








> A new hazardous duty stipend equal to 4 percent of base pay, retroactive to

July 1, 2004.
Further, the Executive Board of the Police Union is proposing that all of these increases be
treated as “regular compensation” which means that they will have the impact of
increasing an officer’s holiday pay, educational pay, shift differential and overtime rate.

These increases also have a future cost in that they will increase an Officer’s pension at
retirement,

15. What is the justification for the Town’s 6.5 percent offer?

First, remember that we are talking about the collective bargaining contract for the period
of 7/1/2004 through 6/30/2007. At the time, the Town was dealing with the failure of a $5
million dollar override vote. The police budget was cut by $412,000 and reduced by 12
positions (out of a total of 80 positions cut across all municipal and school departments).
Further, because the State was dealing with its own financial crisis, it cut Lexington’s state
aid by $2,000,000 for the period between FY2003 and 2005. The Town had to draw down
its financial reserves and put less money into its pension fund in FY2004 just to maintain
basic services and keep from cutting more positions.

Second, and illustrating the seriousness of the Town’s financial position at the time,
Moody’s Investor Services, which provides our credit rating, gave Lexington a “negative
outlook” because of the Town'’s “diminished financial position.”

In light of all of this, the Town still had to reach collective bargaining settlements with its
10 unions and did so with 9 of them. To their credit, the unions for the Firefighters, Police
Captains, Public Safety Dispatchers, DPW employees, Custodians and Librarians all
recognized the Town's “diminished financial position” and settled for the same across-the-
board base wage increase that the Town offered to the Police Union. Three other
bargaining units, which include management, supervisors and administrative staff, settled
for slightly less of an increase. Only with the five police lieutenants did the Town settle for
more than this overall wage pattern.

16. What was the reason for the exception for police lieutenants to the wage
pattern the Town established for other collective bargaining groups?

As mentioned in question 1, the other police department union includes lieutenants and
captains. The Town found that after the FY2002-2004 contact for patrol officers and
sergeants, the salary difference between the lieutenants and the sergeants had dropped to
approximately 6 percent. It had historically been approximately a 15-18 percent
differential. Since the lieutenants have substantial supervisory responsibilities over patrol
officers and sergeants, the Town felt justified in making a salary adjustment to partially
restore the historical difference in wages between sergeants and lieutenants.

17. Could this narrowing of the salary differential between sergeants and
lieutenants just mean that both our sergeants and lieutenants are underpaid?

No. In fact our data shows that the Lexington sergeants are paid higher than any on our
list of 11 comparable communities. Their pay is approximately $4,600 or 6.2 percent
higher than the average compensation for sergeants in the comparable communities.




18.  The Police Union’s wage proposal seems substantial. Would the Police Union
potentially have settled the contract for less than this amount?

We have no way to know. The Police Union’s original salary proposals were even larger.
They only came down to this amount two weeks before the hearing conducted by the JLMC
arbitration panel on December 19, 2007.

19. Would the Town have settled the contract for more than what it is currently
offering?

As noted previously, the Town settled with every other municipal union for the amounts
shown in Question 13 above (or slightly less), with one partial exception, police
lieutenants. The Town needs to be fair to all of its employees and to the taxpayers who pay
our salaries. For this reason, and in light of the Town’s fiscal situation at the time, the
Town was reluctant to now settle for a base wage increase greater than the other nine
unions received.

20. How does Lexington’s pay scale for patrol officers compare to other Towns?
Based on the Town's wage offer, Lexington’s compensation (base pay, educational
incentive, night differential, hazardous/weapons pay, and holiday pay) for a patrol officer
with 10 years on the job would be $61,645 in FY06. This compares to an average of
$62,314 for the communities that Lexington traditionally compares itself to. So Lexington
is paying approximately I percent less than the average salary, not including benefits.

21. How do fringe benefits for Lexington’s patrol officers and sergeants compare
to those in other town’s?

Lexington benefits are generally greater and, in some cases, substantially so. For example,
for the contract period in question (FY2005-2007), Lexington contributed 87 percent
towards health insurance premiums. The average for other communities was 76-78
percent. This has a value of almost $1200 annually for an Officer who has a family plan,
as 70 percent of our officers do.

To further this example, the Police Union, in the information provided to the Lexington
Minuteman, pointed out that over the first 10 years on the job, a patrol officer in the Town
of Bedford makes approximately 335,000 more than a patrol officer in Lexington. This is
largely because a Bedford officer reaches maximum pay in their fifth year while a
Lexington officer reaches maximum pay in their tenth year. This is an accurate statement
by the Police Union. What the Police Union did not say, however, is that the Town of
Bedford pays 61 percent of the health insurance premium for a family plan compared to
Lexington’s 87 percent (Lexington’s contribution was recently negotiated to 85 percent).
This higher contribution is worth nearly 33,800 per year (or $38,000 over ten years).
Further, the Town’s insurance contribution is tax-free and continues into retirement.
Lexington’s salary plus benefits, therefore, are equal to, if not greater than, Bedford'’s.

The Lexington Police Union contract also offers more vacation and personal days than our
comparable communities. For the Police Union fo compare base wages without looking at
other benefits, which have a cost to the Town and a value to patrol officers and sergeants,
does not tell the complete story.



22, Why does it take a patrol officer in Lexington longer to reach maximum pay
than in comparable communities?

A Lexington patrol officer reaches their maximum salary in their tenth year of service
while in the average of our comparable communities it happens in their fourth to fifth year.
The sixth and seventh steps in Lexington, which are reached in years seven and 10
respectively, were negotiated by the Police Union in the FY2001-2004 contract. The
Police Union made no overtures during bargaining or in off-the-record discussions other
than their proposal to both shorten the time period to reach the maximum step and add an
additional $750 to each of the six and seventh steps. The Police Union’s portrayal of the
Town being unbending on this issue is unfair and untrue.

23. What else should Town Meeting Members know about this contract?

The colleciive bargaining process and union contacis are a complex aspect cf labor
relations. In this document we have tried to provide the salient features of the contract
negotiations between the Town and the Police Union. As the law provides, however, an
independent JLMC arbitration panel will make the final decision regarding the matter.
Town Meeting’s role is limited to deciding whether to provide additional funding, should
the JLMC arbitration award be greater than the amount the Town has already budgeted. If
it does not vote the additional funding that may be necessary, the matter goes back to the
Town and the Police Union for further bargaining.

24. Is there more that Town Meeting Members will learn about the discipline of
Police Union President Michael Rizzo?

Because this matter is still being adjudicated before the Civil Service Commission, much of
this information remains confidential. The Town can disclose that it discharged Officer
Rizzo because he violated the Department’s Use of Force Policy, while on duty, injuring a
young adult resident of our community. This young man has now had three surgeries to
deal with the injury inflicted by Officer Rizzo. Afier a full hearing, which lasted five days
and included the testimony of nine witnesses including other police officers, Officer Rizzo
was also found to have made untruthful statements about the incident, which hindered the
Department’s investigation. At this hearing, Officer Rizzo had the opportunity to account
for his actions, but failed to testify on his own behalf. In the absence of his testimony, the
Town Manager had to make his decision on the facts presented. His discharge was a
regrettable but necessary action. Officer Rizzo has appealed his discipline to the Civil
Service Commission, which will hear this matter in March 2008.

25. Have the lack of a successor contract and the Officer Rizzo disciplinary matter
impacted the performance of our Police Department?

No. Chief Casey and I have every confidence in the men and women who, day in and day
out, do a wonderful and professional job in policing our community. The Town’s goal is to
provide competitive salaries and benefits for all of our employees, while being mindful of
the increasing tax burden shouldered by our residents. Town Meeting Members and the
community should be assured that the JLMC arbitration panel will make its decision soon
and we will have a FY2005-2007 contract with the Police Union. The Town and the Police
Union will then begin negotiations for the FY2008 contract period,



