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SECTION 800. GENERAL ADMINISTRATION

801.

802.

Reimbursement of Applicant Travel Expense

When the Personnel Department is unable to recruit locally for difficult-to-fill, key positions, the City
of Tulsa may reimburse out-of-town applicants for travel expense. Interviews and travel shall be
arranged by the Personnel Department and reimbursement must be authorized by the Personnel
Director prior to travel. Reimbursement shall be limited to the following:

A Transportation Expenses

Round trip transportation expenses of applicants who live more than one hundred (100)
miles from Tulsa, Oklahoma, may be reimbursed as follows:

A1 Private Automobile - Mileage will be paid at a rate commensurate with
current transportation policy for City employees. Parking
and toll fees may be reimbursed as verified by receipt.

A2 Airline - Coach-class fare for applicant only as verified by receipt or cancelled
ticket.
13 Taxi - In-City travel expense to and from airport commensurate with current

transportation policy for City employees.

2 Personal Expenses
.21 Lodging - The reasonable and customary rate per twenty-four (24) hour period

as verified by receipt.

22 Meals and approved miscellaneous expenses not to exceed the per diem
payable to City employees under current transportation policies.

3 Length of Stay

The length of stay in Tulsa for interviewing and other approved activities which are
reimbursable shall be determined by the Personnel Director, but in no instance shall the
length of stay exceed three (3) calendar days.

New Employee Moving Expense

When the Personnel Department is unable to fill key positions locally with qualified personnel, the
City of Tulsa may reimburse some expense of moving a new employee and dependents, who are
permanent residents of the employee's household, from their present residence to the Tulsa
Metropolitan area. The Personnel Director or designee must approve in writing, the applicable
moving expense reimbursements, prior to the appointing authority's commitment to hire the
new employee. Normally, the reimbursable expenses will be detailed in the employment offer
correspondence.




House Hunting Trips

Expenses will be reimbursed for the new employee and spouse covering one (1) trip to
Tulsa, not exceeding one (1) week, in order to secure living accommodations.
Reimbursement will be made in accordance with Section

802.2 and .3 below.

Personal Transportation

Travel to Tulsa shall be reimbursed for only one (1) mode of transportation by the most
direct route. Where more than one (1) mode of travel or more than one (1) vehicle are used,
only the mode resulting in the greater expense shall be reimbursed. Personal transportation
expenses of newly hired employees and dependents who live more than one hundred (100)
miles from Tulsa, Oklahoma are reimbursed as follows:

21 Private Automobile - Mileage and toll fees will be reimbursed at a rate
commensurate with current transportation policies for City employees.

22 Airline - Coach-class fare for the employee and each dependent as verified
by receipt or canceled ticket.

Personal Expense Allowance

Personal expense, in addition to transportation of newly hired employee and dependents
that live in excess of one hundred (100) miles from Tulsa, will be reimbursed as follows:

.31 Personal expense incurred by the employee and dependents for lodging shall be
paid at a reasonable and customary rate as verified by receipt. An allowance may
be authorized to cover meals and miscellaneous expenses. The total amount of
the allowance shall not exceed the per diem rate payable under current
transportation policy for City employees, plus an additional ten dollars ($10.00) for
each dependent.

.32 A maximum of one (1) day's allowance per four hundred (400) miles' travel shall
be authorized. In no instance shall Personal expense be paid for more than three
(3) days on the road or three (3) days after arrival in Tulsa, while awaiting the
arrival of a moving van.

Moving Allowance

The City of Tulsa may, in selected cases, provide a cash advance to cover miscellaneous
expenses incidental to the move which are not covered by other provisions of this policy. The
amount of this allowance may vary and is limited to a maximum amount equal to one (1) month's

base salary of the new employee.

The Personnel Director or designee must authorize and approve the amount of this
allowance in advance of the commitment to hire.

Shipping Expenses of Personal Belongings

Shipping expense of personal belongings of newly hired employees and dependents that
live more than fifty (50) miles from Tulsa, Oklahoma, will be reimbursed subject to the
following limitations:




51

52

.53

54

The City shall select a mover and arrange to move household goods to the new
location. The City shall pay the moving company directly for authorized services
which include:

.511 Containers, packing, crating at origin and unloading at destination, limited to
a maximum of $1,500.

.512 Transportation of household goods and personal effects from previous
residence to new location.

.513 Insurance of transit protection up to $1.25 per pound based on actual shipping
weight (Additional coverage up to the full value of the belongings may be
purchased by the employee).

.514 Normal servicing of household appliances at tariff rates, i.e., preparation for
shipment of phonographs, refrigerator units or other appliances (The
expense of removing or installing electrical or plumbing connections or
television antennas is not allowed).

Expenses which are not reimbursable:

521 Overtime moving charges, waiting time charges, or extra pick-ups and
deliveries unless authorized in advance.

522  Cost of maid service, cleaning and painting at old and new residence
including cleaning of clothes, rugs or draperies.

.523  Shipping or storage of perishable or frozen foods; pets, cars, boats,
campers, or other bulky articles as described in Inter-State Tariff Rules;
firewood, bricks or other building materials.

524  Removal of draperies, rugs or fixtures; removal or installation of television
or FM radio antenna; television adjustment; piano tuning; utility deposits;
telephone installation charges, etc.

525  Assembly or disassembly of yard equipment; i.e., swing sets, jungle gyms;
etc.

.526  Purchase of furniture or appliances needed in the new residence or
replacement of furnishings left at old residence such as wall-to- wall
carpeting, draperies, or Venetian blinds.

527 Losses on such items as unexpired school tuition, club fees, registration
fees, etc.

.528  State or local personal property or use-taxes.

529 Realty expenses at the new location or other expenses at the new location
or other expenses connected with acquiring a new home.

Should an employee engage a carrier or personal agent to perform or arrange
unauthorized services, payment shall be made directly by the employee and is not
reimbursable.

Claims for damage in transit are to be filed by the employee directly with the carrier
as soon as possible. The employee is responsible for signing inventory lists at
points of loading and unloading.




Self-Move Expenses

In some instances, the City of Tulsa may elect to pay alternative shipping expenses for
new employee personal belongings (Usually small apartment-size loads or less). New
employee may use a self-haul truck or trailer and receive reimbursement by submitting
paid receipts for this expense.

Temporary Living Expense

If a new employee is unable to immediately secure living quarters in Tulsa, the City may
elect to pay necessary and reasonable living expenses for lodging and meals. These
expenses will be paid for a maximum period of thirty (30) days or until permanent residence
is established, whichever comes first. Proper documentation of lodging expenses must be
submitted for reimbursement. Meals shall be reimbursed at a rate of ten dollars ($10.00) a
day per family.

Temporary Storage of Household Goods

A maximum of thirty (30) days storage charges may be reimbursed, as well as in- and-out
charges and movement of household goods to the permanent residence within the Tulsa
Metropolitan area. Proper documentation of expenses must be submitted for
reimbursement.

Administration

91 At the time of notice of employment, the Personnel Director shall provide each new
out-of-town employee with two (2) copies of the moving information form (to be
returned to the City Purchasing Agent) and one
(1) copy each of the moving allowances policy and the employee instructions. The
Personnel Department shall notify the Purchasing Agent that the relocation has
been authorized.

.92 The Purchasing Agent shall select a moving company and review all arrangements
for compliance with the moving allowances policy.

.93 Employees relocated at City expense who resign within one (1) year from their
employment date shall repay the City fifty percent (50%) of the total relocation
expense (including personal transportation, personal expense allowance and
shipping expense of personal belongings).

.94 Expenditures or actions not in conformance with section 801 and 802 can be
authorized by the Personnel Director with the approval of the Mayor.

Identification Card Program

An employee whose work requires providing City identification to the general public, or
whose work site is in a restricted or security area, shall be issued a City of Tulsa
Identification card to be carried or worn at all times. Each department shall determine which
positions require identification cards.

The procedure for the issuance of an Employee Identification Card shall be as follows:

21 The designated employee shall be issued a completed official employee
identification card (TUL-1954) by their department along with a memo authorizing
a photograph. The employee shall bring the card and memo to the Personnel
Department where a photograph is taken for the identification card.




22 Uniformed employee Identification Cards shall include the employee's position
classification; therefore, the above procedure shall apply whenever promotions,
demotions and transfers of a uniformed employee occur.

23 Nonuniformed employees holding an identification card in their present position
and transferring to another department where an identification card is also required
for the new position shall follow the above procedure.

In the event an employee's identification card is lost or stolen, the procedure for reissuing
the missing card shall be the same as for an original issuance.

Each department head shall retrieve all identification cards from employees leaving the
department. Returned cards shall be destroyed. To ensure compliance with this provision,
no terminated employee shall be issued a final pay check until the identification card has
been returned to the department.

Interim Check Policy (MOVED TO SECTION 203).

Political Activities

Article 10, Section 10.1 "No person in the classified service shall take an active part in any
campaign for the election of officers of the City, except to vote and privately state a personal
opinion." Article 11, Section 5.1, No chief, officer, or sworn member of the Fire Department
shall take an active part in any campaign for the election of officers of the city, except to
vote and privately state a personal opinion."

Definitions

21 "Employee" means an individual who occupies a position in the classified or
sworn service;

22 "Political party" means a National political party, a State political party, and an
affiliated organization;

23 "Election" includes a primary, special, and general election;
24 "Active Part" means the following:

241  Filing as a candidate for elective office of the City of Tulsa while
employed by the City;

.242  Endorsing and/or opposing a candidate or party or otherwise participating
in any political campaign activities for elective office of the City of Tulsa
while on duty and/or in uniform.

No employee, whether on or off duty, shall cause or permit political activities to detract from
or interfere with the performance of the job duties of any employee of the City of Tulsa or
cause disruption in the work place.

Any employee who violates any of the provisions of the political activities policy shall be
subject to disciplinary action that may include dismissal.

Transportation Support

It is the City of Tulsa's goal to enhance recruitment of qualified applicants and to retain
employees by supplementing the cost of bus transportation and parking.




807.

3

The administration of the Transportation Support Program shall be the responsibility of the
Transportation Committee. Department heads shall be responsible for administering the
program to their employees.

Decisions of the Transportation Committee shall not be subject to the grievance procedure.

Travel for Official City Business or Professional Development

Revised: March 18, 2002, Revised: December 31, 2012, Revised January 10, 2018.

The City will cover reasonable and necessary travel expenses incurred for authorized City business
including official meetings, conferences, seminars, workshops, examinations, and other City-
related activities with approval of their department head or designee. Only those events that are
necessary in the conduct of City business or are directly related to the employee’s professional job
development shall be authorized. Employees shall submit travel expense claims that comply with
this policy and the Finance Travel Polices & Procedures.

A

2

3

Airfare

A1

A2

Airfare should be booked at the lowest available fare. Travelers must fly coach
class. If traveling internationally, business class travel is acceptable if the travel
segment exceeds eight (8) hours of scheduled flying time.

Employees will first explore the option of using Tulsa International Airport (TUL) for
all airfare. If a flight through TUL is available within 4 hours of travel time each way
from flights available through Dallas (DFW/DAL), Oklahoma City (OKC), or another
regional airport and the cost of the TUL flight is within $300 of the lowest priced
ticket at the other airport, then the employee will be required to use TUL.

Per Diem

21

Per Diem is a fixed amount provided for meals and incidental expenses when

traveling on City business. The current per diem rates are available from the
Finance department or from department payroll clerks.

One Day Trips.

31

32

One day trips do not require a Travel Authorization unless air travel is necessary
as determined by the department head.

Per Diem for meals and incidental expenses is not provided for a trip not requiring
an overnight stay or airfare, rather expenses may be reimbursed with proper
receipts or a Purchasing card may be used.

.321  One (1) meal, including tip, up to an amount as approved by Executive
Order No. 2015-01 as may be amended from time to time.

.322  Mileage for personal car or gasoline for a City car.
323  Toll fees.

324  Parking fees up to $10.00.




4 Purchasing Cards

41 Purchasing cards should not be used for any expense covered by per diem, and
any use for travel must conform to the Purchasing Card Policies and Procedures.

5 Donation of Travel Expenses

51 City ordinances stipulate that all travel expense donations shall be approved by
the City Council. Travel expense donations mean any travel- related expense paid
in whole or in part by any person, firm, or corporation other than the City of Tulsa
(Government agencies excluded) and shall include all contribution, proceeds or
honoraria received in connection with travel for official City business or
professional development.

52 Approval of travel expense donations must be placed on the Mayor's Agenda
before going to the City Council. This process will take additional time.

.6 Travel Advances and Final Expense Reimbursements

.61 Per Diem is the only expense that may be advanced to the traveler. Requests for
advances should be submitted to the Finance department with appropriate
approvals no later than payroll cutoff for the payday that precedes the traveler’s
day of departure.

.62 Travel advances are not to be transferred to another employee in the event that a
change in travel plans occurs.

.63 Completed Travel Expense Reimbursement reports certifying and approving final
expenses should be submitted to the department head or designee within two (2)
weeks of trip completion. Failure to submit such reports within a timely manner will
result in the full amount of any advance being deducted from his/her next
paycheck. Additionally, the employee will not be eligible for future travel advances
for six months.

v Travel Expenses

71 Airfare should be paid by Purchasing card. Traveler's insurance and ticket
upgrades are not covered.

.711 Travelers should try to ensure that required baggage fees are paid with the
Purchasing card when scheduling travel with the vendor. Travelers should
be aware that additional baggage or seating fees may be required before
boarding and those fees may be reimbursed upon presentation of proper
receipts.

72 Car rental, if necessary, should be paid by Purchasing Card when possible. See
PPPM 807.7.76.

.721  Car rental should be for an economy or compact car. Justification of
necessity should be provided when the selected vehicle is more
expensive.

.722 The City assumes responsibility for collision damage. Employee should
decline purchasing insurance.

73 Hotel Costs should be paid by Purchasing card when possible. See PPPM
807.7.76.
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74

75

.76

g7

.78

.731 Lodging shall not exceed the single room rate of the establishment and
should be within an adequate but economic range.

.732 If for any reason there are any charges for lodging, note reason on
reimbursement report.

Parking/Tolls/Shuttles will be reimbursed by providing proper receipts.

Travel by means of a personal vehicle will be reimbursed at the standard IRS
mileage rate, plus parking and tolls up to a maximum of the cost of the least
expensive and available coach airfare flying to and from that destination.
Appropriate use of advance airfare opportunities should be the basis for
determining what is the least expensive and available coach fare.

Other travel expenses, not included in Per Diem, should be paid by Purchasing
card or will be reimbursed upon providing of proper receipt.

Trip duration and associated expenses will be limited to a maximum of one (1) day
before and one (1) day after a scheduled event as necessitated based on
reasonable scheduling considerations, unless a longer stay is financially prudent
and is pre-approved by the department head or designee.

Telecommuting

See Telecommuting policy in Personnel Policies and Procedures Manual Section
800 for travel policies in regard to telecommuting employees.

Travel and Hours of Work

81

.82

.83

.84

.85

For travel involving only one (1) day where an overnight stay is not required, all of
the time spent traveling is considered as hours worked. Non-exempt employees
shall receive appropriate compensation for such hours.

For trips requiring an overnight stay, those hours which coincide with a non-
exempt employee’s regular work hours will be compensable or considered as
hours worked. This applies regardless of whether the work and/or travel occur on
the employee’s regular shift or regular day off. Travel outside regular work hours
is not compensable while traveling as a passenger on an airplane, train, boat, bus,
or car and where the employee is free to relax. A non-exempt employee’s hours
are compensable if he/she must perform work (including driving) while traveling.

Exempt employees shall not be eligible for overtime pay for any hours worked
during travel.

If the employee elects and is approved to take additional time off combined with
an approved business trip, appropriate paid leave shall be used for all time beyond
that allowed within 807.7.78.

An individual shall be considered in an active employment status during travel and
work or meeting activities directly relating to the purpose of the trip (and subject to
the provisions above as relates to hours of work and compensability).

808. Personnel Records

A

In order to comply with the "Oklahoma Open Records Act", *this policy is established to
provide a timely and consistent application of the provisions governing release of personnel
records to requesting persons or organizations.




A1 The Personnel Department is the official City holder of personnel records.

12 The Personnel Director or designees shall be authorized to release personnel
records, subject to specific guidelines and confidential limitations of the "Oklahoma
Open Records Act".

Copies or access to the City's personnel records shall be furnished to a person or
organization upon receipt by the Personnel Department of an official formal request,
subject to the following provisions:

21 Requests for copies or access to personnel records must be submitted on the
City's official records request form.

22 Requests for copies or access to personnel records which relate to current or
pending litigation shall be referred to the City's Legal Department for final
disposition.

23 There are some personnel records which have been designated as confidential
and pursuant to those published guidelines shall not be copied or made available
to a requester. Confidential record disclosures are detailed in the following
subsections:

231  Personnel records which relate to internal personnel investigations,
grievances resulting in no loss to the employee, examination and selection
material for employment, hiring, appointment, promotion, demotion,
discipline or resignation are confidential.

232  Personnel records where disclosure would constitute a clearly
unwarranted invasion of personal privacy, such as employee evaluations,
payroll deductions, or employment applications submitted by persons not
hired by the City of Tulsa.

.2321 Current record of employee home address may be disclosed to the
Child Support Enforcement Section of the State of Oklahoma,
Department of Human Services.

.2322 Current record of employee home address may be disclosed to legal
process or subpoena servers.

.2323 Disclosure of employee worksite records to subpoena servers
and/or the Child Support Enforcement Section of the State of
Oklahoma, Department of Human Services is required when
requested.

24 All personnel records not specifically covered by the previously stated confidential
exceptions shall be made available for inspection or by copy to a requester
including, but not limited to, the following information:

241  Employment application of a person who becomes a City employee.

242  Dates of employment, classification title, or position.

243  Any final disciplinary action resulting in loss of pay, suspension, demotion
of position or termination. This information shall consist of a copy of the

Personnel Action and related accompanying correspondence.

244  Record of current pay rate.
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3 All City Departments shall refer persons requesting access to, or copies of, personnel
records to the Personnel Department.

4 The Personnel Department shall charge fees for document copying or reproduction in
accordance with established procedures and fee schedule for such services and materials.

5 The Personnel Department shall maintain a detailed record of all personnel record requests
and subsequent documents furnished to the requester.

.6 Any questions regarding appropriate release of personnel records under provisions of the
"Oklahoma Open Records Act", shall be resolved by the Personnel Director, designee, or
referred to the City's Legal Department for their final determination.

v Recognizing that each situation may be different and that specific instructions are not
possible for every case, consideration of four (4) factors should be made pertaining to any
disclosure of records by the Personnel Department. Disclosure of personal records such
as current home address, telephone number of employee and the worksite location may
be released, based on consideration of the following criteria:

71 The public's interest in the disclosure;
72 The interests of the person seeking disclosure of the records;
73 The degree of invasion of personal privacy caused by the disclosure;

.74 The availability of any alternative means of obtaining the requested information.

Sale of Items or Merchandise on City Property

This policy is to establish regulations governing the sale of items or merchandise by non employees
and City employees while on a City property.

A The sale for profit of any item or merchandise by a person not a City employee, while on
City property, is prohibited.

2 The sale for profit of any item or merchandise by a City employee, while on City property,
is prohibited.
3 The sale of items or merchandise for non-profit or charitable organizations by a person not

a City employee, while on City property, is prohibited.

4 The sale of items or merchandise for non-profit or charitable organizations by a City
employee, while on City property, will be permitted subject to the following limitations.

41 Selling activities shall be conducted before or after regular by scheduled work
hours.

42 Selling activities shall be conducted only on lunch or break periods during regular
by scheduled work hours.

43 An employee selling an item or merchandise shall not interrupt another employee's
work while attempting to make a sale.

44 An employee shall not engage in selling activities on behalf of a non-profit or
charitable organization unless the organization has obtained a solicitation
registration as required by City ordinance.
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Labor and Trades Collective Bargaining Policy - General

The City of Tulsa recognizes the importance of equitable and efficient management of work
practices and disputes within the specialized working environment of the Labor/Trades employees.
Accordingly, the City of Tulsa acknowledges that labor organizations should be recognized and the
extension of certain rights of collective bargaining should be granted to the extent provided in these
Personnel Policies and Procedures.

A Definitions

The following words and phrases, as used in the application and interpretation of these
collective bargaining policies and procedures, shall have the meanings respectively
ascribed herein, except where the context clearly indicates otherwise:

A1
A2

A3

14

15

City Council. City Council shall mean the legislative body of the City of Tulsa.

Collective bargaining. Collective bargaining shall mean the performance of the
mutual obligation of the representative of the City of Tulsa and the exclusive
representative of classified employees in an appropriate governmental unit of the
City to meet at reasonable times and confer in a good faith effort to reach
agreement with respect to the conditions of the employment affecting such
employees and to execute, if requested by either party, a written document
incorporating any collective bargaining agreement reached, except that such
obligation shall not compel either party to agree to any proposal or to make any
concession.

Confidential employee. Confidential employee shall mean any employee who acts
in a confidential capacity with respect to an individual who formulates or effectuates
personnel or labor-management policies or decisions, or who is responsible for,
maintains or has access to confidential personnel files and records and who is
designated as such by the Mayor.

Employee. Employee shall mean all regular and part-time permanent, non-
supervisory employees within the classified Civil Service of the City of Tulsa,
whose job classification and pay grade is identified by the Labor/Trade (LT)
designator, but shall not include:

.141  Confidential and temporary employees;

142  Exempt/Administrative (EA), Firefighter (FD), Exempt/Supervisory (ES),
Police Officer (PD), Office/Technical (OT), Professional/Managerial (PM),
Part-Time Attorney (PA), Seasonal (SE), Unclassified Employees (UC), or;

.143  Employees who participate in any strike, work stoppage or work slow-
down, of any kind whatsoever, against the City of Tulsa.

Labor organization. Labor organization shall mean any lawful organization,
association, federation or council recognized by the City of Tulsa as the exclusive
representative of employees in an appropriate governmental unit, composed in
whole or in part of classified employees, in which classified employees participate
and which has a purpose dealing with the City of Tulsa concerning conditions of
employment, but shall not include:

.151  Any organization which, by its constitution, by-laws, tacit agreement
among its members, or otherwise, denies membership or equality of




152  treatment because of race, color, creed, national origin, sex, age, political
affiliation, marital status, or disabling condition; or

153  Any organization which participates in the conduct of a strike, work
stoppage, or work slow-down, of any kind whatsoever, against the City of
Tulsa or imposes a duty or obligation to conduct, assist, or participate in
such a strike, work stoppage or work slow-down.

.16 Strike. Strike shall mean the concerted failure to report for duty, the willful absence
from one's position, unauthorized holidays, sickness unsubstantiated by a
physician's statement, the stoppage of work, or the abstinence in whole or in part
from the full, faithful and proper performance of the duties of employment, for the
purpose of inducing, influencing or coercing a change in the conditions,
compensation, rights, privileges or obligations of employment. Nothing contained
in this definition or the application thereof shall be construed to limit, impair or affect
the right of any employee to the expression or communication of a view, grievance,
complaint or opinion on any matter related to conditions of employment or their
betterment, so long as the same does not interfere with the full, faithful and proper
performance of the duties of employment.

2 Extension of Collective Bargaining Rights

21 The City of Tulsa hereby grants each employee the right to form, join or assist any
labor organization, or to refrain from any such activity, freely and without fear of
penalty or reprisal, and each employee shall be protected in the exercise of such.
Except as otherwise provided by Charter or these policies and procedures, such
rights shall include the right:

211 To act for a labor organization in the capacity of a representative and the
right, in that capacity, to present the views of the labor organization to
appointed or elected officials, the heads of departments or agencies, and
other appropriate authorities of the City of Tulsa.

212 To engage in collective bargaining with respect to conditions of
employment through representatives chosen in a manner provided for in
rules and regulations adopted by the Mayor.

22 Provided that those collective bargaining rights granted shall not include the right
to strike or the right to engage in any work stoppage or slow- down. Participation
in any strike, work stoppage or work slow-down shall be unlawful and grounds for
removal from employment in the classified service.

3 Management Rights and Authority

All rights, powers and authority of the City of Tulsa granted by Charter or policies and
procedures adopted by the Mayor regarding Labor/Trades employees shall be retained.
Moreover, the provisions of these policies and procedures and any collective bargaining
agreement adopted there under shall always be interpreted in a manner consistent with
Tulsa's Charter, as well as with the requirements of an effective and efficient government.

4 Continued Recognition of an Existing Collective Bargaining Organization

By virtue of this section, the City of Tulsa hereby finds that: In 1973, the American
Federation of  State, County  and Municipal Employees (AFSCME),




Local 1180, became the exclusive collective bargaining organization and agent for
employees, pursuant to Oklahoma statutes in effect at that time. In acknowledgement
thereof, the City of Tulsa has continuously negotiated with AFSCME Local 1180, prior to
the adoption of these policies and procedures. Therefore, it is proper that the City of Tulsa
shall continue its recognition of AFSCME, Local 1180 as the exclusive collective bargaining
organization and agent for employees until such time as that recognition is withdrawn,
consistent with policies and procedures adopted by the Mayor.

Representation and Representation Challenge Procedures

Prior to the City's discontinuation of the recognition of an existing labor organization or the
recognition of any labor organization as the exclusive bargaining agent for Labor/Trades
employees, the petition and election procedures of this section shall be followed.

51 Filing of Representation Petitions

A representation petition shall be filed with the Personnel Director by:

.511 A labor organization alleging that thirty percent (30%) of employees wish to
be represented in collective bargaining by a particular labor organization
chapter or local.

.512 A labor organization or an individual employee alleging that thirty percent
(30%) of employees have stated that the recognized exclusive labor
organization of employees is no longer the representative of the majority
of employees.

52 Contents of Representation Petitions

A representation petition shall contain the following information, except when the
purpose of the petition clearly indicates that the information is unnecessary or
inappropriate:

521 A statement as to whether the petition is filed by a labor organization or an
individual employee;

522  The name(s) and address(es) of all labor organizations or employees who
are properly participating parties to the proceedings;

523 A statement that the petitioner is authorized to represent at least thirty
percent (30%) of employees and has sufficient authorization cards or other
evidence in support thereof;

524  The name(s) and address(es) of any other labor organization(s) known to
the petitioner, who claim to represent employees;

.525 The name and affiliation, if any, and the address of the petitioner;

.526  Any other relevant facts which the petitioner deems material to the issue
of representation;

.53 Evidence of Legitimate Interest

.531  Evidence regarding issues of representation or legitimate interest may be
shown by either individual authorization cards, membership records, or




.54

by petition. In any case, the petitions, membership records, or
authorization cards must show the employee's name, social security
number, employing department, job title, residence or work address and
be signed and dated by the employee expressing an interest as to the
representation of a specific labor organization. Cards shall be considered
valid if the dates thereon, and other evidence provided the City Clerk or
designee indicate a regularity of continuing interest by the signing
employees within ninety (90) calendar days prior to the date the petition is
filed.

.532 Subsequent to the filing of a representation petition, the City Clerk may direct

the Personnel Director to conduct an investigation of all questions
concerning representation, including whether the showing of interest
requirement has been met and whether there is agreement among the
participating parties as to any relevant issues.

.533 Following the filing of a representation petition and any investigation by the

Personnel Director, the City Clerk or designee shall conduct a hearing on
the adequacy of the representation petition. At such hearing any
employee, Personnel Department representative or labor organization
representative may present relevant and material evidence regarding the
issues of representation.

.534 At the conclusion of a representation hearing, if the City Clerk finds that the

number of employees expressing a legitimate interest in a particular labor
organization's representation meets or exceeds thirty percent (30%), then
the Mayor shall call an election within thirty (30) calendar days on the
issue(s) raised by the petitioner. However, upon finding that the number of
employees expressing a legitimate interest in a particular labor
organization's representation is less than thirty percent (30%), then the
petition shall fail, no elections shall be allowed and the Mayor shall not
consider any of the same issues presented by the petitioner for the
following twelve (12) months.

Representation Election Procedures

.541

542

543

All elections on questions of whether Labor/Trades employees shall be
represented by a labor organization shall be by secret ballot, at times,
places and in such manner as the Mayor may direct and shall be
conducted by a designated representative of the City Clerk whose
determination of all questions arising shall be final, subject only to review
by the Mayor.

No less than five (5) working days before an election is scheduled, the
Personnel Department shall furnish the participating labor organization(s)
an alphabetical list of employees who were employed on the date the
representation petition was filed, which shall include the employees'
departments and job titles, and the date of the furnishing of the list.

A pre-election conference shall be held no less than three (3) working days
before the election in order to check the list of employees eligible to vote.
Participating labor organizations may examine the eligibility list and raise
any questions concerning listings or omissions. Employees may be added
or deleted from the list by agreement. When a labor organization asserts
that an employee should be added and the Personnel Director disagrees,
the employee shall not be added, but it shall be understood that the
contested employee may appear at the polling place to cast a challenged
ballot. If a labor organization maintains that an employee
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.545

.546

547

.548

should be stricken and no agreement is reached, the labor organization
may challenge the voter at the polling place. After the voter eligibility list
has been checked, a representative from the Personnel Department and
a representative from the labor organization shall initial it, signifying that it
shall be the official eligibility list. Initialing shall not be construed as a
waiver of the right to challenge.

Any prospective voter may be challenged for cause. A challenged voter
shall be permitted to vote, but the vote shall not be cast. The ballot shall
instead be sealed in a separate, unmarked envelope under the supervision
of the City Clerk or designee then inserted in a special identifiable
envelope and placed in the ballot box.

No electioneering of any kind shall be permitted within sight or sound of
the polling area. Any violation of this provision by any employee, party or
their representative or agent may be grounds for the Mayor to set aside
the election. All objections to any conduct during the election and all
exceptions to the conduct of the City Clerk or designee shall be submitted
to the Mayor in writing, for consideration at the time the election results are
certified.

The City Clerk's designated representative shall certify the election results
to the Mayor. Certified results shall account for all ballots cast, including
challenged ballots.

The Mayor alone shall determine the validity and final results of any
representation election. If challenged ballots are insufficient in number to
affect the election result, the Mayor shall take no action on them.
Otherwise, the Mayor shall conduct a hearing in which any employee,
Personnel Department representative or labor organization representative
may present relevant and material evidence on whether challenged ballots
shall be cast. A majority of votes cast by all employees shall determine
whether a labor organization shall be or shall no longer be the
Labor/Trades employees' exclusive representative in collective
bargaining. If a participating labor organization is removed as the
employees' representative or not selected as the employees'
representative, no election shall be held involving the same labor
organization for the following twelve (12) months.

If at the conclusion of any representation election no labor organization
shall remain as the employees' exclusive collective bargaining
representative, the Mayor shall immediately develop and implement a plan
for the assimilation of employees within the operation of the Classified
Service as governed exclusively by the City's Personnel Policies and
Procedures.

Labor Organization Standards of Conduct

.61 The City of Tulsa shall not accord recognition to any labor organization which:

611

612

Denies membership or equality of treatment because of an employee's
race, color, creed, national origin, sex, age, political affiliation, marital
status, disabling condition;

Participates in the conduct of a strike of any kind whatsoever against the
City of Tulsa, or imposes a duty or obligation to conduct, assist or
participate in a strike; or




613 Is not free from corrupt influences or practices which shall include: the
engagement in concerted criminal activity on the part of the labor
organization's officers or agents; the participation in business or financial
interests on the part of the labor organization's officers or agents which
result in a conflict of interest with their duties to the organization or its
members;

.614  Coerces, intimidates or harasses employees who decline to join, assist or
pay dues to a labor organization or otherwise wish to refrain from collective
bargaining rights granted to Labor/Trades employees;

.615 Fails to fairly represent any Labor/Trades employee in the pursuit of any
grievance or disciplinary appeal, regardless of labor organization
membership.

Labor Organization Decertification

71 Whenever the Personnel Director or Mayor, in good faith, believe that the
recognized labor organization of employees has violated any standard of conduct
established in Section 816 of these Policies and Procedures, then withdrawal of
the City's recognition of that labor organization may be sought by either of them by
filing an application for decertification with the City Clerk or designee.

72 When an application for decertification is filed, it shall contain:

.721 A brief statement of facts which support the applicant's allegation that the
labor organization has violated any standard of conduct;

.722  The identification of all officers, agents or employees known to the
applicant to have participated in the alleged violation;

.723  The identification of witnesses, exhibits and any other evidence which
support the applicant's allegation, including a brief outline of the testimony
of each witness;

.724 A subscribed statement by the applicant, asserting that the allegations
contained in the application are true;

.725 A certificate of mailing, certifying that a copy of the application was mailed
to the subject labor organization.

73 Within twenty (20) calendar days of the filing of an application for decertification,
the respondent labor organization shall file a response with the City Clerk or
designee which shall contain:

.731 A brief statement of facts admitting, denying or explaining facts that were
alleged in the application for decertification;

.732 The identification of witnesses, exhibits and any other evidence which support
the respondent's answer, including a brief outline of the testimony of each
witness;

.733 A subscribed statement of the labor organization's chief officer, asserting
that the statements made by the respondent are true;

.734 A certificate of mailing, certifying that a copy of the labor organization's
response was mailed to the applicant.




74 The City Clerk or designee shall hold a hearing on the issue of whether the labor
organization shall be decertified within twenty (20) calendar days of the filing of the
labor organization's response. The hearing shall be conducted in accordance with
the rules of evidence generally followed by administrative tribunals, but without
formal or technical adherence to those rules which prevail in a court of law.
Questions of admissibility of evidence, competency of witnesses and any
questions of law shall be ruled upon by the City Clerk or representative. Both the
applicant and the respondent may be represented by counsel, and the burden of
proof shall be upon the applicant. No application shall be sustained, except upon
preponderance of the evidence.

.75 After a decertification hearing, if the City Clerk or designee finds that there is
insufficient cause for withdrawing the City's recognition of the labor organization,
the labor organization shall continue to be the exclusive representative of
employees. However, if the City Clerk or designee shall find cause for
decertification, then the City Clerk or designee may prohibit the labor organization
from representing employees for any length of time deemed appropriate and/or
prohibit employees from exercising any collective bargaining right for a length of
time not to exceed five (5) years. Upon making a decision, the City Clerk or
designee shall render the findings of fact and decision in writing.

Negotiation of Collective Bargaining Agreements

Representatives of the City of Tulsa, under supervision of the Personnel Director or
designee, shall meet at reasonable times with agents of the employees' labor organization
to confer in a good faith effort to reach agreement with respect to conditions of employment
affecting employees. Whenever wages, rates of pay or any other matters requiring the
appropriation of funds are to be included as a subject of collective bargaining, the
employees' labor organization shall notify the Personnel Director or designee, in writing,
no later than the last Friday in the month of February immediately prior to the beginning of
a new fiscal year for which no collective bargaining agreement has been negotiated.
Negotiations for a new collective bargaining agreement shall begin no earlier than the first
working day in March and no later than the first working day in April. Any collective
bargaining agreement shall always be subject to the appropriation of adequate and
sufficient funds by the City Council in any fiscal year the agreement is intended to be
effective. If the City Council shall fail to appropriate sufficient funds to support any
agreement, such agreement shall be null and void. In such event, notification requirements
to initiate collective bargaining shall be waived. Should any successor collective bargaining
agreement fail to be negotiated prior to the expiration of a preceding collective bargaining
agreement, the City of Tulsa shall nonetheless recognize the extension of terms of the
preceding agreement, regardless of its expiration, until such time as the Mayor, and/or the
Civil Service Commission and the City Council, consistent with the authority granted them
by Charter, affirmatively adopt policies, procedures and plans modifying such terms.
Provided that any such extension of terms shall always be subject to the appropriation of
adequate and sufficient funds by the City Council.

Approval and Execution of a Collective Bargaining Agreement

91 Once a tentative collective bargaining agreement has been reached, the
employees' labor organization shall submit it to its membership for a ratification
vote within fifteen (15) calendar days.

.92 Following ratification by the employees' labor organization, the Mayor shall
consider the terms of the tentative agreement. If the Mayor approves the
agreement, both the Mayor and the Union's representative(s) shall sign and the
Agreement shall become binding on the City and the Union. If the Mayor should
disapprove the tentative Agreement, he/she shall reduce his/her objections to
writing, particularly stating each item which is deemed unacceptable, and the
parties shall resume negotiations.




.93

Any collective bargaining agreement shall always be subject to the appropriation
of adequate and sufficient funds in each fiscal year the agreement is to be effective.
If the City Council shall fail to appropriate sufficient funds to support any agreement,
such agreement shall be null and void.

10 Resolution of Labor Disputes

101

102

103

In the event that the labor organization's bargaining agent and the City
representative are unable, within thirty (30) calendar days from and including the
date of the first meeting, to reach an agreement on a collective bargaining
agreement, any and all unresolved issues shall be submitted to dispute resolution
upon written request of either party.

Within ten (10) calendar days from the date of a request for dispute resolution, the
labor organization's bargaining agent and the City's representative shall reduce to
writing all outstanding issues in negotiations which shall be submitted to dispute
resolution. Thereafter, the parties shall jointly request a hearing before an impartial
arbitrator. If the representatives of the City and the Union are unable to agree on
an arbitrator, they may contact the Federal Mediation and Conciliation Service for
a panel of seven (7) arbitrators. The representatives shall alternately strike names
from the panel until one (1) remains who shall serve as the arbitrator. The arbitrator
selected shall call a hearing to be held within thirty

(30) days after the arbitrator receives notification of his/her selection. The hearing
shall be informal and the rules of evidence prevailing in a court of law shall not be
binding. Any and all documentary evidence and other data deemed relevant to the
arbitrator may be received in evidence. The hearing shall be concluded within
twenty (20) calendar days of commencement and the arbitrator shall issue written
findings and recommendations with respect to all issues presented within thirty
(30) calendar days of commencement of the hearing. A copy of the arbitrator’s
recommendation shall be mailed or delivered to both parties.

The Mayor may accept, reject or modify the arbitrator's recommendation, which shall
be binding upon the employees’ labor organization and the City of Tulsa, and thereafter

implement his/her decision consistent with his/her authority granted by Charter.

1 Employee Appeals and Grievances

111

112

Employees who receive a suspension without pay, a demotion or are dismissed from
employment with the City shall be required to appeal such disciplinary action only
through appeal procedures provided by Charter and/or the Personnel Policies and

Procedures of the City of Tulsa.

All grievable matters which are contractual in nature and not involving suspensions
without pay, demotions or dismissals shall be resolved through a grievance procedure

established within the parties’ collective bargaining agreement.

811.  Hazardous Conditions Revised: December 21, 2011; March 16, 2020; May 12, 2021

A

Because of the critical nature of the public services the City provides, circumstances rarely
warrant closing of City offices. However, each employee needs to make a personal judgment
pertaining to his/her personal safety in traveling to and from work, understanding that any
absences puts a greater burden on those employees that come to work despite difficult
conditions. This policy will apply whenever there is a hazardous condition to insure the public
continues to receive necessary services and to provide for the safety and well-being of City

employees. This policy is applicable only to non-sworn employees.




Definitions

A1

A2

A3
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A7

Hazardous Condition - is a situation or condition the Mayor finds constitutes an
immediate potential threat to the life, health, safety, and/or welfare of the City's
employees or to the life, health, safety, and/or welfare of the inhabitants of the City. Each
Hazardous Condition is a separate and unique condition.

111 Apandemic or other widespread infectious disease with an impact on society is
included in the definition of Hazardous Condition.

.112  Isolation — means to separate sick people with a contagious disease from people
who are not sick

.113  Quarantine — is a restriction of movement on persons who may have been
exposed to an infectious disease but who do not have a confirmed medical
diagnosis.

Adverse Driving Condition - is a circumstance in which the Mayor finds the condition of
the roadways constitutes an immediate potential threat to the life, health, safety, and/or
welfare of the City's employees or to the life, health, safety, and/or welfare of the
inhabitants of the City. Each Adverse Driving Condition is a separate and unique
condition.

Required Hazardous Condition Personnel - are those non-sworn employees deemed by
their department heads to be necessary to the work of the City during the time a
Hazardous Condition or an Adverse Driving Condition has been declared. Nothing
contained herein shall limit the authority of the Mayor or a department head to require
personnel to report to any City or non-City work site including telecommuting (see PPPM
816) or to require any employee to undertake additional duties in response to the
declared condition. Assignment as Required Hazardous Condition Personnel shall be
considered a condition of employment.

Non-Required Hazardous Condition Personnel - are those non-sworn employees not
required by their department heads to report to work during the time a Hazardous
Condition has been declared.

Regular Working Hours - are the periods of time during which an employee is regularly
scheduled for work.

Emergency Leave Policy - allows Non-Required Hazardous Condition Personnel,
with the permission of their supervisors, to make unscheduled use of their accrued
vacation leave, compensatory time or Floating Holidays or to use leave without pay
(LWOP) immediately before or after the time that a Hazardous Condition is declared or
during the time an Adverse Driving Condition is declared.

.161 Floating Holidays used under the Emergency Leave Policy must be expended in
whole day increments.

Hazardous Condition Leave - provides non-sworn employees paid leave during the time
in which a Hazardous Condition has been declared by the Mayor, for a period of time as
declared by the Mayor.

171 Use of Hazardous Condition Leave will be reviewed on a periodic basis.

.172  Use of Hazardous Condition Leave in excess of eighty (80) hours for a single
hazardous condition event may result in the reduction of base pay by one-third
(.33).
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.1721 Hazardous Condition Leave pay which is reduced under .172 may be
supplemented by another appropriate paid leave so that an employee receives
full pay.

Eligibility for Hazardous Condition Leave may include any employee whose ability to
perform their basic job responsibilities is impacted by, but not limited to, the following:

.181  Exposure to an infectious disease during a pandemic.
182  Quarantine.
.183 Isolation

.184  Care for self or household members which is related to the Hazardous
Condition.

185  Closure of or imposition of staff reduction at a City facility.
186  Inability to work remotely.

187  Inability to work due to a critical equipment, system, or network failure.

Authority and Procedure

21

22

.23

The Mayor or designee may declare, verbally or in writing, the existence of a Hazardous

Condition or an Adverse Driving Condition and take the actions deemed prudent and
necessary under such condition. The Mayor's actions may include instituting an
Emergency Leave Policy for Non- Required Hazardous Condition Personnel; altering or
reducing Regular Working Hours for Non-Required Hazardous Condition Personnel;
requiring or allowing employees to work remotely; causing or allowing departments,
divisions, and/or specific work locations to be closed or to operate with reduced
personnel when such personnel are not required to respond to the Hazardous
Condition; ordering employees to report to duty outside of Regular Working Hours; and
providing such other extraordinary responses as the Mayor or designee deems
essential.

Required Hazardous Condition Personnel

221  Non-Exempt employees who have been designated as Required Hazardous
Condition personnel will be paid at their regular rate for all hours worked during
the period of time the Hazardous Condition is in effect.

222 Exempt employees who have been designated as Required Hazardous

Condition personnel and who are required to work during such periods as a
condition of employment will receive their regular rate of pay only.

Provision for Leave Time

231  Collective Bargaining Agreements to Apply. FLSA non-exempt employees
required to work beyond their regular work schedule during a declaration of a
Hazardous Condition or an Adverse Driving Condition shall receive such
compensation for hours actually worked as is provided in their respective
collective bargaining agreements, where applicable, or in the Personnel Policies
and Procedures Manual.
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Hazardous Condition - Paid Leave for Non-Required Personnel. When a

Hazardous Condition is declared, and the Mayor authorizes reduced working
hours for Non-Required Hazardous Condition Personnel, such personnel may
be granted Hazardous Condition Leave for the time and under the
circumstances authorized by the Mayor or his designee.

Provisions for Leave Usage

.2331 A Non-Required Hazardous Condition Personnel who reports late for duty
after a Hazardous Condition has ended or leaves duty before the
Hazardous Condition is declared by the Mayor will be charged Vacation
Leave or compensatory time for those hours not authorized by the
Mayor. Floating Holidays may also be used but only in whole day
increments. If an employee has no accrued paid leave or the absence
is not approved in advance, such employee will be charged leave
without pay and may be subject to disciplinary action.

.2332 Leave approved prior to the declaration of a Hazardous Condition shall
be counted against leave balances on the day or days a Hazardous
Condition is declared in the amounts originally approved, unless the
Non-Required Hazardous Condition Personnel is required to report to
work that day.

.2333 Non-Required Hazardous Condition Personnel who is required to work
and does not report for some or all duty on such day, may be charged
LWOP for the entire period missed and may be subject to disciplinary
action.

.2334 Employees serving disciplinary suspension during a Hazardous Condition
are not eligible to receive Hazardous Condition Leave.

.2335 Temporary Employees are not eligible for paid leave under this policy.
Temporary employees, with the permission of supervisors, may be
allowed to flex their hours to make up missed time once the Hazardous
Condition is ended. Such flex time may only be used within regular work
hours and on regular work days and must be worked within the same
workweek the time was missed.

.23351 The Mayor may waive .2335 at their discretion.

.2336 The number of hours the City is officially closed during the employees
scheduled workday or workweek will be recorded in leave records as
Hazardous Condition Leave and will be recorded in the Time and
Attendance System as such. Hazardous Condition Leave will not be
counted as time worked when computing overtime.

Failure to Report for Duty. Required Hazardous Condition Personnel who fail to
report to work may be charged LWOP for the hours they did not report for duty
and will be subject to disciplinary action.

Employee Responsibility

Any employee who knows or believes a Hazardous Condition has been declared and is not sure
when or if he or she is required to report to work, is responsible for contacting his or her
supervisor or another person within the departmental chain of command for instructions on
reporting to work.
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The City may designate a reporting procedure for employees when a Hazardous
Condition is declared. All employees are required to follow such a procedure and failure
to so do may subject them to disciplinary action.

.32 Any Non-Required Hazardous Condition Personnel whose department or division is
closed should not report to work after a Hazardous Condition has been declared, and
doing so may subject them to disciplinary action.

.33 Any City employee may be required to work from home or at a non-City site even if a
Hazardous Condition has been declared.

.34 Non-exempt employees should not work from home or at any non-City site without

approval through a process designated by the City. Violations may result in disciplinary

action for the employee and/or their supervisor.

Position Status

Each position within the City shall be designated by position type which will indicate benefits for
which the incumbent will be eligible (employees shall be eligible for all rights and benefits specified
for their position type regardless of source of funding). Positions shall be designated as follows:

A

Regular (.011) employees shall be those classified, probationary or permanent employees
who are scheduled to work forty (40) or more hours per week (full time).

Part-Time (.012) employees shall be those classified, permanent employees who are
scheduled to work less than forty (40) hours per week.

Temporary (.013) employees shall be those unclassified, full or part-time employees hired
for a limited time.

Emergency employees shall be those unclassified, full or part-time employees hired for the
express purpose of maintaining the health and safety of the local citizenry or of preserving
private or municipal property. Employment in this status shall not exceed five

(5) consecutive work days in any fiscal year.

Appointed (.021) employees shall be those unclassified, permanent employees appointed
directly by an elected official.

Fire (.051) employees shall be those unclassified, sworn employees of the Fire Department.

Grant (.061, .062, .063) employees shall be those unclassified employees whose positions
are supported in whole or in part by grants from state and federal programs.

Special Employment Provisions-Temporary Employment

The City Charter, Article X, Section 5-Classified and Unclassified Service states “all officers and
employees whose salaries are wholly paid by the City of Tulsa except the following shall be in the
classified service.

"This section of the Personnel Policies and Procedures Manual contains provisions covering
exception “(d) Temporary, emergency, and special qualification personnel employed for temporary
periods or under contract, as defined by the Commission.”

A

Temporary employees shall be defined as follows:
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A2

Those unclassified employees hired for a limited time for a temporary, budgeted
position;

Individuals employed by an outside agency who are performing services for the
City, through a temporary help agreement with the outside agency and the City in
order to ensure continued operation of core City services provided by a classified
position, either due to long term absence of the incumbent or position vacancy
(concurrent with Merit hiring process occurring).

2 Temporary employment limitations shall apply as follows:

21
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23

24

A temporary employee may work a maximum of one thousand (1,000) hours during
any rolling twelve (12) months.

A budgeted temporary position may be filled for one thousand (1,000) hours during
any rolling twelve (12) months.

A temporary employee shall not be eligible for employee benefits, including life
insurance, health insurance, dental insurance, long-term disability insurance,
retirement program and a voluntary deferred compensation plan. In addition,
temporary employees shall not be eligible for paid leave such as vacation, holiday,
sick and other types of leave provided for in Section 300 “Leave”, of the Personnel
Policies and Procedures Manual.

A temporary employee may be considered for permanent classified employment
as an external applicant and will be reviewed along with any other external
applicants as part of the competitive employment process.

3 The need for temporary employees should be assessed regularly by department
management (prior to a temporary employee approaching the 1,000-hour limit) to
determine if the position can be filled by a permanent full time employee through the City
Merit processes outlined in Section 100 of the Personnel Policies and Procedures Manual.

31 At such time as a temporary employee reaches the maximum allowable hours, the
department shall notify the temporary agency and request a new temporary
employee.

32 Human Resources will be responsible for monitoring the hours worked by
temporary employees and will provide notification to departments.

4 Independent Contractor Limitations

41 Contracts or renewals thereof with individuals for specialized services, for specified
periods shall be reviewed by the Legal Department, prior to execution of the
contract, in order to assure that the provisions of the Fair Labor Standards Act and
Article 16, Section 5 of the City Charter are not violated.

42 If any questionable issue is detected by the Legal Department regarding the Fair
Labor Standards Act or City Charter provisions, it shall be presented to the Human
Resources Department for final resolution.

43 The City shall not provide employee benefits for independent contractors.

44 Each contractual agreement shall be considered for review on an individual basis.

The following factors are relevant in determining if an individual is an independent
contractor:
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- the extent to which the services performed by the individual are an
integral part of the employer’s business;

- the permanency of the relationship;

- the amount of the individual’s investment in facilities and equipment;

- the nature and degree of control by the employer of the individual;

- the individual's opportunities for profit and loss; and,

- the amount of initiative, judgement or foresight required for the
individual's independent enterprise to succeed in competition with others.

45 An individual, then, is generally not considered to be an independent contractor
unless he or she runs a business that is financially independent and physically
separate from that of the entity receiving the services and serves a number of
customers on a regular basis.

Use of Commercial Employment Agencies

Although applications referred by commercial employment agencies will be accepted, the City of
Tulsa shall accept no obligation to the employment agency or to the referred applicant for any
agency fee without approval of the Mayor.

Second Employment with the City and Outside Employers
Revised: September 20, 2005

A Non-sworn employees (employees other than PD or FD) may obtain second jobs with
another employer provided that:

1 The employee’s supervisor is informed in writing of the second employment, and

A2 The performance of the work does not simultaneously benefit both the City and the
second employer, and

A3 The second employer is completely disassociated from the City, and

14 The performance of the outside employment cannot be construed by the public to
be or to constitute an official act of the City.

2 Sworn employees engaged in public safety activities (PD or FD) may obtain second jobs
provided the work is performed solely at the employee’s option and the second job is for a
separate and independent employer.

3 No employee’s authorized outside employment shall have, or potentially have a conflict of
interest with the City (See Section 806), or interfere in any way, including but not limited to
physical or mental capacity, with the employee’s ability to perform his or her City job.

4 In certain circumstances, the Mayor or Human Resources Director may grant permission
for an employee to perform a second job that is in the same or similar capacity as the
employee’s primary occupation for the City when such employment would also benefit the
City. Such approval may be granted provided the outside employment would not create
any legal or operational conflicts as determined by the Mayor or designee.

5 In certain circumstances, the Human Resources Director or designee may grant permission
to an employee to perform a second job for the City of Tulsa provided the work is
occasional or sporadic, part-time, solely at the employee’s option, and in a different
capacity from the employee’s primary occupation.

.6 Employees authorized to perform a second job may not do so during their regular work
hours for the City or use City resources (including but not limited to tools, equipment,




vehicles, computers, or data, information or contacts gained through the City) except as
specifically approved by the department head or designee.

816. Volunteer Activities

City employees are generally not allowed to engage in volunteer activities which directly benefit the
City or any of its operations. In no circumstance should City employees volunteer to perform work
which is the same or similar in nature to the employee’s primary job function.

817. There is no policy that corresponds with this section number.

818. There is no policy that corresponds with this section number.

819.  There is no policy that corresponds with this section number.

820.  There is no policy that corresponds with this section number.

821.  There is no policy that corresponds with this section number.

822. Respectful Workplace Policy
Effective 2/10/2020, Revised 9/1/2026

The City is committed to creating a respectful and professional work environment that is free of
discrimination, harassment, and retaliation to promote productive working relationships. Discrimination,
harassment, and retaliation in any form constitute misconduct that will not be tolerated. This policy
prohibits all such misconduct that could be unlawful, as well as misconduct that may not rise to the level
of being unlawful but is inappropriate, whether it is based on protected status or not. While no Respectful
Workplace Policy can or should anticipate and list every inappropriate behavior that is prohibited,
employees are expected to exercise common sense and judgment to avoid disrespectful or unprofessional
conduct during work time or while on City property.

A Definitions: the following words as used in this policy have the following meanings:

Protected Class Status

Race, color, sex, age, religion, national origin, disability, political beliefs, sexual orientation,
gender identity, or gender expression. However, this policy does not confer any rights to
employees that are not afforded by law.

Discrimination
Is treating a person or group less favorably on the basis of protected class status (as defined
above and at §829).

Harassment

Is a form of employment discrimination that is unwelcome conduct based on protected class
status. It is offensive conduct that becomes a condition of continued employment or is severe
or pervasive enough to create a work environment that is objectively intimidating, hostile, or
abusive. Types of conduct considered unacceptable and therefore prohibited (even if not
unlawful) may include offensive jokes, slurs, name calling, threats or assaults, intimidation,
ridicule, insults, offensive objects, gestures, or pictures, and interference with work
performance. However, petty slights, annoyances, minor or isolated incidents (unless
extremely serious) typically do not violate the policy.

Sexual Harassment

Is a form of sex discrimination focused on unwelcome conduct or comments based on sex
(including pregnancy, sexual orientation, or gender identity) that objectively creates a hostile
or offensive work environment or results in a negative employment action (such as discipline).
Types of conduct considered unacceptable and therefore prohibited (even if not unlawful)




include unwelcome sexual advances, requests for sexual favors, offensive comments about
gender (including comments that are not sexual in nature) or other verbal or physical conduct of
a sexual nature.

Bullying
Is repeated and unreasonable behavior intended to intimidate, degrade, threaten, or humiliate an

employee regardless of protected class status. Types of conduct considered unacceptable and
therefore prohibited include verbal abuse (shouting, derogatory names, ridicule, insults, slurs,
threats, or unwarranted criticism); intentionally isolating, excluding, or spreading malicious
rumors; making physical gestures that are threatening or aggressive, damaging personal
property; cyberbullying (sending offensive messages or posting humiliating content online) or
cyberstalking; and work sabotage (withholding crucial information, setting impossible deadlines,
or stealing credit for ideas).

Such behavior violates this policy as well as PPPM 400 Work Rules which clearly explains
employee expectations.

Workplace bullying does not include reasonable actions taken by managers or supervisors to
direct and manage work, including performance evaluations, disciplinary actions, and constructive
feedback.

Inappropriate Behavior
Is behavior that is unprofessional, disruptive, and/or that could disrupt or negatively impact job
performance or the work environment.

Some examples include:
e Shouting; profanity; throwing objects;

o Intentionally taking or damaging property;

e Being rude or hostile; emotional outbursts;

e Gossiping (informal communication that undermines productivity and teamwork, which is often
based on speculation or fabrication that serves no legitimate or positive business purpose);

e Being uncooperative or refusing to collaborate;

e Public displays of affection;

e Intimate or sexual activity, comments, or discussion;

e Misuse of City technology to send, view, or store sexually explicit or highly personal material;

¢ Invading other’s physical space;

e Deliberate unwelcome touching; ridiculing, mocking, or laughing at others’ mistakes and/or

abilities;
e Wearing clothing that is too tight, transparent, or exposes undergarments or midriffs.

Inappropriate behavior does not include minor instances.

Retaliation

Is when a manager or supervisor takes a materially adverse action against an employee because
they asserted their rights by making a good faith report or participated in a claim, investigation or
lawsuit related to discrimination, harassment, or retaliation or opposed such misconduct.

Employee Responsibilities

.21 Employees are required to comply with this policy, treat others with respect, remain
professional at all times, and sign the Respectful Workplace Culture Pledge. Failure to do
so may result in disciplinary action, up to and including termination.

.22 Employees have the right to work free from discrimination, harassment, bullying,
inappropriate behavior, and retaliation, including from such misconduct by elected or
appointed City officials, vendors, and the public. Employees also have the right to make
a good faith report of any such misconduct without fear of retaliation.




.23

.24

.25

.26

Employees who believe that they have been subjected to misconduct prohibited by this
policy and/or the Respectful Workplace Culture Pledge are encouraged (but not required)
when appropriate to address their concerns immediately with the offending party.
Employees who do not address it with the offending party, or they do and it does not
resolve the issue, should report the conduct within five (5) workdays to their choice of one
of the following:

e The employee's immediate supervisor;

¢ Any supervisor in the employee's chain of command;

e The employee’s department manager or department head;
e The Personnel Director or designee; or

e The City’s Ethics Hotline

Employees are required to cooperate and provide truthful information in any investigation
under this policy. Once a complaint is reported, employees should not discuss the matter
outside the investigation. Failure to maintain confidentiality or otherwise interfere while
the investigation is ongoing could result in disciplinary action, up to and including
termination.

Employees who file false or malicious allegations of violations of this policy are subject to
disciplinary action up to and including termination.

Employees can also file discrimination, harassment, or retaliation complaints with external
agencies or authorities.

3 Manager and Supervisor Responsibilities

.31

.32

.33

.34

.35

Managers and supervisors are required to comply with this policy as well as to implement it
to ensure that employees comply. Any supervisor or manager who becomes aware of
possible violations of this policy and condones it by action or inaction or fails to comply with
this policy is subject to disciplinary action, up to and including termination.

Managers and supervisors should support this policy by reinforcing the requirements to
employees and training them that misconduct such as inappropriate jokes, slurs or other
negative comments will not be tolerated (although employees are required to comply
regardless of whether the manager or supervisor reinforces the requirements). Managers and
supervisors must take immediate action to stop and prevent possible violations of this policy.
They are expected to monitor the workplace and be alert for any signs of misconduct or
hostility toward an individual or group. They must be aware not to give tacit approval of such
misconduct, for example, by laughing, ignoring, or treating it as a joke, or advising the
employee not to complain or to report it.

321 Managers and supervisors are required to actively work to cultivate a positive,
respectful, and inclusive culture by prioritizing trust, communication, and employee
well-being in accordance with this policy and the Respectful Workplace Culture
Pledge.

Managers or supervisors who see, hear, encounter or otherwise become aware of potential
misconduct or complaint related to possible violations of this policy, regardless of the
department in which it occurred, must report it to the Personnel Director or designee in writing,
as soon as possible but at least within two (2) work days.

Managers and supervisors should not conduct their own investigation and instead must report
the matter to the Personnel Director, even if the employee(s) involved requests confidentiality
or do not want to make a complaint to the Personnel Director.

If the Personnel Director’s investigation substantiates misconduct in violation of this policy,
the department head is required to take appropriate corrective or disciplinary action consistent
with the direction of the Personnel Director.




823.

824.

825.

4 Investigations

41

42

43

44

The Personnel Director or designee will conduct a prompt and impartial investigation of
complaints filed under this policy.

The investigation will be kept as confidential as possible to protect the employees
reporting the matter or participating in the investigation, to the extent consistent with
conducting an effective investigation and taking any appropriate corrective action.

The Personnel Director or designee will advise the department head and any others
deemed appropriate of the outcome of the investigation and any appropriate corrective or
disciplinary action to be taken.

The final status of the complaint (but not necessarily the detailed results) will be
communicated to the reporting employee and to any others the Personnel Director deems
appropriate.

There is no policy that corresponds with this section number.

There is no policy that corresponds with this section number.

Visitors and Children in the Workplace Effective: October 8, 2012

A The City of Tulsa values the work/life balance of their employees. However, frequent,

recurring visitors in the workplace during work hours is unsuitable and causes decreased
productivity, increased liability and health/safety issues for the City of Tulsa. All visitors to
City of Tulsa facilities should check-in at the appropriate location within each facility and
prominently display any identification issued to them at check-in.

Any visitor who is not in a City facility to conduct City business should limit his/her visit to
a brief timeframe and should not be present in the facility on a frequent, recurring basis.

Children and infants are welcome to visit the workplace on an occasional basis for brief
visits. However, the City of Tulsa does not permit continual presence of children in the
workplace in lieu of other childcare arrangements.

The policy regarding children in the workplace would not apply in the following situations:

41 Specific events when children are invited to the workplace, such as Take Our
Sons and Daughters to Work Day, which is announced in advance with
established guidelines.

42 When children are using City of Tulsa facilities as a patron of those facilities,
such as a recreational center. At no time should the child require the parent’s
supervision at the facility if the parent is working at the City of Tulsa facility during
the timeframe of the event and their position does not require the employee to
supervise individuals engaged in events or at the facility.

43 When approved in advance by the employee’s immediate manager or
supervisor, such approval should be limited to instances when the manager
believes the employee’s attendance at work is necessary at that particular time
(eg meetings or deadlines), and the child(ren) will not cause a distraction to the
employee or others. Employees are not to take responsibility for another
employee’s child(ren) in the workplace. An employee should not request another
employee to care for their child while in the workplace.




826.

Telecommuting Effective: November 1, 2017
A The City values the work/life balance of its employees. This section establishes a policy

to facilitate, where appropriate, telecommuting. This practice will attract and retain a
diverse and talented work force, reduce costs, improve productivity among employees,
address special circumstances and work demands, and advance City business goals and
strategic requirements. The City recognizes telecommuting as an alternate work
arrangement for certain positions. This policy supersedes all prior telecommuting policies
agreements, and/or acknowledgements.

2 Definitions: The following words and phrases, as used in the application and
interpretation of the Telecommuting policy, will have the meanings ascribed below:

.21 “Telecommuting” refers to the working arrangement of an employee in compliance
with this policy who has been approved to work from an alternate job site, usually
the employee’s home.

22 “Telecommuting Worksite” refers to an approved worksite other than the City
facility to which the employee would otherwise be assigned and from which the
telecommuting employee will be performing his or her job duties under this policy.

23 “City Worksite” refers to the City facility where the employee would otherwise be
assigned to work, and where the employee is required to report when not
telecommuting.

24 “Acknowledgement” refers to the arrangement between the employee and the City
which allows the employee to telecommute, as well as the form signed by the
employee outlining the terms of the arrangement.

3 Basic assumptions of this policy:

.31 Telecommuting employees must be able to fulfill all job duties from the
Telecommuting Worksite.

.32 Emergency situations such as inclement weather are not covered by this policy.

.33 Productivity is expected to continue at a satisfactory level or above at all times.

34 Telecommuting is expected to benefit the organization and the services provided.

.35 Telecommuting employees are expected to maintain a designated, alternate
Telecommunicating Worksite and are responsible for any costs related to the
alternate Telecommunicating Worksite setup.

4 Telecommuting is not appropriate for all positions, and no employee or job category is

entitled to or guaranteed the opportunity to telecommute, except for those hired into
designated positions.

41

42

Selection for participation in the telecommuting program requires a great deal of
trust that the employee will devote the proper time and attention to his or her work
and be productive in the absence of direct supervision.

The type of work appropriate for telecommuting depends on job content rather than
job title, type of position or work schedule. Jobs acceptable for telecommuting are
those that can be performed at an alternate worksite without diminishing the quality
of the work or disrupting the productivity of the City Worksite office.




43 Telecommuting is a management option and is only available with the approval of
an employee’s director supervisor, Department Head, Personnel Director, and IT
Security or as otherwise approved in accordance with this policy. The Mayor, or
his designee, has final authority regarding approval of telecommuting and may
terminate the telecommuting program or an individual telecommuting
acknowledgement at any time. With this in mind, employees must meet the
following qualifications to be considered for telecommuting:

431 The employee must be self-motivated and be able to productively work
with little supervision, direct guidance, assistance, or approval from others.

432  The employee must have a thorough knowledge and understanding of his
or her job functions.

433  The nature of work suitable for telecommuting requires minimal face-to-
face interaction with external customers, other city employees, or
dedicated project workgroups.

434  The Telecommuting Worksite must not be a distraction to the employee.

435 The employee shall have demonstrated, to the supervisor's satisfaction,
his or her capability to work productively without direct supervision.
Indicators of this capability include consistently high performance,
excellent attendance, a positive attitude toward assigned work, and an
absence of discipline problems in the employee's work history.

436 Department Heads will take the supervisory status of the employee
requesting telecommuting into consideration before granting approval.

Telecommuting Acknowledgements will be required for each telecommuting employee and
will be considered for approval on an individual basis. Participation will not be considered if
approval would interfere with performance or the provision of services.

.51 Participation in telecommuting will not be approved if cost to the employer prohibits the
Acknowledgement from being practical.

Employees approved for telecommuting are required to devote their full time and attention
to City business during work hours and may be required to maintain in- office periods,
attend scheduled meetings, or interact directly with other staff at the City Worksite.

.61 Telecommuting employees must be available to respond to the City Worksite at
the request of their Department Head or Department Head’s designee during the
agreed upon telecommuting work hours. The telecommuting employee’s on and
off-site work schedule must be approved by their Department Head or the
Department Head’s designee.

.62 Telecommuting employees must be accessible during the work hours specified in
the Telecommuting Acknowledgement and reachable through electronic means
such as telephone, email, or video conferencing, regardless of work location.
Meetings will not be held at a Telecommuting Worksite.

Telecommuting is not a substitute for dependent care or child care. Telecommuting
employees are required to make dependent care and child care arrangements during the
work hours outlined in the Telecommuting Acknowledgement.




.10

1

12

13

14

15

.16

A7

The Telecommuting Acknowledgement details an arrangement between the City and
employee and will be maintained in the employee’s personnel file with the Human
Resources Department. Telecommuting Acknowledgements are approved for no longer
than twelve (12) months at a time, however, they may be altered to better meet the needs
of the City and/or terminated at any time, subject to .9 below.

For certain positions exclusively designated as telecommuting in the HR system,
.8 above will not apply.

Telecommuting does not change the terms and conditions of employment as a City
employee. A telecommuting employee’s salary, job responsibilities, benefits and
insurance do not change as a result of telecommuting.

The City is not liable for damages to telecommuter-owned equipment and the City will not
be responsible for operating costs, home maintenance, or any other incidental costs
(e.g., utilities, telephone, Internet access, etc.) associated with the use of the
Telecommuting Worksite.

Tax liabilities associated with the Telecommuting Worksite are the sole responsibility of
the telecommuting employee.

Out-of-pocket expenses for supplies normally available in the office will not be
reimbursed.

Telecommuting employees will take all precautions necessary and are responsible for
securing and safely maintaining information, documents and equipment off-site and in
route to their home to prevent unauthorized access, theft or damage to any City system,
equipment or information.

The equipment used must conform to City standards for security, technical support and
maintenance. Equipment usage for telecommuting is subject to the following conditions:

151 The City may provide computer equipment and/or data communication lines to the
Telecommuting Worksite.

152  The City may provide technical support for City owned computer(s) or
telecommunications equipment.

153  In case of equipment malfunction which hampers a telecommuting employee's
ability to complete assigned duties, he or she must promptly notify their direct
supervisor.

.154  Only City-approved software may be used for connecting with the City’s network
from the Telecommuting Worksite.

.155  Telecommuting employees must follow all City of Tulsa information security rules.
If it is determined that any employee’s computer used at the Telecommuting
Worksite is responsible for the virus infection of any City computers or files, this
may result in the immediate termination of the Telecommuting Acknowledgement.

The City’s governing rules, regulations, and policies, including those regarding time and
attendance, leave, compensatory time, and overtime, apply to both telecommuting and
non-telecommuting employees. When supervising telecommuting employees, a proper
reporting process must be established and maintained to satisfy any questions regarding
time worked, productivity, and the meeting of established goals.

All employees, both exempt and non-exempt, are responsible for approving their time
worked and/or leave taken within the appropriate time and attendance system utilized by




827.

828.

.18

19

.20

the City (See Personnel Policies and Procedures Manual section 219 for additional
information). Telecommuting employees will periodically meet with their
Department Head or Department Head’'s designee to discuss the working
arrangement and resolve any related issues.

If a request for telecommuting relates to a reasonable accommodation under the
Americans with Disabilities Act (ADA) or prolonged use of leave for medical
reasons, the Human Resources Department (HR) must be notified immediately.

In case of a condition, such as a power failure, that affects the telecommuting
employee's ability to work off City premises but not on City premises, the
telecommuting employee may be required to report to the employee's regular
office location on City premises or the employee may be allowed to use vacation
time, compensatory time, or take leave without pay. If an office closure or
emergency excuses other employees from working and work can proceed at the
Telecommuting Worksite, telecommuting employees are not excused from
working.

The City’s travel policy applies to telecommuting employees. In the case of
telecommuting, City Hall is the official station for travel expense voucher
purposes. For a telecommuting employee, travel to and from any location within
150 miles of the Telecommuting Worksite is non-reimbursable. Mileage to and
from locations outside a 150 mile radius is reimbursable. This includes travel to
and from the employee’s City Worksite and Telecommuting Worksites.

Required Attachments:
Telecommuting Acknowledgement

Self-Certification Safety Checklist for Telecommuting
Worksite Return and Care of City Property

There is no policy that corresponds with this section number.

Nursing Mothers Effective: July 29, 2019

A

The City supports breastfeeding and the expression of breastmilk by employees who are
breastfeeding their babies when they return to work. Information about breastfeeding support
after returning to work will be provided to employees before their maternity leave. It is the City’s
policy that:

For up to one year after the child’s birth, an employee who is breastfeeding her
child will be provided reasonable break times and locations to express breast
milk for her baby.

A1 Lactation times will be established for each employee based on her work
schedule, to be concurrent with any lunch or break time already provided
to the extent feasible.

A2 If different or additional time is needed for lactation, the employee will use
paid vacation or compensatory leave, or with supervisor approval make-
up the time during the same day or workweek. If the employee does not
have leave available, she may use unpaid Authorized Personal Leave
(APL).

A3 Employee will be provided a clean, comfortable space to express
breastmilk. Departments will provide a private, secure, and sanitary room
near the work area, other than a toilet stall, and equipped with seating,
reasonable proximity to running water and an electrical outlet. If the area
is also used for other purposes, it must be made available to the lactating
employee within a reasonable period of when she needs it. The City will
make a list of lactating spaces available to employees. If employee prefers,
she may use her own private office, or another location agreed upon by




the employee and her supervisor.

14 Employees may use their own cooler packs to store expressed breastmilk,
or a designated refrigerator if their container is clearly labeled with name
and date.

2 Employees and management are expected to have a positive, accepting attitude

toward working women who are breastfeeding. There shall be no discrimination,
harassment or retaliation of breastfeeding employees. This policy will be
incorporated into new employee orientation materials and annual HR
training for all employees. Please contact Human Resources with any questions or
concerns regarding this policy.

829.  Non-Discrimination Policy (MOVED FROM § 102) Effective: September 9, 2019

A Definitions:  The following words as used in the application and
interpretation of the Non-Discrimination Policy have the following meanings:

1 Race, color, sex, religion, national origin, or disability are as defined by the
applicable federal statute, as amended: Title VII of the Civil Rights Act of
1964, 42 USC §2000e et seq; Age Discrimination in Employment Act, 29
USC §621 et seq; the Americans with Disabilities Act of 1990, 42 USC
§12101 et seq; and the Rehabilitation Act, 29 USC §790 et seq.

A2 Sexual orientation is an employee’s inherent or indisputable and enduring
emotional, romantic or sexual attraction to other people.

13 Gender identity is an employee’s self-identification as male, female, a
blend of both or neither, and may or may not match the sex assigned at
birth.

14 Gender expression is an employee’s external manifestation of gender identity.

2 The City prohibits discrimination of City employees, or by City employees against
any other person, on the basis of race, color, sex, age, religion, national origin,
disability, political beliefs, sexual orientation, gender identity, or gender expression.
However, this policy does not confer any rights to employees that are not afforded
by law.

830. Recording Effective Date: June 2, 2021

.1 During Working Time. Unauthorized or secret photographs or audio or video
recordings of employees are disruptive to employee morale and inconsistent with the
respectful treatment required of our employees. Employees are prohibited from taking
photographs or making video or audio recordings during their working time except

where authorized by management for legitimate business purposes. Working time is
the time employees are expected to work as directed by their supervisor or are
conducting City business, but does not include rest, meal, or other authorized breaks.

2 Working Areas. Additionally, to protect confidential business information, sensitive
customer or citizen information and other non-public information, employees are
prohibited from taking photographs or making recordings in working areas at any time
except where authorized by management for legitimate business purposes.

3 This policy does not prohibit employees from taking photographs or making recordings
related to terms or conditions of work, for example safety or significant policy violations
or illegal activity, and when prior authorization is not reasonable or possible. Employees




taking such photographs or recordings should immediately notify their supervisor,
department head, or Human Resources of the incident and provide a copy upon request
to assist with any internal investigation.

831. Employee Uniform Policy Effective Date: November 6, 2024

The City of Tulsa recognizes that uniforms are an important part of maintaining a safe and
healthy working environment. The Employee Uniform Policy is intended to standardize and
govern the uniform allowance and uniform provision program for non-sworn City employees

A Definitions

.11 “Uniform allowance” means those monies paid by the City for the purchase of
work uniforms for employees required to wear uniforms in the performance of
their assigned duties.

.12 “Uniform provision” means uniform allowance, supplied rental uniforms or City
of Tulsa purchased uniforms provided to non-sworn employees.

.13  “Employee” means all non-sworn classified employees of the City of Tulsa

.14 “Improper display” means wearing the uniform in such a way that the City of
Tulsa logo is hidden, obscured, or altered.

.15 “Improper use” means wearing the uniform to businesses or events that could
bring embarrassment to the City of Tulsa or using the City’s uniform for
personal profit or for personal gain or recognition.

.16 “Employee storefront” means the source by which employees can purchase
approved non-uniformed items with City of Tulsa branding.

2 Uniforms

.21 The City of Tulsa recognizes some jobs require employee contact with
hazardous materials, chemicals, and work environments which unusually soil,
contaminate and/or cause the deteriorations of the employee’s clothing.

.22  The safety of employees and the public, as well as the appropriate image of
our employees to the public, is enhanced through the use of easily recognized
uniforms.

.23  The City of Tulsa will provide uniforms or a uniform allowance to certain
employees based on an assessment of safety and public recognition factors.

.24  The established uniform allowance is $175.00 annually for employees with
three (3) or more years of employment.

.241 Employees transferring from a department without a uniform requirement or
from another department will be approved for the uniform allowance in the
new department beginning at the year three provision, unless otherwise
determined by the department head, based upon safety considerations,
budget, and employee need.

.242 Employees with less than three (3) total years of employment with the City
will be provided uniforms according to the approved uniform allotment
schedule as follows or provided uniforms sufficient to perform the
employees’ job, as determined by the department head, and based upon
the operational and budgetary needs of the department.




3

Shirts Pants Jacket Hats
One (1) 10 6 1 2
Two (2) 6 4 1 2
6 4 1 2
Three
(3)**

* Uniform allotments listed in .242 for employees in years one (1) through
three (3) of employment are only listed for informational purposes and
may be subject to change based upon safety requirements or upon
operational need as determined by the department head. The number of
items provided may be subject to change, if the department determines
need for different items or based upon the provisions in .243.

** Employees with three (3) years of service as shown in PPPM .242 may
elect to receive the $175 annual uniform allowance instead of the year
three (3) allotment to purchase approved standard uniform items from
the option list and based upon the provisions in .243.

243 Employees uniform allowance may be adjusted due to budgetary
considerations based upon the date of hire or date of
transfer.

For example: If an employee hires or transfers in March, then
the employee will be provided with sufficient uniforms to
perform the job, but not the full allowance. The employee will
be provided the full allowance after the start of the next fiscal
year and based upon the department’s ability to purchase
under the City’s uniform vendor contract.

.25 Employees who are exempt or are working in office or administrative positions

.26

that are not customer-facing or required to work in the field daily will not be
eligible for the annual uniform allowance or any future proposed increases to
the uniform allowance.

Each Department is responsible for establishing processes and guidelines for
the purchase of any clothing for their employees

Eligibility

31

.32

.33

.34

Certain employees may be required to conform to uniform standards for
consistency. Such standards shall be approved and provided to all departments by
the Communications Department and/or the Personnel Director or designee. Only
those employees approved for uniforms or uniform allowance by the Personnel
Director or designee, based upon their job description and duties, will be eligible for
uniform allowance or provision by the City of Tulsa.

Employees provided with uniforms, or a uniform allowance will be required to
always wear the appropriate uniform on the job unless alternative attire is
approved by management.

Employees will be responsible for maintaining uniforms in an appropriate
manner as representatives of the City of Tulsa. Supervisors will be responsible for
ensuring employees are properly and safely dressed for their job duties.

Employees who damage or lose their uniforms due to negligence or intentional
action will be required to purchase or reimburse the City of Tulsa for the full cost
of replacement uniforms. Additionally, actions involving uniform neglect, improper
display or improper use of the uniform or associated clothing or attachments may
result in disciplinary review.
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.6

Repayment of Uniform Allowance

41

42

Employees who receive uniforms or the uniform allowance and leave
employment with the City of Tulsa or transfer to a position not requiring
uniforms must return all uniforms washed and in good condition, or, if uniforms
are not returned washed and in good condition, the Employee will be required
to repay a prorated amount, which will be withheld from the employee’s next
pay check or final pay check, as applicable.

The prorated schedule is as follows:

/Amount to be Paid
Time from payment of
annual uniform allowance

Three (3) months from 100%
purchase

75%
More than three (3) but less
than six (6) months from
purchase

More than six (6) months but 50%
less than nine (9) months from
purchase

25%
More than nine (9) months but
less than twelve (12) months
from purchase

Prior to receiving uniforms under this policy, employees will be required to read
and sign the Uniform Repayment Agreement. This form must be renewed
annually prior to receipt of uniforms or a uniform allowance.

421 Refusal to sign the Uniform Repayment Agreement may result in a delay
in procurement of uniforms.

Uniform Program Review

.51

.52

.53

In even calendar years, beginning from the year this policy becomes effective and
prior to October 1st, the current rate of inflation will be reviewed by Human
Resources staff and provided to the Personnel Director or designee.

The Personnel Director or designee will review the information provided and make
recommendations for an increase or decrease in the amount paid for the uniform
allowance to all City Departments for inclusion in the next fiscal year budget.

.521 The uniform allowance will be increased or decreased every odd number year
in increments of no less than $25.00, using the inflation rate as guidance.

Increases to the uniform allowance will be based upon the appropriation of funds
and increases may be temporarily ceased by the Mayor or their designee due to
budget constraints

Employee Storefront

.61

.62

Employees must get prior approval from their department head or designee before
wearing items bought through the employee storefront while on the job.

Actions involving improper display or improper use of the clothing or
attachments purchased from the storefront may result in disciplinary review.
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