). For 

the last two fiscal years that amount has increased to approximately $14,000 per 

position or an INCREASE of $3,700 or 36%. Conversely, sworn Police overtime 

has been reduced by a significant margin. In fiscal year 2009 Police overtime per 

sworn position was approximately $4,800 (per position). Over the last 4 fiscal 

years that number has been REUCED to its current amount of $3,400. This 

represents a REDUCTION of $1,400 or 30%. Another way to summarize this 
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disparity in sworn overtime is that over the last 5 years firefighters have seen their 

overtime increase in terms of dollars more than the entire amount of the average 

police officer’s yearly overtime pay. The average firefighter receives 400% 

more overtime per year than the average police officer. 

Merits and Longevity 

The City will argue that Phoenix police officers have received merit and 

longevity increases the past two years. While theoretically officers would have 

received merit increases, the City has not hired any Phoenix police officers in 

almost 6 years (except 11 reserves in 2013). This means that very few officers 

received merit increases. Almost all officers have not been eligible for merits 

increases for several years. 
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With regard to longevity, the increases have been minimal. The average 

officer receives $80.00 per year in longevity. (32) Using the City’s logic, an $80.00 

per year increase is significant; yet, this is illogical and when coupled with the over 

$214,000,000 (214 million dollars) in concessions / cost savings Phoenix officers 

have provided over the past four years, placing the average Phoenix police officer 

in an untenable compensation situation. 

More Risk – Less Pay 

 Phoenix police officers have done a tremendous job at reducing crime, even 

while the Department has lost over 500 sworn officers. Total crimes have fallen 

from 110,423 in 2002 to 69,942 in 2013. (40) This is a reduction of crime of 

almost 40% over the past decade. Unfortunately, the same trend cannot be said for 

violence involving Phoenix police officers. In 2013 Phoenix police officers were 

involved in 31 officer involved shootings. Already in 2014, Phoenix police officers 

have been involved in 15 officer involved shootings, on pace for 60 officer 

involved shootings this year, almost double the amount from 2013.  This is an 

occupation that commands every consideration not only for officer safety, but, as 

well, that the officers be fairly compensated for performing this high risk job. 
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Benefits: Vacation Buy Back; Periodic Payment of Additional Sick 

Leave; Optional Uniform Conversion 

PLEA did not submit proposals relating to vacation buyback, sick leave and 

uniform conversion. The City has proposed to eliminate these benefits. Vacation 

buyback has been in every MOU since 1988 – 1990. For over 28 years all Phoenix 

police officers have planned their retirements around this important benefit. Once 

an officer has at least 17 years of service and has reached maximum vacation 

carry-over, they can elect to no longer receive vacation time and instead receive an 

increase to their base salary. This may be elected for a maximum of 6 years.  In 

addition, these vacation buy-back benefits save the City millions of dollars a year 

in productivity and overtime costs.  Furthermore, the periodic payment of vacation 

and sick leave saves the City a significant amount of money. When people use 

leave, the City has to backfill their position with someone on overtime. There is a 

substantial higher cost to paying an officer overtime when someone calls in sick 

then there is for paying the sick leave amount at base wage. The periodic payment 

of vacation and sick leave saves the City taxpayers between 32% and 38% per 

officer that elects the benefit. 

Sick leave conversion has been in every MOU since 2002.  For the last 12 

years all Phoenix police officers have planned their retirements around this 

important benefit. Once an officer has at least 1714 hours of sick leave in their 



18 

banks, they can elect to no longer receive sick leave and instead receive an increase 

to their base salary. This may be elected for a maximum of 6 years. 

Optional uniform conversion has been in every MOU since 2006. For the 

last 8 years all Phoenix police officers have planned their retirements around this 

important benefit. Once an officer has at least 17 years of service, they can elect to 

forgo the yearly uniform allowance and instead receive the uniform allowance in 

monthly installments. The amount is reduced to take into account the City’s 

portion of pension payment; hence, this benefit is a cost neutral benefit to the City. 

This may be elected for a maximum of 6 years. 

In a sign of good faith, PLEA proposed to eliminate these benefits for 

officers hired after July 1, 2014. The Fact-Finder agreed with PLEA’s position that 

it is wrong and can subject the City to litigation if the City ends these benefits for 

current employees. In his decision, he found that police officers have forgone the 

benefits of their sick and vacation leave with the promise that they would be able 

to use it later towards their pension.  PLEA urges that the City Council adopt the 

Fact-Finder’s recommendation. 

Pattern Bargaining 

The City is insistent that each group should receive the same economic 

package. This is a practiced known as pattern bargaining. This is the first year that 
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all 5 Meet and Confer groups have gone to fact-finding.  Each group presented the 

merits if its position.  One element of the Fact-Finder’s conclusions was that 

Phoenix police officers provide a valuable service.  It is readily apparent that 

police risks do not equate to any other group.  Police, because of those risks, are 

unique.  To hold them to the same terms, imposed or not, achieved with other 

groups is not realistic nor cognizant of the risk of life of first responders in this 

ever increasingly violent society. If the City refuses to treat the units on their own 

merits, the City inherently places no value on the risk to life nature of the job of 

policing. Police officers should not have to bargain for all 5 units; nor should any 

other unit bargain for police.  The Fact-Finder’s decision is tailored to, and should 

apply to, as intended, only police officers. 

Remember that PLEA has provided several disparities in regard to sworn 

compensation. If there was true parity and pattern bargaining, why have 

Phoenix firefighters received on average 36% more overtime in the last 5 

years while Phoenix police officers have received 30% less overtime. This 

doesn’t even account for the fact that Phoenix police officers receive on average 

over $10,000 less each than firefighters per year in overtime. The independent fact-

finder was correct in his ruling that Phoenix police officers should not be cut and 

receive an increase in year 2 of the MOU. 
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IV. Conclusion

How much is enough? Phoenix officers have sacrificed for the last 4 years. 

They have given the City over $217,000,000 in concessions and cost savings. Over 

200 million dollars and the City still says that is not enough. In January, the City 

sent an insert in the water billing to all City residents claimed financial good 

health, stating how well the City was doing financially. All of a sudden, in 

negotiations the City cries poverty, as always seems to be the case.  Yet, also 

always the case is a healthy general fund year- end balance.  Phoenix police 

officers are only asking for the City to respect the process (just as PLEA did two 

years ago) and award the Fact-Finder’s decision of a status quo contract for fiscal 

year 2015 and the 1.6% concession restored along with a cost of living increase of 

2% (1.6% total compensation) that doesn’t even keep up with the pace of inflation 

for fiscal year 2016. The City has experienced significant revenue growth this 

fiscal year and is predicting the largest increase in revenue in the 2014 – 2015 

fiscal year since the 2006 -2007 fiscal year. It’s all about priorities, a $14,000,000 

increase to the rainy day fund, leaving over 500 sworn police officer positions 

vacant, while at the same time funding other projects, like a $650,000 garbage 

study. 

At the same time, Phoenix police officers remain severely under 

compensated compared to their public safety counterparts, particularly Phoenix 
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firefighters who make comparatively 38.5% more. This doesn’t even account for 

the severe decreases in overtime and holiday compensation that Phoenix police 

officers endured while at the same time Phoenix firefighters have seen their 

overtime pay skyrocket.  The lowest compensated sworn position is that of the 

Phoenix rank and file police officer, while at the same time, police officers bear the 

largest tally of City employees killed in the line on duty at 35, including Detective 

Hobbs who was just gunned down the beginning of March after getting into a 

broad daylight shootout with a violent murder suspect. Phoenix officers have 

sacrificed with concessions upon concessions, doing more work with 20% less 

officers (500 positions), and some, tragically, have paid the ultimate sacrifice with 

their lives.  These sacrifices should not be overlooked as they are when the City 

treats officers as they would any other group. 

The Fact-Finder’s decision is reasonable and well thought out, restoring 

Phoenix police officers the prior cuts as they were promised two years ago and it is 

affordable to the City of Phoenix. $217,000,000 in sacrifices is enough. 

PLEA urges the City Council to accept the Fact-Finder’s decision: 

Year 1: Status Quo (no restoration of 1.6% concession) 

Year 2: 1.6% concession restored and a 2% base wage increase 
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Leaving periodic payment of vacation and sick leave and optional uniform 

conversion as is for current employees while removing the option for officers hired 

after July 1
st
, 2014. 

_____04/21/14____________ _________________________ 

Date Will Buividas 
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CITY COUNCIL REPORT 

FORMAL AGENDA 

TO: Milton Dohoney, Jr. 

Assistant City Manager 

AGENDA DATE: April 30, 2014 

FROM: Rick Naimark 

Deputy City Manager 

ITEM: 59 PAGE: 97 

SUBJECT: MASTER LICENSE AGREEMENT FOR USE OF CITY PROPERTY FOR 
INSTALLATION OF NETWORK HUTS BY GOOGLE 

 
This report provides back up information to April 30, 2014 Formal Agenda Item 59, 
Master License Agreement for Use of City Property for Installation of Network Huts by 
Google. 
 
THE ISSUE 
 
Google Fiber is an Internet and television service provided by Google, with a ultra-high 
speed 1Gbps (or 1,000Mbps) plan and a 5Mpbs reduced cost plan.  In February 2014, 
Google announced it would begin work with cities in nine major metropolitan areas 
across the United States, including Phoenix, Scottsdale, and Tempe, to explore the 
possibility of bringing Google Fiber to the community.  Google Fiber service is currently 
available in Kansas City, KS; Kansas City, MO; and Provo, UT and is under 
construction in Austin, TX. 
 
In order to assess the feasibility of bringing Google Fiber to the nine new metropolitan 
areas, Google requested that cities complete the “Google Fiber City Checklist” by 
May 1, 2014.  Following City Council authorization on February 26, 2014, City of 
Phoenix staff, in close coordination with the cities of Scottsdale and Tempe, and local 
utilities, has worked with Google to compile the requested information.  In addition to 
City staff from multiple departments, the City’s Google Fiber team has reached out to 
the City of Scottsdale, the City of Tempe, ADOT, MCDOT, Maricopa County, Valley 
Metro, APS, SRP, Southwest Gas, Cox, Century Link, and MAG.  The City completed 
uploading the Checklist information on April 19, 2014. 
 
The Google Fiber City Checklist is a collection of best practices recommended by the 
Fiber to the Home Council, the U.S. Conference of Mayors, and a report issued by 
Gig-U, a broad-based group of more than 30 research universities from across the 
United States.  The Checklist is comprised of three core items: 

 Provide information about existing infrastructure 
 Help ensure access to existing infrastructure 
 Help make construction speedy and predictable 

 
In addition to the Checklist information, the team provided the Google Digital Inclusion 
Team with a list of City staff and community not-for-profit organizations who may be 
able to support internet access expansion across the community. 
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One of the Checklist items relates to Google “Huts,” which are structures of 
approximately 300 square feet, housed on 1,400-square-foot sites, to be used to house 
network equipment and fiber that are part of Google’s network throughout Phoenix to 
provide internet and television services to city residents and public facilities.  Each Hut 
supports Google fiber service to approximately 20,000 residents.  As part of the 
Checklist, Google requested the City develop a Hut License Agreement.  It is 
anticipated that Google may eventually request approximately 30 to 40 Network Hut 
sites on City-owned property, based upon residential demand for Google Fiber services 
in localized areas across the city.  City staff will review and approve each site. 
 
OTHER INFORMATION 
 
Between May and the end of 2014, Google will evaluate the Checklist information 
provided by the cities and will complete a detailed study of local factors that could affect 
construction such as topography, housing density, and the condition of local 
infrastructure.  By the end of 2014, Google hopes to announce the next cities to receive 
the Google Fiber service.  
 
More information about current Google Fiber cities, and proposed expansion study 
areas is available at: https://fiber.google.com/about/.  
 
The Google Fiber City Checklist is available online at: 
https://static.googleusercontent.com/media/fiber.google.com/en/us/about/files/googlefib
ercitychecklist2-24-14.pdf.   
 
RECOMMENDATION 
 
April 30, 2014 Formal Agenda Item 59, Master License Agreement for Use of City 
Property for Installation of Network Huts by Google, requests that the City Council 
authorize the City Manager, or his designee, to negotiate and enter into a master 
license agreement with Google for use of City property at various locations throughout 
the city for installation and maintenance of “Network Huts” to be used to house network 
equipment and fiber that are part of Google’s fiber optic network throughout Phoenix to 
provide internet and television services to city residents and public facilities. 
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CITY COUNCIL REPORT 

FORMAL AGENDA 

TO: Ed Zuercher 

City Manager 

AGENDA DATE: April 30, 2014 

THRU: Lionel D. Lyons 

Senior Executive Assistant to the 
City Manager 

ITEM:  86 PAGE: 123

FROM: Cindy Bezaury 

Labor Relations Administrator 

   

SUBJECT: RESOLUTION APPROVING LIUNA, LOCAL 777 (UNIT 1) MOU 

 
This report is submitted as back-up information to Item 86 on the Formal City Council 
agenda of April 30, 2014, for the resolution approving the Memorandum of 
Understanding (MOU) between the City of Phoenix and the Laborers’ International 
Union of North America (LIUNA), Local 777 (Unit1). 
 
The City Manager, Human Resources Director, and Labor Relations Administrator 
recommend approval of this MOU. 
 
Attachment: 
Proposed MOU between the City of Phoenix and LIUNA, Local 777 (Unit 1) 
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PREAMBLE 

Whereas the well-being and morale of employees of the City are benefited by providing 

employees an opportunity to participate in the formulation of policies and practices affecting the 

wages, hours and working conditions of their employment; and  

Whereas the parties hereby acknowledge that the provisions of this Memorandum of 

Understanding (hereinafter “Memorandum”) are not intended to abrogate the authority and 

responsibility of City government provided for under the statutes of the State of Arizona or the 

charter or ordinances of the City except as expressly and lawfully modified herein; and  

Whereas the parties agree that the Phoenix Employment Relations Board (PERB) unit 

certification reflects that there exists a clear and identifiable community of interest among 

employees covered by this Memorandum; and  

Whereas the parties, through their designated representatives, met and conferred in good faith 

pursuant to the Meet and Confer Ordinance in order to reach agreement concerning wages, 

hours, and working conditions of employees in Field Unit I; and  

Whereas it is understood by the parties that any hours or fractions of hours spent outside the 

employee's work shift in pursuit of rights and benefits provided by this Memorandum, shall not 

be counted as hours or time worked for the purpose of calculating and paying overtime;  

Now therefore, the City of Phoenix, hereinafter referred to as the "City" and Laborers’ 

International Union of North America, Local 777, AFL-CIO, hereinafter referred to as the 

"Union", having reached this complete agreement concerning wages, hours and working 

conditions for the term specified, the parties submit this Memorandum to the City Council of the 

City of Phoenix with their joint recommendation that the body resolve to adopt its terms.  
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ARTICLE 1: RIGHTS 
 

Section 1-1. Purpose  

 

It is the purpose of this Memorandum of Understanding (hereinafter "MOU") to continue and 

maintain harmonious relations, cooperation and understanding between the City and its 

employees; and to set forth the full and entire understanding of the parties reached as a result of 

good faith meeting and conferring regarding wages, hours, terms and conditions of employment 

of the employees covered hereby, which understanding the parties intend jointly to submit and 

recommend for approval and implementation to the Mayor and City Council.  

 

 

Section 1-1A. Recognition  

 

The City of Phoenix recognizes Laborers’ International Union of North America, Local 777, 

AFL-CIO, (hereinafter "Union") as the sole and exclusive meet and confer agent pursuant to the 

Meet and Confer Ordinance for all regular employees in positions as certified or hereafter 

certified by the Phoenix Employment Relations Board (PERB) as constituting Field Unit I. This 

includes the following positions in Unit I:  

 

All regular full-time and part-time field employees employed by the following City of Phoenix 

Departments: (1) City Clerk – Mail Room,  (2) Human Services – Laborers, (3) Parks & 

Recreation – Division Operations, Sports and Turf Management, Specialized Maintenance, and 

Aquatics Division, (4)  Public Transit – Minibus Operators, (5) Public Works – Solid Waste 

Collections and Disposal Divisions, Landfill Operations and Transfer Stations, and (6) Street 

Transportation – Street Maintenance Division, Sign Manufacturing, Street Marking and Parking 

Meter Sections. 

Whenever any words used herein in the masculine, feminine or neuter, they shall be construed as 

though they were also used in another gender in all cases where they would so apply.  

The City will notify the Union, in writing, thirty (30) calendar days in advance before any new 

position or classification is placed permanently within any Field Unit. The parties agree to 

consult on the inclusion or exclusion of new classification(s) in Unit I and will thereafter refer 

any such matter to PERB for appropriate action.  

If any conflict exists between the language in the Administrative Regulations or 

employment/department rule and the language of this MOU, the MOU shall prevail.  
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Section 1-2. City and Department Rights  

 

A. The Union recognizes that the City has and will continue to retain, whether exercised or not, 

the sole and exclusive right to operate, administer and manage its municipal services and 

work force performing those services in all respects except as expressly modified by this 

MOU.  

 

B. The City Manager and Department Heads have and will continue to retain exclusive 

decision-making authority on matters not officially and expressly modified by specific 

provisions of this MOU, and such decision making shall not be in any way, directly or 

indirectly, subject to the grievance procedure contained herein.  

 

C. The exclusive rights of the City shall include, but not be limited to, the right to determine the 

organization of City government and the purpose and mission of its constituent agencies, to 

set standards of service to be offered to the public, and through its management officials to 

exercise control and discretion over its organization and operations, to establish and effect 

Administrative Regulations and employment rules and regulations, consistent with law and 

the specific provisions of this MOU to direct its employees, to take disciplinary action for 

just cause, to relieve its employees from duty because of lack of work or for other legitimate 

reasons, to determine the methods, means and personnel by which the City's services are to 

be provided, including the right to schedule and assign work and overtime, and to otherwise 

act in the interest of efficient service to the community. Nothing herein shall be construed to 

diminish the rights of the City under the Meet and Confer Ordinance.  

 

 

Section 1-3: Union Rights  

 

A. No employee shall suffer reprisal for the exercise of rights granted by this MOU. 

 

B. Mutual Benefit Activity Clause 

 

The Phoenix community benefits from harmonious and cooperative relationships between 

the City and its employees. The Phoenix City Council has determined there are specific 

activities that confer a public benefit, a dual public/private purpose or an exclusively public 

purpose for which up to three (3) bargaining unit members of LIUNA Local 777 (LIUNA), 

will perform duties as outlined below.  
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C. Reporting And Accountability Of Authorized City Business Time 

 

In order to ensure the City maintains control over public resources the City will identify a 

Designee in order to ensure Authorized Employees are providing the services consistent 

with the findings herein. The City’s Designee shall work directly with LIUNA in order to 

confirm any and all paid activity of the Authorized Employees is consistent with the 

activity approved below. The Union shall submit monthly reports to the City’s Designee 

documenting the City Business of the Authorized Employees and any leave used during 

that pay period. The City has the right to audit and challenge time cards submitted. In the 

event there is disagreement, the parties will meet to discuss the matter at the request of 

LIUNA or the City. The results of the audit may result in LIUNA reimbursing the City for 

activity not deemed City Business under this Agreement. 

 

D.  City Business Time  

 

The City has determined that there are activities that confer a public benefit, a dual 

public/private purpose or an exclusively public purpose for which members of LIUNA 

should be released from their official duties to perform.  LIUNA agrees that it will perform 

the following activities and acknowledges that it will receive City Business time for the time 

spent performing them: 

 

1. Authorized Employees will attend trainings that have been authorized in advance 

by the City. 

 

2. Authorized Employees will facilitate communication between employees and 

management ensuring a safe and efficient delivery of services, as well as developing 

a heightened degree of labor/management cooperation. 

 

3. In coordination with management, Authorized Employees will communicate new 

programs and/or policy changes to the broader City workforce that are members of 

the bargaining unit in order to streamline service delivery and ensure the timely 

implementation of changes in policy or programs.  Changes in safety or security 

policy and procedure will be prioritized. 

 

4. In coordination with management, as a means of achieving a healthier workforce 

and driving down costs associated with workers compensation, the cost of providing 

healthcare and the use of sick time, Authorized Employees will assist bargaining 

unit members with understanding and coordination of benefits.  
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5. With the goal of driving down medical costs while providing appropriate medical 

benefits, Authorized Employees will participate directly and assist the City with 

benefit evaluations, including the Citywide Healthcare Task Force. 

 

6. In order to ensure City resources are well coordinated, upon the direction of the 

City and consent of LIUNA, Authorized Employees will participate in various City 

committees, as a member of the committee. 

 

7. Represent employees involved in critical incidents at the time of incident (e.g. 

personal injury related). 

 

8. Participate in City-sponsored community projects. 

 

9. As a means of controlling administrative and litigation costs associated with 

employee matters in a large and complex City and with the goal of resolving matters 

at the earliest possible stage, in coordination with management, Authorized 

Employees will assist bargaining unit members and management in matters related 

to employer/employee relations. 

 

E.  No Gift Of Public Funds 

 

In order to avoid even the appearance of “a gift of public monies to a private association,” 

Authorized Employees shall be prohibited from engaging in any of the following activity 

while on paid City Business: 

 

1. Lobbying.  This includes letter writing or telephone calls.  

 

2. Legislative Activity.  This includes participating in the preparation or distribution 

of legislative proposals. 

 

3. Organizing. This includes preparing and/or distributing union related materials.  

 

4. Civil Service Discipline.  This includes the representation of any bargaining unit 

member in disciplinary matters before the Civil Service Board. 

 

5. Bargaining/Negotiations. This includes any matters deemed to be a mandatory 

subject of bargaining. 

 

6. Representation in grievance or disciplinary proceedings. 
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F.  Consideration 

 

Recognizing the work of the Authorized Employees as they carry out the above duties will 

require supervision, administrative oversight, transportation, office space, office supplies, 

administrative support, and liability coverage, LIUNA agrees as follows: 

 

1) At no cost to the City, LIUNA agrees that it will provide monthly activity and 

progress report(s) to a representative designated by the City.   

 

2) At no cost to the City, LIUNA will provide and pay for all costs associated with the 

transportation needs of the Authorized Employees as they carry out the duties 

identified in this agreement.  Such costs will include providing an automobile, all 

maintenance associated with the automobile, liability insurance, and fuel 

expenditures.   

 

3) At no cost to the City, LIUNA Local will provide office space for the Authorized 

Employees as they carry out the duties outlined in this agreement. 

 

4) At no cost to the City, LIUNA Local will provide the needed, as determined by 

LIUNA, office and communications equipment and services required by the 

Authorized Employees to successfully carry out their duties as outlined above.  Such 

supplies equipment and services shall include the following: office telephones, 

cellular telephones, computers, fax machines, etc. 

 

5) At no cost to the City, LIUNA will provide any needed liability coverage for the 

Authorized Employees, including automobile liability.  

 

6) At no cost to the City, LIUNA will reimburse the Authorized Employees, as 

appropriate, for any costs incidental to the carrying out of the duties outlined by 

this agreement. 

 

G. Union Stewards 

 

The Union may designate forty-five (45) Union members as stewards and shall notify the 

Labor Relations Administrator of such designations.  There shall be no obligation on the 

City to change or adjust normal departmental scheduling or assignments of personnel as a 

result of such designations.  Such designations shall be made from amongst Union 

members regularly working at the job sites within the proximate geographic area where 

they are intended to provide representation.  The Union shall endeavor to be equitable in 

the distribution of its stewards. 
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1)   One such representative from the Grievant’s home department may, after the 

Grievant and the supervisor were unable to resolve the matter informally (Article 2, 

Section 2-1-A), when the Union is designated by a Grievant as his representative, 

attend mutually scheduled grievance meetings and hearings with department 

representatives.  No City Business time will be available for this purpose. 

 

2) City employees who are on duty and are, either witnesses, charging parties, 

appellants or grievants may attend grievance, Civil Service, Phoenix Employment 

Relations Board (P.E.R.B.) and Public Works Accident Review Board meetings on 

city time provided 1) it is for their particular case which is either scheduled or on the 

public meeting agenda for that date and time and 2) Once a witness testimony has 

been concluded, or if a grievant, charging party or appellant once that agenda item 

has been completed of if the grievance meeting concluded, unless they have made 

other arrangements in advance with their immediate supervisor’s approval, they will 

promptly return to work.  Management reserves the right to restrict the number of 

witnesses who can be off of the job at any one time but will cooperate in rotating 

witnesses from the workplace so as to minimize the impact to operations and service 

to the public.  For group grievances, the group will be allowed to select no more than 

two non-witness members of the group to attend the proceeding.  These do not have 

to be the same group members for each step or meeting of the entire proceeding.  As 

a matter of courtesy, employees will give management as much notice as possible. 

 

3) Union designated representatives shall be admitted to the buildings and grounds of 

the City for the purpose of assisting in the adjustment of grievances and other official 

Union business so long as such will not, in any manner, interfere with any work 

operation or the safety and security of any work site.  Such representative will check 

in with the supervisor involved and will be required to conform with the operational 

and safety regulations and procedures as directed by the supervisor.  No City 

Business time will be available for this purpose. 

 

H. Unit members may be authorized in advance in writing to engage in lawful Union 

related activities during City work hours on a non-paid basis by the City Manager or 

designee in his unrestricted discretion consistent with this MOU. 

 

I.   City Business time may only be used for activities expressly authorized under Section 

1-3 of this MOU.  The City reserves the right to deny approval of a request to use 

City Business time for activities not expressly authorized under this MOU.  The City 

shall not arbitrarily deny requests for use of City Business time for activities that 

serve a dual public/private purpose or an exclusively public purpose. 
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J.  Requests for City Business Time 

 

1) A designated union steward who wishes to use City Business time must submit a 

request as soon as the need for time is known but no later than 72 hours in advance 

of the time requested to an individual designated by the Labor Relations 

Administrator.  Any such request must specify what the time will be used for.  A 

request for City Business time will be approved only if the activity has either a dual 

public/private purpose or an exclusively public purpose. 

 

2) If a request is denied and the designated union steward believes that the activity for 

which time was requested has either a dual public/private purpose or an exclusively 

public purpose, the designated union steward may appeal that denial to the Labor 

Relations Administrator whose determination if final and may not be grieved or 

appealed in any way. 

 

K. Payroll Deductions  

 

1) The City shall deduct from the first and second pay warrants of Union members, in each 

month, the regular periodic Union membership dues as certified by an authorized official 

of the Union and regular periodic Union sponsored insurance benefits pursuant to the 

City's deduction authorization form duly completed and signed by the employee and 

transmit such deductions monthly to the Union no later than the fourteenth (14th) day 

following the end of the pay period in which the deduction occurs, along with an 

alphabetical list of all employees for whom deductions have been made. Such deductions 

shall be made only when the Union member's earnings for a pay period are sufficient 

after other legally required deductions are made. Authorization for membership dues 

deductions herein shall remain in effect during the term hereof unless revoked by the 

employee. Revocation of deductions shall be accepted by the City only during the first 

week of July or January to be effective the following payroll period. The City will notify 

the Union of any revocations submitted to it, consistent with the PERB Ordinance 

Section 2-214.  

 

In addition, the City shall provide the Union the alphabetical list, including, the last four 

digits of the Social Security Number, the active Union deductions list, and the deductions 

register on a CD.  

 

If it is determined by a final decision by a court of competent jurisdiction that “Fair 

Share” does not violate Arizona State law or the Arizona State Constitution, the Union 

and City shall open up this contract to bargain in good faith over the “Fair Share” issue.  
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2) The City shall not make dues deductions for unit employees on behalf of any other 

employee organization as defined in the Meet and Confer Ordinance, during the term of 

this MOU.  

 

3) The City assumes no liability on account of any actions taken pursuant to this section. 

The City shall, however, as promptly as technically possible, implement changes brought 

to its attention. The City shall, at the written request of the Union during the term of this 

agreement, make changes in the amount of deduction hereunder for the general 

membership, provided cost for implementing such changes shall be reimbursed by the 

Union. This charge shall not apply to submission of new individual authorization cards or 

revocations or individual status changes.  

L. Facilities and Services  

1) The Union may distribute Union authorized materials on the City's premises (buildings 

and grounds) before and after scheduled working hours or in non-work areas during 

scheduled work hours provided both the employee distributing and the employee 

receiving such material are on their own time.  

 

2) The City shall provide the Union with bulletin board space for its sole and exclusive use 

in communicating with its members at mutually agreeable locations.  

 

3) Material which is not abusive of any person or organization, which does not violate 

Administrative Regulation (A.R.) 2.16, and which is not disruptive of the City's 

operations, may be posted or distributed, provided that such material is submitted to the 

City and also signed by an authorized official of the Union. The Union may grieve any 

refusal by the City to approve posting or distribution of submitted material.  

 

4) The Union shall have the right to meet with new unit employees for the purpose of 

informing each such employee of the Union and of that employee's right to have Union 

dues deducted from his/her pay warrant. The Human Resources Department will notify 

the Union when orientation sessions involving new unit employees are scheduled.  

 

Such opportunity shall be accorded the Union during the new employee orientation 

(NEO) sessions conducted by the Human Resources Department, Public Works 

Orientation Program (PWOP), Street Transporation and Parks Department new 

employee orientation (Parks NEO). No City Business time will be available for this 

purpose. 
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The Union and the Public Works Department will jointly present an operational 

training program not to exceed two full days of training depending on the number 

of new hires and department operations.  This time will be allotted during new hire 

orientation specifically for solid waste equipment operators.  The content of such 

information shall not be political in nature, abusive of any person or the 

Department or disruptive of the Public Works Department’s operation.  City 

Business time will be available for this purpose. 

M. List of Unit Members  

Upon the Union’s filing of a Third Party Data Sharing agreement with the HR Department, 

the City shall provide electronically, at no cost, a list of unit members which includes the 

following: Emp ID, First Name, Last Name, Initial, Deduct, Service Date, Dept ID, 

Department, Job Title, Job Locator Code, Mailing Address, City, State, Zip, Home Phone, 

Work Phone.  

 

Any and all information furnished by the City shall be used by the Union solely for the 

purpose of communicating with unit members, other legitimate union purposes, and shall not 

be shared with any other individual or organization.  

 

The City shall provide a monthly electronic report of Unit 1 vacancies. 

 

N. The Union shall have the right to file a grievance on behalf of our member(s) when 

personally requested by the member. Filing procedures for grievance shall be those in Article 

2, Section 2-1, Grievance Procedure.  

 

O. Upon written request from the Union, the City will provide specific information from an 

employee’s personnel files pertinent to a written grievance, arbitration case or civil service 

appeal. The City will also provide all pertinent collective bargaining information requested 

by the Union. The information will be supplied to the Union at no charge.  

 

 

Section 1-4. Rights of Unit Employees  

 

A. All unit members have the right to have the Union serve as their meet and confer 

representative without discrimination based on membership or non-membership in the 

Union.   

 

B. All unit members have the right to present their own grievance, in person or by legal counsel 

in accordance with Article 2, Section 2-1. A copy of all MOU grievances, filed by anyone 
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other than a designated official Union representative, shall be sent to the Union office. There 

shall be no cost incurred to the Union. 

 

C. Unit members have the right to be represented by the Union and the Union reserves the right 

to provide protection to its members in dealings with the City concerning grievances, and 

matters pertaining to their individual employment rights and obligations, and during the 

conduct of a management initiated investigatory interview concerning allegations focused on 

the employee which may result in disciplinary action against the employee for violation of 

City or departmental work rules or regulations.  

 

An interview becomes investigatory when facts or evidence sought by management may 

result in any disciplinary action against the employee being interviewed.  

 

Prior to the employee being interviewed, a supervisor shall advise the employee of the right 

to a representative. When discipline is issued, and the incident is discussed with the 

employee, the employee shall be advised of their right to representation.  

 

If any unit member is instructed not to speak to anyone regarding an investigation, this 

restriction does not apply to speaking to the Union representative.  

 

A unit member under investigation that may lead to a written reprimand, suspension, 

demotion or discharge and who is interviewed, will be given a written statement informing 

them of the nature of the allegations. The Notice of Inquiry (NOI) shall be used. The 

employee has the right to know if their accuser is a City employee or citizen/customer.  

 

Prior to giving the member the above written statement, the supervisor shall also tell the 

member they have the right to a Union representative. The written statement shall also notify 

the member that they have the right to have a Union representative attend the investigation 

meeting. The written statement shall state that the member normally has 72 hours (excluding 

N days) to respond to the Notice of Inquiry. By mutual agreement, if there are extenuating 

circumstances, the 72 hours may be extended. The member or representative may ask for a 

caucus during the meeting. The member shall be allowed to seek advice and counsel from 

their representative during the caucus and after the conclusion of the interview. Prior to the 

conclusion of the meeting, the member, or representative on behalf of the member, shall have 

the opportunity to make a closing statement. Supervisors shall tell the members they 

normally have 72 hours (excluding N days) to respond after receipt of the Notice of Inquiry.  

 

If personally requested by a witness, a Union representative may meet with the witness prior 

to the witness meeting with the City.  
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A unit member shall receive a copy of any statement that they are asked to sign.  

 

A unit member under investigation will be notified in writing every three (3) months as to the 

current status of the investigation. Every thirty days, a unit member under investigation may 

request a status update. At management’s discretion, the status will be provided either 

verbally or in writing.  This will include the number of known witnesses still to be 

interviewed and an estimated date the investigation will be completed.  

 

D.  

1) Any unit member covered hereunder shall, at their request and by appointment, be 

permitted to examine their personnel files in the presence of an appropriate supervisory 

official of the Department and/or authorize a Union representative to obtain copies of 

documents in their personnel files. Said files shall be in a location as specified below, one 

per location. These include the main Human Resources Department file, the department 

personnel file, and the official department office personnel file contained at the district or 

yard office.  

 

2) No unit member shall have any adverse statements entered into his personnel file without 

the member receiving a copy of such statement. Unit members shall acknowledge receipt 

of such statement in writing by signing that they received a copy. Signing or initialing is 

not an indication of agreement, but solely evidence of receipt.  

 

3) A unit member may, at his discretion, attach rebuttal statements to any material contained 

in his personnel file which may be of a derogatory nature.  

 

4) All unit employees may request that their home department personnel files, both electronic 

and paper versions, be purged of any adverse materials which are three (3) years or older 

providing the employee has received no disciplinary action for the same thing during the 

one-year period immediately preceding the request. The request must be in writing and 

forwarded through official channels. Any adverse materials which are three (3) years or 

older, shall be purged from the home department personnel file and moved to a section 

marked “Inactive" in the Central HR Department personnel file. Discipline notices are 

exempted from these provisions except as described below.  

 

5) A unit member may request to have documents related to disciplinary actions, which are 

ten (10) years or older, removed from their home department personnel file when there 

have been no incidents or problems of a similar nature within the ten (10) year period 

immediately preceding the request, and the discipline notice will be moved to a section 

marked “Inactive” in the Central HR Department personnel file. The term “disciplinary 

actions” is defined as: 
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a) Any discipline given a Unit member that resulted in suspension of eighty (80) hours 

or less and, 

 

b) For an infraction which did not result in a criminal charge or actions which did not 

include violent or assaultive behavior directed at another person or,  

 

c) Any infraction that is no longer considered to be a disciplinary matter under current 

contemporary department standards in effect at the time of the Unit member’s file 

purge request.  

 

6) Upon written request to department personnel, performance evaluations over ten (10) 

years old will be purged from a unit member’s personnel file after ten (10) years as an 

active employee. Upon advanced written request, employees can receive a copy of the 

purged performance evaluation. 

 

E. All unit members have the right to be treated in a manner, which is fair and impartial.  

  

F. A unit member shall be given a minimum of seventy-two (72) hours, excluding weekends, to 

confer with his representative prior to responding, either orally or in writing, to any 

document presented by the City.  

 

G. A coaching is a verbal discussion with an employee. A coaching is not to be considered a 

first offense for purposes of progressive discipline. A written record of a coaching may be 

placed in the supervisor’s files for both positive and negative incidences. A coaching is to be 

one-on-one. When two (2) or more supervisors are present at the coaching, the employee 

shall be advised of their right to representation. An employee may receive more than one (1) 

coaching for a similar matter.  

 

A supervisory counseling is a verbal warning that the supervisor shall document in memo 

form. A supervisory counseling is not discipline. They are to be used to determine only 

notice to the employee. If a supervisory counseling is to be used in any disciplinary or 

personnel action or any performance rating, the employee will be given the supervisory 

counseling in memo form, that identifies the behavior requiring improvement, the reason for 

the improvement, and the consequences of continuing the unacceptable behavior. The memo 

will contain a line for the employee’s signature and an above the line statement of “The 

employee shall date and sign the supervisory counseling, not as an indication of agreement, 

but solely as evidence of being advised of its existence.” The employee will receive a copy of 

the memo.  
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A supervisory counseling will only be retained in the supervisor’s file. It will not be placed in 

the employee’s personnel file. The supervisory counseling will be purged from the 

supervisor’s file one (1) year from the date of receipt provided no further incidents of a 

similar nature occur during this one (1) year period from the incident. Upon request, a purged 

supervisory counseling will be returned to the employee. 

 

H. Upon request, an employee who receives a written reprimand or suspension will receive a 

copy of the information upon which the discipline is based.  

 

I. Purging requests apply to all files, in all formats, in all locations. 

 

J. In the event documentation that is eligible for purging is not purged, it will not be considered 

in future disciplinary matters. Discipline over five years old will not be considered in any 

process.  

 

K. Although the terms “coaching” or “supervisory counseling” will not be used, the employee’s 

behavior or performance which resulted in the “coaching” or “supervisory counseling” can, 

along with any other behavior or performance, be discussed in the PMG. 

 

L. The City shall maintain and provide to each employee at each annual PMG review, a record 

of exposure for the following: herbicides and pesticides. Asbestos will be included, provided 

the employees are wearing the required protective equipment necessary for asbestos removal.  

 

M. If an employee is not given his/her PMG by the annual review date, the employee’s merit 

increase shall be processed within twenty-one (21) calendar days following the above due 

date and be retroactive to the PMG annual review date. (If the PMG is an overall “met”).  

 

N. The City will notify employees and Unit I of new or revised written City or Departmental 

policies affecting unit employees as soon after release as possible. The City shall post on 

their bulletin boards any new policies and/or revisions in City or written department policies 

and procedures affecting Unit I employees. Notice shall remain posted for no less than 

twenty-one (21) working days. Review of policy and procedure revisions shall be included in 

employee group meetings when appropriate and practical to do so.  

 

 

Section 1-5. Prohibition of Strikes and Lockouts  

 

A. The provisions of the Meet and Confer Ordinance are expressly incorporated herein.  
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B. The City nor its agents for any reason shall authorize, institute, aid or promote any lockout of 

employees covered by this MOU.  

 

Section 1-6. New Positions / Classifications  

 

A. The City shall give notice to the Union within ten (10) working days whenever a 

reclassification study relating to a group or work unit belonging to Unit I is undertaken. The 

Classification and Compensation Section shall provide the Union with an opportunity to meet 

with the person conducting the study prior to preparation of any report or recommendations. 

The City shall notify the Union of any Unit I reclassification study thirty (30) calendar days 

prior to that study being presented to the Personnel Committee.  

 

The City will notify the Union, in writing, thirty (30) calendar days in advance before any 

new position or classification is placed permanently within any field unit.  

 

B. The parties agree to consult on the inclusion or exclusion of new classification(s) in the 

bargaining unit and will thereafter refer any such matter to PERB for appropriate action.  

 

C. The City agrees that except in extraordinary situations it will notify the Union in advance in 

writing when significant changes will be made in the duties and responsibilities in position 

classification standards resulting in classification changes.  

 

D. The Union may submit written requests for job classification studies to the Human Resources 

Department. Requests from the Union will be prioritized with other standing requests. 

 

1) All written requests for classification studies submitted by the Union shall include, but not 

be limited to, the following information:  

 

a) A full description of the new duties and responsibilities.  

b) A full explanation of why the Union feels the position(s) should be reclassified.  

c) A list of comparative positions/ classifications that led to the Union's request.  

d) Such other information as is normally considered relevant to a classification review.  

  

2) The results of the audit of any classification study shall be subject to review by the City's 

Personnel Committee in accordance with existing procedures.  

 

3) The City will inform the Union when Union-requested classification studies are begun 

and will inform the Union in writing of progress of the study at thirty (30) calendar day 

intervals.   
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ARTICLE 2: GRIEVANCE / ARBITRATION / LABOR MANAGEMENT 

 

Section 2-1. Grievance Procedure  

 

The benefits granted by this Article shall not be interpreted or applied as requiring the employer 

to count as time worked, any hours or fractions of hours spent outside the employee's work shift 

in pursuit of benefits provided by this Article. The employer shall count as time worked any 

hours or fractions of hours spent within the employee's regular work shift in pursuit of benefits 

provided by this Article.  

 

A. Informal Resolution  

 

It is the responsibility of unit members who believe that they have a bona fide complaint 

concerning their working conditions to promptly inform and discuss it with their immediate 

(non-unit) supervisor in order to, in good faith, endeavor to clarify the matter expeditiously 

and informally at the employee’s immediate supervisor level.  

 

If such informal discussion does not resolve the problem to the unit member's satisfaction, 

and if the complaint constitutes a grievance as herein defined, the unit member may file a 

formal grievance in accordance with the following procedure.  

 

B. Definition of Grievance  

 

A "grievance" is a written allegation by a unit member, submitted as herein specified, 

claiming violation(s) of the specific express terms of this MOU for which there is no Civil 

Service or other specific administrative method of review provided by State or City law. 

 

C. Procedure  

 

In processing a formal grievance, the following procedure shall apply:  

Step I  

The unit member shall reduce his grievance to writing by signing and completing all parts of the 

grievance form provided by the City, and submit it to his second-line supervisor designated by 

the City within fifteen (15) calendar days of the initial commencement of the occurrence being 

grieved or when the employee has reasonable cause to become aware of such occurrence. Either 

party may then request that a meeting be held concerning the grievance or they may mutually 

agree that no meeting be held. The supervisor shall, within ten (10) calendar days of having 
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received the written grievance or such meeting, whichever is later, submit his response there to 

in writing, to the grievant and the grievant’s representative, if any.  

Step II  

If the response of the first level of review does not result in resolution of the grievance, the 

grievant may appeal the grievance by completing, signing and presenting the City form to the 

second level of review (Department Director designated by the City) within ten (10) calendar 

days of the grievant’s receipt of the level one (1) response. Either party may request that a 

meeting be held concerning the grievance or may mutually agree that no meeting be held. Within 

ten (10) calendar days of having received the written grievance or the meeting, whichever is 

later, the second level of review shall submit his response to the grievance to the grievant and the 

grievant’s representative, if any.  

Step III  

If the response of the second level of review does not result in resolution of the grievance, the 

grievant may, within ten (10) calendar days of the second level response, appeal the grievance by 

completing, signing and presenting the City form to the Grievance Committee. The Grievance 

Committee shall be composed of:  

Chairman -    A member of the City Manager's Office designated by the City Manager.  

Member -   A City of Phoenix Department Director.  

Member -   The Business Manager of the Union or his designee.  

At the beginning of each contract year, the Union and the City will each select five 

Department Directors to serve as Grievance Committee members.  No selected Department 

Director will serve as a committee member when the grievance involves his/her 

department. Staff support to the Grievance Committee will be provided by the Human 

Resources Department. The Labor Relations Administrator and/or Deputy Director in 

Labor Relations will serve as an advisor to the committee. 

This Grievance Committee composition is a continuing pilot program for the 2014-2016 

contract. Both parties must mutually agree to adopt this Grievance Committee composition 

beyond this contract, otherwise the Grievance Committee composition reverts to the 

previous composition of a member of the City Manager’s Office, Labor Relations 

Administrator and Business Manager of the Union or his/her designee on June 30, 2016. 

The Grievance Committee shall, within ten (10) calendar days of receipt of the appeal, schedule 

a hearing regarding the grievance at which the grievant shall be afforded the opportunity to fully 

present his position and to be represented.  
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The Grievance Committee shall, within ten (10) calendar days of the conclusion of the hearing, 

make an advisory recommendation on the grievance and submit it to the City Manager for final 

determination for those employees who have elected to use this procedure instead of arbitration. 

In lieu of such hearing, the grievant and the Union may jointly invoke the following procedure 

by submitting written notice to the Labor Relations Division within ten (10) calendar days of the 

second level response.  

If the grievant so elects and the parties mutually agree, the grievant may request the assistance of 

a Federal Mediation and Conciliation Service (FMCS) mediator to try to resolve the issue within 

a reasonable time. If no resolution is found during this process, the grievant may submit a request 

in writing within ten (10) calendar days of this finding to invoke the following procedure. 

If the grievant so elects in writing within the above time limit, in lieu of such hearing, the 

grievance may be reviewed by an arbitrator. The parties, or their designated representative, shall 

agree on an arbitrator, and if they are unable to agree on an arbitrator within a reasonable time, 

either party may request FMCS to submit to them a list of seven (7) arbitrators who have had 

experience in the public sector.  

The parties shall, within seven (7) calendar days of the receipt of said list, select the arbitrator by 

alternately striking names from said list until one name remains. Such person shall then become 

the arbitrator. The arbitrator so selected shall hold a hearing as expeditiously as possible at a time 

and place convenient to the parties, and shall be bound by the following:  

1) The arbitrator shall neither add to, detract from nor modify the language of the MOU or of 

departmental rules and regulations in considering any issue before him.  

 

2) The arbitrator shall expressly confine himself to the precise issues submitted to him and shall 

have no authority to consider any other issue not so submitted to him.  

 

3) The arbitrator shall be bound by applicable State and City law.  

 

The grievance committee or the arbitrator shall submit findings and advisory 

recommendations to the grievant and to the City Manager. The cost of the arbitrator and any 

other mutually incurred costs shall be borne equally by the parties.  

 

The City Manager, shall, within fourteen (14) calendar days of the receipt of the written 

findings and recommendations, make the final determination of the grievance and submit it 

in writing to the grievant and his/her designated representative.  

 

D. Union Grievance  
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The Union may, in its own name, file a grievance that alleges violation by the City of the 

rights accorded to the Union by Article 1, Section 1-3. The Union shall file such grievance at 

Step II of the procedure.  

 

E. Time Limits  

 

Failure of City Management representatives to comply with time limits specified in Section 

C shall entitle the grievant to appeal to the next level of review. Failure of the grievant to 

comply with said time limits shall constitute abandonment of the grievance. Except however, 

that the parties may extend time limits by mutual written agreement in advance.  

 

F. Notice to Union of Grievance Resolutions  

 

The City will put the Union on notice of proposed final resolutions of grievances where the 

Union has not been designated as the grievant’s representative for the purpose of allowing 

the Union to ascertain that a final resolution will not be contrary to the terms of this MOU.  

 

G. The City will not discriminate against employees because of their exercise of rights granted 

by this Article.  

 

H. Full-time and part-time employees are covered by this grievance procedure.  

 

I. Employer grievances, should they occur as a result of official Union activities or actions, 

including the failure to act as required under this agreement, will be presented directly to the 

Union Business Manager, or his designee within fifteen (15) days of the date upon which the 

employer became aware of the situation prompting the grievance. The Business Manager, or 

his designee shall in each case provide a written answer within ten (10) calendar days from 

receipt of the grievance.  

 

Unresolved employer grievances may be submitted to either the Grievance Committee or 

arbitration pursuant to Step III herein; provided, the employer bears the cost of the arbitrator.  

 

J. Group Grievance  

 

When more than one unit member claims the same violation of the same rights allegedly 

accorded by this MOU, and such claims arise at substantially the same time and out of the 

same circumstances, a single group grievance may be filed in the name of all such members. 

Such group grievance shall be filed at the Step II of this procedure which provides the next 

level of supervision having authority over all named grievants. Each unit member that is a 

party grievant must be named and must sign such group grievance.  
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K. The City will notify Grievant by mail, to Grievant’s on file home address of the date, time, 

and place of his Grievance Committee hearing, and e-mail a copy of the letter to the Union 

Hall. Unless emergency circumstances apply, if either the City representative or Grievant 

does not appear at the Grievance Committee hearing, the party not appearing shall lose the 

grievance. 

 

 

Section 2-2. Labor-Management Committee  

 

The benefits granted by this Article shall not be interpreted or applied as requiring the employer 

to count as time worked, any hours or fractions of hours spent outside the employee's work shift 

in pursuit of benefits provided by this Article. The employer shall count as time worked any 

hours or fractions of hours spent within the employee's regular work shift in pursuit of benefits 

provided by this Article.  

A. There shall be a Labor-Management Committee consisting of a maximum of six (6) Union 

committee members, no more than four (4) of whom may be bargaining unit members 

and five (5) representatives of the City in addition to the Labor Relations Administrator, or 

designee, who shall be Chairman. The purpose of the Committee is to facilitate improved 

labor-management relationships by providing a forum for free and informal discussion of 

mutual concerns and problems.  

 

B. The Committee shall meet, at least once a month per MOU year, or more often by mutual 

agreement, at mutually agreed upon times. The Committee will meet to discuss matters to 

be of a mutual benefit including, but not limited to, methods of improving the level of 

productivity when needed. The members shall, upon request for a meeting, provide the 

Chairman with proposed agenda items and the Chairman shall provide the members with the 

meeting agenda in advance of the meeting.  

 

C. Any signed/dated written Labor/Management agreements with the signatures of the parties 

and the Chairman will be binding on the parties for the remaining term of the MOU.  

 

D. If the representative of the Union is a unit member, such representative shall not lose pay or 

benefits for meetings mutually scheduled during duty time.  

 

E. During this Memorandum of Understanding, the City and the Union will establish a 

Labor-Management Committee dedicated to the discussion of cost analysis for potential 

contracted work presently performed by Unit employees, the reduction in force process 

and any other matters deemed relevant by the Committee. 
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Section 2-3. Notification  

 

A. The City will schedule a meeting with the Union, with a minimum of seven calendar days’ 

notice to discuss management recommendations for contracting of work presently being 

performed by unit members, which would directly result in a reduction in the number of 

regular unit positions during the term of this agreement. The meeting will occur prior to any 

final recommendation to the City Council.  Failure by the City to meet with the Union under 

this Article may be subject to the Grievance Procedure (Article 2, Section 2-1) of this MOU.  

The management recommendation, and final decision thereon by the City, shall not be 

subject to the Grievance Procedure (Article 2, Section 2-1.) 

 

B. Prior to the City changing any FMLA administrative practices, the City will meet with the 

Union to discuss these changes and consider the Union’s input.  

 

C. The Management recommendation, and final decision thereon by the City, shall not be 

subject to the Grievance Procedure (Article 2, Section 2-1) of this MOU.  

 

 

Section 2-4. Health and Safety Committee  

 

The benefits granted by this Article shall not be interpreted or applied as requiring the employer 

to count as time worked, any hours or fractions of hours spent outside the employee's work shift 

in pursuit of benefits provided by this Article. The employer shall count as time worked any 

hours or fractions of hours spent within the employee's regular work shift in pursuit of benefits 

provided by this Article.  

A. The City will continue to undertake all reasonable efforts to provide for employee health and 

safety in accordance with the State's Occupational Safety and Health Law.  

 

B. In order to facilitate this policy, a joint committee entitled "Health and Safety Committee" 

shall be established. This Committee shall be composed of two (2) unit employees appointed 

by the Union and two (2) City representatives as designated by the City Manager. The 

Chairmanship shall rotate among the members.  

 

C. The Committee shall meet quarterly at mutually scheduled times or more frequently by 

mutual agreement to consider on-the-job safety matters referred to it by the existing 

departmental safety committees and safety officers, or otherwise coming to its attention, and 

shall advise Department Heads and the City Manager concerning on-the-job safety and health 

matters.  
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All written recommendations of the Committee shall be submitted to the Department Head 

concerned and to the City Manager.  

 

D. The Committee shall be guided by the applicable regulations of the State's OSHA agency, 

and the City's existing practices and rules relating to safety and health, and formulate 

suggested changes.  

 

E. Employee members of the Committee shall not lose pay or benefits for meetings mutually 

scheduled during their duty time.  

 

F. The City will provide to the employee a copy of the completed accident investigation and 

any other material the City plans to present at a hearing or appeal process.  

 

The City will also receive a copy of any material the employee plans to present at a hearing 

or appeal process. This material will be supplied as quickly as possible after the material has 

been prepared. A hearing or appeal date will not be scheduled sooner than fourteen (14) 

calendar days after employee’s receipt of the material.  

 

 

ARTICLE 3: COMPENSATION / WAGES 
 

Various sections of this MOU contain a form of compensation, wages, or benefits that have 

been negotiated in good faith and may or may not provide a direct payment of wages or 

other benefit to each member.  Those forms of compensation, wages, or benefits that do not 

provide a direct payment to each unit member have been negotiated in place of a direct 

payment and costed as part of the overall economic package.  Examples include: life 

insurance, long term disability insurance, leave payouts, etc. 

 

Section 3-1. Wages 

  

A. Continue 2012-2014 MOU Concessions.  Deferred compensation contribution is 

reduced by 2.4%. 

 

B. 2014-2016 Concessions.  The following concessions will be applied: 1.88% wage 

concession in fiscal year 2014-2015, and an additional 1.04% wage concession in fiscal 

year 2015-2016. 

 

C. MOU Reopener on Section 3-1:  If the City projects a 2015-2016 General Fund surplus* 

of $10 million or more, upon request by the labor unit, the City will be required to 

negotiate with the unit to determine a portion of the surplus be used to provide one-

time compensation in fiscal year 2015-2016.  The agreed upon portion will be used to 
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determine the one-time compensation payment in the General Fund, which will then be 

also applied to positions across all funds in the City. 

 

*Surplus or deficit to be calculated based on the Preliminary 2015-2016 Budget Status 

presented to Council no later than February 2015 and determined as the excess/deficit 

of projected available General Fund resources over/under expenditures needed to 

provide current Council-adopted service levels.  If a range is provided in the 

preliminary status, the mid-point of the range will be used. 

 

D. Licensed Pesticide Applicators shall receive fifty ($.50) in addition to their base hourly rate 

for each hour engaged in assigned and authorized activities when applying, mixing, or 

managing herbicide or pesticides. This compensation includes any preparation and 

maintenance of application equipment. 

 

E. Employees will be allowed City time to renew their CDL license and or related endorsements 

and will be reimbursed for such renewal fees which will include the HAZMAT background 

screening fee. 

 

F. It is understood that for implementation purposes, the practice of rounding of fractional cents 

shall be done in accordance with accepted mathematical and accounting principles.  

 

G. Not withstanding the rates of pay set forth in any appendix or attachment to the agreement 

for reference, the term "Pay Schedule" shall mean the schedule computed and published by 

the Human Resources Department for payroll purposes pursuant to Council Action in the Pay 

and Compensation Ordinance. 

 

 

Section 3-1A. Productivity Enhancement Pay  

 

In recognition of continuous service and overall performance, the City agrees to the following 

longevity-performance pay formula for unit employees.  

A. Pay Benefit:  

In November of each calendar year and May of each calendar year, unit members who meet the 

additional qualifications of this section shall qualify for fifty dollars ($50.00) for each full year of 

continuous full-time service in excess of five (5) years, up to an annual maximum of fourteen 

hundred dollars ($1,400.00) at nineteen (19) years.  

In November of each calendar year and May of each calendar year, unit members who have 

completed at least twenty (20) years of full-time service and who meet the additional 

qualifications of this section shall qualify for sixty-five dollars ($65.00) for each full year of 
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continuous full-time service in excess of five (5) years, up to an annual maximum of eighteen 

hundred twenty dollars ($1,820.00). 

 

B. Qualifications:  

 

1) An employee must have completed at least one (1) year of continuous full-time service 

at the top step in his pay range. Qualifications for Productivity Enhancement pay are 

made in the base class and will not be affected by movement into or out of assignment 

positions. As well, Productivity Enhancement pay will not be affected by movements 

to positions within the same pay range.  

 

2) An employee must have received a performance rating of overall "Met” on his latest 

scheduled performance evaluation on file at the time of the qualifying date. For 

employees who are otherwise eligible for Productivity Enhancement pay, an employee 

who receives an overall “Not Met” evaluation shall receive another evaluation within 

ninety (90) days to one-hundred-twenty (120) days, and if that evaluation is an overall 

“Met”, he will be eligible to start receiving Productivity Enhancement pay the first 

paycheck for the first full pay period after the next qualifying date. A unit member 

who receives an overall “Not Met” rating may appeal by memo through his chain of 

command to the Department Head.  

 

3) An employee must be on full-time active status. Employees on industrial leave shall 

qualify for this payment for only the first year of the industrial leave. However, the entire 

period of industrial leave shall qualify as continuous service when the employee returns 

to active employment.  

 

C. Terms of Payment:  

 

1) The Productivity Enhancement payment will be pro-rated and included each pay 

period in the qualifying unit member’s regular paycheck. 

 

2) When a position is reclassified to a higher classification, or when classification is 

assigned to a higher pay range, incumbents who are receiving Productivity 

Enhancement pay shall be moved to that step of the new range which corresponds the 

closest to their combined base pay and previous Productivity Enhancement amount 

(incumbent’s annualized payment), and which does not result in a decrease from that 

total amount. The placement in the new range will be limited to the maximum step in the 

range. If the reclassification or pay range change only results in a maximum possible one-

range increase, and the incumbent is receiving Productivity Enhancement pay, the 



 

28 

employee will be moved to the top step and continue to be eligible for Productivity 

Enhancement pay. 

  

 

Section 3-2. Overtime 

  

A. As a regular practice, overtime shall not be used. The parties agree that at times the City may 

require overtime work outside of an employee’s regularly-scheduled shift.  

 

B. Overtime is defined as time assigned and worked beyond the regularly scheduled eight (8) 

hours per shift or forty (40) hours per week; except overtime for unit members who normally 

work a daily work shift of eight (8) consecutive hours including a paid meal period on the 

job, is defined as time assigned and worked in excess of forty (40) hours in a seven (7) day 

work period or eight (8) hours per daily shift, excluding paid meal breaks.  

 

Overtime for unit employees assigned to a 4/10 schedule is defined as time assigned and 

worked beyond the regularly scheduled ten (10) hours per shift or forty (40) hours per week.  

 

C. Except for paid sick leave, all duly authorized paid leave time shall be considered as time 

worked for the purposes of the regularly scheduled workweek (but not daily work shift). Paid 

sick leave shall not be considered as time worked for the purpose of calculating overtime for 

the regularly scheduled workweek.  

 

The employee’s appropriate leave bank will be charged only for the difference between the 

scheduled daily work shift and the hours actually worked that day.    

 

D. Overtime shall be worked and shall be allowed if assigned by the non-unit supervisor or 

other authorized representative of the City. The City shall endeavor to be equitable in the 

distribution of voluntary overtime amongst qualified employees or crews of employees 

within the same classification, function, work location, and shift. Seniority may be used as a 

factor in determining the assignment of overtime work. Other factors include skill level, 

assigned equipment, etc. The City will make available to the Union upon request reports of 

overtime worked by unit members on a quarterly basis. The City reserves the right to assign 

overtime in the event insufficient employees volunteer, to avoid inadequate staffing, to insure 

timely service delivery or to conduct mandatory training.  

 

Employees may be required to work on scheduled holidays and/or non-work days during the 

holiday week in order to provide City services on weeks containing holidays. 
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Rotational overtime work lists ranked by seniority shall be posted on city bulletin boards and 

updated each time it is worked. 

 

E. Compensation for overtime work as defined in Section B. above will be as follows: One and 

one-half (1-½) times the regular rate. The regular rate shall include, if applicable, night shift 

differential, stand-by pay, and out-of-class pay. Overtime will be compensated after the first 

seven (7) minutes assigned and worked beyond a member's regularly scheduled work week 

or work shift, as outlined in Section B, calculated to the nearest quarter (1/4) hour. There 

shall be no compounding or pyramiding of overtime pay with regular or premium pay except 

as required under the Fair Labor Standards Act. There shall be a minimum of fifteen (15) 

hours off between shifts [thirteen (13) hours for a unit member working a 4/10 schedule]. If 

this is not possible, the unit member shall receive overtime compensation at his regular rate 

of pay for each full hour worked within the described fifteen (15) hour period [thirteen (13) 

hour period for a unit member working a 4/10 schedule]. This language only applies to 

employees who work two (2) full shifts. If an employee works less than a full shift, either 

before or after his/her regular shift, the 15/13 hour rules do not apply. This rule does not 

apply to scheduled training hours worked within the fifteen (15) hour window.   

 

F. In lieu of cash payment, a unit employee may request compensatory time credits up to a 

maximum accumulation of two hundred-ten (210) hours. The request for compensatory credit 

must be made at the time the overtime is worked. Use of compensatory time off within the 

work period shall be subject to departmental approval and scheduling.  

 

Accumulated compensatory time in excess of two hundred-ten (210) hours must be paid in 

cash.  

 

Effective July 2009, two hundred-ten (210) hours is increased to two-hundred-fifteen (215) 

hours.  

 

 

Section 3-2A. Call-Out Pay 

  

A. A unit member called out for work after going home from a shift or called out for overtime 

work while on stand-by pay shall be entitled to a minimum of three (3) hours pay at time and 

one-half (1 ½) times the employee's regular rate of pay.  

 

B. Travel time shall be included in the minimum call-out guarantee and shall be paid only if the 

total work and allowed travel time exceed the three (3) hour minimum. The total travel time 

compensated for round trip travel to and from the job site shall be forty-five (45) minutes.  
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C. Travel time shall not apply when the employee is working on overtime which was planned in 

advance. An employee requested to report early, before the normal starting time of the shift, 

shall not be eligible for travel time, but would qualify for overtime for the extra time worked 

at the job site.  

 

 

Section 3-3. Out-Of-Class Pay  

 

A unit member temporarily required to serve in a regular authorized position in a higher 

classification shall be compensated at a higher rate of pay in accordance with the following:  

 

A. To be eligible for the additional compensation, the unit member must first accumulate ten 

(10) regular working shifts of assignment in the higher class within any twenty-four (24) 

month period; satisfactory performance during a previous appointment to the higher class 

will be credited to the qualifying period. The days of out-of-class assignment need not 

necessarily be consecutive.  

 

The days of out-of-class will be credited to the qualifying period. Once this qualification is 

satisfied, no additional re-qualification will be required. Any employee in the Parks and 

Recreation Department and the Street Transportation Department, who has accrued one 

hundred and twenty (120) hours and who has completed training approved by the City and 

who has received a City certificate certifying that they can operate the equipment, shall not 

be required to accumulate any shifts as stated in this section to qualify for out-of-

classification pay.  

 

B. Temporary assignments out-of-class shall be recorded only in full-shift units. A unit member 

working out-of-class for four (4) hours in an eight (8) hour shift or five (5) hours in a ten (10) 

hour shift or more in a given shift shall be credited with working out-of-class for the entire 

shift. No out-of-class credit shall be given for out-of-class work of less than four (4) or five 

(5) hours in any given shift.  

 

C. To qualify for out-of-class pay, a unit member must be assuming substantially the full range 

of duties and responsibilities of the higher level position. Out-of-class pay is not authorized, 

for example, if the organization of a work unit is such that each unit member carries on his 

normal duties during the temporary absence of a supervisor, without a need for the direction 

which the supervisor would provide on a longer term basis. However, eligibility for out-of-

class compensation shall take place when an employee becomes responsible on a regular 

basis, for the full range of duties normally assigned to the higher class. 
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D. Time worked in a higher class shall not earn credits toward the completion of probationary 

requirements in the higher class.  

 

E. A unit member who has qualified under these provisions shall be compensated at the 

minimum rate established for the higher class for each completed work shift served in the 

higher class. In the event of overlapping unit salary ranges, a minimum one-step differential 

shall be paid for out-of-class assignments into unit classifications. The higher rate of pay 

shall be used in computing overtime when authorized overtime is served in out-of-class work 

assignments; the overtime rate shall be the rate established by the overtime regulations that 

apply to the higher rank.  

 

F. The City shall endeavor to be equitable in the distribution of out-of-class assignments 

amongst qualified unit members. 

 

G. The City shall not make out-of-class assignments pursuant to this Article in an arbitrary and 

capricious manner. 

 

 

Section 3-4. Sick Leave Conversion at Retirement  

 

A. Sick Leave Cash Out Formula 

 

A unit member who has accumulated a minimum of seven hundred and fifty (750) 

qualifying hours or more of accrued and unused sick leave at the time of a duty-related 

retirement shall be eligible for payment of an amount of compensation equal to twenty-

five percent (25%) of his base hourly rate for all hours in excess of two hundred and fifty 

(250) hours.  

 

B. Final Average Salary 

 

The number of sick leave hours eligible to be cashed out and included in an employee’s 

Final Average Salary upon retirement will be limited to the number of sick leave hours in 

the employee’s leave bank on July 1, 2012, provided all criteria are met as described in 

Subsection A. 

 

Employees with less than 250 hours of accrued and unused sick leave on July 1, 2012, 

will not meet the minimum balance requirements for a sick leave cash out that can be 

included in their Final Average Salary. 
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The portion of accrued and unused sick leave that is not included in the Final Average 

Salary upon retirement can be cashed out as a lump sum upon retirement, provided all 

criteria are met as described in Subsection A. 

 

The number of vacation leave hours eligible to be cashed out and included in an 

employee’s Final Average Salary upon retirement will be limited to the number of 

vacation leave hours in the employee’s bank on June 30, 2014, not to exceed 450 

hours. 

 

 

Section 3-5. Shift Differential Pay  

 

Unit members shall receive fifty cents ($.50) per hour in addition to their hourly rate of pay when 

working a night shift which ends at or after 9:00 p.m. and before midnight, and seventy-five 

cents ($.75) per hour in addition to their hourly rate of pay when working a night shift which 

includes work during the period after midnight to 3:30 a.m.  

Employees shall receive night shift pay differential only for hours scheduled and worked, and 

not while on paid leave time.  

Employees participating in a 4/10 work schedule shall receive fifty cents ($.50) per hour in 

addition to their hourly rate of pay when working a regular night shift which ends between 10:00 

p.m. and 3:30 a.m., inclusive, and seventy-five cents ($.75) per hour in addition to their hourly 

rate of pay when working a regular night shift which ends after 3:30 a.m. Night shift differential 

shall continue to be paid at the rate of the regular shift for any additional hours worked following 

the regular shift.  

 

 

Section 3-5A. Weekend Shift Differential Pay  

 

A unit employee shall receive forty-five cents ($0.45) per hour added to his base hourly rate of 

pay and any other shift differential or any other premium pay he may be receiving for working a 

weekend shift. A designated weekend shift is defined as any shift that starts on or after 2:00 p.m., 

on Friday, and continuing through any shift that starts on or before, but not after 11:59 p.m. on 

Sunday.  

A unit member shall receive weekend shift pay differential only for hours scheduled and worked, 

and not while on paid leave.  

A unit member, who is called out and works between 2:00 p.m. on Friday and 11:59 p.m. on 

Sunday, will be paid weekend shift differential for all hours worked at the rate specified in this 
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article. If a unit member was called out while on stand-by status, he will not receive weekend 

shift differential.  

 

 

Section 3-6. Stand-By Pay 

  

When a unit member is required and assigned to be available for emergency call back, outside of 

his regular daily or weekly work schedule, the employee shall be compensated for such stand-by 

hours that he remained available at three dollars and twenty-five cents ($3.25) per hour. Unit 

members serving in stand-by assignments shall be subject to contact requirements as provided 

for by the Department Head.  

 

 

Section 3-7. Show-Up Time  

 

Except in emergencies, an employee who is scheduled to report for work, has not been notified 

to the contrary, and presents himself/herself for work as scheduled, shall be paid for at least four 

(4) hours at the hourly or applicable rate of pay. If work on the employee's regular job is not 

available for reasons beyond his control, the City may assign the employee substitute work. 

Where there is substitute work readily available, the opportunity for such work will not be 

arbitrarily denied.  

In the event scheduled work is interrupted due to conditions beyond the City's control, and 

substitute work is not available to be assigned, affected employees shall be paid for four (4) 

hours at the hourly or applicable rate of pay, beginning at release, or to the end of the scheduled 

work shift, whichever occurs first. An employee shall have the option of using either vacation 

time, accumulated substitute holiday credit, or unpaid leave for the balance of his regular shift.  

Employees released hereunder prior to the end of their scheduled shift may be required to stand-

by and keep themselves available for immediate call-back during the balance of their scheduled 

shift (for which time they shall be entitled to stand-by pay under Article 3, Section 3-6 hereof). 

Employees called back to work shall be entitled to their hourly rate of pay only and not any 

guaranteed minimums for work performed during the balance of their regularly scheduled shift.  

 

 

Section 3-8. Jury Duty Pay  

 

A unit member called for jury duty or subpoenaed by a court as a witness shall be granted a leave 

of absence for the period of jury or witness service and will be compensated his/her regular pay 

and jury or witness pay for work absences necessarily caused by such jury or witness duty. To be 

eligible for such pay, an employee must present verification of the call to jury or witness duty.  
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A unit member required by the Court to call in for jury duty the morning of his/her scheduled 

daily work shift may elect to take the day off on vacation or compensatory time.  Such leave 

request shall not be denied.  Should the unit member be required by the Court to report for jury 

duty, the vacation or compensatory time will be restored from the actual time of reporting 

required by the Court through the end of the scheduled work shift.  To be eligible for such leave 

restoration, the unit member must present verification of the jury service. 

Unit members subpoenaed to appear as a witness in court as a result of their official duties on 

their status as a City employee shall return all fees tendered for such service to the City.  

Paid witness leave shall not be allowed when the unit member is the defendant, plaintiff, or 

voluntary character witness in a court action.  

 

 

Section 3-9. Deferred Compensation Program  

 

The current percentage of base pay for deferred compensation is .45 %.  

  

The Deferred Compensation Program benefit will be increased by up to 2.4% in the second year 

of the 2012-2014 contract, provided the Stability Indicators are met as described in Attachment 

A. 

 

 

ARTICLE 4: HOURS OF WORK / WORKING CONDITIONS 
 

Section 4-1. Hours of Work  

 

A. This Article is intended to define the normal hours of work and to provide the basis for 

calculation and payment of overtime pursuant to Article 3, Section 3-2.  

 

B. Work Week Defined  

 

The regular work week for regular full-time unit members shall consist of five (5) 

consecutive work days in a seven (7) day pre-established work period, except as provided in 

Article 4, Section 4-1-F and except in those departments performing normal services 

regularly on Saturday and/or Sunday and except in those operations utilizing a different work 

week, such as a four (4) day work week.  
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C. Work Day Defined  

 

The work day for regular full-time unit members shall consist of eight (8) hours of work 

within any twenty-four (24) hours in a pre-established work schedule, exclusive of unpaid 

time allotted for meals except in those operations utilizing a different workday schedule such 

as a ten (10) hour work day. 

 

D. Work Schedule Changes  

 

Except for emergency situations, permanent regular work schedules shall not be changed 

without notice by the Department of at least fourteen (14) days to the affected employee(s) 

and to the Union. Exceptions for more or less than the fourteen (14) days notice mentioned 

above may be mutually agreed to by labor and management on a case by case non-precedent 

basis.  

 

When temporary work schedule changes are necessary, the Department will try to give 

affected employees at least two (2) calendar days notice or, if less notice, it will be 

considered an emergency. 

 

When changes are to be made by the City on a permanent basis for other than emergency 

reasons, or where new permanent schedules are to be adopted, the City will notify the Union 

of such changes or new schedules, prior to implementation. Overtime work or stand-by, 

before or after the normal work day or work week, does not constitute a change in the work 

schedule.  

 

E. Summer Work Schedules  

 

Summer hours may begin no later than the first Monday in April, and may terminate no 

earlier than the second Monday in October whenever such scheduling impacts operations, all 

of which are within the discretion and control of the City, and where such summer 

scheduling has been customarily used in the past. Summer scheduling may, at the discretion 

of the City, be implemented earlier or terminated later in the year than specified in this 

section. 

 

It shall be within the Department Head's discretion to determine starting times for summer 

hours based on such operational considerations as dividing and/or rotating crew starting 

times to facilitate safety to the public, employees and equipment, to guarantee a high level of 

convenient service to the public, to preclude negative impact on traffic flow, and similar 

factors.  
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It shall be appropriate for the Labor-Management Committee (Article 2, Section 2-2) to 

review and discuss the daily starting and ending times of summer hours.  

 

F. The City may implement a ten (10) hour workday, four (4) workdays per week schedule in 

all functions of the Solid Waste Management Division. The implementation of the "four/ten" 

work schedule in other departments designated under Field Unit I may be considered in the 

Labor-Management Committee upon submission of a request by either party.  

 

Except for Solid Waste Collections and Disposal, the regular work-week for regular full-time 

unit members working a “four/ten” work schedule shall consist of four (4) consecutive work 

days in a seven (7) day pre-established work period.  

 

 

Section 4-2. Rest and Lunch Periods  

 

A. Existing workday schedules spanning nine (9) elapsed hours shall continue to include a sixty 

(60) minute unpaid meal period. Existing workday schedules of eight and one-half (8-1/2) 

hours and ten and one-half (10-1/2) hours shall continue to include a thirty (30) minute 

unpaid meal period. Workday schedules of eight (8) and ten (10) consecutive hours shall 

include a paid straight time meal period of up to one-half (½) hour on the job. Two (2) non-

work periods of up to fifteen (15) minutes during a regular daily shift shall be permitted by 

supervision to promote the health, safety, and efficiency of employees on the job. Emergency 

situations may make this impossible in rare situations. Activities of employees during those 

non-work periods shall not be subject to any unreasonable restrictions.  

 

B. When a unit member does not receive a paid meal period, his/her meal period shall be 

uninterrupted and duty-free.  

 

 

Section 4-3. Clean-Up Time  

 

Employees will be given time, in keeping with past practice, at the end of a normal daily shift for 

personal clean-up.  

Such time is in addition to and exclusive of any time the City requires be spent for maintaining 

equipment.  

The intent of the above provision has always been to allow field employees who need personal 

clean-up prior to rest or lunch periods a reasonable amount of time to do so. Clean-up material 

should be supplied on an as needed basis to field employees. If the field supervisors and 
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employees act reasonably in addressing the issue, everyone will have a healthier and safer work 

environment.  

 

 

Section 4-4. Seniority 

 

A. The City shall provide the Union with a list of unit members showing each unit member’s 

employment date and class date. 

 

B. Seniority shall be by length of service within a class. If seniority within a class is not 

determinative, then length of service with the City shall prevail. 

 

C. Seniority shall be used as a factor consistent with established Civil Service procedures in 

choice of work assignments, vacation schedules, and in the determination of layoffs. 

 

 

Section 4-5. Transfer Program  

 

The City and the Union acknowledge mutual interest in the success of the present program of 

minimizing layoffs of employees by seeking to place such employees in other positions, 

consistent with Civil Service Rules on seniority. The Union agrees to provide positive counseling 

to unit members so affected to ease the transition to other positions. The City agrees to make 

available, on request, job counseling in order to provide training assistance to the employee 

during the first thirty (30) days of the new work assignment.  

Although not required to honor a request for a voluntary transfer for an employee having 

documented extraordinary personal hardship beyond his/her control, the City will try to honor 

the request. In such a case, factors such as, but not limited to, the employee’s shift, seniority, and 

work record may be considered.  

To every extent practicable, a transferred unit member will be allowed to maintain his previous 

vacation schedule. 

 

 

ARTICLE 5: BENEFITS 
 

Section 5-1: Employee Assistance 

  

The City Employee Assistance Program, will provide confidential, individual and family 

counseling to all unit employees and their eligible dependents. These services will be furnished 

by an independent contract agency to be chosen by the City.  
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Section 5-2: Health and Dental Insurance 

  

A. The City shall maintain the current 80/20 split for health insurance for both single and family 

coverage. If there is a rate increase or decrease the City shall pay 80% of the new monthly 

contribution and the employee will pay 20%.  

 

B. The City agrees to the continuation of a Health Insurance Advisory Committee for the 

purpose of studying existing plans and to explore alternative plans. The Committee shall 

include representatives of the City and Union.  

 

C. The City shall retain the dental insurance plan for unit members and their qualified 

dependents. The plan shall consist of eighty percent (80%) payment of reasonable and 

customary charges covered for preventive and diagnostic services, basic services, and major 

services. The plan shall also include an orthodontia benefit providing for eighty percent 

(80%) payment of reasonable and customary charges up to a maximum lifetime benefit of 

four-thousand ($4,000) dollars per person. This plan is subject to the deductibles and 

limitations contained in the contract between the dental insurance carrier and the City of 

Phoenix. The City shall pay the premium costs for single unit employees (employee only 

coverage), and seventy-five percent (75%) of the premium costs for unit employees and their 

qualified dependents (family coverage).  

 

The City shall maintain the current dental premium split. If there is a rate increase or 

decrease, the City will pay 100% of the new monthly contribution for single coverage. If 

there is a rate increase or decrease, the City will pay 75% of the new monthly contribution, 

and the employee will pay 25% for family dental coverage. 

  

D. The City agrees to continue the formalized complaint procedure with respect to the service 

under all plans.  

 

E. Unit members retiring on or after July 1, 2006, who meet all other MERP eligibility 

requirements and purchase either single or family City of Phoenix health insurance, shall 

receive an additional $100.00 (one hundred dollars) per month to help defray the cost of 

health insurance. 

Unit members retiring after August 1, 2022, who meet eligibility requirements, shall receive 

the $150 month allowance for Post Employment Health Plan accounts (PEHP). 

 

 

Section 5-3: Life Insurance  

 

The City will provide regular full-time unit members the existing off-the-job and on-the-job life 

and dismemberment insurance coverage. The face value of the policy being fifteen thousand 
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dollars ($15,000); in addition the City will pay seventy-five thousand dollars ($75,000) for death 

in-the-line-of-duty insurance.  

The designated beneficiary of a unit member will be paid for all accumulated sick leave hours 

that remain on the City's official file at the time of a line-of-duty death of the unit member and 

payment will be based upon the unit member's current base hourly rate. The beneficiary shall be 

designated on the Employee Declaration of Beneficiary card for the City of Phoenix Group Life 

Insurance Program on file in the City Human Resources Department.  

Additionally, the City will provide to each unit member a $200,000 death benefit covering the 

unit member’s commutation to and from his City work location. This policy will be consistent 

with the policy negotiated in 1997 with CIGNA Group Insurance, and will cover the unit 

member’s commute for up to two hours before his shift begins, and two hours after his shift 

concludes. The Union will only pay the cost of this benefit the first year of the MOU.  

In the event of the death of a unit member while commuting to or from his work location, for a 

period of two hours each way, the City will continue to pay the full monthly health insurance 

premium for the spouse and all eligible dependents. This policy will be consistent with the terms 

of the 1997 agreement between the City of Phoenix and CIGNA Group Insurance, for the 

payment of a supplementary commutation life insurance policy for each unit member. The Union 

will pay the cost of this benefit, if any, the first year of each new MOU period.  

 

 

Section 5-4. Long Term Disability Insurance  

 

Pursuant to A.R. 2.323, the City will offer a long term disability benefit for all regular full-time 

unit members.  The City may revise the A.R., provided, however, that such revisions shall not 

conflict with the express provisions of the MOU.  

 

Employees who have been continuously employed and working on a full-time basis for twelve 

consecutive months are eligible for long term disability coverage. After an established ninety 

(90) calendar day qualifying period, the plan will provide up to sixty-six and two-thirds percent 

(66-2/3%) of the employee's basic monthly salary at the time disability occurs and continue up to 

age seventy-five (75) for employees who have been employed full-time for 36 months and one 

day. This benefit will be coordinated with leave payments, industrial insurance payments, 

unemployment compensation, social security benefits and disability provisions of the retirement 

plan.  

 

Employees who have been employed full-time with the City of Phoenix for 36 months or less, 

will be eligible to receive a long term disability benefit for no more than thirty (30) months. 
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Section 5-5. Holidays and Vacation Pay 

  

A. The City agrees to incorporate into the MOU the benefits provided under A.R. 2.11 modified 

to indicate the following holidays.  

 

Employees, except those on hourly paid status, shall, when possible without disrupting the 

various municipal services, be allowed the paid holidays listed below:  

New Year’s Day   January 1  

Martin Luther King’s Birthday January, Third Monday  

President’s Day   February, Third Monday  

Cesar Chavez Birthday  March 31  

Memorial Day   May, Last Monday  

Independence Day  July 4  

Labor Day   September, First Monday  

Veteran’s Day   November 11  

Thanksgiving Day  November, Fourth Thursday  

Friday after Thanksgiving Day Friday after Thanksgiving  

Christmas Eve   Four (4) hours on December 24  

Christmas Day   December 25  

Two Personal Leave Days After completion of six months of full-time employment.  

 

When a holiday named in this regulation falls on Sunday, it shall be observed on the following 

Monday. When a holiday named in this regulation falls on Saturday, it shall be observed on 

the preceding Friday except that in the case of six (6) day operations such holidays may be 

observed on Saturday. This paragraph shall not apply to Christmas Eve, which shall only be 

granted when it falls on the employees' regular scheduled workday. In the case of continuous 

twenty-four (24) hour, seven (7) day operations and seven (7) day non-continuous operations, 

holidays shall be observed only on the calendar days on which they actually fall. 

The Personal Leave Days are added to an employee’s vacation leave bank and may be taken 

on any day of the employee’s choosing after completion of six months of full-time 

employment, subject to operational and scheduling factors and the limitations of A.R. 2.11. 

This time does not alter the maximum carryover of vacation hours outlined in A.R. 2.18.  

If a full-time unit member's regularly scheduled day off falls on a holiday to which he is 

entitled under this Article, first (1st) consideration shall be given to allowing three (3) 

consecutive days off, but if this is not feasible, a substitute day off of eight (8) hours with pay 

shall be given at straight time on a day designated by the Department Head. Unit members 

who work a 4/10 schedule, whose regularly scheduled day off falls on one of the holidays 

listed in paragraph C of this Article, shall receive ten (10) hours of compensatory time. An 
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employee shall not be paid in cash in lieu of a substitute holiday except that in extraordinary 

circumstances the City Manager's office may approve payment in cash at a straight-time rate. 

The substitute holiday shall not be granted when an employee is on paid industrial leave.  

A unit member whose regular scheduled day-off falls on a holiday specified in this Article, 

and who is called in to work a regular shift on such holiday and scheduled day off, shall be 

compensated at time and one-half (1-1/2) the regular rate for each hour assigned and worked 

in addition to the substitute holiday provided above.  

B. Vacation Accumulation  

On July 1, 2014 and July 1, 2015, every unit member will receive 12 hours of vacation time, 

in addition to their other annual accruals, added to their vacation leave. 

 

Vacation accrual and carryover shall be governed according to the following table:  

 

 

 

 

 

 

C. The parties agree that on the following specified holidays, unit members whose regularly 

assigned work week consists of four (4) ten-hour (10) shifts, shall not be required to submit 

documentation for two (2) hours of paid leave:  

1.   Memorial Day   May, Last Monday 

2.  Independence Day  July 4  

3.  Labor Day   September, First Monday 

4.  Veterans Day   November 11 

5.  Thanksgiving Day  November, Fourth Thursday 

6.  Friday after Thanksgiving 

7.  Christmas Day   December 25  

 

Unit members shall be allowed a vacation buyout twice per calendar year, by notifying the 

Department head in writing of such intent during the month of either October or April, to be paid 

on the last paycheck of November and May. The total annual buyout is up to a maximum of 

eighty (80) hours taken in no more than forty (40) hour increments, after the employee has 

 

SERVICE 

MONTHLY 

ACCRUAL 

MAXIMUM 

CARRYOVER 

MAXIMUM 

PAYOUT 

    

0-5 years 8 hours 192 hours 290 hours 

6-10 years 10 hours 240 hours 350 hours 

11-15 years 11 hours 264 hours 380 hours 

16-20 years 13  hours 312 hours 440 hours 

21+ years  

 

15 hours 360 hours 500 hours 
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accumulated a minimum of one-hundred seventy-five (175) hours and has used forty (40) hours 

of vacation/comp-time during the calendar year.  

 

D. Parental/Family Leave  

The City will, as a matter of general policy, and subject to operational needs, authorize up to 

three (3) months of unpaid leave for an employee who is the parent of a newly born or legally 

adopted child or any Unit member who needs to care for an ill family member. Family 

members include spouse, children (natural, adopted, foster, or stepchildren), brother, sister, 

parents, grandparents, as well as others living in the same household with the employee. 

Approval and use of this leave shall be subject to existing Personnel Rules. 

 

E. An employee may use up to ten (10) hours of accumulated sick leave in at least one-hour 

increments each calendar year for the home care or medical treatment for an immediate 

family member residing in the employee’s household. This will be marked as “BO” on leave 

slips.  When there is an extreme illness or injury situation where a life or death question 

exists involving an immediate family member, an employee may use up to five (5) days of 

accumulated sick leave. (This should not be construed as bereavement leave under Personnel 

Rule 15g).  This will be marked as “BN” on leave slips. 

 

In addition, employees may have dependent care situations where the above leave is 

insufficient to cover their absence. Therefore, employees will be allowed to use unscheduled 

accumulated vacation or compensatory time for the care of an immediate family member up 

to a maximum of five (5) incidents not to exceed a total of forty (40) hours each calendar 

year. 

For all the above mentioned leaves, (sick leave, vacation, and compensatory leave) the 

employee will not have these leaves be considered a negative factor, when evaluating the job 

performance of an employee involved in a leave management program, up to a maximum 

total of seven (7) incidents per calendar year. An incident is defined as an absence from 

work, regardless of the length of time. 

An immediate family member is defined as the employee’s spouse, qualified domestic 

partner, mother, father or child. A child is defined as a biological, adopted, foster or 

stepchild, legal ward, or a child of a person standing in place of a parent. A brother, sister, 

grandparent, or in-law who is living with the employee under his/her care is also defined as 

an immediate family member. 

F. Unit members may contribute accrued vacation or compensatory time to other employees in 

accordance with City policy governing contribution of leave for serious illness or injury of an 

employee or their immediate family member. An immediate family member is defined as the 

employee’s spouse, qualified domestic partner, mother, father, or child. A child is defined as 

a biological, adopted, foster or stepchild, legal ward, or a child of a person standing in place 
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of a parent. A brother, sister, grandparent, or in-law who is living with the employee under 

his/her care is also defined as an immediate family member.  Requests to receive such leave 

contributions will require a completed doctor’s certification. 

 

G. During the next twelve months, the Union will participate in Labor-Management efforts 

to discuss options to a Paid Time Off program. 

 

 

ARTICLE 6: MISCELLANEOUS 
 

Section 6-1. Saving Clause 

  

A. If any article or section of this MOU should be held invalid by operations of law or by a final 

judgment of any tribunal of competent jurisdiction, or if compliance with or enforcement of 

any article or section should be restrained by such tribunal, the remainder of this MOU shall 

not be affected thereby.  

 

B. In the event the decision of the court in Cheatham, et al v. Gordon, is stayed, reversed, 

vacated or otherwise not given effect in whole or in part, by any court, then the City 

and LIUNA will meet and confer on any modications to this memorandum.  

 

 

Section 6-2. Copies of MOU  

 

A. Within sixty (60) days after this MOU is adopted by the City Council, the Union will arrange 

for printing of jointly approved copies of it for furnishing one to every unit member, unit 

supervisor and to management personnel. The costs of such duplication and distribution will 

be borne equally by the Union and the City.  

 

B. Printing vendors secured by the Union shall comply with Chapter 18, Articles IV (City 

Construction Contractors' Affirmative Action Requirements) and V (Supplier's and Lessee's 

Affirmative Action Requirements), Phoenix City Code.  

 

 

Section 6-3.  Aid to Construction of Provisions of MOU  

 

A. The provisions of this MOU shall be in harmony with the rights, duties, obligations and 

responsibilities which by law devolve upon the City Council, City Manager, and other City 

boards and officials, and these provisions shall be interpreted and applied in such manner.  
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B. The lawful provisions of this MOU are binding upon the parties for the term thereof, it being 

understood that the Union is precluded from initiating any further meeting and conferring for 

the term thereof relative to matters under the control of the City Council or the City Manager.  

 

 

Section 6-4. Part-Time Employees  

 

Hourly paid unit members, excluding seasonal and temporary employees, who have worked a 

minimum of fifty (50) hours in each pay period for twenty-six (26) consecutive weeks shall be 

entitled to the same benefits for authorized work on holidays as received by regular full-time unit 

members. In addition, such employees shall receive vacation credits prorated for the number of 

hours worked after the qualifying period is satisfied. Vacation credits shall be calculated and 

paid in cash in December and June. These hourly-paid employees shall be considered for 

advancement from Pay Step 1 to Pay Step 2 after completing one-thousand forty (1,040) hours of 

work in Step 1 and for advancement from Pay Step 2 to Pay Step 3 after working two-thousand-

eighty (2,080) hours in Pay Step 2. 

   

Employees who completed the twenty-six (26) weeks qualifying period shall be eligible for 

participation in the City's Health, Life, and Dental insurance programs. The City's premium 

participation will be the same as that provided for full-time employees. Continuation of 

participation under these plans will be determined on November 1, February 1, and May 1. If the 

employee has worked a minimum of fifty (50) hours in each pay period in July, August, and 

September, his/her participation shall continue for the period November through January. A 

similar review and qualification will be required for October, November and December; January, 

February and March; and April, May and June. If the employee separates from City employment, 

the participation will cease.  

Part-time employees are allowed an hours reduction of up to two (2) weeks in one pay period in 

the twenty-six (26) week qualifying period and each period thereafter, without impacting their 

eligibility to participate in the part-time employees’ benefit programs.  

 

 

Section 6-5. Term and Effect of MOU  

 

A. This MOU shall remain in full force and effect commencing with the beginning of the first 

regular pay period in July 2014, up to the beginning of the first regular pay period July 2016. 

In compliance with the Meet and Confer Ordinance (Phoenix City Code Chapter 2, Article 

XVII, Division 1) as may be amended, on or before December 1, 2015, LIUNA 777 shall 

submit its proposed memorandum of understanding for the next contract period. 
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B. Except as expressly provided in this MOU, the City shall not be required to meet and confer 

concerning any matter, whether covered or not covered herein, during the term or extensions 

thereof. 

 

C. The provisions of this MOU shall be subject to Federal, State and local law that vests 

jurisdiction and authority in other public boards and officials, including the City Council, 

Phoenix Employment Relations Board, Phoenix Civil Service Board, City Manager and 

Department Managers, or determines issues contrary to the provisions hereof.  

 

D. This MOU constitutes the total and entire agreements between the parties and no verbal 

statement shall supersede any of its provisions.  
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ADDENDUM 

 
The following Article 1, Section 1-3 Rights of the Association is suspended pending the outcome 

of the Cheatham vs. Gordon litigation. At the time a decision is reached, the language from the 

prior agreement that is deemed permissible by the court will be implemented.  

For reference, due to the court’s injunction, revisions were made to the following bolded areas of 

Article 1, Section 1-3.  

 

Section 1-3: Union Rights  

 

1. No employee shall suffer reprisal for the exercise of rights granted by this MOU.  

 

2. Union Release 

 

The Phoenix community benefits from harmonious and cooperative relationships between 

the City and its employees. The City and LIUNA Local 777 have negotiated full-time 

release positions, and release hours, as an efficient and readily available point of contact for 

addressing labor-management concerns. Examples of work performed by the release 

positions in support of the City include ensuring representation for unit employees during 

administrative investigations and grievance/disciplinary appeal meetings with 

management; participating in collaborative labor-management initiatives that benefit the 

City and the unit members; serving on City and departmental task forces and committees; 

facilitating effective communication between City and Department management and unit 

employees; assisting unit members in understanding and following work rules; and 

administering the provisions of the Memorandum of Understanding. The cost to the City 

for these release positions, including all benefits, has been charged as part of the total 

compensation contained in this agreement in lieu of wages and benefits. 

 

1. Full-Time Release Positions 

 

Three (3)  persons designated as official full-time release Union representative for the unit 

shall be allowed up to two-thousand eighty (2,080) work hours for each representative per 

MOU year to engage in lawful Union activities pursuant to and consistent with this MOU. 

The full-time release positions agree to be bound by all City rules and regulations. Time 

used for this purpose in excess of two thousand eighty (2,080) hours for each representative 

shall be at the expense of the Union and the Union shall reimburse the City at the 

employee's hourly rate of pay. The City will pay the employee's full-time fringe benefits.  
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The Union shall notify Labor Relations and the appropriate Human Resources Liaison five 

(5) working days in advance when requesting release time for the above official designated 

Union representatives. 

 

The Union will submit quarterly reports to the Labor Relations Division documenting the 

regular work schedules of the release positions and any leave used during the quarter.   

 

Upon return from full-time release, the official Union representative shall be reinstated to 

their original location/yard and schedule. If the previous location no longer exists then the 

employee will have their choice of location/yard and schedule. Once at the location/yard the 

employee will, if applicable, receive an available assignment of route, truck and partner. 

They will then have an opportunity to participate in the next future transfer process in 

accordance with the department’s transfer policy. In addition, any approved leave time the 

employee had scheduled prior to their return to their department shall be honored by the 

department.  

 

2. Union Stewards 

 

The Union may designate forty-five (45) Union members as stewards and shall notify the 

Labor Relations Administrator of such designations. There shall be no obligation on the 

City to change or adjust normal departmental scheduling or assignments of personnel as a 

result of such designations. Such designations shall be made from amongst Union members 

regularly working at the job sites within the proximate geographic area where they are 

intended to provide representation. The Union shall endeavor to be equitable in the 

distribution of its stewards. 

 

a) One such representative from the Grievant’s home department may, after the 

Grievant and the supervisor were unable to resolve the matter informally (Article 2, 

Section 2-1-A), when the Union is designated by a Grievant as his representative, attend 

mutually scheduled grievance meetings and hearings with department representatives 

without loss of pay or benefits. Paid release time used for any other purpose, such as 

gathering information, interviewing the grievant or witnesses, or preparing a presentation 

shall be charged against the bank of Union release hours (Section 1-3 D). 

 

b) City employees who are on duty and are, either witnesses, charging parties, 

appellants or grievants and the shop steward representing any such employee from the 

employee’s home department, may attend grievance, Civil Service, Phoenix Employment 

Relations Board (P.E.R.B.) and Public Works Accident Review Board meetings on City 

time provided 1) it is for their particular case which is either scheduled or on the public 

meeting agenda for that date and time and 2) Once a witness testimony has been concluded, 
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or if a grievant, charging party or appellant once that agenda item has been completed or 

the grievance meeting concluded, unless they have made other arrangements in advance 

with their immediate supervisors approval, they will promptly return to work. 

Management reserves the right to restrict the number of witnesses who can be off of the job 

at any one time but will cooperate in rotating witnesses from the workplace so as to 

minimize the impact to operations and service to the public. For group grievances the 

group will be allowed to select no more than two non-witness grievant representatives to 

attend the proceeding. These do not have to be the same group grievant representative for 

each step or meeting of the entire proceeding. As a matter of courtesy, employees will give 

management as much notice as possible. 

 

c) Union designated representatives shall be admitted to the buildings and grounds of 

the City for the purpose of assisting in the adjustment of grievances and other official 

Union business, so long as such will not, in any manner, interfere with any work operation 

or the safety and security of any work site. Such representative will check in with the 

supervisor involved and will be required to conform with the operational and safety 

regulations and procedures as directed by the supervisor.  

 

3. Bank of Union Release Hours 

 

The Union will be allowed, subject to operational and scheduling factors and four (4) 

working days advance request in each instance, a unit total of five thousand (5,000) hours 

paid release time in a bank of release hours per M.O.U. year. Requests for release time 

shall be submitted to the Labor Relations Administrator and approval of release time 

hereunder shall not be arbitrarily withheld. The cost to the City for these release hours, 

including fringe, has been charged as part of the total compensation contained in this 

agreement in lieu of wages and benefits. Examples of how these hours are used by the 

Union include: 

 

• For Executive Board members to attend meetings of the Executive Board, meetings 

of the general membership, and for preparation for negotiations. 

 

• For stewards to provide representation when a steward from the employee’s home 

department or a full-time release employee is unavailable. 

 

• For a second representative to attend a grievance or investigative meeting. 

 

• For authorized representatives to attend Union conferences, meetings, seminars, 

training classes and workshops so that representatives better understand issues such as 
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City policies and practices, conflict resolution, labor-management partnerships, and 

methods of effective representation. 

 

• For authorized representatives to research and prepare for grievance meetings and 

disciplinary hearings.  

 

• For authorized representatives to educate and communicate with unit members in 

support of City policies and programs, and participate in City partnerships. 

 

Only one representative may be released from the same work group at the same time. No 

representative will be permitted to use more than 420 hours of release time from the bank 

of hours in any one MOU year. 

 

Any hours used in excess of the bank of Union release hours must be approved by the 

Labor Relations Administrator and the LIUNA Local 777 Lead Business Manager. The 

number of hours used in excess of the allowable Union release hours at the end of the 

contract term will be deducted from the Union release hours available for the following 

year. A surplus of hours will be carried over into the next year to a maximum total Union 

release of 7500 hours. 

 

a) The Union shall be allowed up to fourteen thousand ($14,000) dollars per MOU year 

for designated unit members of the local to attend schools, conferences, workshops, 

trainings, in-house CDL instruction, and any other activity approved by the Labor 

Relations Administrator. These monies are to be paid in one lump sum in the first pay 

period of each MOU year.  The City Auditor Department may conduct an audit of the 

funds used for training purposes periodically.  Any payments not adequately supported by 

the documentation of expenses, or payments made for activities outside the scope of this 

agreement will be returned to the City by the Union. 

 

b) In recognition of the mutual benefit provided to the City and the Union by the full-

time release positions, the City agrees to pay the Lead Business Agent of the Unit two 

hundred and eight overtime hours each MOU year.  The two full time Union 

Representatives will be paid eighty (80) hours overtime each MOU year.  The overtime will 

be paid on the last paycheck of July upon request of the Union.  The Union shall make such 

request no later than June 1. “ 

The Union agrees to reimburse the City of Phoenix for the equivalent salary costs plus 

fringe benefits on or before the last day of July each MOU year. 
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C. Unit members may be authorized in advance in writing to engage in lawful Union related 

activities during City work hours on a non-paid basis by the City Manager or his designee in his 

unrestricted discretion consistent with this MOU.  

 

D. There shall be no use of official time for unit-related activities except as has been 

expressly authorized under this MOU. The City reserves the right to deny approval of 

request for use of official time for activities not expressly authorized under this MOU. The 

City shall not arbitrarily deny requests for use of official time for union activities.  

 

E. Payroll Deductions  

 

1) The City shall deduct from the first and second pay warrants of Union members, in each 

month, the regular periodic Union membership dues as certified by an authorized official of the 

Union and regular periodic Union sponsored insurance benefits pursuant to the City's deduction 

authorization form duly completed and signed by the employee and transmit such deductions 

monthly to the Union no later than the fourteenth (14th) day following the end of the pay period 

in which the deduction occurs, along with an alphabetical list of all employees for whom 

deductions have been made. Such deductions shall be made only when the Union member's 

earnings for a pay period are sufficient after other legally required deductions are made. 

Authorization for membership dues deductions herein shall remain in effect during the term 

hereof unless revoked by the employee. Revocation of deductions shall be accepted by the City 

only during the first week of July or January to be effective the following payroll period. The 

City will notify the Union of any revocations submitted to it, consistent with the PERB 

Ordinance Section 2-214.  

 

In addition, the City shall provide the Union the alphabetical list, including, the last four digits of 

the Social Security Number, the active Union deductions list, and the deductions register on a 

CD.  

 

If it is determined by a final decision by a court of competent jurisdiction that “Fair Share” does 

not violate Arizona State law or the Arizona State Constitution, the Union and City shall open up 

this contract to bargain in good faith over the “Fair Share” issue.  

 

2) The City shall not make dues deductions for unit employees on behalf of any other 

employee organization as defined in the Meet and Confer Ordinance, during the term of this 

MOU.  

 

3) The City assumes no liability on account of any actions taken pursuant to this section. 

The City shall, however, as promptly as technically possible, implement changes brought to its 

attention. The City shall, at the written request of the Union during the term of this agreement, 
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make changes in the amount of deduction hereunder for the general membership, provided cost 

for implementing such changes shall be reimbursed by the Union. This charge shall not apply to 

submission of new individual authorization cards or revocations or individual status changes.  

 

F. Facilities and Services  

 

1) The Union may distribute Union authorized materials on the City's premises (buildings 

and grounds) before and after scheduled working hours or in non-work areas during scheduled 

work hours provided both the employee distributing and the employee receiving such material 

are on their own time.  

 

2) The City shall provide the Union with bulletin board space for its sole and exclusive use 

in communicating with its members at mutually agreeable locations.  

 

3) Material which is not abusive of any person or organization, which does not violate 

Administrative Regulation (A.R.) 2.16, and which is not disruptive of the City's operations, may 

be posted or distributed, provided that such material is submitted to the City and also signed by 

an authorized official of the Union. The Union may grieve any refusal by the City to approve 

posting or distribution of submitted material.  

 

4) The Union shall have the right to meet with new unit employees for the purpose of 

informing each such employee of the Union and of that employee's right to have Union 

dues deducted from his/her pay warrant. The Human Resources Department will notify the 

Union when orientation sessions involving new unit employees are scheduled.  

 

Such opportunity shall be accorded the Union during the new employee orientation (NEO) 

sessions conducted by the Human Resources Department, Public Works Orientation 

Program (PWOP), and Parks Department new employee orientation (Parks NEO). 

 

G. List of Unit Members  

 

Upon the Union’s filing of a Third Party Data Sharing agreement with the HR 

Department, the City shall provide electronically, at no cost, a list of unit members which 

includes the following: Emp ID, First Name, Last Name, Initial, Deduct, Service Date, Dept 

ID, Department, Job Title, Job Locator Code, Mailing Address, City, State, Zip, Home 

Phone, Work Phone.  

 

Any and all information furnished by the City shall be used by the Union solely for the 

purpose of communicating with unit members, other legitimate union purposes, and shall 

not be shared with any other individual or organization.  
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H. The Union shall have the right to file a grievance on behalf of our member(s) when 

personally requested by the member. Filing procedures for grievance shall be those in Article 2, 

Section 2-1, Grievance Procedure.  

 

I. Upon written request from the Union, the City will provide specific information from an 

employee’s personnel files pertinent to a written grievance, arbitration case or civil service 

appeal. The City will also provide all pertinent collective bargaining information requested by 

the Union. The information will be supplied to the Union at no charge.  

____________________________________________________________________________ 

 

The following Article 1, Section 1-4.B, paragraph 7, Rights of Unit Employees the Association is 

eliminated pending the outcome of the Cheatham vs. Gordon litigation. At the time a decision is 

reached, the language from the prior agreement that is deemed permissible by the court will be 

implemented.  

 

Section 1-4. Rights of Unit Employees (Letter B, paragraph 7) 

 

If an employee is held over or a Union Steward is requested by management to hold over, 

or is called in from home by a supervisor to represent an employee at a meeting required 

by management, the employee and/or Union steward will receive overtime compensation 

for actual time held over or a minimum of one (1) hour if called in from home. 
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CITY COUNCIL REPORT 

FORMAL AGENDA 

TO: Lisa Takata 

Deputy City Manager 

AGENDA DATE: April 30, 2014 

FROM: James P. Burke 

Acting Parks And Recreation 
Director 

ITEM: 91 PAGE: 126 

SUBJECT: INCREASE PHOENIX TENNIS CENTER FEES  

 
This report provides backup information to the April 30, 2014 Formal Agenda Item 91 
requesting the City Council adopt the increase of fees at the Phoenix Tennis Center. 
 
BACKGROUND 
 
The Phoenix Tennis Center (Center) located at 6330 North 21st Avenue, was 
constructed in 1969 and featured 22 lighted courts, a clubhouse, a practice wall, 
pedestrian walkways, landscaped areas, and parking lot.  At that time, the Center was 
available for reservations, lessons, and competitive leagues.  During the next few 
decades, the Center hosted national and international tournaments and was a popular 
destination for tennis greats like Billie Jean King. 
 
Over the last 45 years, the Center lost much of its luster and had increased needs for 
repairs and improvements.  The Parks and Recreation Department sought community 
feedback on design, repair, and upgrades to the facility.  The Center is currently 
undergoing major restorations valued at almost $4 million dollars.  When complete, the 
Center will feature 25 new courts, upgraded lighting, windscreens, new shade 
structures, pedestrian walkways, seating areas, landscaping, and an irrigation system. 
 
THE ISSUE 
 
The current fees at the Center are $2.00 per person for 1.5 hours with an additional 
$3.00 light fee per court for night play.  The Center’s court and light fee were last 
increased November 2002. 
 
In order to accommodate tennis users who not do want a fee-based facility, the 
Department offers 140 courts located in community and neighborhood parks which are 
available on a first-come first-serve bases.  In addition, within close proximity of the 
Center, there are free tennis courts at Encanto Park, 2605 North 15th Avenue; Rose 
Mofford Sports Complex, 9833 North 25th Avenue; and Solano Park, 5625 North 
17th Avenue. 
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OTHER INFORMATION 
 
To keep the Center a viable entity, staff conducted a recent fee analysis by sampling 
similar facilities in the greater Phoenix and Tucson metropolitan areas.  Research 
reflected Center fees were well below market averages and an increase should not 
adversely impact participation levels. 
 
Local market research indicated that similar tennis centers revised their rates between 
2007 and 2013.  The research also showed fees varied greatly among various centers.  
The day fee ranged from $2.00 per player to $8.00 per player per 1.5 hours.  The lights 
per court fee ranged from $5.00 to $10.00 among sites.  In lieu of a court light fee some 
facilities charge a per player evening fee.  Those fees ranged from $3.00 per player to 
$12.00 per player for 1.5 hours.  
 
After analyzing the market-based rates, staff determined the most optimum fees for the 
Center should be $4.00 per person for 1.5 hours with a $5.00 light fee per court. 

 
Staff held several community meetings to advise Center users of the fee analysis 
findings and the proposed fee increase.  At the February 20, 2014 meeting, some 
attendees requested a lower rate for junior players, under 18 years of age.  Staff 
discussed this recommendation with the concessionaire and it was agreed that juniors 
could be charged a reduced rate of $2.00 per player, under these conditions: 

 Except during prime time unless unreserved courts are available. 
 Except on holidays, or during tournaments or lessons. 

 
There was no major opposition and the community was supportive of the proposed 
rates. 
 
The Parks and Recreation Board recommended City Council approval of the fee 
increase on February 27, 2014, as well as the Parks, Arts, Transparency, and 
Education Subcommittee on March 26, 2014. 
 
RECOMMENDATION 
 
This report is for information only. 
 




