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PREAMBLE 

 
Pursuant to the provisions of Chapter 9A, Revised Statutes of Maine, Title 26 as enacted by the Maine 

Legislature, Revised September 1989 the Municipal Public Employees Labor Relations Act, this agreement is 

entered into by the City of Auburn, Maine (hereinafter known as the City) and Fraternal Order of Police 

(hereinafter known as the Union). 

 

It is the intent and purpose of the parties to set forth herein the entire Agreement covering rates of 
pay; wages, hours of employment and other conditions of employment; to increase the efficiency and 

productivity employees in the Police Department; to provide for the prompt and fair settlement of grievances 

without any interruption of or other interference with the operation of the Police Department. 

 
ARTICLE 1 - BARGAINING UNIT 

 
It is expressly agreed that previous negotiations are without prejudice to the right of the City to object 

to the composition of the bargaining unit being represented by the negotiating team of the Union in any 

subsequent contract year. For the purpose of this agreement, the Fraternal Order of Police will represent all 
Lieutenants and Sergeants in the Auburn Police Department. 

 
ARTICLE 2 - RECOGNITION OF CITY RIGHTS 

 
Except as otherwise provided in this contract, the City shall remain vested solely and exclusively with all 

of its common law and its statutory rights and with all management functions including the full and exclusive 
control, direction, and supervision of operations and personnel including the right to hire, promote, suspend or 

otherwise discipline superior officers under the City Charter and Ordinances. 

 
ARTICLE  3 - RECOGNITION OF RIGHTS OF MEMBERS OF THE UNION 

 
Section 1 - Investigation of Police Misconduct 

 

Members of the Auburn Police Department hold a unique status as public officers, and the security of 
the City and its citizens depends to a great extent upon the manner in which members of the department 

perform their many duties, of contacts and relationships with the public. Out of such contacts and relationships 

may arise questions concerning the actions of members of the force. Such questions may require prompt 
investigation by superior officers designated by the Chief of Police or other competent authority. 

 

To ensure that such investigations are conducted in a manner conducive to good order and discipline, 

while observing and protecting the individual rights of each member of the department, the following rules of 

procedure are established: 

 

A) To the extent possible, the interrogation will be conducted at a reasonable time taking into 

consideration the working hours of the member and the legitimate interests of the department. The 
officer conducting the interrogation shall advise the member that an investigation is being 

conducted. The investigating officer shall inform the member of the nature of the alleged conduct, 
which is the subject matter of the interrogation and, unless circumstances warrant anonymity, shall 
identify the complainant. If it is known that the member being interrogated is a witness only, he shall 

be so informed. 
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B) In any case in which a police officer has been identified as a suspect in a criminal investigation, the 

interrogation shall be tape recorded and the tape shall be preserved by the investigating officer until 

the investigation is completed and all charges dropped or processed to conclusion. At his request, the 

member or his attorney may listen to, transcribe, or copy all or any portion of the tape. 

 
The interrogation shall be conducted with as much confidentiality as possible. The interrogation of a 

member suspected of violating department rules and regulations shall be limited to questions which are 

reasonably related to the member's performance as it relates to the alleged violation. 

 

C) If the member is under arrest or is likely to be, that is, if he is a suspect or the target of a criminal 
investigation, he shall be afforded all rights granted under such circumstances to other persons. 

 

D)  In all cases in which a member is interrogated concerning a serious violation of departmental rules 
and regulations which, if proven, would be likely to result in his removal from the department, and 

where the same can be accomplished without unreasonably delaying or impeding the investigation, 

he shall be afforded a reasonable opportunity and facilities to contact and consult privately with an 

attorney of his choosing and/or a representative of the Union before being interrogated and his 

attorney and/or a representative of the Union may be present during the interrogation, but may not 

participate in the interrogation except to counsel the member.  

 
E) If the member under investigation is requested to submit to a polygraph examination, he or she will be 

furnished a list of questions which will be asked prior to the commencement of the examination. If a 

member is requested to submit to any other type of test, he or she will be advised of the type of test and 
the member will be afforded an opportunity to obtain a similar independent test if available. 

 

F) The investigation will be conducted without unreasonable delay and the member will be advised of the 
final outcome of the investigation. 

 
Section 2 - Disciplinary Proceedings 

 
Any member charged with a violation of department rules and regulations, incompetence, misconduct, 

negligence, insubordination, disloyalty, or other serious disciplinary infraction may request a hearing provided such 
request is made in writing and delivered to the Chief or his representative no more than five days after the member 

is advised of the charge against him. No member shall be dismissed without first being given notice and an 
opportunity for a hearing whether he requests it or not.  In  the case of a member who has been suspended, the 

hearing shall, if requested by the member, be held no more than five days after the date when the suspension 

began. 
 

The member shall be informed of the exact nature of the charge and shall be given sufficient notice of the 

hearing date and time to allow him an opportunity to consult legal counsel, conduct an investigation, and prepare 

a defense.  The hearing, which shall be before the Chief, or in his absence or incapacity, the Acting Chief, shall be 

informal in nature.  The member may be accompanied by legal counsel or a representative of the Union. The 
member shall have the right to confer with his representative at any time during the hearing and shall have the 

right to have his representative speak on his behalf. The member shall have the right to appeal the decision of the 

Chief, to the City Manager, as provided in Article 8, in any case involving a suspension.  Any matters as to which a 
member has a right to a hearing under this Article shall not also be the subject of a grievance proceeding. 
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Section 3 - Personnel Files 

 

A. Insofar as permitted by law, all personnel records, including home addresses, telephone numbers, 
and pictures of Employees shall be confidential and shall not be released to any person other than 
officials of the department and other City Officials, except upon a legally authorized subpoena or 
written consent of the Employee. 

 
B. Upon request, an Employee shall have the right to inspect his or her employee personnel file. The 

inspection shall be conducted during regular business hours and shall be conducted under the 
supervision of the Department. An Employee shall have the right to make duplicate copies for his own 
use. No records in the official personnel file shall be withheld from an Employee's inspection. An 
Employee shall have the right to have added to his official personnel file a written refutation of any 
material which he considers detrimental. 

 
C. No written reprimand which has not previously been the subject of a hearing shall be placed in an 

Employee's official personnel file unless the Employee is first given the opportunity to see a copy of the 
reprimand. Within five days thereafter, the Employee may file a written reply. If the Chief thereafter 
places the written reprimand in the Employee's official personnel file, he shall also include the reply. 

 

D. Discipline issued to an employee, shall be removed from an employee’s personnel file after the following 
timelines.  It will be up to the employee to request that the discipline be removed.  Requests for removal of 
discipline shall be made in writing, to the Chief of Police.  

 
- Written Warning – One year from date of action taken unless a violation of the similar nature has 

occurred within that time period. In cases of a repeat violation of a like nature, the letter(s) shall remain 

in the personnel file until twelve (12) months have passed since the most recent violation.  

- Written Reprimand – Two years from date of action taken unless a violation of the similar nature has 

occurred within that time period. In cases of a repeat violation of a like nature, the letter(s) shall remain 

in the personnel file until twelve (12) months have passed since the most recent violation. 

- Suspension – Five years from date of action taken unless a violation of the similar nature has occurred 

within that time period or unless the violation was of a more serious nature, i.e., causing bodily harm or 

life threatening in nature, whereas the letter(s) shall remain as a permanent part of the personnel file. 

 
E. Incidents of Sustained sexual harassment shall not be purged from the personnel file. 

 “Sustained” incidents are those in which the investigation disclosed evidence proven beyond a 

reasonable doubt used to prove the allegations made in the complaint. 

 
ARTICLE  4 - NON-DISCRIMINATION 

 
All employees have the right to work in an environment free from discrimination unrelated to job 

performance. Intimidation and harassment of employees, whether by fellow employees or management personnel, 

including sexual harassment in all its various forms, is unacceptable conduct which may constitute grounds for 

disciplinary action.  This provision shall not in any way prevent the Union from discharging its duty of fair 

representation of any of its members. 
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ARTI CLE  5 - NO STRIKE/NO LOCKOUT 

 
During the term of this Agreement, neither the Union nor its agents nor any employee, for any reason, 

will authorize, institute, aid, condone or engage in a slowdown, work stoppage, strike, or any other interference 

with the work and statutory functions or obligations of the City.  During the term of this Agreement, neither the City 

nor its agents for any reason shall authorize, institute, aid, or promote any lockout of employees covered by this 

Agreement. 

 
The Union agrees to notify all Local officers and representatives of their obligation and responsibility for 

maintaining compliance with this Article, including their responsibility to remain at work during any interruption 

which may be caused or initiated by others, and to encourage employees violating this Article to return to 

work. Any or all employees who violate the provisions of this Article may be discharged or otherwise 

disciplined. 

 
ARTICLE  6 - CHECK-OFF 

 
The employer agrees to deduct the Union's weekly membership dues (uniform amount per member) 

and benefit premiums from the pay of those employees who voluntarily sign a check-off authorization form.  

The amounts to be deducted shall be certified to the Employer by Fraternal Order of Police, and the aggregate 
deductions of all employees shall be submitted together with an itemized statement to the Union on a 

quarterly basis, after such deductions are made.   The written authorization for payroll deductions of Union 
membership dues shall be irrevocable during the term of this Agreement except that an employee may revoke 
the authorization, effective upon the expiration date of this Agreement, provided the employee notifies, in 

writing, the Employer and Fraternal Order of Police at least thirty (30) days, but not more than sixty (60) 
days prior to the expiration date of this Agreement. 

 
The authorization for deduction of benefit fund contributions may be stopped at any time, provided the 

employee submits in writing, to the Employer and the Union a sixty (60) day notice of such intent. The 

Union shall indemnify the City and any Department of the City and hold it harmless against any and all claims, 
demands, suits, or other forms of liability that may arise out of, or by reason of, any action taken by the City or 

any Department of the City for the purpose of complying with the provisions of this Article. 

 
ARTICLE 7 - NEGOTIATIONS TIME-OFF 

 
Section 1 

 
The President or his designee shall be allowed reasonable time-off without loss of any benefits to 

represent members, at the members request, at any grievance procedure or departmental hearing and shall be 

allowed reasonable time to interview and represent a requesting member during all stages of a grievance 

procedure. 

 
Section 2 

 
Members of the Negotiating Committee shall be allowed reasonable time- off without loss of benefits 

to represent the Union on all negotiations with the City concerning the collective bargaining agreement. 
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Section 3 

 
The Union shall supply a list of all members referred to in Section I and 2 to be kept at the Office of 

the Chief of Police for the purpose of verifying the status of the Union's President and Negotiating 

Committee. 

 
ARTICLE 8 - GRIEVANCE PROCEDURE 

 
The purpose of the Grievance Procedure shall be to settle all grievances between the City and the 

Union, or one of its members, as quickly as possible so as to ensure  efficiency and to promote employee 

morale.  Grievances arising under this Agreement shall be adjusted and settled as follows: 
 

Step 1. The employee, or his representative, or the Union shall present the grievance in writing to the 

Police Chief, whose duty it shall be to give the grievance full consideration and to make an effort to settle the 

grievance within ten (10) administrative working days after its presentation. 

 

Step 2. If the grievance remains unresolved or the decision of the Police Chief is unsatisfactory, the 
aggrieved member, or his representative, or the Union shall file an appeal with the City Manager within ten 

(10) administrative working days after receiving the decision of the Police Chief. The Manager shall promptly 
hear and decide the grievance and provide a written copy of this decision to the aggrieved party and/or Union 

within ten (10) administrative working days after hearing the grievance. 
 
Step 3. In the event that the grievance remains unresolved, and the decision of the City Manager is 

unsatisfactory, the aggrieved member, his representative, or the Union, may submit any or all of the issues 
involved to binding arbitration by giving written notice of such intention within ten (10) administrative working 

days after receiving the decision of the City Manager. If the parties are unable to agree upon an impartial 
arbitrator within ten (10) administrative working days of the date when notice of intent to proceed with 

arbitration is given, either party may request the appointment of an arbitrator by the American Arbitration 

Association and the proceedings shall thereafter be taken in accordance with the rules of the Association. The 
decision of the arbitrator shall be final and binding upon all parties. The arbitrator shall have no authority to 

add to, subtract from, or modify any provision of this Agreement. 
 
The Employer and the Union shall bear the fees and expenses of the arbitrator equally. Each party shall 

be responsible for its own witness fees and expenses. 

 
ARTICLE  9     -   WAGES 
 

Section 1 – Wage Scales 

 

Members of the Auburn Police Department Command Unit shall be paid in accordance with the 

following wage schedule: 
 

SERGEANT 
7/1/2021 to 
6/30/2022 

Step 1                    
0-3 years 

Step 2                 
4-7 years 

Step 3                   
8-11 years 

Step 4                
12-15 years 

Step 5           
16+ years 

 Annual $74,374.35  $76,605.57  $78,903.76  $81,270.80  $83,708.77  
 Weekly $1,430.28  $1,473.18  $1,517.38  $1,562.90  $1,609.78  
 Hourly $35.7569  $36.8296  $37.9345  $39.0725  $40.2446  
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 7/1/2022 to 
6/30/2023 

Step 1                    
0-3 years 

Step 2                 
4-7 years 

Step 3                   
8-11 years 

Step 4                
12-15 years 

Step 5           
16+ years 

 Annual $76,595.17  $78,892.74  $81,259.36  $83,697.33  $86,208.30  
 Weekly $1,472.98  $1,517.17  $1,562.68  $1,609.56  $1,657.85  
 Hourly $36.8246  $37.9292  $39.0670  $40.2391  $41.4463  

 7/1/2023 to 
6/30/2024 

Step 1                    
0-3 years 

Step 2                 
4-7 years 

Step 3                   
8-11 years 

Step 4                
12-15 years 

Step 5           
16+ years 

 Annual $79,250.91  $81,628.35  $84,077.34  $86,599.55  $89,197.68  
 Weekly $1,524.06  $1,569.78  $1,616.87  $1,665.38  $1,715.34  
 Hourly $38.1014  $39.2444  $40.4218  $41.6344  $42.8835  

 
 
 
 

LIEUTENANT 
7/1/2021 to 
6/30/2022 

Step 1                 
0-3 years 

Step 2             
4-7 years 

Step 3                  
8-11 years 

Step 4                 
12-15 years 

 Annual $87,894.14  $90,530.96  $93,247.02  $96,044.42  
 Weekly $1,690.27  $1,740.98  $1,793.21  $1,847.01  
 Hourly $42.2568  $43.5245  $44.8303  $46.1752  

 7/1/2022 to 
6/30/2023 

Step 1                 
0-3 years 

Step 2             
4-7 years 

Step 3                  
8-11 years 

Step 4                 
12-15 years 

 Annual $90,518.69  $93,234.34  $96,031.31  $98,912.32  
 Weekly $1,740.74  $1,792.97  $1,846.76  $1,902.16  
 Hourly $43.5186  $44.8242  $46.1689  $47.5540  

 7/1/2023 to 
6/30/2024 

Step 1                 
0-3 years 

Step 2             
4-7 years 

Step 3                  
8-11 years 

Step 4                 
12-15 years 

 Annual $93,657.62  $96,467.28  $99,361.39  $102,342.24  
 Weekly $1,801.11  $1,855.14  $1,910.80  $1,968.12  
 Hourly $45.0277  $46.3785  $47.7699  $49.2030  

 
The Patrol Supervisor pay scale will be reviewed and adjusted to maintain a 5% differential between the 

highest step on the Patrol/Detective pay scale and the wages for a patrol supervisor with one year of 

experience. The pay scale will also maintain a 5% differential between the highest paid Patrol Supervisor and 

the wages for a Shift Commander with one year of experience. A 3% differential will be maintained between 

the steps. 

 

Section 2- Performance Pay 

 

In addition to the wage scale, Patrol Supervisors will be eligible to receive a performance-based bonus of 
$700.00 and Shift Commanders will be eligible to receive a performance-based bonus of $800.00 within 30 days 

following the officer’s performance evaluation dependent upon meeting or exceeding standards in all reviewed 

categories. If an Officer receives a review below “meets standard”, they will be placed on a Performance 



 

11 

Improvement Plan for 30 days. Upon successful completion of the Performance Improvement Plan resulting in a 

“meets standard” or above in the identified areas, the officer will be eligible to receive the performance-based 

bonus. If the Officer does not meet the expectations outlined in the Performance Improvement Plan the 

opportunity to receive the performance-based bonus is forgone for the fiscal year. 

 

Should an employee disagree with a rating at the completion of their Performance Improvement Plan, 
they may submit a memo within 72 hours of receiving their evaluation to the Deputy Chief of Police outlining 

the reasons for the disagreement. The Deputy Chief of Police will research the disagreement and present an 

opinion on the matter to the Chief of Police for his review.  

 

The Chief will have the final authority whether an employee has met the performance evaluation 

standards or not. The Chief’s decision regarding performance evaluations shall be final and not subject to 

further action by the bargaining unit. 
 

ARTICLE 10 - HOURS OF WORK 

 
Members shall be employed for a work week averaging forty (40) hours per week.   The City may 

implement a new work schedule which shall remain in effect throughout the fiscal year in which it is 
implemented and may not be changed again during that fiscal year, except by agreement of the parties. Prior 

to a change in the work schedule, the City shall meet and consult, but not negotiate, with the Union with 
respect to a work schedule change. The City reserves the right to make immediate temporary changes in the 

scheduling of  any and all members of the bargaining unit in the event of an emergency. 

 
ARTICLE 11 - OVERTIME 

 
Every member of the Union shall be paid at the rate of one- and one-half times their regular hourly rate 

of pay for each hour or portion of an hour in excess of their regular work week. Regular hourly rate of pay 
shall be determined by dividing 40 into their regular weekly salary. For the purpose of this paragraph hours 

worked shall not include hours compensated for by: Bereavement Leave, Reserve Service Leave, or Military 
Leave and Workmen's Compensation pay. Members called back to work shall receive a minimum of three (3) 

hours pay for the work which they are called back at the overtime rate. 
 

Members of the bargaining unit may elect at their option, to accrue compensatory time at the rate of 

two (2) hours for every hour of overtime worked. Members may accumulate up to the maximums per contract 

year. Maximum accrual is 80 hours. 

 
Any request for compensatory time for more than four (4) hours will require seventy-two (72) hours’  

notice, unless there is an emergency which prevents it. Compensatory time shall be granted at such time and 

in such time blocks as are mutually agreed upon between the member and his supervisor; permission to utilize 

time off shall not be unreasonably denied by the supervisor if operating requirements will not be adversely 

affected. Compensatory time shall be granted only when no replacement is required. 
 

Members will have the right to carry over twenty-two (22) hours or two (2) working days into the next 

fiscal year. Any days not carried over shall be converted to cash and paid in the last pay day of the fiscal year at 
the member's overtime rate. Carryover in excess of twenty-two (22) hours or two (2) working days must have 

the approval of the Chief or his/her designee. Members may 'cash out' any accrued compensatory time only at 

one and one-half times their hourly rate and only to a maximum of forty (40) hours regardless of the contract 
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year and/or accrual maximum. 

 
ARTI CLE  12 - HOLIDAYS 

 
Each employee covered by this Agreement shall, in addition to his/her regular weekly wage, be paid 1/4 

of his/her weekly wage for each of the following holidays: 

 
New Year’s Day  Patriot’s Day  Labor Day           Thanksgiving Day 

Martin Luther King Day    Memorial Day  Indigenous Peoples   Christmas Day 
Washington’s Birthday     Independence Day Veteran’s Day 

 

Further, each member shall be entitled to two floating holidays per year to be scheduled when no 
replacement for the member is necessary.  

 

Members who work at least fifty (50%) percent of their regularly scheduled work shift on Christmas 

and/or Thanksgiving will receive an additional six (6) hours pay at straight time. 

 

Employees shall annually receive one (1) personal day off. Employees may schedule said day when 

no replacement is necessary for the member. 

 
ARTI CLE  13 - VACATIONS 

 
Each employee in the bargaining unit shall be entitled to ninety-six (96) hours or twelve (12) 

working days (whichever is greater), as per the superior officer's work schedule vacation leave each year.  All 

employees having worked for the City for a period of not less than eight (8) years nor more than fifteen (15) 

years shall be entitled to one-hundred and twenty-eight (128) hours or sixteen (16) working days (whichever is 
the greater) each year. At the start of their sixteenth (16th) year, an employee shall be entitled to one-

hundred and sixty (160) hours or twenty (20) working days whichever is the greater paid vacation leave.  At the 
start of their twenty-first (21st) year, an employee shall be entitled to one-hundred and ninety two (192) 
hours or twenty-four (24) working days whichever is the greater paid vacation leave. 

 
Vacation leave shall be credited on a monthly basis. The month in which employment begins or ends 

will be counted as a month of service if employment begins before the 16th or ends after the 15th day of 

the month.  Any absence from duty for which sick leave is paid shall not constitute a break in the service 
record for the accumulation of vacation leave. Unused vacation days may accrue from one year to the next. 

On June 30th of each year, the total accrual shall not exceed three hundred and fifty hours (350). 
Accumulated vacation leave, subject to the maximum allowed, shall be paid to an employee upon separation 

after six (6) months employment or upon death, with no minimum employment, to his or her beneficiary. The 

payment shall be made in one lump sum. Computation of the value of each hour paid shall be determined by 

utilizing the straight hourly wage. 

 
Scheduling and/or approval of vacation leave shall be the responsibility of the Chief of Police or his/her 

designee, who shall ensure that vacations do not significantly interfere with the work and efficiency of the 

department. Provision shall be made, however, so that no employee forfeits any vacation leave. 

 
ARTICLE 14 - SICK LEAVE 

 
Each employee shall be entitled to paid sick leave which is to be earned at the rate of one (1) working 
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day for each calendar month of service.  Unused sick leave may be accumulated to a maximum of 1440 hours. 

Sick leave credit will continue to accrue while an employee is on sick leave. Sick leave may also be granted to 

an employee because of illness of a member of the employee's "immediate family" which is defined as a 

spouse, child, or parent. 

 
One half of the accumulated sick leave shall be paid upon retirement or pension or upon compulsory 

separation at age 65 or to his/her beneficiary upon death. 

 

For an employee not at the sick leave maximum accumulation, the employee will be granted one sick 

day off, up to a maximum of four per year if he/she does not use sick time in the periods outlined below. For 
the purposes of this provision, sick leave donated to a catastrophic sick leave bank shall not be interpreted as 

sick leave use. If an employee is on Family/ Medical Leave, regardless of the leave being used, the employee 

will not be eligible for a sick leave incentive day during that period. 
 

It will be the responsibility of the employee to report in writing to the Police Department administration 

when he/she has earned a sick leave incentive day. This must be done within 14 days of having earned the said 

day. A sick leave incentive day may only be taken when the employee does not have to be replaced. 

 

• First Sick Incentive Day starts July 1st and ends September 30th 

• Second Sick Incentive Day starts October 1st and ends December 30th 

• Third Sick Incentive Day starts January 1st and ends March 31st 

• Fourth Sick Incentive Day starts April 1st and ends June 30th 
 

Employees at maximum sick accrual will continue to earn one vacation day for every two sick days not 

earned or for those participating in the in-service retirement program will earn one earned leave time day for 
every quarter of having no unscheduled absence. These members may also contribute up to 4 vacation days 

or earned leave time per year into the Cafeteria Benefit Plan (Wellness Account). 

 
ARTICLE 15 - FUNERAL LEAVE 

 
Leave of absence without loss of pay and without loss of sick leave shall be granted to any superior 

officer for five (5) consecutive regularly scheduled schedule workdays because of death of a spouse or child and 

three (3) consecutive, regularly scheduled workdays because of a death in the immediate family plus any actual 
travel time reasonably required to return from out-of-state. Such leave shall commence no later than the 

date of death. Immediate family shall be defined to include mother, father, brother, sister, mother-in-law, 

father-in-law, sister-in-law, brother-in-law, grandparents, spouse's grandparents, grandchildren, and another 
person living in the employee's household. Such additional time needed after the expiration of the funeral 

leave period shall be charged against the employee's sick leave. An employee may also be granted leave to 

attend the funerals of persons not mentioned in this Article at the discretion of the Chief, such leave time to 

be charged as sick leave. 

 
ARTICLE  16 - TUITION REIMBURSEMENT 

 
The City will provide one hundred (100%) percent reimbursement for the successful completion of job-

related courses which have prior approval by the Chief. The maximum tuition reimbursement will be based 
upon the in-state tuition rate of the University of Southern Maine. Approved reimbursement will be provided 

within 30 days of a proper submission by a member. The City agrees to fund a minimum of an amount equal to 

32 credit hours at the USM undergraduate rate for this unit. The member will participate to the fullest extent 
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possible in education financial aid programs sponsored by the federal and state governments and in private 

scholarship programs. Any funds allocated to tuition reimbursement at the conclusion of the fiscal year, 

beyond the minimum allocation amount, may be distributed to members for approved reimbursement. 

 
ARTICLE 17 - HEALTH INSURANCE 

 
Section 1 - Health Insurance Cost Share 

 
The City shall provide health insurance benefits through the Maine Municipal Employees Health Trust or a 

comparable plan. The City will continue the PPO 500 plan through the Maine Municipal Employees Health Trust at 

the Employee/Employer cost share as outlined below. Members of the bargaining unit who opt to remain in the 
POS C Plan will pay the difference in premiums between the PPO 500 Plan and the POS C Plan for the single, single 

parent and family subscribers. 

 

The City and the Employee shall share in the cost of health insurance. The cost share for annual health 

insurance premiums will be in accordance with the following schedule: 

 
City  Employee 

 
July 1, 2021- June 30, 2024 75% 25% 

 
All employees shall pay a portion of the health insurance premiums in accordance with the schedule 

outlined in the Health Promotion Program in Appendix B. In the event that the Health Promotion Program is 

eliminated, through loss of funding or any other reason, the Employee cost share will be 15% of monthly premiums 
for the life of this agreement. This cost share shall apply regardless of the level of insurance (individual, individual 

with children or family). Employees will reimburse their share on a weekly basis through payroll deduction. 
Employees may elect to have the weekly cost share deducted from their Wellness or Cafeteria Benefit Plan. 

Employee cost share shall be adjusted upon notification and billing by the insurance carrier. Employees who certify 

that they have not and will not smoke or use any tobacco products during the contract year may have their weekly 
health insurance cost share reduced by $2.00 per week. 

 
The City will implement a Health Reimbursement Account (HRA) in the amount of 100% of maximum out-

of-pocket costs for use toward deductibles and co-insurance for employees who enroll in the PPO 500 Plan. This 

will not include co-pays. Beginning July 1, 2017, the City will replenish the account with 100% of the total out-of-
pocket costs annually. The City will replenish each account up to the amount specified above. The above 

percentages are applicable to the deductibles and co-insurance for single, parent, or family plan to which the 

employee subscribes 

 
Section 2 - Payment Program for Waiving Health Insurance Coverage 

 
Any member of the bargaining unit may elect to waive coverage in the City's health insurance plan.  Any 

employee waiving full coverage or partial coverage for which he/she would otherwise be eligible shall be paid 

according to the following conditions: 

 

1. Any employee eligible for full family coverage or single coverage and who elects to waive health 
insurance coverage shall receive a payment equal to the amount of 4 and two tenths (4.2) months of 
health insurance premiums. The health insurance waiver payment will be divided into 12 equal 

payments and paid monthly. 
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2. An employee who is eligible for a full family plan but opts to take either a "single parent plan" or a 

"single plan" shall receive an annual payment equal to four and two tenths (4.2) months of the 

difference in premiums between the plan for which he/she is eligible and the plan which he/she opts to 

take. 
 

3. Employees who are married to other City (non-school) employees covered by the health insurance shall 

be eligible for an amount equal to four and two tenths (4.2) months of insurance premiums at the 

single rate if he/she waives health insurance coverage with the City. The payment will be made to one 

or the other of the married employees, but not both. 
 

4. A new employee who waives health insurance coverage shall not be eligible for the payment in lieu of 

insurance until he/she has successfully completed the probationary period.  
 

5. If the employee wishes to be reinstated on the health insurance policy or change his or her coverage 

from a single or a single parent plan (if he/she would otherwise be eligible for full coverage) he/she 

may do so as long as he/she follows the insurance carrier's requirements for evidence of insurability 

and portability of coverage provisions. 

 

6. If an employee is reinstated (or covered for the first time) after receiving payment for waiving health 
insurance coverage, the employee shall repay the City the balance of the payment, pro-rated on a 
monthly basis. 

 
7. In order to receive payment for waiving health insurance coverage or to be reinstated on the health 

insurance plan, the employee must submit written notice to the Personnel Director. Discontinuance of 

health insurance or reinstatement of coverage will be effective the first day of the following month in 
which written notice has been received, provided that the employee meets all conditions which may be 

imposed by the health insurance carrier. 

 
8. If an employee is currently receiving a payment for waiving health insurance coverage, then the new 

payment rates for waiving coverage will be implemented in the month in which the payments are 
normally due to the employee. 

 
9. This section is effective with the signing of the contract and is not retroactive. 

 

An employee who waives health insurance coverage and is not contributing toward a health insurance 

premium, but who is otherwise eligible for the non-smoking bonus, shall have the non-smoking bonus ($100) 

added to the health insurance waiver payment. 

 

Effective 1/1/14, all calculations for the health insurance waivers are based upon the PPO 500 plan. 

 
Section 3 - Terms and Conditions to Apply 

 
The extent of coverage provided under the existing insurance policies referred to in this agreement 

shall be governed by the terms and conditions set forth in said policies or plans in existence at the time of the 
dispute. Any questions or disputes concerning said insurance policies or plans or benefits there under shall be 

resolved in accordance with the terms and conditions set forth in said policies or plans and shall not be subject 

to the grievance and arbitration procedures set forth in this agreement. The failure of any insurance carrier(s) 



 

16 

or plan administrator(s) to provide any benefit for which it has contracted or is obligated shall result in no 

liability for the City, nor shall such failure be considered a breach by the City of any obligation undertaken 

under this or any other agreement. 

 
ARTICLE 18 - CAFETERIA BENEFIT PLAN 

 
The City will contribute $800 to each employee's Cafeteria Benefit Plan Employees will contribute a 

minimum of $150, through weekly deduction, to their Medical Reimbursement Plan. Use and reimbursement 

will be made in accordance with the City's Cafeteria Benefit Plan. 
 

In addition, employees may contribute the cash value of up to a maximum of forty­ four hours from 

the following accrued leave to their Cafeteria Benefit Plan: 
 

• Twenty-four (24) hours sick incentive days (must be complete days); 

• Any accrued vacation, earned leave time, or sick hours (employee must maintain a minimum of 

30 days of accrued sick leave). 

 
The cash value of the benefit will be calculated on the hourly rate (excluding overtime) effective as of 

July 1st of each year (when rate is known) upon enrollment. The total benefit in the Cafeteria Benefit Plan per 
employee from all sources (City contributions, weekly payroll contributions from the employee, and cash value 

of Sick Leave Incentive Days and/or sick days) may not exceed $2,500 or the IRS maximum of whichever is 

greater. If contributions of vacation time bring the total in the Cafeteria Benefit Plan above the cap, the benefit 

may be used for the supplemental retirement (ICMA 457 Plan). Exceptions to the maximum may be requested 
and reviewed by the Police Chief and the Human Resources Director. The City will authorize the amount of 
$500 be rolled over as permitted by IRS regulations, if allowed by the City's third- p a r t y  provider. Employees, 

who are discharged, retire, or otherwise terminate their employment with the City, shall be entitled to the 
balance of in accordance with IRS regulations. 

 
ARTICLE 19 - RETIREMENT 

 
Employees shall be enrolled in the Maine Public Employees Retirement System Plan 3C for retirement 

at the end of 25 years of credited service in the department, regardless of the Employee’s chronological age.  

 
Employees upon reaching 25 years of credited service, regardless of age, shall be eligible to enter into 

a retire in place program (the “Program”). The next day after an employee is eligible to retire with full 
benefits shall be their eligibility date (the “Eligibility Date”) at which time they can opt into the Program. 

Under the Program they will be able to collect from their retirement account while continuing to work for 

APD. 

 

Upon entry into the program, eligible members in good standing will agree to be immediately rehired 
for a maximum of 60 months. For each month beyond the eligible date, the member reduces the maximum 

eligibility by the equal amount of months. The minimum amount of months in the program will be 12 months. 

The city may authorize an additional 12 months for a total of 72 months upon written request of the 

employee with a 12-month advanced notice. The city will determine if the request will be granted or denied 

and will respond to the employee within thirty days of receiving the request.    
 

Upon initial separation, all members must cash out all allowed accrued time. Upon rehire, the member 

will be awarded 29 personal days with 4 of the 29 days having no monetary value.  The first 4 personal days 
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used each year are deemed to be those without monetary value.  Annually the accrual of personal days will 

be posted on the anniversary date of the member’s rehire and may roll over from year to year. If a member 

separates prior to completing a full year, the amount will be prorated by month in calculating cash out of 

personal days. 

 
If a member has become disabled while participating in the Program, the member shall be treated as if 

they had concluded the Program.  

 
Upon rehire pursuant to this Article, members will be granted 12 “extended sick bank days.” A “day” 

shall be equivalent to the number of hours the member is working at the time of rehire. The extended sick 

bank will provide 12 sick days per year (credited on the member’s anniversary date and based on the 

numbers of hours in a day that the member is working at that time).  Employees who are sick more than two 

consecutive scheduled workdays are eligible to start using the 12 extended sick bank days instead of using 

their personal days. Each additional extended sick time occurrence within that year would first require the 

use of two personal days, assuming the member has remaining extended sick bank days available. Extended 

sick bank days cannot be rolled over from year to year, cashed out upon separation or used in the funding of 

a member’s cafeteria benefits plan. If a member experiences an extended sick leave and depletes all of the 
member’s extended sick days, that member may then revert back to utilizing any other accumulated earned 
time, including remaining personal time. Consistent with regular sick time usage, extended sick days may be 

used because of an illness to a member’s “immediate family,” define as a spouse, child, or parent. 
 

Upon rehire, the participating member will receive an amount equal to 50% of the City’s required 

MePERS 3C plan contribution, which amount will be placed into an allowable tax deferred retirement 
contribution program.  

 
All other provisions of this Agreement, other than those pertaining to accrued leave, shall not be 

affected hereby. 

 
ARTICLE  20 - CLOTHING ALLOWANCE 

 
Section 1 - Purpose 

 
The City will furnish to employees an annual allowance for the purposes of purchasing, maintaining, 

replacing, or repairing required uniforms, optional clothing or equipment listed in Appendix A. An employee's 
primary clothing and equipment shall be maintained in good condition prior to purchasing optional clothing 

and equipment. Employees not required to wear a uniform on a daily basis shall maintain a complete BDU and 
Class A uniform. 

 
Section 2 - Reimbursement 

 
Employees will be reimbursed for eligible expenses through purchase order or submission of receipts. 

The Police Chief may establish policies and procedures regarding clothing allowance reimbursement. An 

employee, who has civilian clothing damaged while performing an approved plain clothes detail, will be 
replaced or repaired up to a maximum of $50.00 from the employee's allocated clothing allowance. If 

damaged in the line of duty, the officer must notify the court officer for possible reimbursement through the 
court restitution process. 

 
Section 3 -  Uniform Policy 
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The Police Chief shall establish and maintain a uniform policy regarding uniform requirements and 

maintenance. A committee appointed by the Chief in consultation with the Union may be established on an as-

needed basis to consider changes in style or quality of the uniform.  The Police Chief shall have final approval 

of all uniform standards. Employees must maintain uniforms in accordance with the policy regardless of the 
amount of clothing allowance. 

 

Section 4 - Separation 

 
Employees who are discharged, retire, or otherwise terminate their employment with the City shall not 

be entitled to the balance of any unused clothing allowance. 

 
Section 5 - Allowance 

 
Permanent employees shall receive a maximum annual clothing allowance of $800. An employee can 

elect to participate in the department laundering service; those who choose to participate will have their 

allowance reduced to $600. Notification must be made to the Chief in January of each year. An employee not 
participating in the laundering service can elect to take up to $400 of the annual clothing allowance for the 

cleaning and maintenance of uniforms and equipment. The allowance will be available on the first day of the 
City's fiscal year. 

 
Members may annually roll over and bank up to $1,000 from their allowance to be used for other 

items identified on the clothing and equipment lists. 

 
Section 6 - Cell Phone Stipend:   

 
Sergeants shall receive a $45 per month cell phone stipend paid monthly on the first week of the 

month.   Lieutenants will receive $65 per month, paid monthly on the first week of the month.  

 
ARTI CLE 21 - WORKERS' COMPENSATION 

 
Employees, who are covered by this agreement, and become incapacitated as a result of an illness or 

injury arising out of and in the course of employment shall continue to receive, in addition to compensation 

paid or payable under the Workers' Compensation Act, an amount sufficient to provide them with full pay 

while the incapacity exists and until they return to active duty, are placed on disability retirement, become 
eligible for a retirement pension or resign. For purposes of this article, full pay shall be defined as the 

employee's current base salary, as set forth in the attached wage schedules, plus other monetary benefits for 

which the employee would have been eligible if not incapacitated. Full pay shall not include compensation for 
overtime not worked during the period of incapacity. Monetary benefits for which the employee's eligibility 

cannot be determined due to the nature of the illness or injury causing incapacity shall be withheld until such 
determination can be made (i.e., merit pay). The City shall also pay all hospital and medical expenses in 

accordance with the Workers' Compensation Act. 

 

Employees provided benefits under this article shall continue to accrue sick leave, vacation benefits and 

holidays, subject to maximum accumulations, during the first twelve (12) months of incapacity. Employees 
may receive health insurance coverage for up to thirty-six (36) months from the date of incapacity or until the 
employee returns to active duty, is placed on disability retirement, or resigns, whichever comes first. Employees 

receiving benefits under this article shall not be charged sick leave. Employees may take vacation leave while 
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receiving benefits under this article, but in no case shall they receive double payment during said leave. 

 

Employees who are unable to perform regular job duties as a result of an incapacity from an illness or 

injury arising out of and in the course of employment may be assigned, if available, other work normally 

performed by police officers or work related to work done by police officers (i.e., crime prevention, crime 
analysis, community policing, school liaison, etc.). Employees may agree to work which is not normally 

performed by or related to police officers. In all cases, such work and its availability shall be determined by 

the Chief and approved by a qualified physician familiar with the employee's incapacity. 

 

The City reserves the right to require an independent medical examination to determine the extent of 
the incapacity. Employees who are determined by a qualified physician to be unable to ever return to work 

shall immediately apply for disability retirement. The City's liability to pay benefits under this section shall not 

be cumulative and may deduct any benefits provided by Workers' Compensation or require the employee to 
assign to it the right to receive any such benefits that any such employee repays to it the amount of any such 

benefits previously received. 

 

Each time the injured employee is examined by his/her qualified physician, the physician shall provide a 

statement to the City indicating the employee's condition and whether or not the employee may return for 

regular duty. When the physician certifies the employee to be fit to return for normal duty, the employee shall 

immediately return to work as directed by the Chief or his designee. 

 
ARTICLE 22 - COURT TIME 

 
Employees covered by this Agreement, required to make an off-duty attendance at Court, shall receive 

a minimum of three (3) hours pay at his overtime rate for each such attendance or time and one half (1 1/2) 
his regular base hourly rate for all hours in attendance, whichever is greater. Any compensation (from other 

than the City) received by the employee for attendance at any Court or official hearing shall be paid to the City. 

 
ARTICLE  23 - MANDATORY IN-SERVICE TRAINI NG 

 
The Police Chief shall make available to all employees covered by this Agreement 

a minimum of 25 hours not-to-exceed a maximum of eighty (80) hours per year Mandatory-In-Service Training. 

Employees participating in this program shall be paid one and one half (1.5) times their regular hourly rate 

of pay for all hours of training received while not on a regularly scheduled shift under the provision of this 
program not-to-exceed eighty (80) hours in any single year. Payment for mandatory training hours will be paid 

in the payroll period in which it was worked. It is the intent to make available to all employees, as best as can 
be scheduled, an equal number of training hours. Attendance at mandatory training may be excused with the 

prior approval of the Chief. 

 
ARTICLE  24 - LIFE INSURANCE 

 
The City will pay the life insurance premiums under the Maine Municipal Employees Health Trust 

Supplemental Life Insurance Plan up to the first $23,000 of coverage for each member of the collective 
bargaining group provided that the following conditions are met: 

 
1. The participation rate (as determined by MMEHT) for the bargaining unit is achieved in order to 

provide the plan to the members. 
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2. The member agrees to purchase the remaining premiums based upon 1X, 2X or 3X his/her base 

annual salary.  If the member does not purchase the remaining life insurance coverage, then the 

member will not be eligible for the first $23,000 of paid coverage by the City. 

 
ARTICLE 25 - INCONSISTENT RULES. REGULATIONS AND ORDINANCES 

 
The provisions of this Agreement shall govern, where specifically applicable, any inconsistent rules, 

regulations or ordinances or any other provision or law notwithstanding. In all other cases the City Administrative 

Manual in effect on the date of this Agreement shall govern questions of intra- departmental procedure and 
working conditions in the department. The City shall cause to be drafted and put into effect all necessary 

ordinances to make existing ordinances consistent with this Agreement. 

 
ARTICLE 26 - SAFE EQUIPMENT 

 
It shall be the responsibility of the City to maintain equipment in a safe working order. Officers shall be 

responsible to report defects in equipment to their supervisor. 
 

ARTICLE  27 - LIABILITY INSURANCE 

 
The City of Auburn shall continue to provide employees with liability insurance with the limits of $300,000 

with respect to any action brought under the State of Maine Tort Claims and $350,000 with respect to any action 

brought outside of the State of Maine Tort Claims Act including but not limited to false arrest, police brutality and 

civil rights violations.  The cost of all legal fees and costs related to any action shall be paid by the City in addition to 
the stated claim limits. The City may provide such coverage through a private insurance company, a public self-

funded risk pool or by self-insuring.  The Union, through its attorney, shall have the right to review said policy and 
its terms. 

 
ARTICLE 28 - OUTSIDE EMPLOYMENT 

 
Police officers will not engage in outside employment which might in any way hinder their impartial 

performance of their assigned duties as a police officer. Police officers who wish to obtain outside employment 
must first advise the Chief of Police and sign the following waiver: 

 

"The undersigned, an employee of the City of Auburn, does hereby waive and release said City from any 
labor expense or costs because of any injury incurred for reason of any employment accepted by the 

undersigned other than as an employee of said City. 

"I further release the City from any claim for salaries or wages during any absence caused by such 

injury". 

 

1. Police officers shall annually advise the Chief of Police relative to outside employment and any 

changes thereto on forms provided by the Chief of Police prior to July 1st of each year. Such 

outside employment shall not be acceptable if any of the following conditions apply or develop: 
 

2. Where it occurs that secondary employment has an adverse effect on the officer's sick leave record 
and work performance. 

 

Where the nature or location of the employment compromises the effectiveness of the employee as an 

Auburn Police Officer or creates the appearance of impropriety on the part of the officer on the City. 
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Where secondary employment impairs the officer's ability to discharge the duties and responsibilities 

of his City  job. 

 

Where an officer is using his City position to influence his outside employment. 
 

Officers who engage in secondary employment shall do so only with the understanding and 

acceptance that their primary job is as a Police Officer for the City of Auburn. 

 
ARTICLE  29 - MILITARY LEAVE 

 
All employees who are members of the organized military reserves and who are required to 

perform field duty will be granted reserve service leave in accordance with applicable federal and state 

statutes, in addition to normal vacation time. In order for the Chief of Police to accommodate military leave 

and to provide adequate staffing for the department, the reservist must provide a copy of the written 

orders as soon as possible after they are received.  For any such period of reserve service leave, the City will 

pay the difference (if any) between service pay, and the employee's regular pay. 

 
ARTICLE  30 - RECIPROCITY AGREEMENT 

 
If an employee is injured on the job as a direct result of a violent action taken against him by a private 

individual(s), he shall have the first right to take civil action against said individual(s). However, if the employee 

does not wish to take civil action, he shall assign that right on request to the City who then shall have the right 
to proceed with civil action. Expenses for action by the City shall be the burden of the City as well as any 

revenue derived from such action shall revert to the City. 

 
ARTICLE 31 - SENIORITY 

 
Section 1 - List 

 
A seniority list shall be established naming all the employees covered by this agreement, beginning 

with the employee who has the greatest number of years of seniority within the rank first. 

 

Seniority shall be determined by rank (lieutenant and then sergeant) based upon the employee's date 
of promotion. If in the event a promotional date is shared by another employee, seniority will be determined 

by date of hire. Seniority, for the purposes of this agreement, shall be interpreted to mean length of 

continuous service only, with the exception of members enrolled in the in-service retirement program. Seniority 

shall be the sole governing factor affecting vacations.  Seniority shall be a governing factor affecting 

assignments (provided all other qualifications are equal) and shift selection, though both are subject to 

approval by the Chief of Police. 

 
Section 2 - Posting 

 
The seniority list shall be made available to the Union within thirty (30) days after the signing of 

this Agreement and posted on the department bulletin board. Corrections to the seniority list shall be made 
within thirty (30) days of such posting. After such thirty (30) day period, the seniority list shall be deemed 

correct. 
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ARTICLE 32 - DRUG TESTING 

 
The Auburn Police Department will develop and implement a "for cause" drug testing program in 

compliance with state statutes, and the Departments of Human Services and Labor drug testing regulations 

within the first year of the contract. 

 

The City will meet and consult with the superior officers bargaining unit over those sections of the 

drug testing program which relate to current employees including but not limited to the following areas: 
 

What constitutes "for cause" for conducting drug tests on an employee; 

 

• positions to be covered by the policy; 

• level of illegal drug permitted in the sample; 

• consequences of having a positive test; 

• consequences of refusing to submit to the test; 

• rehabilitation/treatment provided to an employee with a positive test; 

• facilities at which the tests will be conducted; 

• the sample collection process; 

• notification of process to employees of written drug testing policies; and 

• confidentiality of non-drug related medical information on the employee. 
 

The drug testing program will not be implemented until the plan is approved by the Department of 

Labor. 

 
ARTICLE 33 - ACTIVE AGREEMENT 

 
The Union and the City may, by mutual consent, agree to discuss, reopen or negotiate any matter or 

contract provision of interest to the parties during the term of this agreement.  In particular, the parties may 

agree to reopen and make any necessary amendments resulting from discussions and implementation of 
the annual Labor-Management Team Work-plan (referenced in Article 35). 

 
ARTICLE 34 - DURATION OF AGREEMENT 

 
This Agreement shall cover the period July 1, 2021, through June 30, 2024. This Agreement shall 

remain in effect until a subsequent agreement is reached. 

 
 

ARTICLE  35 - LABOR MANAGEMENT TEAM 

 
The Union, its members, and the City agree to continue to participate in the Labor-Management 

Team. The purpose of the team is to work together in identifying and implementing improvements to the 

operations of the Auburn Police Department and service to the citizens of Auburn. The goals of the team 

include fostering good communications (both internal and external to the department), improving customer 

service (internal and external), increasing accountability and effectiveness, and realization of cost savings. 
 

The City and the Union agree shall continue hold labor management discussions. Annually, the team shall 

develop a work plan for the department. The work plan will be developed to identify and prioritize those 
issues/areas of improvements that the team will concentrate on in achieving the Team's goals. 
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In witness thereof, the undersigned have caused this Agreement to be executed the ___ day of ________, 
2022, with an effective date of July 1, 2021. 

 

 

CITY OF AUBURN  FRATERNAL ORDER OF POLICE – 
COMMAND UNIT 

 

 
 

 

  

By: Phillip L. Crowell, Jr. 
Its City Manager 

 By: Mike Edes 
Its 

   
 

 

  By: Matthew Dailey 

Its 

   

 
 

  By: Matthew Elie 

Its 
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Appendix A 

Uniform Policy 

 
1. All uniform, insignia, accessory, equipment and optional items will meet department specification and 

approval of the Chief. 

2. All items, except footwear and civilian clothes must be returned to the department upon separation. 

3. The Police Chief's sole discretion shall determine the situation and manner of wearing of uniform types and items. 

4. Body armor shall be required to be worn while in uniform or on special detail. Replacement of body armor will be 

as recommended by the manufacturer and as monies are available. 

5. Weapons will be issued by the department and will remain department property. 

6. City will clean or replace uniforms or equipment which becomes contaminated with hazardous materials, including 

bodily fluids, as needed. 

 
                                                                        ISSUANCE & REPLACEMENT LIST 

Category/Item: Quantity Category/Item:             

  Hats (8-point/l ball cap) 2          Sport Jackets 

  Shirts (3 winter/ 3 summer) 6          Dress Slacks 

  Pants 3 pr.          Dress Shirts 

  Duty Gloves 1 pr.          Ties 

  Tie 1          Dress Shoes 

Blousing 

Straps 

Shoes 

(Dress) 

Boots (All Season - Military Style) 

1 pr. 

1 pr. 

1 pr. 

 

   Coat 

   Class A Uniform 

1 

1 ea. 

 

   Raincoat 1  

Insignia        Accessories  

   APD Pins 2       Weapon 1 

   Name Tags 2 leather/Nylon Gear                                                   all 
   Rank Insignias As Appropriate       Handcuffs 1 

   Departmental Patches As Appropriate       Pepper Mace 1 

   Badges 2        Attache Case l 

   Hat Insignia 1   

              OPTIONAL CLOTHING/EQUIPMENT LIST (Other Items not listed must have prior approval) 

  Sweater Socks Dickey 

  Raingear {additional) Mock Turtleneck Cold Weather Clothing 

  Polo Shirt Shoes (Black Casual) Range Clothing 

  BDU Windpants Boots (Summer) Gore-Tex tm Ballcaps 
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EXHIBIT B CITY OF AUBURN HEALTH PROMOTION PROGRAM 
 

The program seeks voluntary compliance with a health promotion and health care management 
system which focuses primarily on prevention activities. The goal is: 

 

• To reduce the overall need for health care services by City employees and their dependents 

• To prevent disease by rewarding employees and their dependents for healthy behavior 
that will prevent disease; and 

• To lower the rate of increase in the City's health insurance premiums. 
 

The program can be broken down as follows: 
 

Health Risk Analysis and Education 
 

The first major part of the program is an individual health risk analysis which will be available 
for each Employee who desires one. This service may be provided by a health care provider that will 
be under contract with the City to provide these services or by the Employee's primary care 
physician. If the Employee opts to use his/her primary care physician, the result of the health risk 
analysis will be provided to the City's contracted health promotion provider. The health risk analysis 
will include but not be limited to high blood pressure, elevated cholesterol, diabetes screening, 
smoking, and body mass index (BMI). The aggregate results of the analysis for all City employees will 
be available to the City. However, consistent with Federal Law, the City will not have access to 
individual health risk analysis. 

 
A health care educator will be assigned and responsible to work with each and every 

employee that signs up for the program. These educators will work to establish the base line for 
health risk factors for each Employee. Once established, the educators will work with the Employee 
to provide wellness goals and benchmarks. Educational material and motivation will be a core part of 
the program. 

 
After the initial consultation, each Employee will receive at least one additional face-to-face 

meeting annually. Such meetings will be primarily designed to be on the job site for the employees 
and in a private setting. Depending on the results of the health risk analysis and the goals of the 
Employee, additional meetings will be scheduled. Should a face-to-face consultation not be practical, 
phone and email may be acceptable alternatives. 

 

The City, after consultation with the Health Care Educator and the City Wellness Team, will, 
at a minimum, provide monthly health related programs and topics that relate to the challenges 
that are facing the Employees. The City will continue to seek creative and meaningful ways to 
reward and recognize employees making progress in obtaining their individual health care goals. 

 
Health Care Advisory Team 

 
The City's Wellness Team will meet regularly to assist in recommending health related programs, 

adjustments to the percentage distribution and any wellness issues or concerns that may arise. Though 
the Team may recommend changes or adjustments to the program, the City will make the final 
determination to either accept or reject such recommendations. Lastly, since communications is such an 
integral part of any successful program, the Team will serve as an information conduit to City employees 
to assist in keeping 
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them apprised of ongoing health care issues. 
 
Health Care Management Proposal 
 

The insurance proposal is as follows: Employees' portion of health insurance premium increases 
from 15% to 25%, effective July 1, 2007. Alternatively, an Employee may participate in the Health 
Promotion Program and make his/her intentions known to participate by November 31, 2007. The 
program's implementation date is December 1, 2007. During the first seven months of the program 
(12/1/07 to 6/30/08), employees need only agree to participate in the program to obtain the 10% health 
insurance premium savings. After July 1, 2008, employees are expected to meet the specific goals by 
utilizing their 'best efforts' as established by the Health Care Educators to obtain the full 10% savings. 
 

 
Health Promotion Program and Health Insurance Cost Share 
 

The proposed health insurance employees cost share is 25%. Employees who are participating 
in the Health Promotion Program are expected to meet the specific goals by utilizing their 'best 
efforts'. Employees who meet this goal will continue to pay 15% of the total premium. The program 
has two goals: First, to improve the health of each Employee through risk assessment and education; 
second, to reduce the long-term cost of health insurance for each Employee and the City. The use of 
the deduction in premium is not intended by the City to be a primary source of savings, but as an 
instrument to make the program important and meaningful. As such, an Employee who makes a 'best 
effort' but falls slightly short of meeting their goals will not be penalized, providing, however, that the 
following three criteria are met: 
 

• The Employee has participated in the Health Risk Assessment; 

• Has made reasonable progress and improvement since the last measurement; 
• Has been recommended by their health care provider/educator as having made their “best effort.” 

 
The City will meet and discuss with the Union in all cases it deems an Employee to not 

have met this standard. Each case shall be decided on an individual basis and shall not be used as 
a reference in any way for any other Employee. 
 

At all times, the Employee shall be responsible for establishing and /or modifying appropriate goals 
with the Health Care Educator. The Health Educator shall be responsible, in consultation with the 
Employee, to determine the appropriate activities to meet such goals and to determine whether or not the 
Employee has made a 'best effort'. In the event of a conflict between the PCP and the Health Care 
Educator, the Employee’s PCP shall have final say in redetermining and/or modifying previously established 
goals. 
 
Flex Spending Account 
 

The City will continue to provide the Flex Spending Accounts through which the Employee may 
utilize a debit card or submit receipts for office visit co-payments, lab work, diagnostic testing, and 
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prescriptions. In addition, the Employee may increase the funds in the Flex Spending account by making 
additional contributions through payroll deductions and by allocating accrued sick days as allowed by the 
collective bargaining agreement. 
 

 


