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ARTICLE 20 

20.1 The City shall provide a legal defense for any bargaining unit member relating to 
any Civil Suit as prov.1C:led in Florida Statutes § 111.07 arising out of their 
Em lo~ment withir:i--the cope of their employment (including for any "privacy" suits 
brought against an officer regarding the authorized use of body cameras in 
accordance with Departmental Policy). 

20.2 Body Cameras: The pro=cedures for body camera use, activation, access to and 
retention of recorded data shall be as established by Florida Law and Police 
Department Policy. -

-
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ARTICLE 21 GRIEVANCE AND ARBITRATION PROCEDURES 

21.1 A grievance is defined as a dispute regarding the interpretation or application of 
this Agreement. 

21 .2 Swift resolution of a grievance is in the interest of the City and the PBA and 
therefore time is considered to be of the utmost importance. Accordingly, any 
grievance not submitted or thereafter advanced within the time limits provided 
below shall be considered abandoned. Any grievance not answered or processed 
by the City within the time limits provided below shall be deemed denied on the 
final day allowed for action and grievant may advance the grievance forward 
provided the grievant does so timely. The time limits contained herein are to be 
strictly adhered to and may only be extended by written agreement between the 
parties. Waivers or extensions of time deadlines shall not be inferred from the 
conduct of the parties. 

21 .3 For the purposes of this Article, the term "calendar day" is defined to include every 
day except Saturdays, Sundays, and days designated as holidays by this 
Agreement, regardless of whether the grievant is on duty or off duty. 

21.4 Grievances shall be presented in the following manner: 

Step 1: 

In the event an employee covered by this Agreement believes that there is a basis 
for a grievance the employee shall first discuss the matter with the PBA. If the PBA 
finds the grievance has merit the PBA shall submit the grievance to the Police 
Chief no more than 20 days from the date of the occurrence that the employee 
disputes. 

The PBA's grievance must be in writing, and must, at the minimum, contain: 
(a) the date of the event that gave rise to the grievance; 

Step 2: 

(b) the specific article (s) of this Agreement allegedly violated; 
(c) the facts pertaining to or giving rise to the alleged grievances; and 
(d) the relief requested. 

The Chief Police shall, within ten (10) calendar days after the receipt of the formal 
written grievance, render his decision on the grievance in writing. The Chief shall 
reply in writing within ten (10) calendar days of receipt of the grievance 
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Step 3: 
In the event that the PBA is not satisfied with the disposition of the grievance by 
the Police Chief at Step 1, PBA may to submit the grievance to the City Manager 
no later than ten (10) calendar days after the Police Chiefs disposition . 

Step 4: 
The City Manager shall, within ten (10) calendar days of receipt of the grievance, 
render his decision in writing. 

Step 5: 
If not satisfied with the City Manager's disposition of the grievance, PBA may 
submit the grievance to arbitration. 

21.5 Arbitration Phase: 

A. Whenever the Union requests arbitration in accordance with the provisions of Step 
5, the City shall retain the services of Broward County Court Certified Mediation 
Service for the appointment of an appeals referee to serve as the arbitrator over 
the employee's appeal. 

B. To insure the neutrality of the arbitrator the Mediation Service shall designate one 
of its members to serve as the arbitrator without input or consultation with the City, 
employee, or the employee's Union. 

C. A hearing shall be scheduled within sixty (60) days of the date of appointment of 
the arbitrator. Continuances shall be granted for good cause. 

D. The City and the PBA shall agree on a pool of five (5) arbitrators from which the 
Mediation Service shall utilize to appoint the arbitrator. The pool may be amended 
every two (2) years, or as needed. 

E. The Florida Revised Arbitration Act shall apply. 
F. Each party shall bear the expense of its own witnesses and of its own 

representatives for the purposes of the arbitration hearing. 
G. The impartial arbitrator's fee and related expenses shall be equally divided 

between the parties. 
H. The cost of a court reporter and the transcript will be shared equally by the parties. 
I. For the first three hundred sixty-five (365) days of consecutive service with the 

CITY, an employee is probationary. Probationary employees shall have no right 
to utilize this arbitration procedure for any matter concerning disciplinary appeals. 

J. The PBA is not be required to process the grievance of non-members. 
K. Only the PBA may advance a grievance initiated by one of its members to 

arbitration. 
L. Any grievance by the parties prior to the rendition of a decision by an arbitrator 

shall not constitute an admission that the contract has been violated nor shall such 
settlement constitute a precedent for the interpretation or application of the 
provisions of this Agreement. 
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M. The limitations on the powers of the Arbitrator are as follows: 
i. The Arbitrator shall not have the power to add to, subtract from, or alter the 

terms of this Agreement; 
ii. The Arbitrator shall have no power to establish wage scales, or to change 

rates for new jobs; 
iii. The Arbitrator is confined exclusively to the question(s), which is presented 

to him, which question(s) must be actual and existing. 
iv. The decision of the arbitrator is final and binding. 
v. The arbitrator may sustain, reverse, or modify the discipline as he/she 

sees fit. 

21.6 ELECTION OF REMEDIES 

Except as provided in this Section bargaining unit employees shall have the option 
of utilizing the Discipline Review Panel or the arbitration procedure set forth in this 
Article, but such employee cannot use both procedures of this Article. Bargaining 
unit employees may use the Discipline Review Panel for grievances involving 
disciplinary action such as reprimands, written warnings, and suspensions of up to 
five (5) days. However, terminations, demotions, and suspensions of more than 
five (5) days are only .grievable under this Article and not to the Discipline Review 
Panel. 

21 .7 Any discipline must be issued within fifteen (15) calendar days of either the: 

A. Date of the alleged offense or; 

B. Of the date of supervisory knowledge of the alleged offense or; 

C. Of the date of completion of the supervisor's investigation where the matter 
is investi.gated by the supervisor or;.;. 

D. Of the date of completions of an internal investigation where the matter is 
referred for internal investigation. 

E. An investigation is not complete until the disciplinary document has received 
a final review and approval from the applicable authority relative to the 
discipline. 

F. Whenever an officer receives discipline the Police Department shall, at that 
time, give the employee a copy of the entire investigative file, which shall 
include, but not be limited to, any statements, memoranda, audio and/or 
video recordings and any other information obtained as a result of the 
investigation resulting in the discipline. 

21 .8 DISCIPLINE REVIEW PANEL 
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A. The Panel shall hear appeals in cases involving disciplinary actions, as 
noted in Section 21.8 above, of permanent employees who have 
satisfactorily completed their new-hire probationary period. 

B. A written notification from the department head shall be submitted to a 
regular employee who has been disciplined notifying him/her of the rights 
to appeal to the Discipline Review Panel. 

C. ·The appeal by the employee shall be made within ten (10) working days 
after delivery or mailing to him/her of the written notice, by filing a written 
request for a hearing to the Panel in the office of the City Manager. 

D. The Panel shall set a time and a place for a hearing to be held at the earliest 
practicable date within thirty (30) days after the receipt of the appeal. The 
Panel shall notify its members, the employee, the department head and the 
City Manager of the time and place scheduled for the hearing. 

E. The notification to the said parties must include the name of the employee 
filing the appeal and the names of the Panel Members. 

F. Upon being notified of the aforementioned information, the appealing 
employee and the Panel Members will have ten (10) calendar days to notify 
the City of any existing conflict that would prohibit a board member from 
hearing a case. The notice shall be submitted in writing denoting the conflict 
in detail. 

G. If a conflict should arise between an employee and a scheduled Panel 
Member after the ten (10) days have expired, the City shall be notified 
immediately and take measures to eliminate the conflict. However, nothing 
shall preclude a case from moving forward if either party fails to adhere to 
the time limits. 

H. If an Employee Panel Member (or alternate Panel member sitting in place 
of a regular Employee Panel Member) of the Disciplinary Review Panel 
determines that he or she has a conflict with an employee who is appealing 
disciplinary action, then that Employee Panel Member shall recuse 
him/herself from the case. In such a case, an alternate member will be 
assigned to hear the case. 

I. If the employee appealing disciplinary action determines that a conflict 
exists with a Panel Member (or alternate member sitting in place of a regular 
Panel Member) of the Discipline Review Panel, then that Panel Member 
shall recuse him/herself from the case. In such a case, an alternate member 
will be assigned to hear the case. 

J. The Panel shall have the final decision on any said conflict. 
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K. The Discipline Review Panel shall not hear any case unless five members 
(two City members or alternates, two Employee members or alternates, and 
one neutral member or alternate) are in attendance. 

L. Hearings before the Panel shall be conducted informally in accordance with 
the procedures established by the board and shall not be bound by formal 
rules of evidence. 

M. The Panel shall have the power to administer oaths, call witnesses and may 
complete the production of books, records and papers pertinent to any 
investigation or hearing authorized under these rules and regulations. 

N. All witnesses, except for the employee and the City's Representative, shall 
be precluded from the arbitration proceedings or Discipline Review Panel 
hearing, except during their testimony. In the event unforeseen rebuttal 
testimony becomes necessary from a witness who was not otherwise 
excluded under the provisions of this Section, the Discipline Review Panel 
or Arbitrator, whichever is applicable, may allow, in their discretion, the 
witness to testify if they are satisfied that such attendance was in good faith 
and the necessary testimony was unforeseen. 

0 . The Panel wil l determine whether or not each of the alleged offense(s) has 
been proven. Any offense(s) which the Panel determines to have not been 
proven will be unfounded by the Panel. If all of the alleged offenses are 
unfounded by the Panel, the employee's appeal will be upheld in its entirety. 
However, if the Panel determines that the employee committed one or more 
of the offense(s) giving rise to the discipline, but finds that the amount or 
type of discipline was excessive, the Panel may, upon a three-fifths vote, 
reduce the discipline imposed. 

P. The Panel shall transmit its findings and decisions to the City Manager, the 
employee, City Commission and department head within three (3) working 
days after the completion of the hearing. 

Q . The Panel shall maintain a complete record of all matters submitted to the 
Panel for its consideration and all findings and decisions made by it. Such 
reports shall be made available to either party upon request. 

21 .11 COMPOSITION OF DISCIPLINE REVIEW PANEL 

A. The Panel shall be composed as follows: 

Two (2) members shall be appointed by the City Manager, Two (2) 
members shall be appointed by the PBA and those four (4) members shall 
appoint the fifth member. 

The two (2) members appointed by the City Manager shall be chosen from 
residents of the City of Pembroke Pines and may not be employees of the 
City. 
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The two (2) members appointed by the PBA must be certified police officers 
chosen from within the Pembroke Pines Police Department. 

The fifth member must qualify utilizing one or both of the aforementioned 
criteria. 

Members of the Panel shall not be related to employees of the City of 
Pembroke Pines. 

B. There shall be two alternate members appointed by the City Manager, and 
two alternate members appointed by the PBA. The regular members of the 
Panel shall also choose two (2) alternates for the fifth member. 

The fifth member must qualify utilizing one or both of the aforementioned 
criteria. 

Alternate members shall not be allowed to vote unless and until such time 
as the regularly assigned Panel Member is not in attendance. 

C. All members of the Panel shall be appointed to a two (2) year term. 

ARTICLE 22 DIRECT ECONOMIC PROVISIONS 

The City will provide the following benefits for the bargaining unit: 
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22.1 HOLIDAYS: 

A. There shall be eleven (11) holidays per year for members of the bargaining 
unit as follows: 

Veteran's Day 
Thanksgiving Day 
Friday after Thanksgiving Day 
Christmas Day 
New Year's Day 
President's Day 
Memorial Day 
Independence Day 
Labor Day 
Martin Luther King Day 

Religious Preference Day - To be taken off with the mutual consent of the 
employee and Department Head. Religious Preference Day and Safety 
Day must be utilized during the fiscal year that they are earned or they will 
be forfeited unless a request to use them has been turned down by 
supervisor three times, however, request to use a religious preference day 
which falls on a designated City Holiday and which is declined, shall not be 
counted as one of the three times. 

B. In the event that one of the above named holidays occurs during the course 
of an employee's vacation, then the employee's vacation will be extended 
by one day, or the employee would be given compensatory time at straight 
time for said day. 

C. In the event that one of the above holidays occurs while an employee is on 
Sick Leave, the employee may receive Holiday Leave and shall not be 
charged Sick Leave on that day. 

D. Holidays may be accumulated and shall be used along with Vacation Time 
with the consent of the Chief of Police within the calendar year following 
when it is accrued. Holiday time may be taken in hourly increments with the 
consent of the Chief of Police, or his designee. 

E. All members of the bargaining unit shall be entitled to the rate of one times 
the normal hourly rate, (time or pay), in addition to regular pay for all 
holidays worked listed in Section A. 

F. In instances where a member of the Bargaining Unit is unable to work on 
his scheduled workday due to a line of duty injury, said member will be paid 
for any of the listed and scheduled holidays as though he had worked on 
the holiday. This would assure the member of being paid for each listed 
holiday, and would not affect any line of duty injury pay which the City would 

CITY ATTY FILE NUMBER (00367796 3 1956-9900381) dated: 072320 



Page 47 of 81 

pay said member. The effect is to be, for pay purposes, the same as if the 
member had worked a scheduled holiday. 

G. Within thirty (30) days of the end of each fiscal year members who so 
request, shall be paid up to no more than one (1) year's worth of holiday 
time as permitted in section 22.2 (A) . 

H. If staffing permits, members may swap a day within the same period for a 
scheduled holiday, 

22.2 VACATIONS: 

A. Each permanent fu ll time Employee will be allowed Annual Leave with pay 
depending on continuous uninterrupted employment as follows: (Vacation 
time accrued in one (1) year may be taken at one (1) time as earned subject 
to the City Manager approval). 

1 year through 4 years 
5 years through 9 years 
10 years and over 

96 hours 
136 hours 
176 hours 

B. In the event that a death in the family occurs while the employee is on 
vacation, the employee shall be entitled to Bereavement as described in 
Section IV of this Article, provided the employee notified the Department of 
such death and attends funeral services. 

C. Where an illness of more than three (3) days occurs during a vacation , an 
employee may charge this time to Sick Leave, and such time charged to 
Sick Leave shall not be charged against employee's Vacation Time. 
Employee may be required to present a Doctor's Certificate if requested by 
the Chief of Police. 

D. It is intended that vacation will be taken within the calendar year in which 
they are due. However, upon prior written approval of the Police Chief, 
Vacation Time may be accumulated to a maximum of twenty-four (24) days. 
Current year vacation is not part of the accumulated vacation. The City will 
pay an employee, should he leave the City's employ for all vacation due 
him/her, including all accumulated vacation time. 

E. Vacation leave shall be granted not less than one (1) working day or more 
than twenty four (24) working days in any one anniversary year. 

F. SEPARATION: 

1. Employees resigning voluntarily and who give a two (2) week notice of 
their intention to resign will receive an Annual Leave credit earned as of 
the date of resignation. 
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2. Payment for accrued vacation applies to employees who have passed 
their probationary period. 

3. All earned Annual Leave of employees who die while in the service of 
the City shall be paid in cash to the spouse or estate of the employee. 

Effective May 1 2010, annual leave accumulated above 320 hours will be 
paid out at time of termination (in accordance with City's policies) at a rate 
of (for current employees): 

0-320 - paid out at 100% of Employee's ending salary 
320 to 640 - paid out at 75% of Employee's ending salary 
640 and above - paid out at 50% of Employee's ending salary 

For those employees hired after April 30, 2010, annual leave accumulated 
above 320 hours will be paid out at time of termination (in accordance with 
City's policies) at a rate of: 

0-320 - paid out at 100% of employee's salary 
320 to 640 - paid out at 50% of Employee's ending salary 
640 and above - paid out at 25% of Employee's ending salary 

Any annual leave accumulated by an employee prior to April 30, 2010 shall 
remain in the employee's first annual leave time bank unless used by the 
employee while employed by the City. Upon termination of employment, 
employees shall be entitled to payment of 100% of the employee's first annual 
leave time bank accruals at their current rate of pay, in accordance with the 
City's policies. When an employee utilizes annual leave time it shall be 
deducted from the second bank prior to being deducted from the first bank 
(accrued time prior to May 1, 2010). 

22.3 DISCRETIONARY LEAVE 

The City Manager upon recommendation of the Chief of Police may grant paid 
leave to any member covered by this Agreement whose job performance is of such 
exemplary or heroic nature as to warrant this special consideration. This section 
shall not be subject to the grievance procedure or arbitration. The Officer of the 
Quarter shall receive five hours of compensation (base pay) and the Officer of the 
Year shall receive twenty hours of compensation (base pay). 

22.4 BEREAVEMENT LEAVE 

A. All bargaining unit members shall be granted an immediate personal leave 
up to forty (40) hours in the event of an immediate family member's death. 

B. An immediate family member is defined to include the following : 
Mother/Mother-in-law, Father/Father-in-law, Step parents, Spouse, City 
Certified Domestic Partner, Children, Step Children, Sister, Brother, 
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Grandparents, great grandparents, grandchildren, grandparents in law, or 
Foster Children who have been living in the household more than one (1) 
year or the equivalent relationship of your spouse, or the member or 
member's spouse or certified domestic partner's spontaneous death of a 
fetus. 

C. When additional leave is needed a bargaining unit member shall be 
permitted to debit either his Vacation or Compensatory Time, at the 
selection of the employee. 

D. Every bargaining unit member shall be permitted, upon the prior written 
approval of the City Manager to Bereavement Leave upon the death of a 
non-immediate family member without pay. 

22.5 INSURANCE 

A. The City agrees to provide any and all insurance coverage in compliance 
with any mandated State or Federal Regulation or Law. The City will provide 
a minimum life insurance of one times a bargaining unit member's annual 
salary (up to a maximum of $100,000.00). 

B. The City agrees there will be no change in the allocation of costs for health 
insurance for the employee and his/her dependents during the term of this 
contract. This benefit shall apply only to employees hired as of September 
30, 1991. Effective October 1, 1991 health and accident insurance shall be 
provided only for the employee at no charge in allocation of premium cost. 

Employees hired after May 1, 2010 will be required to contribute $100.00 
per month, collected by the City as a payroll deduction, if they participate in 
the City's health plan during their employment with the City. Employees will 
also be required to pay for their dependent coverage as stated above. 

Health insurance premiums for employee dependent coverage may be 
increased no more than 20% over the three-year contract but no more than 
a 10% in any one year. 

Dependent coverage health insurance premiums for those employees who 
retire prior to age 50 may be increased no more than 20% over the three­
year contract but no more than a 10% in any one year. 

Health insurance for retirees shall no longer be provided at City expense for employees 
hired after October 1, 2006. However, the retiree may elect to continue health coverage 
in the City Plan at their own expense, at a separate retiree premium to be established by 
the City. 

Retiree life insurance will no longer be available for new hires (employees hired after 
5/1/10) when they retire. 
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ARTICLE 23 PROMOTION AND EMPLOYMENT 

23.1 The City shall fill all promotional classified positions existing within the bargaining 
unit from within the ranks of the bargaining unit. This section however, is not inclusive of 
initial employment with the City. 

The City will fill Sergeant position vacancies within 60 days as long as the promotional 
listing is current and a funded position is an open. 

A probationary period of employment may be determined by the City, which will not 
exceed one (1) year, except as, or otherwise provided in this Agreement, or as 
otherwise required by law. 

23.2 The City will maintain a Promotional Eligibility list for all bargaining unit positions. 
The List will be in existence for a period of two (2) years. A promotional exam will 
be given no later than ninety (90) days after the depletion of any eligibility list. An 
eligibility list may be extended for one (1) additional year upon the agreement 
between the City Manager and the PBA. 

23.3 PREREQUISITES: 

A . Only Police Officers with five (5) years of continuous service with the Pembroke 
Pines Police Department are eligible for the Sergeants exam. 

B. The promotional test will consist of a written aptitude test, as well as three (3) 
assessment exercises and one (1) oral board with command staff. The final score 
shall be based on a 100% scale. A seventy-five percent (75%) or higher constitutes 
a passing score on the written test. A passing score on the written aptitude test 
shall be a prerequisite to qualify for the assessment exercises. An overall score of 
seventy percent (70%) shall be required for placement on the eligibility list. 

The overall promotional score will be based on the following values: 
48%: Value of the written test 
45%: Value of Candidate Assessment 
5%: Command Staff Oral Board 
Up to 1%: Tenure 
6-13 years of experience= .5% 
More than 13 years of experience = 1 % ) 

Up to 1 %: Education or Military valued as follows: 
2 year degree = .5% 
4 year degree = 1 % 
2 years of Military Service = .5% 
4 years of Military Service = 1 % 

Education and Military cannot be compounded. It is either one or the other, not 
both. A College degree must be earned from an accredited institution as 
recognized by the City. 
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C. Each assessment panel will be comprised of three (3) superior officers from Police 
Departments of the surrounding communities. No records pertaining to any 
candidate will be given to the assessment panel and no Departmental personnel 
will remain during the assessment exercise. Each assessment must be 
audio/visually recorded and reviewed by the assessors to determine final scores. 

E. There will be no more than three (3) assessment exercises and one (1) oral board 
with command staff for each promotional process. The assessment exercises must 
be applicable to the position for which the candidate is seeking. 

Should the City chose to include a project as part of the assessment process the 
said project shall be applicable to the current job function of the rank for which the 
candidate is seeking. Furthermore, the project shall count as one exercise. 

23.4 All promotional examination dates shall be announced via a departmental wide 
email sixty (60) days prior to the examination. 

23.5 The Promotional Eligibility List shall be emailed within fifteen (15) days after the 
examination and will list those eligible by their last four digits of employee's Social 
Security number in their order of ranking on the test. 

23.6 If there are less than two (2) successful candidates, another promotional 
examination shall be held within sixty (60) days after the posting of the eligibility 
list. Those that successfully passed the first test will be placed at the top of the 
new eligibility list. If there are not two (2) or more that successfully pass the test on 
the first and second examination the City may open up the test to all sworn 
members of the Pembroke Pines Police Department. 

23.7 All promotions and appointments shall be made from the eligibility list in existence 
at the time of the promotion. All budgeted promotions and appointments will be 
filled from the eligibility list within sixty (60) days of the initial vacancy. The Chief 
of Police will have the discretion to select any of the top three (3) candidates, 
unless there is more than one (1) candidate in a top ranked position at the time a 
vacancy occurs, then in such instance all persons tied in said top ranked position 
shall be eligible for selection to fill any vacancies, provided however, that no person 
on the promotional register shall be bypassed by a lesser ranked candidate more 
than two (2) times, except for cause, which shall be determined by the Chief of 
Police. Nothing in this section shall be construed to prohibit the City from amending 
its budget at any time. Should the Chief of Police decide to utilize the "Rule of 3", 
he must interview those candidates prior to formulating a decision as to which 
candidate to promote. Nothing in this section shall be construed to prohibit the City 
from amending its budget at any time. 

23.8 READING REQUIREMENTS: 

The written examination will be formulated from the Legal Guidelines contained in 
the Florida State Statute Handbook, select State Statutes, and the PBA Collective 
Bargaining Agreement, the Pembroke Pines Police Department General Orders, 
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Patrol Standard Operating Procedures and two (2) textbooks chosen by the City. 
The questions on the written examination will be equally distributed between the 
listed reading materials. Whenever a question is eliminated the replacement 
question must come from the same resource. 

23.9 POST TESTING: 

A. Those questions on the written aptitude test in which seventy five percent (75%) 
or more of the candidates incorrectly answer will be omitted from the test for 
scoring purposes. 

B. Challenges of questions on the written aptitude test will not be permitted due to the 
automatic elimination of questions as stated in subsection A. however, challenges 
shall be allowed of any question that is not derived from the listed testing material. 

C. Challenges to the assessment exercises will be allowed, however, the criteria for 
such challenges will be established by the company or individual contracted by the 
City to conduct the assessment exercises. 

D. Upon the conclusion of each promotional process, representatives from the City 
and the PBA will meet to assess the entire testing process. After a review of the 
process, the parties may agree to changes in the process, which may be needed 
to improve the actual tests and/or procedures, if applicable. 
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ARTICLE 24 RESERVED 
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ARTICLE 25 WAGES 

Merit Salary Increases For Current Members 
10/1/2019- 5.00% of base salary 
10/1/2020 - 4.00% of base salary 
10/1/2021 -4.50% of base salary 
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Members must have a satisfactory review or above in order to have the Merit Salary 
Increase stated above. 

Current merit plan/increases shall continue to be on the anniversary based on 
performance review rating up to the maximum of the salary range 

Pension Plans 
Members will participate in the applicable Police/Fire Pension Plan based on their date 
of hire as a certified police officer. 

Additional provisions: 
1) The PBA agrees that surplus 185/175 funds shall continue to be used to reduce 

the City's ARC costs. 
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Pay Grade Ranges 

Pay Grade Scale· 10/1/2019 • 9/30/2022 

10/1/2019 10/1/2019 10/ 1/2020 10/1/2020 10/1/2021 10/1/2021 

ANNUALIZED Current Current Min Mu Min MaK Min Ma. 

Job Class Grade Min Max No Chan1e 5" 4" 4% 4.5% 4.5% 

Ponce Officer• 81 49.732.80 79,643.20 49,732.80 83,616.00 49,732.80 86,964.80 49,732.80 90,875.20 

Police Offlur·Tler 3 82 54,995.20 79,643.20 54,995.20 83,616.00 57,200.00 86.964.80 59,779.20 90 875.20 

Serreant-Tler 3 83 67,995.20 101,192.00 67,995 20 106,246.40 70,720 00 110,489.60 73,902.40 115,460.80 

Sersunt 84 61.672.00 101,192.00 61,672.00 106,246.40 64 ,147.20 110,489.60 67,038,40 115,460.80 

FTO - Poltce City 85 51,230.40 82,035.20 51,230.40 86.132.80 53.289.60 89.585.60 55.681.60 93,620.80 

FTO · Police Tier 3 86 56,659.20 82,035.20 56, 659.20 86,132.80 58,926.40 89,585.60 6i.568.oo 93,620.80 

ITT - Serseant City 87 63,523.20 104,228.80 63,523.20 109,449.60 66,060.80 113,817.60 69,035.20 118,934 40 

FTS • Sat Tier 3 89 70,033.60 104,228.80 70,033.60 109,449.60 72,841.60 113,817.60 76,128.00 118,934.40 

10/1/1019 10/1/2019 10/1/2020 10/1/2020 10{1/2021 10/1/2021 

HOURLY Current Current Min Mu Min Max Min MaK 

Job Class Grad e Min Mu No Chan1e 5" '" '" 4.5" 4.S% 

Police Off1eer • 81 23.940 38.290 23.940 40.200 23.940 41.810 23.940 43.690 

Police Offtcer. Tier 3 82 26.440 38.290 26.440 40.200 27.500 41.810 28.740 43.690 

Serseant-Tler 3 83 32.690 48.650 32.690 51.080 34.000 53.120 35.530 55.510 

Serseant 84 29.650 48.650 29.650 51.080 30.840 53.120 32.230 55.510 

FTO ·Police City 85 24.630 39.410 24.630 41.410 25.620 43.070 26.770 45.010 

FTO • Police Tier 3 86 27.240 39.440 27.240 41.410 28.330 43.070 29.600 45.010 

FTS - Sera:eant City 87 30,540 50.110 30.540 52.620 31.760 54.720 33.190 57.180 

FTS • Sit Tier 3 89 33.670 50.110 33.670 52.620 35.020 54.720 36.600 57.180 

• Minimum Rat~ does not increase for Grade 81 (becomes obsolete}. New hires (Police Officer) will ~II under the Police Officer Tier 3 range. 
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25.2 Any employee who is hired by the Pembroke Pines Police Department who is a 
certified Police Officer will start in the Police Officer grade 82 whether the 
employee is a city employee who is laterally transferring or is a new employee of 
the City. However, the employee may be paid at a higher rate based on the below 
utilizing the listed criteria: 

Certified police officer with more than one (1) year but less than three (3) 
years of service as a police officer - 5% above the minimum rate of base 
pay 

Certified police officer with at least three (3) years of service but less than 
five (5) years of service as a police officer - 10% above the minimum rate 
of base pay. 

Certified police officer with at least five (5) years of service or more as a 
police officer- 15% above the minimum rate of base pay. 

25.3 The following criteria will apply for increases under the merit wage plan: 

A. The City shall have the discretion to evaluate employees under this Article. 
Evaluation shall be rendered once a year one month prior to the month of 
the employee's employment date (or promotion date). The evaluation form 
utilized is subject to change at the discretion of the City. 

B. Increases are designed as an incentive for higher quality performance and 
more professionalism. All increases shall be contingent upon the matrix 
below. 

Merit Guidelines for Officers: see attachment "A" 
Merit Guidelines for Supervisors: see attachment "B" 
The Merit Guidelines will not be adjusted during the term of the Agreement 
(Percentage of Base Salary - 0%, 4%, and 5% based on rating) 

C. In the event an increase is denied, a letter explaining the reasons for denial 
will be given to the person involved. 

D. Follow-up evaluations shall be made within three (3) month intervals for all 
persons denied a wage increase. The intent of the subsequent evaluations 
is to quickly assess improvement and render the appropriate wage 
increases. 

25.4 Any Promotions will result in an increase to the lowest step in the higher grade (but 
not less than ten (10%) percent of base pay) which is higher than the member's 
base salary paid in the lower position. Promotion date becomes the employment 
date for additional merit increases. 

25.5 Every bargaining unit employee who has voluntarily or involuntarily terminated 
his/her employment with the City and has subsequently been rehired shall not be 
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entitled to his/her previous classification. The City Manager shall have the authority 
to hire certified personnel at the maximum pay level in order to attract and retain 
suitable personnel. 

25.6 Every bargaining unit employee, who is required by the City to be employed in a 
higher classification, shall be entitled to the classification's rate of pay after thirty 
(30) continuous, uninterrupted days in the higher classification. A promotional 
examination shall be held in all instances where the temporary upgrading of a 
classification extends over a thirty (30) day period when the budget provides for 
the position. 

25. 7 Bargaining unit members, who prior to May 1, 2010 have been assigned by the 
Police Chief to the Investigations Division, Dive Team, Field Training Officer, K-9 
Unit, Certified Traffic Homicide Investigators within the traffic division, Community 
Affairs Unit, Training Unit, Administration/Backgrounds, Computer Unit, Bicycle 
Unit, Patrol Narcotics Canine, Special Weapons and Tactics Team, Crisis 
Response Team, Drive Team, will receive an additional three (3) percent above 
base pay at the proper grade while assigned to these duties. Provided that, a 
bargaining unit member may only be eligible for one assignment pay at any given 
time even if the employee receives multiple assignments. As of May 1, 2010, an 
assignment made by the Chief of Police will not include the 3% assignment pay. 
Any member who is no longer in any specialized unit that currently receives 
assignment pay and who terminates such assignment after April 30, 2010 will have 
the 3% assignment pay eliminated. 

Effective with contract years 2020-2021 and 2021-2022, bargaining unit members 
who have been assigned to one of the following units will be paid assignment pay 
of 3% of base salary per the terms and conditions contained in this Agreement: 

• SWAT/TVO 
• CRT/Drive Team 
• Traffic 
• Detectives 
• K-9 

This assignment pay shall not be retroactive for time in assignments prior to October 1st, 
2020. 

Any member whose job classification is FTO (Field Training Officer) shall receive two (2) 
days off with pay for each quarter that they are assigned as a FTO. Such paid days off 
shall be used by the end of the quarter that the day is granted. Each quarter shall coincide 
with the City's fiscal year quarters (e.g. Oct, Nov, and Dec - one quarter). In addition, 
FTO's will receive priority, at the discretion of the Chief of Police on new vehicles in the 
years that vehicles are ordered I distributed, but not more often than every other year that 
the vehicles are ordered I distributed. 

CITY ATTY FILE NUMBER {00387796 3 1956-9900381) dated: 072320 



Page 59 of 81 

25.8 Whenever retroactivity is expressly agreed upon by the parties to negotiations a 
bargaining unit Employee will not be entitled to such retroactive pay unless he/she 
is employed at the time of ratification. An employee that has retired or been laid off 
for non-disciplinary reasons prior to ratification shall be entitled to retroactive pay 
or the time he/she was employed during the retroactive period . 

25.9 For contract years 2019-2020 and 2020-2021 , a Shift differential of seventy-five 
cents ($.75) per hour shall be paid to members of the bargaining unit whose shifts 
start at 10:00 p.m. or after and prior to 7:00 a.m. or on the shift, which is more 
commonly known as Alpha Shift also known as Midnight Shift, also known as Shift 
One. No shift pay differential shall be paid to any member of the bargaining unit 
whose shift commences prior to 10:00 p.m. and extends until the time period set 
forth above. For contract year 2021-2022, members will be paid shift differential 
as follows: 

Alpha Shift - 3% of base salary 
Charlie Shift - 2% of base salary 

Any shift starting during the hours of 10:00 p.m. and 7:00 a.m. is to be paid shift 
differential for the entire shift. 

Shift pay differential shall not be compounded for overtime (unless the overtime is 
a continuation of a members sh ift) , holiday (unless a member works a holiday and 
had chosen to be paid for their holidays), or any other purpose. In order for the 
bargaining agent member to receive the shift pay differential they must be 
assigned to the aforementioned shift or work the shift as outlined. 

Any member permanently assigned to Alpha Shift who utilizes any increment of 
leave time (with two certain exceptions), shall have the shift differential credited to 
the use of leave time. 

The certain exceptions are as follows: Comp Time and Paid Holiday Hours utilized 
for leave time will be excluded from receiving shift differential. Reason being is that 
the aforementioned certain exception hours will receive differential as they are 
accrued, rather than when they are paid I utilized. 
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ARTICLE 26 LONGEVITY 

26.1 Effective October 1, 2006 Members, upon comp.letion of ten (10) years of 
continuous, uninterrupted service, shall receive a four (4) percent pay increase. 
Members with fifteen (15) years of continuous, uninterrupted service shall receive 
an additional two (2) percent pay increase. Members with eighteen (18) years of 
continuous, uninterrupted service shall receive an additional two (2) percent pay 
increase. 

26.2 Employees currently receiving longevity pay shall remain receiving their current 
longevity pay. As of May 1, 2010 there will be no additional longevity pay to any 
employee beyond the current payments already paid to employees described in 
this section ("frozen" at the current percentage). No additional longevity pay will 
be paid to anyone who completes additional years of service as April 30, 2010. 
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ARTICLE 27 LINE OF DUTY INJURY 

27 .1 When an employee suffers an injury the City will pay the employee the employee's 
regular pre-injury base salary for the first seven (7) days the employee is unable 
to work if: 

A. The City's Worker's Compensation Third Party Administrator has 
determined that the injury occurred while the employee was engaged in 
City work, and 

B. An approved worker's compensation treating physician certifies that the 
employee is unable, due to the injury, to work for more than seven (7) days. 

In all other cases, the employee's compensation is limited to, and the City will not 
supplement, the compensation benefits provided by Florida Workers 
Compensation Law (Chapter 440, Florida Statutes). 

27.2 In addition , an employee may utilize available applicable leave time (sick leave, 
vacation leave) to supplement Workers' Compensation payments. In no instance 
shall this combination exceed one-hundred percent (100%) of the employee's 
regular salary. 

27.3 Whenever the member is on duty, time spent receiving medical care for an on-the­
job injury shall be allowed to be attended during their normal scheduled shift. 
However, if medical care is scheduled any time beside the employee's normal 
scheduled shift, it will not be paid time. 

27.4 Employees who are cleared by their doctors to perform light duty may be assigned 
light duty work if light duty work is available, as approved by the Chief of Police. 

27.5 The term disability as used in this section means a physical condition , which is 
service-connected that prevents an employee from performing his/her regular or 

. specially assigned duties. 

27 .6 It is the intent of this section to address compensation for line of duty injuries only 
and this section shall not be construed to provide compensation in the event of 
death or injury incurred in any manner other than in the line of duty. In the event of 
any dispute or disagreement concerning the interpretation of items in this section, 
then the decisions concerning definition of those items under Florida Workmen's 
Compensation Law shall control. 

27.7 The City shall have the right to require the employee to have a physical 
examination by a physician of his choice prior to receiving or to continue to receive 
compensation under this section. 
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ARTICLE 28 MEAUREST BREAK 

28.1 Unless an emergency arises each member shall be entitled to forty-five (45) 
minutes for meal time per shift. 

28.2 Unless an emergency arises each member shall be entitled to one (1) rest break 
per shift, not to exceed fifteen (15) minutes. 

28.3 When an officer volunteers to work any time frame of overtime, or when officers 
are held from one shift to another, it is agreed that the officer must work over five 
(5) hours or more of overtime to qualify for a meal period. However, should an 
officer volunteer, or be held over, and work less than five hours of overtime, they 
will receive a rest break. 

28.4 Officers working their regular shift must work (5) hours or more to qualify for a meal 
period. 
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ARTICLE 29 FAMILY AND MEDICAL LEAVE 

29.1 Family Medical Leave will be governed by Federal Law and Regulations. 

29.2 Except as provided herein, benefits such as seniority, sick leave or vacation leave 
do not accrue during unpaid FMLA leave. Provided that, for the first thirty (30) days 
of unpaid FMLA leave seniority will continue to accrue. Benefits accrued at the 
time leave began are available upon return from leave. 
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ARTICLE 30 EDUCATIONAL REIMBURSEMENT 

30.1 Bargaining Agent members attending classes, seminars or other educational 
institutions for personal and/or departmental betterment, shall be granted a 
schedule change at the discretion of the Chief of Police to attend said classes, 
seminars or other institutions provided the classes, seminars or other educational 
institutions pertain to criminology, police science and/or administration, and/or 
other similar related subjects and courses necessary to acquire an Associates', 
Bachelor's or Master's or Doctoral Degree, in the above related subjects. 

30.2 Conflict: Each Bargaining Agent member shall be permitted, subject to approval 
by the Chief of Police to interchange duties with other members (exceptions: 
supervisors and police officers shall not be permitted to interchange duties) to 
enable said member to attend said classes, seminars or other educational 
institutions. 

30.3 The City agrees to pay for tuition for members of the bargaining unit seeking a 
degree in police related fields. Reimbursement of tuition according to the schedule 
listed in the City of Pembroke Pines Career Rules and Regulations manual for all 
courses necessary to complete the requirements for a college degree (Associates' 
Degree, Bachelor's Degree, Master's Degree, or Doctorate) will be paid upon 
completion of a course taken and with a passing grade of a C "or its equivalent". 
After proof of course completion is furnished by the member, reimbursement will 
be paid within fourteen (14) calendar days. 

30.4 Each member desiring reimbursement shall be required to seek course approval 
from the City Manager's office before classes in the desired subject are initiated. 
Failure to do so shall result in the loss of reimbursement eligibility. Members who 
desire to participate in this program must attend a duly accredited state college or 
university or a private school that is a state recognized college, provided the cost 
of the courses do not exceed the costs for equivalent courses at a public school. 
Further, this program does not include reimbursement for life experience credits. 
The City agrees to fund tuition reimbursement by allocating no more than 
$50,000.00 (Fifty Thousand Dollars and Zero Cents) for each contract year. 
Members who desire to participate in the educational reimbursement program will 
be granted such reimbursement on a first come first served basis. 

No reimbursement shall occur once the allocated/budgeted amount for each year 
has been depleted. 

30.5 Transportation and Additional Expenditures: Transportation and additional 
expenditures, i.e.; food and lodging shall be paid by the individual member, unless 
said attendance was required in writing by the City. 

30.6 
A. When the City has paid for any portion of a members educational expenses 

as described herein : Members shall remain in the employ of the City for a 
twelve (12) calendar months upon completion of an Associate's Degree, 
twenty-four (24) calendar months upon completion of a Bachelor's Degree, 
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and thirty-six (36) calendar months upon completion of a Master's Degree 
for which reimbursement was granted by the City and received by the 
member. If the member departs the employ of the City prior to the 
prescribed period as set forth herein, the member will be required to 
reimburse the City for all tuition paid to the member. The City may obtain 
reimbursement by deducting the proper amount from any amounts owed 
the employee from the City at the time of separation. 

B. In the-event the member has not obtained a degree, he shall remain in the 
employ of the City for at least twelve (12) calendar months upon completion 
of the last course attended and for which the City granted reimbursement 
to the member. 

The member will be required to reimburse the City for tuition paid to the 
member within the previous twelve (12) month period prior to the departing 
employment. 

The City may obtain reimbursement by deducting the proper amount from 
any amounts owed the employee from the City at the time of separation. 

C. If the member has borne the cost of at least sixty (60) credits for a college 
degree for which he has not received reimbursement from the City and 
subsequently has received reimbursement from the City for the remainder 
of his degree requirements, the member shall be required to remain in the 
employ of the City for at least twelve (12) calendar months from receipt of 
the degree. If the member departs the employ of the City prior to the 
prescribed period the member will be required to reimburse the City for all 
tuition paid to the member. The City may obtain reimbursement by 
deducting the proper amount from any amounts owed the employee from 
the City at the time of separation. 

30.7 The City will follow the schedule mandated by the State of Florida for 
compensating members of the Police Department for degrees from recognized 
colleges and universities. 

30.8 The City and PBA agree and recognize that it is the duty and responsibility of each 
and every Bargaining Agent member to continue his/her educational process in 
whatever manner so as to keep abreast of the newest law enforcement methods, 
criminal statutes, etc., and to improve upon his abi lity to function as a Police 
Officer. The City recognizes that it is in the best interests of the City to encourage 
every Bargaining Agent member to continue his education and development as a 
Police Officer. 

CITY ATTY FILE NUMBER (00387796 3 1956-9900381} dated: 072320 



Page 66 of 81 

ARTICLE 31 DUES DEDUCTIONS 

31 .1 The City shall provide, at no charge, to the members of the bargaining unit for the 
direct deduction of monthly union dues from the salary of each bargaining unit 
member. The amount of the deduction shall be periodically determined by the 
Bargaining Agent. However, no deduction of any member shall be made by the 
City unless it has received a written authorization from such Bargaining Agent 
member. The dues shall be deducted monthly and paid over to the Bargaining 
Agent on a monthly basis. 

31 .2 In any event, if a bargaining unit member should decide to discontinue the 
deduction of dues from his salary, said Bargaining Agent member shall provide 
written notice to the City and the Bargaining Agent Treasurer, respectively, after 
which said notice shall become effective on the first day of the month subsequent 
to its receipt by the City and the Bargaining Agent Treasurer. 

31 .3 No authorization shall be allowed for payment of any collection of fines, penalties 
or special assessments. 

31.4 It is the responsibility of the Union to notify the City Manager or his designee in 
writing of any changes in the amount of dues to be deducted at least thirty (30) 
days in advance of said change. 

31 .5 The Union will indemnify the City and hold the City harmless against any and all 
suits, claims, demands and liabilities which arise out of or by reason of any action 
taken or not taken by the City for complying with any of the provisions of this Article. 

31 .6 No deduction shall be made from the pay of an employee for any payroll period in 
which the employee's net earnings for that payroll period are less than total amount 
of dues to be checked off. The City shall attempt to deduct dues from a subsequent 
payroll period any shortfall, provided the employee authorizes same. 
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ARTICLE 32 SHIFT EXCHANGE 

32.1 All Bargaining Agent members shall have the right to exchange shifts subject to 
the approval of the Police Chief or his designee. No shift change shall be for 
monetary gain. 

32.2 Any employee seeking to exchange his shift shall be required to submit such 
request 72 hours in advance and secure a fellow member who is qualified to 
service in his classification and capacity. Provided that should an emergency 
necessitate the shift exchange, the employee shall request the exchange as soon 
as possible. 

32.3 Responsibility for shift exchanges lies with the party accepting the exchange. No 
overtime compensation will be payable as a result of a shift exchange, and the 
hours the employee worked as substitute shall be excluded by the City in the 
calculation of the hours for which the employee is entitled to overtime 
compensation. The City shall not be required to keep a record of the hours of the 
substitute work. Such record is the responsibility of the employees who 
participated in the exchange. 

32.4 Day off exchange, between bargaining unit members, may be made if: 

A. The exchange will not cause any type of overtime. 

B. Exchanges are voluntary and accomplished between bargaining unit 
members. 

C. The exchange will not diminish the standard required by the City. 

D. The exchange occurs during the 7 day pay period. 
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ARTICLE 33 SENIORITY/REDUCTION IN FORCE 

33.1 For the purpose of this Agreement, employees shall have two (2) types of seniority: 
Classification Seniority and Department Seniority. Classification Seniority is 
defined as the length of continuous, uninterrupted service in a specific job 
classification in the Police Department. Department Seniority is defined as the 
length of continuous, uninterrupted service with the C.ity's Police Department, 
measured from the employee's initial or adjusted date of employment as a sworn 
police officer. 

33.2 Continuous service shall be considered as having been terminated when the 
employee: 

A. Resigns 
B. Is discharged; 
C. Is absent due to a lay-off for more than one (1) year; 
D. Is absent from duty for a period of three (3) consecutive working days without 

proper authorization; or 
E. Has not worked for the City for a period of two (2) years due to non-service 

disability. 

33.3 Adjustment of Seniority - Seniority shall continue to accumulate during periods of 
paid leave of absence, or in the case of "on-the job" injury during the period the 
employee receives workers compensation benefits but in no event more than 2 
years. The seniority of an employee who is on leave of absence without pay for 
more than thirty days, or who is on lay-off status, shall not accumulate during the 
period of such absence. 

33.4 In the event of a lay-off in a classification within the Department, employees will be 
laid off in reverse order of their classification seniority. However, the City may 
disregard seniority in lay-off and recall situations for public safety reasons, which 
are not arbitrary and capricious. The Police Chief will meet with the President of 
the P.B.A. and discuss such reasons five working days prior to a decision to 
disregard seniority. 

If scheduled for lay-off, a bargaining unit employee shall have the right to 
voluntarily self-demote to the next lower rank(s). Upon voluntarily self-demoting to 
a lower rank, a bargaining unit employee's seniority shall revert to Department 
Seniority. All probationary employees shall be reduced before any 
non-probationary bargaining unit employee is laid off or reduced in classification. 
However, if lay off occurs, the bargaining unit employee shall have the right to 
revert to the next rank(s), Department Seniority permitting, without loss of 
Classification Seniority. 

33.5 Employees will be recalled from a lay-off in the inverse order of their lay-off, by job 
classification, provided the employee is still qualified to perform his work. Provided 
further that recall rights shall continue for a period of one (1) year from the date of 
an employee's lay-off. The City shall notify the employee of all job openings in the 
employee's former classification during the one (1) year period. Such notification 
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will be mailed to the employee's last known address. The laid-off employee must 
accept the recall option within ten (10) calendar days of receipt, or the employee 
will be considered to have forfeited any recall right. 

33.6 In the event that a member of the bargaining unit has been recalled pursuant to 
the terms of this Article, such employee shall be required to meet the physical and 
medical standards required of all new employees by the Department and to pass 
a drug test and background search. Failure to meet such standards will terminate 
such employee's rights to be recalled and to re-employment with the City. 
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ARTICLE 34 OFF DUTY DETAILS 

34.1 All off duty details require prior written approval by the Chief of Police or his designee. 
Prior to the submission of a request for approval to the Chief or his designee for an off 
duty detail it is the understanding and agreement of the parties hereto that each 
request for approval shall be accompanied by an executed Hold Harmless Agreement, 
in the form approved by the City. 

34.2 The rate of pay for off duty details shall be set by the Bargaining Agent on behalf of its 
members (including any fees/cost/etc. due to the third party administrator), the City or 
any other costs associated with off duty jobs. Payment for off duty details shall be 
made directly from the employer/client to a third party entity/administrator qualified to 
manage and administer the membership's outside off-duty jobs. Such third party entity 
should be selected by the City. Distribution to the ind ividual officers working the 
various jobs shall be made by the third party administrator. The City, or the Bargaining 
Agent, shall not receive payment nor have distribution or any other responsibilities for 
off duty jobs. Any payments for off duty detail work performed on behalf of a second 
party employer shall not be considered compensation for pension calculation 
purposes. 

34.3 It is the understanding and agreement of the parties hereto that each officer working 
an off duty detail is deemed to be an independent contractor and as such shall not be 
covered by the City for benefits afforded to on duty police officer, including, but not 
limited to workers' compensation. However, police officers on off duty details shall be 
permitted to utilize a Pembroke Pines police uniform, radio and vehicle. For such 
usage, the City shall receive three ($3.00) dollars per hour for every detail worked from 
the third party administrator, appointed by the City. The third party administrator will 
remit to the City (via electronic means or check, at the City's option) the amounts due 
under this Agreement within thirty (30) days after the last day of each month (for 
example, January's fees are due to the City by the 28th of February). If the City does 
not receive payments by the due date, the City, at the City's sole option, may suspend 
the ability of all officers to work off duty details. 

34.4 Details shall be assigned only to those officers who are off duty and no officer shall 
accept any off duty detail when it interferes with his/her normal working hours or other 
such working hours as directed by the Police Chief or his/her designee. 

34.5 All police officers engaged in off duty details shall be permitted to wear an official 
Bargaining Agent pin signifying that the officer is engaged in off duty employment. 

34.6 Each officer, while working off-duty details, shall adhere to all agency policies, rules 
and regulations of the City of Pembroke Pines Police Department. Any misconduct or 
breach of policies, rules and regulations will be handled through the Department the 
same as any on duty activity. Any issues or complaints brought forth regarding officer 
conduct shall be reported to the Off Duty Coordinator(s) as designated by the Chief of 
Police. 
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34.7 Any police officer who is on sick leave, workers' compensation, F.M.L.A., 
Administrative leave, Military, Bereavement, or working light duty will not work any off 
duty detail during that period. 

34.8 Any detail that requires five (5) or more police officers shall have one (1) police 
supervisor. If a police supervisor is not available, the senior police officer shall be in 
charge. 

34.9 Any police officer on leave due to disciplinary matters shall not work off duty jobs 
during the period of that suspension or removal from active duty. 

34.1 O Any police officer may not work more than (36) hours of overall off-duty details 
during any 7-day work period (4 on, 3 off) . Nor shall an officer work more than 
sixteen (16) hours of off-duty details within their four (4) day work week. Exception 
would be when an officer is on leave (minimum of 40 hours leave) then the number 
of off-duty hours an officer may work must not exceed 76 hours. Notwithstanding 
the number of off-duty hours officers are permitted to work, the number of off-duty 
detail hours as well as regular and overtime hours worked must not cause fatigue 
or impact an officer's ability to perform their duties in any way by limiting their 
judgment, vigilance or awareness. It is the responsibility of the third party 
administrator, off duty coordinator, and all supervisors to report said violation(s) to 
police administration. The Police Chief or his/her designee may make exceptions 
to the above in case of emergencies and/or holiday scheduling. 

34.11 Records of off-duty details will be provided to the City and Police Administration along 
with each monthly payment indicating the following: Officer's Name, Detail Name, 
Detail Location, Detail Dates, Hours worked/billed, City Fee per detail date, total due 
to the City for the month. 

34.1 2 The Police Chief may suspend an employee's right to work off-duty details as a 
managerial right when deemed by the Chief to be in the best interest of the agency. 

34.13 The Chief of Police reserves the right to re-evaluate and modify this article during the 
contract period. 
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35.1 Employees shall be governed by the applicable pension plan based on their date 
of hire per the City's City Code of Ordinances. 
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ARTICLE 36 DRUG AND ALCOHOL TESTING 

36.1 The City's Drug Free Work Place Policy as currently set forth in City Ordinance, as 
may be amended shall apply in all respects to bargaining unit employees. 

36.2 All members of the bargaining unit are subject to pre-hiring, post-accident, and 
reasonable suspicion drug testing or other testing if mandated by Chapter 440 
Florida Statutes. 

36.3 Whenever a member is required to submit to a drug test, the member shall have a 
right to speak to a representative of the PBA prior to submitting to the test or have 
a representative present during the test. However, the member shall have only one 
( 1) hour if on duty or three hours if off duty in which to speak to the representative 
and to respond to the testing facility measured from the time the member is ordered 
to submit to the test. When the member is ordered to submit to the test, the City 
shall notify the member as to the time limits contained herein. An order to submit 
to drug testing shall be made verbally and in writing and in the presence of a Union 
representative. 

36.4 The obligation of the member when ordered to submit to a drug test is to obey the 
order first and grieve later. No member, by virtue of submitting to a drug test, will 
be deemed to have waived his/her right to grieve the drug test. 
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ARTICLE 37 LIGHT DUTY 

37.1 The City will make every reasonable effort to make temporary light duty positions 
available for either service, or non-service related disabilities. If assigned light duty, 
officers may be assigned to other law enforcement duties to the mutual benefit of 
the Department, the officer, and the City. The Chief of Police may, at his sole 
discretion, alter the schedule shift, and hours of any officer assigned to light duty 
upon three (3) calendar days' notice. 
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ARTICLE 38 PHYSICAL FITNESS 

38.1 The City shall implement a schedule to allow members one (1) hour each day for 
physical workout in the police fitness center. Members may also be allowed to 
walk/jog outside of the police building. The Chief or his designee shall have the 
right to cancel or postpone these workouts should an emergency arise or staffing 
levels are negatively affected. 
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ARTICLE 39 FACIAL HAIR 

39.1 Members of the bargaining unit will be permitted to wear beards/goatees subject 
to the following guidelines. 

A. The facial hair will follow the jawline and will be kept neatly trimmed 
and clean at all times and not extend more than one-half (1/2) inch 
in length at its longest point. Goatees must not extend more than 
one-half inch in width from the corner of the mouth and must maintain 
that width to the jawline. 

B. The facial hair shall not extend more than % inch below the jawline 
nor up onto the cheek under the eye. 

C. The facial hair must be developed while on vacation or otherwise 
away from the Department. Members will not be permitted to 
maintain shabby appearances as a result of a simple failure to shave. 

D. Hair solely on the chin may not be worn. 

39.2 The member's immediate supervisor shall have the responsibility of enforcing 
these guidelines. Any dispute will be submitted to the Chief, or his designee, 
whose decision will be final and not subject to the grievance/arbitration procedure. 

39.3 This article may be reevaluated by the City Manager, Chief of Police and PBA from 
time to time. 

39.4 During states of emergency (e.g. Covid-19 pandemic, rioting , etc.) the Chief of 
Police may suspend this policy to ensure compatibility with CDC or other 
Federal/State guidelines. 
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ARTICLE 40 FTO OFFICERS AND FTO SERGEANTS 

40.1 At the sole discretion of the Chief of Police, FTO Officer assignments job 
classification may be created or eliminated 

A. Police FTO Officer will be appointed by the Chief of Police and it shall be 
the sole right of the Chief of Police to add or remove the designation of FTO 
Officer and will not be subject to grievance or appeal. 

B. Police FTO Officer will be certified as a Field Training Officers and will be 
responsible for carrying out the duties and responsibilities of the Field 
Training Program. FTO Officers will act as first line supervisors to 
Probationary Police Officers, Probationary Police Service Aides. 

C. The duties and responsibilities of a FTO Officer will be set forth in the Field 
Training Unit Standard Operating Procedure. Duties will include, but not be 
limited to: 

i. Training newly hired Law Enforcement Officers. 
ii. Training newly hired Police Service Aides. 
ii i. Training Police Officers or Police Service Aides returning to Road 

Patrol after extended tours of duty in other divisions. 
iv. Assisting the Training Unit in the training of employees. 
v. In-House training. 
vi. Roll call training. 
vii. Follow and model guidelines as set forth in the Field Training SOP. 

D. Employees appointed as FTO Officers will be placed into a new pay grade 
for the time they serve as a FTO Officer, regardless of whether or not they 
have a trainee assigned . The pay grade will consist of a higher salary of as 
contained in this Agreement. In addition , FTO Officers will receive the time­
off and vehicle benefits contained in Article 25. 7. If a Member is receiving 
assignment pay for being an FTO, it will discontinue once the Member is 
appointed as to the position of FTO Officer. A maximum number of FTO 
Officers shall fluctuate based on the needs of the agency, budget, and shall 
be approved by the City Manager. 

40.'.2 At the sole discretion of the Chief of Police, FTO Sergeants appointments may be 
created or eliminated. Any additional Sergeant FTO positions must be approved 
by the City Manager. 

A. FTO Sergeants will be appointed by the Chief of Police and it shall be the 
sole right of the Chief of Police to add or remove the designation of FTO 
Sergeants and will not be subject to grievance or appeal. 

B. FTO Sergeants will be certified Field Training Officers and will be 
responsible for carrying out the duties and responsibilities of supervising the 
Field Training Program to include the FTO Officers. The duties and 
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responslbfiiti~~ of FTO Sergeants will be set forth in the Field Training Unit 
Standard Op_erating Procedure. Duties will include, but not be limited to: 

i. Training newly promoted sergeants. 
iii. 1rainin,g sergeants returning to Road Patrol after extended tours of 

duty' in other divisions. 
iv. Assisting the Training Unit in the training of employees. 
v. In-House training. 
vi. Roll call training. 
vii. Assist supervisors as directed. 
viii. Follow and model guidelines as set forth in the Field Training SOP. 

C. Employees appointed as FTO Sergeants will be placed into a new pay 
grade for the time they serve as a FTO Sergeant, regardless of whether or 
not they have a trainee assigned. The pay grade will consist of a higher 
salary as contained in this Agreement. In addition, FTO Sergeants will 
receive the time-off and vehicle benefits contained in Article 25.7. If a 
Member is receiving assignment pay for being an FTO, it will discontinue 
once the Member is appointed as to the position of FTO Sergeant. The 
maximum number of FTO Sergeants shall fluctuate based on the needs of 
the agency and shall be approved by the City Manager. 

40.3 Members regularly assigned to the Training Unit will qualify for the above in 
accordance with all of the terms and conditions stated above. 
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CITY OF PEMBROKE PINES 
POLICE DEPARTMENT PERFORMANCE APPRAISAL 

(POLICE OFFICER) 

NAME: (LAST, FIRST, M.L) RANK: 
OFFICER 

DATE OF REVIEW: NUMBER OF ABSENT HOURS: 

EVALUATION PERIOD: PURPOSE OF APPRAISAL: 
FROM: TO: PROBATIONARY & ANNUALO SPECIALO ANNUALO 

PROBATIONARY STATUS RECOMMENDATION: 
RECOMMEND PERMANENT STATUS0 RECOMMEND EXTENSION OF PROBA TION0 RECOMMEND DISMISSAL0 

GENERAL GUIDELINES FOR COMPLETING THE PERFORMANCE APPRAISAL 

Employees will be assessed based on the following performance expectations, which are essential to achieving success in the 
Pembroke Pines Police Department. The review is a performance assessment over the previous 12 months in each category. 

INSTRUCTIONS: 

I. Select the performance level demonstrated by the employee during the review period for the listed expectations. 
Comments must be utilized bv evaluators to highlight areas where officers exceed ex ectations or to add value to an 
area for growth. 

2. An overall impression of the individual should not affect ratings on specific expectations. Each factor should be 
considered separately. Any unusual or isolated instances should be considered in light of the circumstances that 
precipitated the situation and the employee's reactions to the particular situation. 

3. In order for an officer to receive a satisfactory evaluation, no more than two (2) areas out of the seven (7) 
performance expectations may be rated as "Area for Growth." Should an officer receive three (3) or more ratings of 
"Area for Growth," the evaluator must establish a three (3) month Performance Improvement Plan. 

PERFORMANCE APPRAISAL RATING CATEGORIES 

Exceeds Expectations: The employee's performance must consistently exceed expectations in all dimensions within the 
category being rated. 

Meets Expectations: The employee's performance must consistently meet expectations in all dimensions within the 
category being rated. 

Area for Growth: The employee's performance does not meet expectations and requires improvement in all or some of the 
dimensions within the category being rated. 



MISSION ST A TEMENT 

"The mission of the Pembroke Pines Police Department is to be a premier law enforcement agency through professionalism, service and 
innovation. " 

CORE VALUES 

Integrity 
We believe that honesty is the basis for personal and public trust. We recognize right from wrong and the willingness to do what is right, 

no matter the consequences. 

Commitment 
We apply quality to everything we do and consistently reach for a higher level of excellence. We are proactive in solving problems and 

constantly strive for results. We lead by example and are committed to honor and valor in the performance of our duties. 

Respect 
We treat people with fairness, dignity and compassion. We are responsible to the needs of others. We will strive to be civil and courteous 

in the performance of our duties. 

Teamwork 
We are supportive of those we work with, those we work for and those who work for us. We recognize the importance of each employee 

as an individual and a team member. 

Innovation 
We continually search for new, creative, and improved methods of policing. We ensure that all options are examined. We strive to 

enhance our efficiency and effectiveness. 

MOTTO 

"Dedicated to Excellence" 

LEADERSHIP PRINCIPLES 

Set expectations, hold each other accountable and maintain a high level of consistency to our core values. 

EXPECT A TIO NS 

• Display a positive attitude. 
• Exercise sound decision making. 
• Demonstrate professional integrity. 
• Execute duties in a proficient manner. 
• Engage in problem solving while demonstrating initiative. 
• Possess knowledge of and adhere to all directives and State Statutes. 
• Maintain a professional appearance and reports to work when scheduled. 
• Exhibit responsiveness to citizen and departmental obligations. 
• Work together toward common goals. 
• Build professional relationships by treating coworkers and citizens with dignity and respect. 
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PERFORMANCE EXPECTATIONS 

PIHH I· SSIOi'li .\I.I'- \.I 

• 
• 
• 
• 

Displays a positive attitude when dealing with the public, peers and supervisors . 
Shows pride, poise and professionalism in his/her work . 
Demonstrates a dedication to excellence . 
Maintains a professional appearance and reports to work when scheduled . 

Comments: 

SEKV I( f 

• Work product (investigations, reports, memorandums, etc.) is thoroughly and accurately 
prepared in a timely manner. 

• Productivity stays at an appropriate level in all categories . 
• 
• 

Responds promptly to requests for assistance as well as phone calls, e-mail messages, etc . 
Exhibits responsiveness to citizen and departmental obligations . 

Comments: 

• Engages in problem solving while demonstrating initiative to enhance efficiency and 
effectiveness. 

• Ensures that all options are examined to determine if there is a more efficient way of solving a 
given problem. 

• Is a self-starter who always presents solutions when identifying problems. 

Comments: 

• Demonstrates professional integrity through a willingness to do what is right, no matter the 
consequences. 

• Exercises sound decision making and takes appropriate action in situations not specifically 
addressed in General Orders and Standard Operating Procedures. 

• Adapts to changing priorities, situations, and demands. 
• Regularly makes decisions in accordance with organizational values. policies, and procedures. 
Comments: 
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PERFORMANCE EXPECT A TIO NS 

< 0\1\UI \H "1 f 

• Clearly understands the expectations and objectives of the pol ice department. 
• Maintains acceptable attendance. 
• Executes duties in a proficient manner. 
• Possesses knowledge of and adheres to all directives to include General Orders, Standard 

Operating Procedures, State Statutes, as well as the organizational mission and values. 

Comments: 

I IH'SPH I 

• Follows orders and treats supervisors with dignity and respect. 
• Remains respectful and courteous when faced with difficult situations. 

Comments: 

T F. \ i\HV OI~ " 

• Consistently contributes to team (unit, division, etc.) objectives. 
• Flexible and receptive to new ideas and approaches. 
• Is cooperative and supportive of supervisors. 
• Works together toward common goals. 
• Builds professional relationships by treating co-workers and citizens with dignity and 

respect. 

Comments: 
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COMMEISTS I PiERFQRl\'L~°"'CE IMPROVEMENT PLAN (IF APP,LlCABLE 

COMMENTS I DOCUMENTATION OF PERFORMANCE IMPROVEMENT PLAN: 

SIG ATURES 

COMPL£1'ED BY: I I DATE: I 

llVIE OBY: I I DATE: I 

REVIEWEDB : I I DATE: I 

ll¥1EWED BY: I I DATE: I 

CHll:F: I I DATE: I 
THE PERFORMANCE REVIEW MUST BE APPROVED BY THE HUMAN RESOURCES DEPARTMENT 

PRIOR TO PRESENTATION TO THE EMPLOYEE. 

HUMA.~RESOURCE I I DTE: I DIRECTOR: 

EMPLOYEE COMMENTS: 

PERFOlt.'vtAN APPRAJSJ\L V.. E.RE REVlEWED WITH 11.>IE iN IT COMPLETED FOR..'-1 

DTE: 
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MERITINCRE &OOOM-l\U!ND RON 

Is this employee recommended for a merit salary increase? DYES Indicate Percentage: ONO 

Merit Increase Approved by Human Resources: DYES ONO 

Salary increases are subject to funding availability and are limited to the percentage approved in the Adopted Budget for the 
current fiscal year. No increase will be awarded to any individual who is at the maximum of the pay-grade for the position in 
which they occupy. 

RATING CRITERI PERCE. T AGE O F 
BASE SALARY 

Does Not Meet Expectations 
If3 or more of the 7 rating categories are rated area for growth it will 

0% 
result in the denial of a merit increase. 

Meets Expectations If2 or less of the 7 rating categories are rated area for growth 4% 

Exceeds Expectations If 6 or more of the 7 rating categories are rated exceeds ex12ectations 5% 

M.EIUT IPAY CAL LATJONS 
I• 

Current Pay Rate: 

Current Pay Grade: 

Pay Grade Max: 

Merit Increase %: 

Proposed New Salary: 

NEW SALARY CANNOT EXCEED PAY GRADE MAX 

Approved New Salary (HR) 
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Attachment "B" 
Sergeant's (Supervisor) Evaluation Form 
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CITY OF PEMBROKE PINES 
POLICE DEPARTMENT PERFORMANCE APPRAISAL 

(SUPERVISOR) 

NAME: (LAST, FIRST, M.I.) RANK: 
Sergeant 

DATE OF REVIEW: NUMBER OF ABSENT HOURS: 

EVALUATION PERIOD: PURPOSE OF APPRAISAL: 

-
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~\Jl!Ct,f 

FROM: TO: PROBATIONARY & ANNUALD SPECIALD ANNUALD 

PROBATIONARY STATUS RECOMMENDATION: 
RECOMMEND PERMANENT STATUS0 RECOMMEND EXTENSION OF PROBATION0 RECOMMEND DISMISSAL0 

GENERAL GUIDELINES FOR COMPLETING THE PERFORMANCE APPRAISAL 

Employees will be assessed based on the following performance expectations, which are essential to achieving success in the 
Pembroke Pines Police Department. The review is a performance assessment over the previous 12 months in each category. 

INSTRUCTIONS: 

1. Select the performance level demonstrated by the employee during the review period for the listed expectations. 
Comments must be utilized by evaluator to highlight areas where supervisors exceed expectations or to add value 
to an area for growth. 

2. An overall impression of the individual should not affect ratings on specific expectations. Each factor should be 
considered separately. Any unusual or isolated instances should be considered in light of the circumstances that 
precipitated the situation and the employee's reactions to the particular situation. 

3. In order for a supervisor to receive a satisfactory evaluation, no more than two (2) areas out of the eight (8) 
performance expectations may be rated as "Area for Growth." Should a supervisor receive three (3) or more ratings 
of"Area for Growth," the evaluator must establish a three (3) month Performance Improvement Plan. 

PERFORMANCE APPRAISAL RATING CATEGORIES 

Exceeds Expectations: The employee's performance must consistently exceed expectations in all dimensions within the 
category being rated. 

Meets Expectations: The employee's performance must consistently meet expectations in all dimensions within the 
category being rated. 

Area for Growth: The employee's performance does not meet expectations and requires improvement in all or some of the 
dimensions within the category being rated. 



MISSION STATEMENT 

"The mission of the Pembroke Pines Police Department is to be a premier law enforcement agency through professionalism, service and 
innovation. " 

CORE VALUES 

Integrity 
We believe that honesty is the basis for personal and public trust. We recognize right from wrong and the willingness to do what is right, 

no matter the consequences. 

Commitment 
We apply quality to everything we do and consistently reach for a higher level of excellence. We are proactive in solving problems and 

constantly strive for results. We lead by example and are committed to honor and valor in the performance of our duties. 

Respect 
We treat people with fairness, dignity and compassion. We are responsible to the needs of others. We will strive to be civil and courteous 

in the performance of our duties. 

Teamwork 
We are supportive of those we work with, those we work for and those who work for us. We recognize the importance of each employee 

as an individual and a team member. 

Innovation 
We continually search for new, creative, and improved methods of policing. We ensure that all options are examined. We strive to 

enhance our efficiency and effectiveness. 

MOTTO 

"Dedicated to Excellence" 

LEADERSHIP PRINCIPLES 

Set expectations, hold each other accountable and maintain a high level of consistency to our core values. 

EXPECTATIONS 

• Display a positive attitude. 
• Exercise sound decision making. 
• Demonstrate professional integrity. 
• Execute duties in a proficient manner. 
• Engage in problem solving while demonstrating initiative. 
• Possess knowledge of and adhere to all directives and State Statutes. 
• Maintain a professional appearance and reports to work when scheduled. 
• Exhibit responsiveness to citizen and departmental obligations. 
• Work together toward common goals. 
• Build professional relationships by treating coworkers and citizens with dignity and respect. 
• Supervisors must actively lead, empower and develop officers as well as support organizational goals. 

2 



PERFORMANCE EXPECTATIONS 
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• 
• 

Displays a positive attitude when dealing with the public, peers and supervisors . 
Shows pride, poise and professionalism in his/her work . 

• Demonstrates a dedication to excellence . 
• Maintains a professional appearance and reports to work when scheduled . 

Comments: 

'sun1cr 

• Work product (investigations, reports, evaluations, memorandums, etc.) is thoroughly and 
accurately prepared in a timely manner. 

• Productivity stays at an appropriate level in all categories . 
• 
• 

Responds promptly to requests for assistance as well as phone calls, e-mail messages, etc . 
Exhibits responsiveness to citizen and departmental obligations . 

Comments: 

l"<:'\iO\ U 10:\ 

• Engages in problem solving while demonstrating initiative to enhance efficiency and 
effectiveness. 

• Ensures that all options are examined to determine ifthere is a more efficient way of solving a 
given problem. 

• Is a self-starter who always presents solutions when identifying problems. 

Comments: 

l\llTCIHr\ \"\l> .Jl l>(.\Jr'lf 

• Demonstrates professional integrity through a willingness to do what is right, no matter the 
consequences. . 

• Exercises sound decision making and takes appropriate action in situations not specifically 
addressed in General Orders and Standard Operating Procedures. 

• Adapts to changing priorities, situations, and demands. 
• Regularly makes decisions in accordance with organizational values, policies, and procedures. 
• Utilizes sound judgment in notifying and updating both peers and supervisors. 
Comments: 
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PERFORMANCE EXPECTATIONS 

( 0\1'111 Ml- °'T 

• Clearly understands the expectations and objectives of the police department. 
• Maintains acceptable attendance. 
• Executes duties in a proficient manner. 
• Possesses knowledge of and adheres to all directives to include General Orders, Standard 

Operating Procedures, State Statutes, as well as the organizational mission and values. 

Comments: 

RF.SPHT 

• Follows orders and treats supervisors with dign ity and respect. 
• Remains respectful and courteous when faced with difficult situations. 

Comments: 

TF.-\\1\VOH.K 

• Consistently contributes to team (unit, division, etc.) objectives. 
• Flexible and receptive to new ideas and approaches. 
• Is cooperative and supportive of supervisors. 
• Works together toward common goals. 
• Builds professional relationships by treating co-workers and citizens with dignity and 

respect. 

Comments: 

1.1: ·\l>FRSHIP l'Rli'li( 11'1 rs 

• Actively leads, empowers and develops employees as well as openly supports 
organizational goals. 

• Leads by example; provides a positive role model for subordinates and peers. 
• Clearly communicates expectations to subordinates. 
• Holds subordinates accountable for departmental expectations, General Orders and Standard 

Operating Procedures. 
• Contributes to the cohesion and productivity ofsubordinate(s) and seeks win/win outcomes. 
• Appropriately manages their subordinate' s workload (calls for service, assigned cases, etc.) 

and takes ownership of their responsibilities. 

4 

f.fj f.fj 
z z 

f.fjo 0 CIC: 
i= - ~~ I 

i~ 1:11~ ' Ii 1:11~ 1:11< 

~~ <o Uu 
~~ >< 1:11 

' r;i;l ~ ~ 
;1 r;i;l lil1 

D D D 

D D D 

D D D 

D D D 



COMMENTS I PERFORMANCE IMPROVEMENT PLAN (lF APPLICABLE) 

Comments: 

COMMENTS I DOCUMENTATION OF PERFORMANCE IMPROVEMENT PLAN: 

SIGNATURES 

COMPLETED BY: I I DATE: I 

REVIEWED BY: I I l>ATE: I 

REVIEWED BY: I I DATE: I 

REVIEWED BY: I I DATE: I 

CHIEF: I I DATE: I 
THE PERFORMANCE REVIEW MUST BE APPROVED BY THE HUMAN RESOURCES DEPARTMENT 

PRIOR TO PRESENTATION TO T~E EMPLOYEE. 

HUMAN RESOURCE I I DATE: I DIRECTOR: 

EMPLOYEE COMMENTS: 

1-7 OP THJS PER,FOR,MANCE APPllAISAL WERE REVlEWBc:> WITH ME IN rrs COMPLETED FORM 
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DATE: 

MER.IT INCR.i.EASE RECOMMENll>ATION 

Is this employee recommended for a merit salary increase? DYES Indicate Percentage: ONO 

Merit Increase Approved by Human Resources: DYES ONO 

Salary increases are subject to funding availability and are limited to the percentage approved in the Adopted Budget for the 
current fiscal year. No increase will be awarded to any individual who is at the maximum of the pay-grade for the position in 
which they occupy. 

RATL~G CRITERIA 
PERCENTAGE OF 

BASE ALARY 

Does Not Meet Expectations 
If3 or more of the 8 rating categories are rated area for growth it will 

0% result in the denial of a merit increase. 

Meets Expectations If2 or less of the 8 rating categories are rated area for growth 4% 

Exceeds Expectations 
If 7 or more of the 8 rating categories are rated exceeds ex~ectations 

5% 

~IERIT .PAY CALCULATlON 

Current l'ay Rate: 

Current Pay Grade: 

Pay Grade Max: 

Merit Increase % : 

Proposed New Salary: 
,, 

NEW SALARY CANNOT EXCEED PAY GRADE MAX 

Approved New Salary (HR) 
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