March 3, 2020
JOURNAL OF THE BOARD OF ALDERMEN OF THE CITY OF PERRYVILLE, PERRY COUNTY,
MISSOURI.
The Board of Aldermen of the City of Perryville, Perry County, Missouri, met at City Hall in said City
on the above date in regular session pursuant to adjournment. Present: Ken Baer, Mayor; Tom Guth, Prince
Hudson, Douglas K. Martin, and David J. Schumer, Aldermen; Brent Buerck, City Administrator; Tracy Prost,
City Clerk; and Thomas Ludwig, City Attorney. Absent: Alderman Curt Buerck. Absent: Alderman Larry
Riney.
Mayor Baer opens the meeting. Girl Scout Troop 71510 leads the Pledge of Allegiance and recites
the Girl Scout Pledge.
Mayor Baer now opens the meeting for citizens’ participation from the floor.
There being no one coming forth, Mayor Baer closes the citizens’ participation portion of the
meeting.
Mayor Baer opens a public hearing for the Wastewater Improvement Project regarding
presentation and discussion of planned wastewater system improvements.
City Administrator Buerck reports that the Wastewater Treatment Plant Project is partially
financed by a loan from the Missouri State Revolving fund. MoDNR requires public hearings to discuss
the wastewater improvement project.
He continues his presentation: City staff has been working on this plan for upwards of five years.
Our work originally began when we commissioned Donahue & Associates to complete a study of our
current plant and evaluate future needs. Their report was completed in October 2017. With this report in
hand, in 2018, we asked the voters to approve a funding formula very similar to what was approved for
the Water Treatment Plant twenty years earlier. Each of the three ballot measures passed with over 70%
of the vote.
Around the same time, the City worked with our engineers at Crawford, Murphy (CMT) and Tilley
to apply for funding through the State Revolving Loan. With the SRF process completed and with our
having the voter’s approval, we solicited proposals for an Owner’s Representative as our project was
going to be completed via a Design-Build contract. In 2019, we selected Allgeier, Martin and Associates
(AMCE) to fulfill this role. They amended our original facility plan, confirming the discharge location would
remain the same and determining the plant should be 2.5 MGD with a 9 MGD peak flow.
Most recently, we have begun our process of selecting the Design Build team and will soon
narrow the field to two firms for interviews. The goal is to have a firm under contract by early summer and
begin construction towards the end of 2020.
There being no one else coming forth, Mayor Baer closes the public hearing for the Wastewater
Improvement Project regarding presentation and discussion of planned wastewater system
improvements.
Mayor Baer now opens a public hearing for the Wastewater Improvement Project regarding
discussion of impact that these improvements will have on user rates.
City Administrator Buerck states that in 2017, city staff worked with Raftelis to complete a
water/sewer rate study. It had been nearly a decade since rates had been adjusted and we knew we
needed to invest heavily in the system, not only the system maintenance but also knew a new
Wastewater Treatment Plant would be needed to meet our permit limits. As mentioned earlier, in 2018
the city planned to present three different funding measures to the voters, a property tax, a sales tax and

revenue bonds based on new sewer rates. You see, at the time of our rate study, we decided the new
rates should be built on the premise that our tax levies would pass and the new rates would need to fund
whatever wasn’t covered by the property and sales tax levies. The voters agreed with this plan in 2018
with a solid majority voting to pass all three measures. At this time, we do not expect significant changes
to the current rates will be necessary with the building of our new plant.
There being no one else coming forth, Mayor Baer closes the public hearing for the Wastewater
Improvement Project regarding discussion of impact that these improvements will have on user rates.
CONSENT AGENDA ITEMS
5.

Approve minutes from meeting of February 18, 2020. (copy)

6.

Approve bills for February, 2020. (copy)
At this time Alderman Riney, Chairman of the Finance Committee, presents the following bills and
invoices for the month of February, 2020, vendor checks numbered 114542 – 114833; and 8 ACH
transfers; payroll checks numbered: 658525 - 658531.
The following bills are presented to be paid for the month of February, 2020. Board finds that
$401,313.80 is chargeable to and payable out of the General Revenue Account; $42,027.24 is out
of Airport; $85,042.20 is out of Transportation Trust; $144,634.43 is out of Perry Park Center;
$675.54 is out of Veterans Memorial Field; $2,500.00 is out of TIF #2; $2,500.00 is out of TIF #3;
$13,350.75 is out of Street Improvement; $44,798.20 is out of Refuse; $245,289.72 is out of
CWSS; $413,112.64 is out of Gas Operation; and $16,607.66 is out of WWTP Project. The Board,
upon investigation, found the sum to be $1,411,852.18.

7.
8.

Approve Invoice from BBL Construction relative to Airport T-Hangar Improvements and Repairs $66,295.00.
Approve proposals received for the 2020-2025 Bank Services and award to The Bank of Missouri
per recommendation of staff.

9.

Review and approve bids received for the Perryville Boulevard Shared Use Path project and
award to Fronabarger Concreters, Inc. per recommendation of City Engineer Baer, contingent
upon approval from MoDOT - $277,111.54.

10.

Acknowledge staff’s selection of two teams that have been prequalified to proceed in the
Wastewater Plant Design-Build process – HDR/Robinson Construction Team and CMT/Goodwin
Brothers Team.

11.

Approve recommendation from Building Inspector/Zoning Administrator Ray Jackson to enter into
an agreement with iWorQ regarding community development/building permit software.

12.

Review and approve Festival Application for Temporary Outdoor Consumption Permit from Scott
Sattler on behalf of the Downtown Revitalization Committee for St. Patrick’s Festival on the Square
- March 14, 2020.

13.

Review and approve Fall Festival and Craft Fair request from John and Jill Brown, JB’s Customer
Furniture and Décor – October 24, 2020.

14.

Review and approve request from John and Jill Brown, JB’s Customer Furniture and Décor, to
place a tent on the city parking lot next to their building at 115 North Jackson Street from March 15
to June 15.
END OF CONSENT AGENDA

At this time, Mayor Baer asks if anyone wishes to remove anything from the Consent Agenda.
Regarding Item 14, City Administrator Buerck suggests that the Board consider charging a $50 per
month rental fee.
Alderman Hudson makes a motion to approve the Consent Agenda with the addition of a $50 rental
fee for Item 14. Alderman Buerck seconds the motion, and on vote the motion carries.
At this time, the Board considers the special use permit request from Tim Brewer to install a
crematory retort inside his existing Brewer Monument business at 111 South West Street. The public
hearing on this matter was held at the March 3, 2020, meeting.
Alderman Hudson makes a motion to approve the special use permit request from Tim Brewer to
install a crematory retort inside his existing Brewer Monument business at 111 South West Street.
Alderman Schumer seconds the motion. Roll call showed the aye and nay vote as follows: Curt Buerck,
nay; Tom Guth, nay; Prince Hudson, nay; Douglas K. Martin, nay; Larry Riney, absent; David J. Schumer,
nay. Totals: aye, none; nay, five; absent, one. Motion fails.
Alderman Schumer makes a motion for staff, along with the Planning & Zoning Commission, to
determine if, and if so where and with what restrictions a crematory retort may be permitted within the city
limits and then draft an ordinance for the Board of Aldermen to consider adopting. Alderman Hudson
seconds the motion, and on vote the motion carries.
Alderman Schumer makes a motion that a moratorium be placed on any applications for a
crematory for six months or until the Planning & Zoning’s recommendation has been approved by the
Board of Aldermen. Alderman Hudson seconds the motion, and on vote the motion carries.
SECOND READINGS AND FINAL PASSAGE:
Now, at this time, the Board proceeds to approve Bill No. 6024, AN ORDINANCE AMENDING
TITLE 2, CHAPTER 2.88, OF THE CODE OF ORDINANCES OF THE CITY OF PERRYVILLE, MISSOURI,
RELATIVE TO PERSONNEL RULES AND REGULATIONS; AND REPEALING ALL ORDINANCES IN
CONFLICT THEREWITH. Bill No. 6024 is read a second time on motion by Alderman Buerck, seconded
by Alderman Martin. Thereupon on motion by Alderman Buerck, seconded by Alderman Martin, and on
vote carried, it is ordered that the bill be placed on final passage. Roll call showed the aye and nay vote
as follows: Curt Buerck, aye; Tom Guth, aye; Prince Hudson, aye; Douglas K. Martin, aye; Larry Riney,
aye; David J. Schumer, aye. Totals: aye, five; nay, none; absent, one. The Mayor thereupon declared
the bill passed and approved and the bill thereupon became Ordinance No. 6242 of the City of Perryville,
and is in words and figures as follows:
BILL NO. 6024

ORDINANCE NO. 6242

AN ORDINANCE AMENDING TITLE 2, CHAPTER 2.88, OF THE CODE OF
ORDINANCES OF THE CITY OF PERRYVILLE, MISSOURI, RELATIVE TO PERSONNEL
RULES AND REGULATIONS; AND REPEALING ALL ORDINANCES IN CONFLICT
THEREWITH.
NOW, THEREFORE, BE IT ORDAINED BY THE MAYOR AND BOARD OF ALDERMEN OF THE
CITY OF PERRYVILLE, MISSOURI, AS FOLLOWS:
Section 1. That Title 2, Chapter 2.88, of the Code of Ordinances of the City of Perryville, Missouri, is
hereby repealed in its entirety
Section 2. That the new Title 2, Chapter 2.88, of the Code of Ordinances of the City of Perryville,
Missouri, shall read as follows:
“Chapter 2.88

PERSONNEL RULES AND REGULATIONS
Article 1. Basic Objectives
2.88.100 Basic objectives.
The purpose of these policies is to provide a uniform set of rules governing city/employee relations with
all the benefits such a program ensures. The fundamental objectives of good personnel administration
sought to be achieved by these policies include:
A. To promote and increase efficiency and economy in the service of the city;
B. To provide fair and equal employment opportunities to all qualified applicants to enter and advance in
city employment on the basis of demonstrated merit and fitness as ascertained through fair and
practical methods of selection and promotion;
C. To develop a program of recruitment, advancement, and tenure which will make the service of the city
attractive as a career and encourage each employee to render their best services to the city;
D. To establish and maintain a uniform plan of evaluation and pay based upon the relative duties and
responsibilities of positions in the service of the city;
E. To promote high morale among city employees by providing good working relationships, uniform
personnel policies, opportunity for advancement, and consideration for employee welfare.
2.88.105 Applicability.
These policies shall apply to all regular and probationary employees in the service of the city. These
policies shall not apply to elected officials in that elected officials are governed by Section 2.08.105 of this
code. Individual departments may establish internal rules and regulations not governed by these policies
with the approval of the mayor and board of aldermen. Part-time and temporary employees are governed
by policies specifically approved for part-time and temporary employees.
2.88.110 Affirmative action policy.
It is the city's policy to take affirmative action to ensure that applicants are employed and that employees
are treated equally during employment without regard to their race, color, religion, gender, handicap,
veteran status, or national origin. Such action shall include, but not be limited to, the following:
employment, upgrading, demotion or transfer, recruitment and advertising, layoff or termination, rates of
pay or other forms of compensation, selection for training including apprenticeships, and participation in
recreational and educational activities.
2.88.115 Ethics policy.
No employee shall solicit individual gifts, favors, entertainment, or payments under any circumstance from
contractors, vendors, or members of the general public. Employees, however, may accept meals, minor
gifts, or tokens of appreciation without solicitation. Employees shall not consider such gifts in the course
of vendor or contractor selection or in the delivery of an increased level of customer service or attention.
2.88.120 Whistleblower policy.
A whistleblower as defined by this policy is an employee of the city of Perryville who reports an activity
that said employee considers to be illegal or dishonest to one or more of the parties specified in this
policy. The whistleblower is not responsible for investigating the activity or for determining fault or
corrective measures; appropriate management officials are charged with these responsibilities.

Examples of illegal or dishonest activities are violations of federal, state, or local laws; billing for services
not performed or for goods not delivered; and other fraudulent financial reporting.
If an employee has knowledge of or a concern of illegal or dishonest fraudulent activity, the employee is
to contact their immediate supervisor or the human resource manager. The employee must exercise
sound judgment to avoid baseless allegations. An employee who intentionally files a false report of
wrongdoing will be subject to discipline up to and including termination.
Whistleblower protections are provided in two important areas – confidentiality and against retaliation.
Insofar as possible, the confidentiality of the whistleblower will be maintained. However, identity may
have to be disclosed to conduct a thorough investigation, to comply with the law, and to provide accused
individuals their legal rights of defense. The city will not retaliate against a whistleblower. This includes,
but is not limited to, protection from retaliation in the form of adverse employment action such as
termination, compensation decreases, poor work assignments, and threats of physical harm. Any
whistleblower who believes they are being retaliated against must contact the human resource manager
immediately. The right of a whistleblower for protection against retaliation does not include immunity for
any personal wrongdoing that is alleged and investigated.
2.88.125 Hiring.
It is the city's policy to publicly advertise for all full-time openings. Candidates will be screened, finalists
interviewed, and the city shall hire, in its determination, the best candidate available. To this end, the city
does not utilize hiring quotas nor does it give preference for applicants of a predetermined race, creed, or
gender.
2.88.130 Promotions.
It is generally the policy of the city of Perryville to publicly advertise all job openings; however, regarding
promotions, when all things are otherwise equal, preference will be given to the most qualified internal
candidate.
2.88.135 Americans with disabilities.
It is the policy of the city of Perryville to comply with all federal and state laws concerning the employment
of persons with disabilities and to act in accordance with regulations and guidance issued by the Equal
Employment Opportunity Commission (EEOC). Furthermore, it is the city’s policy not to discriminate
against qualified individuals with disabilities in regard to application procedures, hiring, advancement,
discharge, compensation, training, or other terms, conditions, and privileges of employment.
2.88.140 Harassment policy and procedure.
The city will not tolerate the harassment of any of its employees and will take immediate, positive steps to
stop it when it occurs.
Any employee who feels they are being subjected to harassment shall immediately contact their
immediate supervisor or the next level supervisor if their immediate supervisor is not appropriate.
Complaints may be made orally or in writing. The city will immediately investigate the allegations of
harassment and take corrective action if warranted.
2.88.145 Equal Employment Opportunity (EEO).
The city is an equal opportunity employer and prohibits discrimination against employees or applicants on
the basis of race, color, religion, age, disability, genetic information, national origin, gender, or any other
characteristic protected by federal, state, or local laws. This non-discrimination policy shall apply to all

aspects of the employment relationship, including, but not limited to, hiring, compensation, and
termination.
The human resource manager will, on a periodic and reoccurring basis, schedule trainings for all full-time
staff members to include sexual harassment, discrimination, and other related subjects. Department
heads will be responsible for ensuring part-time, temporary, and employees in their departments receive
similar information on these subjects and for educating any staff who may have missed the city-wide
training session(s) for whatever reason.
2.88.150 Health Insurance Portability and Accountability (HIPAA).
In the course of providing services to city employees, it is necessary to obtain personal medical or other
relevant information about employees. Government regulations define how this information may be used
or disclosed to others. The city is required by law to maintain the privacy of protected health information
and to provide individuals with notice of its legal duties and privacy practices with respect to protected
health information. This notice describes how information may be used. The city is required to abide by
the terms of this notice. The city reserves the right to change the terms of its notice and to make the new
notice provisions effective for all protected health information maintained. If there is a change in the way
information will be used, the city is responsible to notify employees of the change. Such notification can
be made by mail, electronic communication, or other form of communication. (A complete copy of the
HIPAA policy may be obtained through the human resource manager.)
2.88.155 Personnel records.
A. General Responsibility for Records and Reports -- The city clerk’s office shall be responsible for
establishing and maintaining the system of record keeping deemed appropriate and necessary in
order to effectively and efficiently carry out the policies set forth herein.
B. Personnel Records -- The city clerk's office shall designate repositories for all such personnel files
and records as the city clerk deems necessary.
1. A separate personnel file shall be maintained on each employee in the city clerk’s office and shall
be the official file of record for the employee. The personnel file shall contain such information
including: employment application, resume, job description, personal history, salary, withholding
statements, address, social security number, evaluation reports, notices of promotion or
disciplinary action, incident reports, resignation letter, investigative reports directly relating to the
employee, grievance notices, and such other information as may be useful and pertinent.
Employees are permitted to inspect all material contained within their own personnel file as
designated in Section 2.88.155(E).
2. The following items shall be considered public record: employee's name, job title, salary, hiring
date, and termination date. All other information shall be considered confidential.
3. Employees are required to notify the human resource manager of changes in personnel records,
such as change of address, change of marital status, number of dependents, etc.
4. Records can be kept in digital or paper format per the Missouri Records Retention Policy.
5. Any employee file maintained at the department level shall be considered a ‘working file’ and is
not considered part of the official employee file and, therefore, any information in said file may not
be considered permanent records. Any employee file maintained at the department level may
only contain employee's name, job title, salary, hiring date, termination date, leave request forms,
and any ongoing personnel discipline process documentation. At the conclusion of any
disciplinary process, any documentation relating to said disciplinary process must be removed
from the department level file and given to the human resource manager. All employee files held
at the department level shall be considered confidential and must be securely locked.

C. Action Forms -- The human resource manager shall develop those forms necessary to effectively
carry out and communicate the policies and related actions required as set forth in these personnel
policies and procedures.
D. Employment Forms -- To handle all types of personnel transactions, various employment forms have
been devised. These forms are available through the human resource manager and include, but are
not limited to: employment and promotion applications, state and federal W-4 forms, Immigration and
Naturalization Service I-9 forms, insurance beneficiary and health insurance enrollment forms,
personnel record forms, direct deposit forms, requests for leave, Section 125 Plan forms, Lagers
forms and brochures. Forms relating to the termination, grievance, and disciplinary action processes
are available from the human resource manager
1. Copies of any such forms should be available for the employee's inspection, at any time, as well
as available to the auditors or other governmental agencies, to examine as the need arises. All
forms are subject to the city’s retention/detention schedule.
E. Employee Access to Personnel Records -- This section is intended to assure employees have
complete and free access to all information contained in their own individual personnel files. At the
same time, this section is intended to protect each employee's rights to the privacy of those records.
Personnel files are available for inspection by the employee and their supervisory officials during
normal business hours with prior authorization from the human resource manager and accessed no
more frequently than quarterly by any employee.
1. Every employee has the right to have a letter (or other notation) entered into that file stating the
employee's position on any adverse action to which the file refers.
2. Employees may request copies of their personnel records but shall be responsible for copying
costs.
F. Elected Officials Access to Personnel Records -- The mayor may request and obtain access to
individual personnel files which shall be accessed in conjunction with the human resource manager
and the city administrator. Individual aldermen may access individual personnel files only through an
action of the majority of the board of aldermen. If such action is approved by a majority of the board
of aldermen, then it shall be done in conjunction with the human resource manager and the city
administrator. In no event shall any elected official disclose a personnel file unless the disclosure is
authorized by law.
2.88.160 Reference policy on current or former employees.
In order to promote fair and equal treatment of all employees, to protect privacy, and to prevent legal
claims against the city or its employees, the city hereby establishes the following personnel policy
concerning reference requests. It is the policy and practice of the city to provide all prospective
employers with references or recommendations per authorized requests. All requests must be directed to
the human resource manager. At no time is any supervisor, superintendent, or department head
(referred to as ‘supervisor’) authorized to give references or recommendations without the consent of the
human resource manager or city administrator.
Unauthorized references or recommendations may result in disciplinary action. Supervisors can provide
a personal reference for employees not under their supervision. Personal references cannot be written
on city letterhead or through city e-mail. Supervisors assume all legal liabilities when a personal or
unauthorized reference or recommendation is given.
The city will release employment information pertaining to: name of employee, dates of employment,
position(s) held, and rate of pay. All references and recommendations will contain the information listed
above. All other information related to performance, re-hire status, or other specific employment

information of current or past employees will require a written request from the prospective employer and
signature of approval by the current or former employee. A copy of any written response or completed
form will be placed in the referenced employee’s personnel file.
2.88.165 Personnel policy publication.
Within ten (10) days from the date of adoption of these policies, a copy of the policies shall be furnished
to each employee who shall acknowledge in writing the receipt of such copy. The policies shall be
reviewed periodically by the city administrator and may be changed by the board of aldermen, but no
such change will divest any employee of rights accrued under these policies at the time of such change.
A copy of each change in these policies will be furnished to each employee.
Article 2. Definitions
2.88.200 Definitions.
As used in these rules and regulations, unless the context clearly requires otherwise:
"Call back" means an unscheduled or emergency return to work outside of normal hours or on a holiday
or day off at the request of the supervisor. It does not mean overtime or holiday work scheduled in
advance.
"Classification" means the assignment of an individual position to an appropriate grade on the basis of
kind, difficulty, and responsibility of the work actually performed in the position.
“Compensatory time (aka Comp time)” means paid time off given to an employee instead of overtime
pay in compensation for extra hours of work.
"Crew leader" is a nonsupervisory, public works employee who oversees and directs work activities and
job assignments as directed by the superintendent or in the superintendent’s absence.
"Day" means any regularly scheduled or specially scheduled work period as designated by the board of
aldermen, city administrator, or department head.
"Demotion - voluntary" means an assignment of an employee from a position in one pay grade to a
position in another pay grade having a lower maximum salary rate at the request of the employee and
with the approval of the city.
"Demotion - involuntary" means an assignment of an employee from a position in one pay grade to a
position in another pay grade having a lower maximum salary rate at the direction of the city.
"Department" means a major functional unit of the city government.
"Department head" means a person appointed by the city administrator and responsible to the city
administrator for the administration of a department.
"Disability" means a physical or mental impairment which substantially limits one or more of the person's
major life activities, or a condition perceived as such, which with or without reasonable accommodation
does not interfere with performing the job.
"Discrimination" means any unfair treatment based on race, color, religion, national origin, ancestry,
gender, age, or handicapping condition as it relates to employment.
"Division" means a major functional unit of a department.
"Division head" means a person responsible for administration of the work of a division.

"Employee" shall mean an individual intended by the city to work forty (40) hours per week or two
thousand eighty (2,080) hours per year. “Employee” may also be referred to as “regular employee” or
“full-time employee” throughout these policies.
“Employee” may include probationary employees.
“Employee” excludes part-time and temporary employees, as well as elected city officials.
“Exempt employee” means an employee or position which is not compensated for overtime work and is
classified as an executive, administrative, professional employee, or any other qualifying category as
defined by FLSA. This employee may receive flex time for overtime work at the rate of one hour for one
hour worked at the discretion of their department head or the city administrator.
"Family - immediate" means mother, father, sister, brother, spouse, son, daughter, father-in-law, motherin-law, brother-in-law, sister-in-law, grandmother, grandfather, son-in-law, daughter-in-law, grandchild,
stepchild, or any relative living in the same household.
“Family - extended” means half-brother, half-sister, stepbrother, stepsister, grandparent-in-law, aunt,
uncle, niece, nephew, or any other individual residing in the same household. For the purposes of
employee supervision, this shall include persons involved in a dating relationship or as a ‘significant other’
with a member of one’s immediate family and their family members.
“Flex time” means time off for any hours previously worked which exceeded the total time an employee
was regularly scheduled to be on duty during a forty-hour work week. Flex time must be authorized and
shall be paid hour for hour at employee’s regular rate of pay. Regular employees must utilize flex time
during the same week it was accrued, however, exempt employees may carry a balance forward. Flex
time is not guaranteed for exempt employees and any unused flex time will not be paid out at the
termination of employment.
“Foreman” (see "Supervisor").
"Grade" is a level on the pay scale to which classified positions are assigned based on the duties,
responsibilities, and qualifications required by the job itself.
“Harassment” means any conduct which may create a hostile work environment. Examples of such
conduct include, but are not limited to, retaliation against a fellow employee, making slurs against a fellow
employee, using offensive terms which are commonly considered offensive, telling stories or jokes based
on race, gender, or other protected status and otherwise creating any work consequences based on
another employee’s age, disability, national origin, pregnancy status, race, color, religion, gender, or any
other characteristic or status protected by federal, state, or local laws.
“Job” (see "Position").
"Layoff" means a separation from employment because of the city's shortage of funds or materials,
abolishment of positions, or other reasons beyond the control of an employee and not reflecting a
discredit to them.
"Military leave" means the leave of absence granted to employees entering the armed forces of the
United States during a national emergency or in response to draft or call to duty from the ready reserve of
the armed services.
"Month" means one (1) calendar month.
"Nonexempt employee" means an employee or position which is compensated for overtime work
consistent with the city personnel rules and regulations and FLSA. This would include all city employees
except for exempt and unclassified personnel.
"On call" means being available for work at a designated place for a designated period of time as defined
by federal regulatory agencies.

"Overtime" means any hours over forty (40) in a Monday-Sunday work week that are worked by a
nonexempt employee. Any overtime hours worked must be authorized by a supervisor in advance,
except for emergency situations. Supervisors shall arrange for the employee to take flex time off in the
same work week at regular pay in lieu of overtime pay whenever possible.
“Part-time employee” means any employee that works under one thousand two hundred fifty (1,250)
hours per year for the city. Part-time employees are governed by policies specifically approved for parttime and temporary employees.
“Pay period” means a Monday–Sunday work week.
"Performance increase" means an advancement to a higher step within the same grade classification.
"Physicians" mean medical or osteopathic doctors licensed by the Missouri State Board of Medical
Examiners.
"Position" or "Job" means a group of current duties and responsibilities legally assigned or delegated by
an appointing authority requiring the full-time or temporary employment of one person.
"Probationary employee" means a working test period of one hundred eighty (180) days during which an
employee is required to demonstrate their fitness for a position by actual performance of the duties of the
position.
"Promotion" means an assignment of an employee from a position in one grade to a position in another
grade having a higher maximum salary rate.
"Qualified individual with a disability" means an individual with a disability who, with or without reasonable
accommodation, can perform the essential functions of the employment position that such individual
holds or desires.
"Range" is a series of steps on the pay scale assigned to each grade.
"Reasonable accommodation" is an adjustment made in a system to accommodate or make fair the same
system for an individual based on a proven need. Accommodations can be religious, physical, mental or
emotional, academic, or employment related and may be mandated by law. Examples include making
existing facilities used by employees readily accessible to and usable by individuals with disabilities and
job restructuring, modifying work schedules, acquisition or modification of equipment and/or training
materials, and the like.
"Reevaluation" means a change in classification of an individual position on the basis of a review of the
kind, difficulty, or responsibility of work performed in such position.
"Residency" shall, for the purpose of this provision, be defined as the actual living quarters of the
employee and their family, if any, and this requirement shall not be met by maintenance of an address,
room, or rooms by the employee solely for the purpose of giving the appearance of compliance herewith
when the actual facts demonstrate employee's intent to remain outside the geographical area permitted in
this chapter.
“Safety sensitive employee” means any employee who spends a considerable portion of their time driving
a vehicle of or for the city, carries a firearm, operates equipment of the city, or is in a position that could
affect the safety of said employee or other employees or members of the public at large as further defined
by Chapter 49 CFR of the Code of Federal Regulations.
"Service credit" means the credit allowed for an employee's length of service when completing certain
benefits such as personal time off and retirement.

"Sexual harassment" is behavior characterized by the making of unwelcome and inappropriate sexual
remarks or physical advances in a workplace or other professional or social situation. Examples may
include, but are not limited to, unwelcome conduct in the form of touching; propositioning; making either
explicit or implied job threats or promises in return for submission to sexual favors; making inappropriate
sex-oriented comments on appearance, including dress or physical features; telling embarrassing sexoriented stories; displaying sexually explicit or pornographic material; or sexual assaults on the job by
supervisors, fellow employees, or nonemployees. Sexual harassment includes conduct directed by men
toward women, by men toward men, by women toward men, and by women toward women.
“Status” means state or condition with respect to circumstances, or position or rank in relation to others.
“Superintendent” means the member of management who has responsibility for a functional area,
including supervising and directing the daily schedule and activities of the nonexempt employees
assigned to that area.
“Superior” means one who is above another in rank, station, or office.
"Supervisor" means any person designated and responsible for directing the work of others.
“Temporary employee" is an employee who has been appointed for a period of time normally not to
exceed twelve (12) months. Temporary employees are governed by policies specifically approved for
part-time and temporary employees.
"Transfer" means any change of an employee from one position to another position having the same
salary range. (See also "Promotion" and "Demotion").
"Undue hardship" is an action requiring significant difficulty or expense when considered in light of: (1) the
nature and cost of the accommodation; (2) the overall financial resource of the city; (3) the number of
persons employed; (4) the effect such an expense would have on the city; or (5) other impact.
"Workday" or "Working day" means any one shift during which a department is open for business or on
which an employee is scheduled to work.
“Workweek” means Monday through Sunday period consisting of no more than forty (40) hours
regularly to be worked by an employee.
Article 3. Appointments/Separation
2.88.300 Residence.
A. The city administrator shall maintain the city administrator’s primary residence within the city limits of the
city of Perryville.
B. The residency requirement for the city marshal or chief of police shall be controlled by Chapter 2.40
of the code of ordinances of the city of Perryville. Police officers and communications officers within
the city of Perryville police department shall reside within sixty (60) miles of the city of Perryville.
C. If all other considerations are equal, persons residing within the city limits of the city of Perryville will be
given preference in all appointments of employment. Employees of the city of Perryville shall not have a
residency requirement. However, any prospective on-call employee who does not reside within the city
limits of the city of Perryville shall reside within twenty-five (25) miles of their workstation as designated
by the city administrator. Active employees who are involuntarily transferred to other positions will not be
disqualified from that transfer or from employment because of distance. Any on-call employee who
moves to a new residence more than twenty-five (25) miles from their workstation will be placed on

probation and granted the opportunity to correct the residency defect in the manner set forth in this
section.
D. Any employee who fails to satisfy the residency requirements of this section during their initial
probation period shall be discharged. However, upon the written request of an otherwise successful
employee, the city administrator may in the city administrator's absolute discretion determine that
reasonable efforts to relocate have been made and there exists an employee hardship. If the city
administrator so determines, the city administrator may extend the probationary period for an
additional period not to exceed one hundred eighty (180) days. At the end of this period, the
employee shall be discharged if the employee does not comply with this section.
E. In the event that any city employee resides outside of the city limits of the city of Perryville, then that city
employee shall not be allowed to use a city vehicle as transportation to and from their residence.
2.88.305 Pre-employment medical examinations.
Before commencement of employment, each prospective employee must undergo a thorough medical
and work fitness examination by a physician and/or program designated by the city administration, the
cost to be borne by the city. The type and extent of examination shall be at the sole discretion of the city
based on the type of work the prospective employee is expected to perform. The examination for safety
sensitive employees shall include a urine test to determine the presence of unauthorized or illegal
substances pursuant to the city's substance abuse policy. No one who is given a medical examination
shall be employed unless a physician certifies that they meet the minimum standards of physical fitness
required for their position. A prospective employee must be reexamined if three (3) or more months
intervene between their medical examination and the day of their appointment.
2.88.310 Appointment.
A. New employees shall be selected upon the basis of their qualifications for the job including their
physical condition to the extent allowed by law. All offers of employment shall be conditioned upon
certification by examining physician and/or program of physical fitness required for the position and
favorable background screening results, except those exempted by the city administrator.
B. Preference shall be given to former employees with appropriate experience and a good record of
service with the city. Former employees hired into a similar position shall be given credit for their
years of previous service to the city and, upon the successful completion of their probation period, be
reassigned to their previous step and rate of pay.
C. When minors are employed, they shall furnish the city with a minor's release.
2.88.315 Transfer.
A.

Employees may be transferred between departments or other units of the city government. An
employee may be transferred upon their own request when approved by the department heads
concerned and upon approval of the city administrator.

B. When necessary, an employee may be required to transfer to a different department, position, or unit.
Whenever possible, the employee will be given a two-week notice of the transfer. An employee who
does not want to transfer to the position suggested may request consideration for transfer to another
open position or the employee may resign.
C. Any employee voluntarily transferred or promoted to a different position, department, or unit shall be
reassigned to the appropriate step and grade and placed on ‘probationary employee’ status and shall
be notified of the probationary status upon transfer.

D. Any employee involuntarily transferred to a different position, department, or unit shall be reassigned
to the appropriate step and grade, unless it is lower than their previous position in which case said
employee shall receive no step increase until such time as the new range reaches their pay.
Involuntarily transferred employees will not be placed on ‘probationary employee’ status. However,
employees shall be expected to maintain satisfactory performance levels or be subject to the city’s
disciplinary policy.
E. If a transferred employee fails to pass their probationary period, the employee may be transferred to a
different position if one is available and the city administrator deems the transfer to be in the best
interest of the city. If a position is unavailable or if the transfer is not in the best interest of the city,
the employee may be laid off or terminated.
2.88.320 Promotions.
A. A promotion is defined as moving an employee from one classification to a higher job classification
which also has a higher salary range.
B. Promotions from within the city work force shall be accomplished through a competitive application
process open to internal and external applicants and testing of applicants may be required for certain
positions. An employee seeking a promotion to a vacant position shall apply to the human resource
manager. The human resource manager, in conjunction with the supervisor, will select the final
promotional candidates and interview these applicants. If all things are equal, preference for
promotion shall be given to existing employees with appropriate experience and a good record of
service with the city.
C. The city administrator shall have the right to interview any of the applicants and the power to
approve/disapprove the selected candidate.
2.88.325 Demotions.
A regular or probationary employee may be demoted for cause, failure to perform higher level work up to
expectations, or at the individual's own request. Demotion is movement from a position of a higher job
classification and salary to a position of a lower job classification and salary. Two (2) types of demotion
exist: voluntary demotion and involuntary demotion. The following describes each of these:
A. Voluntary demotion - normally occurs where the individual, who was promoted to the higher class,
feels they cannot effectively perform or no longer desires to perform the higher level work and
volunteers to step down to a level of work they and their supervisor feel they can perform. Any
employee voluntarily demoted to a different position, department, or unit shall be reassigned to the
appropriate step and grade and placed on ‘probationary employee’ status and shall be notified of the
probationary status upon transfer.
B. Involuntary demotion - for cause, demotions occur either because the individual cannot effectively
perform the work of the higher level class or as a result of disciplinary action. An involuntary
demotion shall result in a move to a lower level class. Involuntarily transferred employees will be
placed on ‘probationary employee’ status and shall be expected to maintain satisfactory performance
levels or be subject to the city’s disciplinary policy.
2.88.330 Layoff.
A. Layoffs of regular employees may occur when city revenues cannot support payroll expenses, if the
position or project to which said employee has been assigned is abolished, if funds are not available
to pay that salary, or when reorganization occurs which would necessitate reducing staff. A layoff is a
temporary or indefinite separation from employment because of process improvement or automation,
lack of work, funds, or some other cause over which the employee has no control. Written notice of
at least fourteen (14) calendar days shall be given the regular employee. At the absolute discretion of

the city, employees who are to be laid off in one department may be transferred into other
departments.
B. The basis for determining which employee(s) will be affected by a layoff shall be as follows:
1. No regular employee shall be separated from any position when there are temporary,
probationary, or part-time employees serving in the same class.
2. The city values performance as well as length of service. Within a given classification, layoffs will
depend upon performance evaluation scores. Employees with the lowest score shall be laid off.
In the event two (2) employees have identical performance evaluation scores, the employee with
the least amount of service shall be laid off.
C. The employee who has been laid off shall receive compensation for any earned and unused paid time
off (PTO) leave, if appropriate.
D. Employees who are permanently laid off for no fault of their own shall be given a two-month
severance which includes salary, benefits, and health insurance.
E. Successful employees who were laid off for funding reasons shall be eligible to return to the city at
such time proper funding levels exist. If it is in the best interest of the city, employees called back
after layoff shall return to the same step and grade on the payroll plan as when they left. In
determining length of service, laid off time shall not be counted as service.
2.88.335 Resignation.
A. An employee desiring to resign in good standing from the service of the city should present a
resignation in writing to the department head. It is preferred that the employee provide at least
fourteen (14) days prior notice to the desired last workday. Additional notification is desired for
managerial and other exempt positions.
B. After acceptance by the department head, the resignation shall be forwarded to the city administrator
and human resource manager with a final evaluation of performance, if necessary, documenting any
performance concerns or employment issues known to the supervisor. When the employee submits
their resignation, their department head shall contact the human resource manager to arrange an exit
interview for the employee.
C. The employee may request to withdraw such resignation, in writing, prior to the effective date.
However, any such request must be approved by the department head and city administrator except
in the case of department heads which shall require approval of the city administrator.
2.88.340 Separation procedures.
When an employee is separated from employment, either voluntarily or involuntarily, the final payroll will
not be distributed until all materials, equipment, and uniforms in the possession of the employee have
been returned to the department head and relayed to the human resource manager. In addition, in
certain circumstances, the employee may be responsible for the reimbursement of education, training,
and/or certifications previously paid by the city. The human resource manager shall issue and distribute
all final payroll documents accordingly.
2.88.345 Separation pay.
Upon separation from city employment a regular employee will be paid any salary earned, overtime,
holiday time, and paid time off (PTO) time. The final payroll due any employee who may be indebted to
the city shall be reduced until the extent of such indebtedness has been determined and cleared.
Payment arrangement shall be made with the human resource manager for any additional amount owed.

The official date of termination shall be the date of the employee’s last day in attendance at work.
Provided the policies in this section have been adhered to, payments due the employee, including eligible
leave benefits, shall be made as follows:
A. Wages due and payable at the time of termination will be paid on the next regular payday unless an
employee submits a written request to the human resource manager for payment to be made within
seven (7) days.
B. The city treasurer, assisted by the human resource manager, will investigate any disputed
compensation amounts.
Article 4. Probation Period
2.88.400 Probation period.
Every person voluntarily appointed to a position in the service of the city shall be required to successfully
complete a probation period of one hundred eighty (180) calendar days.
2.88.405 Purpose.
The department head shall use the probation period to closely observe and evaluate the work of newly
appointed employees and to encourage their effective adjustment to the job and to the service of the city.
Department heads shall retain only those employees who meet an acceptable standard during the
probation period.

2.88.410 Confirmation or termination.
Within ten (10) days prior to the end of the probation period, if action has not been taken previously, the
human resource manager shall cause to be prepared a notice of regular status or of termination of
employment for each probationary employee for the department head's consideration. It is provided,
however, that following the end of the one hundred eighty (180) day probation period, if the department
head determines that the goals of Section 2.88.405 can still be obtained and with the approval of the city
administrator, an employee may be placed on an additional period of probation. The department head
may recommend up to two (2) three-month extensions of the original probation, but in no case shall that
additional period total more than one hundred eighty (180) days. Any interruption of service during the
probationary period shall not be considered as part of the probationary period. No employee shall
continue after expiration of the probation period unless the employee’s status has been evaluated and
adjusted as set forth herein.
2.88.415 Involuntary transfer of probationary employee.
Any employee who is involuntarily transferred to another position in the same or different job class will
only be required to fulfill the original probationary period in progress unless the transfer is a result of
disciplinary action.
2.88.420 Discretionary termination of probationary employee.
A new employee may be dismissed at any time during the probation period when, in the judgment of the
department head or supervisor, the quality or amount of their work, demeanor, or attitude does not merit
continuation in the service (pay upon termination shall be in accordance with Section 2.88.575 of this
chapter).
2.88.425 Mandatory termination of probationary employee.

The department head shall recommend termination of a probationary employee immediately upon finding
the employee:
A. Physically unfit for performing the duties of the position which they seek to hold unless reasonable
accommodation is required by law;
B. Is impaired in their job performance by the use of drugs and/or alcohol;
C. Has failed to submit pertinent information as required by the city for employment;
D. Has practiced fraud or deception or made false statements in their application;
E. Has performed acts of insubordination or has failed to perform required duties; or
F. Has become subject to discipline as outlined in Section 2.88.805.

Article 5. Wage/Salary Administration
2.88.500 Adopting the plan.
The wage and salary administration plan adopted by the board of aldermen upon the recommendation of
the city administrator and set forth in the wage and salary ordinance of the city shall be a part of these
policies. Copies of the plan, individual job specifications, and wage schedules are available in the city
clerk's office for review by an employee.
2.88.505 Contents of the plan.
The wage and salary administration plan consist of city wage schedules and a grouping of city positions
according to type of work, difficulty, and responsibility. The wage schedule consists of a listing of all job
titles and their corresponding rates of pay. Each job shall be distinguished by written specification
including job title, a list of duties and responsibilities, and a statement of the minimum qualifications
necessary for satisfactory performance of the duties of the job.
2.88.510 Maintaining the plan.
The city administrator shall ensure continuous maintenance and administration of the plan. In consultation
with the department concerned, the city administrator shall classify each new position in the service of the
city into a temporary grade or range until specifications can be prepared and approved by the board of
aldermen. The city administrator shall revise existing specifications as the need arises.
Department heads will notify the city administrator when they desire to establish a new position or to
modify an existing one and the city administrator will keep them informed of all classification changes that
have been approved by the board of aldermen.
A. When a new position is created or an existing position is changed by adding, modifying, or taking away
assignments, that position will be evaluated and properly classified.
B. The city administrator will make periodic reviews of all positions in a single department or of all the
positions in a particular range and may recommend a reevaluation subject to the approval of the
board of alderman.
C. An employee may submit to their department head a written request for reevaluation of their position.
This request shall set forth reasons justifying reevaluation. The department head will study each
request and forward it with their recommendations to the city administrator. The city administrator will
study the position in question, revise the job specifications if necessary, and submit the city

administrator’s findings and recommendations in writing to the department head. Written notice of the
final determination will be furnished to the employee within sixty (60) days of the request for
reevaluation.
D. An employee who occupies a position which is reevaluated shall continue in that position in the new
range only if said employee possesses the minimum requirements and is appointed in accordance
with the rules governing transfer, promotion, or demotion.
1. When a position is reevaluated to a lower range, the employee may continue in their position in
the new range (see Section 2.88.545) or the employee may apply for transfer to a position in the
original range. If the employee continues in their position in the new range, the employee shall
receive no step increase until such time as the new range reaches their pay amount.
2. When a position is reevaluated to a higher range, the incumbent employee, if the incumbent
employee has the minimum qualification, may continue in the position.
E. Reasonable accommodations for the known physical or mental limitations or disability of an employee
or applicant who is otherwise qualified to perform the essential functions of the position shall be made
by the city unless the requisite accommodations would impose an undue hardship on the city.
2.88.515 Use of job title.
All jobs are designated by job titles on all official records, payrolls, and communications. No job will carry
an official title which has not been approved by the board of aldermen and employees shall not create or
use
‘working
titles.’
2.88.520 Certification, license, or education.
If the city administrator determines that a certification, license, or education is necessary or essential to
provide better service to the city, then the city administrator may, with approval of the board of aldermen,
establish a compensation schedule providing for compensation to employees who obtain the certification,
license, or education set forth in the schedule.
2.88.525 Continuous study of salary rates.
On a regular and reoccurring basis, the city administrator or the city administrator’s designee shall
prepare an analysis of prevailing rates of pay for similar public and private employment in the area and at
large taking into consideration cost of living factors, benefits, budget effects of various alternative pay
plans, and other factors which may be pertinent in recommending changes in the plan. On the basis of
this information, the city administrator shall recommend to the board of aldermen changes in pay policy or
in individual pay rates necessary to keep the pay plan current, uniform, and equitable. Recommended
changes in pay policy shall become effective only upon approval by the board of aldermen.
2.88.530 Pay increases.
A. The pay plan is designed to provide for pay increases to employees to compensate the employee's
increased value to the city through length of service with consideration given for the employee's
performance and efficiency.
B. Eligibility for step increases within the classification grade of a position in the pay plan shall be based
on the length of service of the employee; however, any employee who received an overall
performance evaluation below ‘good’ shall not be eligible for a step increase. In such cases, the
employee, the employee's supervisor, and the employee's department head shall set out a program
designed to help the employee attain the ‘good’ level in the employee's evaluation. The employee
shall reach the ‘good’ level in the employee's evaluation within six months or be subject to dismissal.

If the employee reaches the ‘good’ level anytime within the six month period, the employee’s step
increase shall be restored.
C. Each January all supervisors shall complete an informal supplementary assessment of all employees
under their supervision to determine if any employee is in jeopardy of falling below an overall
evaluation score of ‘good.’ In such cases the employee shall receive a written employee evaluation
and, for those scoring below ‘good,’ any cost of living adjustment (COLA) shall be withheld beginning
in April of that year. At that same time, the employee, the employee's supervisor, and the employee's
department head shall set out a program designed to help the employee attain the ‘good’ level in the
employee's evaluation. The employee shall reach the ‘good’ level in the employee's evaluation within
six months or be subject to dismissal. If the employee reaches the ‘good’ level anytime within the six
month probation period, the employee’s COLA shall be restored.
D. Performance increases and promotions shall be approved by the city administrator before becoming
effective.
2.88.535 Total remuneration.
No employee shall be paid at a rate more than the maximum for the range unless the employee was
drawing that salary prior to the adoption of these policies or the adoption of any new classification plans
[see Section 2.88.545(A)(2)].
2.88.540 Original appointment.
Upon appointment, a new employee normally shall be paid the minimum rate for the employee’s salary
range. However, when diligent search reveals that it is impossible to obtain qualified persons at such rate,
or when a new employee possesses exceptional qualifications, the city may make an original
appointment at a higher starting salary within the following parameters:
A. The city administrator may appoint employees in job classifications at or above Grade 11 to a level
within the first five (5) steps of the pay plan.
B. The chief of police may appoint employees in job classifications at or above Grade P-8 to a level
within the first five (5) steps of the pay plan.
C. The city administrator may consider current certifications or previous successful experience in a
similar organization when determining an employee’s starting salary (e.g. experience with a law
enforcement agency or public works experience or license). With good cause, the city administrator
may appoint all new employees to a position within the first five (5) steps of the pay plan subject to
the notification and review of the board of aldermen.
D. Any exception to this shall be approved by the board of aldermen.
2.88.545 Change in position.
A. When an employee's position is reevaluated, or the employee is appointed to a new position in another
classification, and their current rate of pay is:
1. Less than the minimum rate of the new position, their rate of pay shall be increased to the new
minimum rate;
2. More than the maximum rate for the new position, their rate of pay shall be maintained at the
current rate and the employee shall receive no step increase until such time as the new range
reaches their pay amount.

B. Except that a voluntary demotion or an involuntary demotion for just cause under Section 2.88.825
shall result in a reduction in pay to the level on the pay plan to which the employee is demoted.
C. All adjustments of pay due to changes in position shall be recommended by the department head and
approved by the city administrator.
D. All departments may have emergency reasons to temporarily reassign an employee to perform work
not normally expected within the existing position. Provided the temporary reassignment does not
become regular, all employees are expected to complete all work that is temporarily assigned.
Temporary reassignments do not have an adverse impact on the position’s rate of pay, job
evaluation, or its classification. If the temporary assignment lasts for more than six (6) months, it
should be evaluated as a regular addition to the job.
2.88.550 Reemployment.
A successful employee who leaves employment in good standing may be rehired under the following
conditions upon approval of the city administrator and employee’s supervisor and department head:
A. If employee resigns and requests to be reinstated prior to advertisement for the position, the employee
may return to their position as it relates to pay, seniority, and benefits.
B. If employee resigns and requests to be reinstated after the position has been advertised, the employee
will be required to participate in the interview process. All things being equal, the former employee
will have the advantage of the position and, if selected, would return to their position as it relates to
pay, seniority, and benefits.
C. If employee resigns and requests to be reinstated after the position has been filled, the employee
must then wait until there is an additional opening and must reapply. All things being equal, the
former employee will have the advantage of the position and, if selected, would return to their position
as it relates to pay, seniority, and benefits.
2.88.555 Part-time and temporary employee pay rate.
Rate of pay shall be established via the part-time employee pay plan as approved by the board of
aldermen. Exceptions to the plan may only be made with the approval of the city administrator.
2.88.560 Overtime.
Overtime on any job shall be allocated as evenly as possible among all nonexempt employees qualified
to do the work. Payment shall be as provided in this section. Departments shall keep complete records of
overtime and will furnish periodic reports to the city administrator. All overtime must be certified by a
department head as necessary. Any employee who works overtime that has not been certified may be
subject to disciplinary action, up to and including discharge.
A. Nonexempt employees - All nonexempt employees who work overtime will be paid for all additional
time worked to the nearest quarter hour. All overtime will be at the rate of time and one-half of the
regular hourly rate, except that overtime on Sundays and holidays will be at the rate of double time of
the regular hourly rate. It is generally the policy of the city that employees work a forty-hour work
week; therefore, flex time should be scheduled in the same week in which the overtime is worked. If
overtime is necessary, the department head will determine if flex time will be used or overtime will be
paid. Paid time off (PTO), holiday, and funeral leave shall be counted as hours worked when
calculating overtime.
B. Nonexempt law enforcement employees - All nonexempt employees who work overtime within the police
department will receive compensatory time in lieu of overtime pay as directed by the chief of police or, if

approved through the annual budget, will be paid at the overtime rate set forth in Subsection A of this
section except as specifically modified in this subsection, all at the discretion of the chief of police with the
approval of the city administrator. All compensatory time will be computed at one and one-half times the
overtime worked. (Example: An employee works one hour overtime, the employee receives
compensatory time of one and one-half hours.)
1. Nonexempt employees working within the police department shall not be entitled to double time for
Sundays and holidays if those days are regularly scheduled duty. However, nonexempt employees
working within the police department who are called out on Sundays and holidays that are not their
regularly scheduled duty will receive compensatory time computed at double the time of overtime
worked.
2. Sworn police officers shall receive a minimum of two (2) hours of compensatory time for any court
appearance occurring on a scheduled day off.
3. In accordance with FLSA, law enforcement personnel shall not accrue more than four hundred
eighty (480) hours of compensatory time. Time in excess of four hundred eighty (480) hours shall
either be used as flex time during the same pay period or paid out. An employee must be
permitted to use compensatory time on the date requested unless doing so would ‘unduly disrupt’
the operations of the agency.
C. Exempt employees – Exempt employees are not compensated for overtime work and are classified as
an executive, administrative, professional employee, or any other qualifying category as defined by
FLSA. This employee may receive flex time for overtime work at the rate of one hour for one hour
worked at the discretion of their department head or the city administrator. Flex time will not be
limited to the current forty-hour work week. Flex time is not guaranteed for exempt employees and
any unused flex time will not be paid out at the termination of employment.
D. Call back time (emergency) - Nonexempt employees called back shall be paid the applicable overtime
rate for the time worked with a minimum of two (2) hours pay. A day off shall be considered to begin
and end at the same time as a regular workday and work continuing into a day off from a previous call
back shall not be entitled to the two-hour premium. Nonexempt employees called out to work
immediately preceding or following a work shift, when that employee is already at their work location,
shall not be entitled to call back pay but shall be compensated for time worked.
E. On-call – An on-call employee is required to remain in cell phone range and be available for
emergency response in a timely manner as defined by federal regulatory agencies. Employees oncall shall receive lump sum compensation for on-call status. Employees shall remain on-call until
they are released by their supervisor or by a pre-established schedule. Employees are ‘on the clock’
from the time they reach their designated workstation, perform the required services, and travel back
to their designated workstation.
2.88.565 Method of payment.
Pay periods and dates of payment shall be set by the board of aldermen. All nonexempt employees are
paid for the actual number of hours worked during each pay period. When absent on authorized paid time
off (PTO), each employee shall be paid at their regular rate of pay.
2.88.570 Payroll check direct deposit.
Direct deposit is required of all employees and
employee’s chosen financial institution.
2.88.575 Separation pay.

payroll checks will be deposited directly into an

All employees who leave the service of the city for any reason shall receive all pay which may be due
them. The human resource manager shall issue and distribute all final payroll documents. Payments due
the employee shall be payable on the next regularly scheduled pay period provided. When an employee
is separated from employment, either voluntarily or involuntarily, the final payroll will not be distributed
until all materials, equipment, and uniforms in the possession of the employee have been returned to the
department head and relayed to the human resource manager. In addition, in certain circumstances the
employee may be responsible for the reimbursement of education, training, and/or certifications
previously paid by the city. The human resource manager shall issue and distribute all final payroll
documents accordingly.
2.88.580 Payroll deductions.
Each employee has the right to request the human resource manager to make regular deductions from
their paycheck for city-sponsored insurance premiums.
2.88.585 Payroll garnishment.
The city of Perryville complies with the Consumer Credit Protection Act (CCPA), any and all court orders,
and any other applicable laws. Upon receiving a court order, the human resource manager will notify the
employee immediately and begin withholding wages. In compliance with the CCPA, the city of Perryville
will not terminate an employee who is subject to garnishment. In addition, the CCPA protects employees
from termination related to wage garnishments due to child support, regardless of the number of
garnishments. The CCPA´s anti-retribution statutes do not, however, prohibit firing for just cause.
2.88.590 Assignment of wages.
No assignment of an employee's wages, earned or unearned, used as a transfer or as a security for a
debt, shall be binding on the city.
2.88.595 Wages and salaries--grade levels.
A. The grades of the officers and employees of the city shall be as set forth in the annual ordinance
establishing pay rates, classifications, and grades for all city employees. A copy of same may be
obtained from the city clerk during regular business hours.
B. The clerk/finance division implements the city's wages and salary administration plan, which plan is
hereby adopted by reference. The plan, which includes individual job specifications and
classifications, and which is established in accordance with the personnel rules and regulations of the
city, shall be kept on file in the office of the city clerk.
C. The grade of each classification of city officers and employees represents the officers' and employees'
salary levels. The rate of pay for each grade shall be established by the approved budget for the
current fiscal year and shall be administered in accordance with, and as made and provided in, the
personnel rules and regulations as codified in this code under Chapter 2.88.
2.88.596 Educational and job-related travel.
An employee may be granted time for the purpose of attending classes, professional conferences,
institutes, meetings, or training seminars and for the completion of training or professional examinations
which, in the opinion of the department head or city administrator, may contribute to the betterment or
improvement of service.
A. Travel authorization –
1.

Professional Travel -- Professional travel shall be considered a growth opportunity for employees
and may be authorized if budget permits. All professional travel must be approved by the

employee’s department head or city administrator prior to registration.
2.

Fire Personnel Training – Any full-time city employee who is also a ranking officer for the fire
department will be allowed to attend fire training at the city’s expense [without the use of accrued
paid time off (PTO)] provided the absence from regular city duties is preapproved by their
supervisor or department head and not unduly burdensome to city operations.

B. Travel time shall be governed as follows -1. One Day Travel - Home to work travel on a special one-day assignment in another city must be
counted as hours of work; however, the employee’s normal commute is subtracted. On a oneday assignment, both the driver and the passenger are ‘on the clock’ for the duration of the travel
time.
2. Overnight Travel - Travel away from home that involves overnight travel is considered work time
when it coincides with the employee’s normal workday. Both the driver and the passenger are
‘on the clock’ for any travel time that is over and above the normal workday.
C. Mode of Transportation – The city administrator or department head shall determine the mode of
transportation for educational and job-related travel.
1. Automobile Travel –
a. City vehicles shall be utilized for travel unless the use of a rental vehicle or privately-owned
vehicle is specifically authorized.
b. If use of a privately-owned vehicle is approved because no other city-owned vehicle is
available, the employee shall be reimbursed at the fixed IRS rate for travel. Under no
circumstance should the city credit card be used to directly purchase fuel for a private
vehicle.
c.

If use of a privately-owned vehicle is approved because of employee’s preference, the
employee shall only be reimbursed for approved gasoline receipts. In lieu of gas receipts, a
mileage formula approved by the city clerk may be applied to determine reimbursement.
Under no circumstance should the city credit card be used to directly purchase fuel for a
private vehicle.

2. Commercial Transportation –
a.

Tickets for travel will be procured from the most cost-effective source available. Use of
lower priced coach class and round-trip tickets is required when available.

b. Transportation costs resulting from a change in itinerary or occurring during a trip, including
coach class air travel, bus, train, taxicabs, rideshare companies, and streetcar fares, will be
reimbursed based on actual costs incurred, subject to the approval of the city administrator.
Receipts must be obtained.
c.

Transportation costs for recreational activities, and not directly related to and from the
prescribed educational or job related travel, are not subject to reimbursements.

d. Extensions of, or changes in, travel status for personal reasons which will increase the costs
to the city will not be reimbursed.
D. Accommodations, Meals, and Incidentals – Employees shall use reasonable judgment for all travel
expenses. Hotel accommodations and meals should be appropriate for the given purpose and the

location of the travel. Charges will not be covered for alcoholic beverages, luxury accommodations,
fine dining, excessive prices, or from inappropriate locations.
1. Credit Card Authorization - All credit cards shall be maintained in the city clerk’s office at city hall
and may be checked out by authorized employees for business transactions. Department heads
are responsible for closely monitoring their employees’ use of credit cards. When using the city
business credit card, the employee shall adhere to the rules set forth in the purchasing policy.
Credit cards shall be returned to the city clerk’s office as soon after use as possible.
2. Travel Expense Reports – All receipts from any travel event shall be attached to a travel expense
report and returned to the department head. The department head shall verify the expenses and
forward the report to the city treasurer’s office for payment. All receipts shall be signed and
include names of all employees involved and clearly state the purpose of the travel.
3. Traffic Tickets - The driver is responsible for the payment of all moving violations which are
incurred in city vehicles such as speeding, reckless driving, illegal parking, etc. The city is
responsible for all traffic tickets issued against city vehicles for which there is an equipment
problem such as lights not operating, broken windshield, etc.
Article 6. Attendance/Benefits
2.88.600 Attendance.
Employees shall be required to be at their place of work in accordance with these rules and regulations
and general or departmental regulations. All departments shall maintain daily attendance records of
employees.
An employee is expected to arrive on time, work their complete shift, and be fully present and engaged
during normal working hours. If for any reason an employee will be absent from work, the employee is
expected to contact their supervisor and explain the circumstances causing the absence within one (1)
hour before the starting of the shift for general employees and four (4) hours prior for sworn police
personnel, unless circumstances occur which prevent the possibility of proper notice.
If an employee is detained, the employee is expected to contact their supervisor and explain the
circumstances.
Excessive absenteeism and/or tardiness may subject employees to disciplinary action, up to and
including termination. Unexcused absences are defined as any occurrence of absence or lost time from
work that is not planned and approved by the supervisor in advance. Tardiness is defined as arriving late
or leaving early without prior approval. Absenteeism and/or tardiness that are excessive or habitual in
pattern may lead to disciplinary action up to and including termination.
A. A single unexcused absence, without reasonable explanation, may be considered grounds for
discipline.
B. A pattern or multiple unexcused absences over a defined period shall be considered grounds for
discipline up to and including dismissal.
C. Any employee who is absent from work for two (2) consecutive workdays without notification or
authorization for such absence may be deemed to have voluntarily terminated their employment.
2.88.605 Hours of work.
A. The hours during which city offices and departments are open for business shall be approved by the
board of aldermen.

B. A normal work week consists of five (5) eight-hour days worked on a shift schedule determined or
modified by each department to suit its staffing needs, with the approval of the city administrator.
This can vary to fit into a department's unique needs as long as the work period defined is either a
multiple of the standard forty (40) hour work week or fits the revised schedules approved for
municipal police functions by the Fair Labor Standards Act. This provision is intended to provide
departments with maximum flexibility in scheduling staff work hours, provided the public's interests
can still be served. This definition only applies to regular employees.
C. Ordinary travel time between home and work is not considered hours of work.
D. The city administrator, or chief of police for the police department, shall standardize fair work hours
for all employees working in similar positions. The city administrator, or chief of police for the police
department, shall prescribe the specific starting time, time of meal break, and finishing time for the
standard day. Employees who must vary from the prescribed hours of work on a regular basis for a
legitimate reason must secure department head approval.
1.

Breaks – Two (2) fifteen-minute breaks may be provided each workday and scheduled by the
department head. These breaks are not guaranteed if the workload or situation does not allow
time for a break. Breaks are generally not permitted at either the beginning or end of the workday
to offset arrival and departure times.

2.

Break Time for Nursing Mothers – The city will provide reasonable break time and a designated
location for an employee to express breast milk for her nursing child.

3.

Meals – Under normal circumstances one hour shall be provided for meals. Meal breaks are not
counted toward hours worked. Employees are to be completely relieved from duty during their
meal break. If a nonexempt employee is required to perform any work duties while on their meal
break, the employee must be compensated for the time spent performing such work duties. In
such circumstances, the time spent working during the meal break will be flexed off or counted
toward the total hours worked. The city administrator or department head have the authority to
stagger the meal breaks to adequately staff the department over the meal period. Employees
who fail to return on time from breaks or meals will be subject to disciplinary action and docking of
pay for time missed.

2.88.610 Firefighters.
The city recognizes our community’s daytime fire response requires both committed firefighters and
committed employers. As such, full-time city employees jointly serving the city fire department may, as
workload and schedule allow, respond during called emergencies. Prior to leaving their assigned post,
the employees must ensure the safety of their coworkers and seek approval from their department head.
Multiple alarm fires or fire events with repeated calls for service should be given priority status over nonemergency city work and employees should be released as soon as possible to respond. Employees
shall be given paid leave for their response time and will continue their on-the-clock status for the duration
of their scheduled shift.
2.88.615 Accrual of benefits.
A. Full-time Employment - All employees working full-time shall be entitled to all benefits of the city.
Those benefits including, but not limited to, paid time off (PTO) and long term care (LTC) shall accrue
based on hours worked for time when an employee is actually paid. However, see Section
2.88.735(C) regarding workers’ compensation.
B. Part-time and Temporary Employment - Part-time and temporary employees are generally ineligible for
any employee benefits except unemployment compensation for part-time employees (if qualified) and
workers’ compensation for both part-time and temporary employees.

2.88.620 Health and life insurance.
All probationary and regular employees are enrolled in the group health and life insurance program as a
part of their regular benefits package. The premiums for this coverage for the employees are one
hundred percent (100%) paid by the city. Employees may elect to add dependents to their coverage at
their own expense. New employees are covered beginning the first of the month following sixty (60) days
of employment or according to group health plan requirements. Group health and life insurance is offered
to the mayor, aldermen, and chief of police. If coverage is accepted, premiums are one hundred percent
(100%) paid by the city. Any dependent added to their coverage is at their own expense.
2.88.625 Employee assistance program benefit.
The city of Perryville has adopted an employee assistance program as a practical and constructive
mechanism for dealing with employee’s personal concerns that affect the work situation or as an aid to
those employees and family members who voluntarily wish to use the program as a means of resolving a
personal problem. This applies whether the problem is physical illness, mental or emotional illness,
substance abuse, marital or family distress, or legal or financial concern.
Voluntarily self-referred
employees or family members seeking assistance will be able to do so with complete anonymity.
Supervisors may also require employee participation in this service as part of an employee improvement
program or disciplinary action.
2.88.630 Early retirement incentive program.
The city of Perryville has established an Early Retirement Incentive Program (ERIP) for full-time city
employees who voluntarily elect to retire from employment with the city subject to the following terms and
conditions:
A. Participation - Participation in the ERIP described herein is completely voluntary and the decision as
to whether or not to take advantage of this program rests solely with the eligible employee.
B. Eligibility - To be eligible to participate in the ERIP, the electing employee must, as of the effective
date of retirement:
1.

Be at least sixty (60) years old;

2.

Be a full-time employee of the city;

3.

Have at least twenty (20) years of full-time service with the city of Perryville with at least ten (10)
consecutive years of service immediately preceding retirement;

4.

Be otherwise eligible for full-retirement benefits as defined under Missouri LAGERS (Missouri's
Local Area Government Employee Retirement System);

5.

Provide no less than ninety (90) days’ notice prior to resignation unless this requirement is waived
by the board of aldermen for good cause; and

6.

Voluntarily waive medical coverage under the Consolidated Omnibus Budget Reconciliation Act
of 1985 (COBRA).

C. Implementation - In the event an employee intends to voluntarily waive COBRA benefits upon
retirement then:
1. The employee must notify the employer prior to ninety (90) days before the employee’s
retirement date that the employee intends to retire on a date certain and that the employee will
not utilize COBRA benefits. The city will then notify the employee of the monthly premium
amount currently paid by the city for the employee’s individual health insurance.

2. The employer will compute the deadline date for the employee to apply for COBRA benefits and
will notify the employee of that date.
3. If the employee does not enroll in COBRA by the deadline date (which is typically 60 days after
the date of termination) and at the point that the employee is no longer eligible for COBRA
benefits, the employer shall pay the employee directly each month a health insurance stipend
equal to the individual monthly health insurance premium paid by the city. The stipend
payments shall begin on the first of the month following 60 days from date of termination. The
payment shall not include any amount paid by the employee for spousal or dependent coverage.
4.

Upon eligibility, the employee shall provide the city a W-9 form. The city shall provide a 1099
MISC form to the employee each year to be filed with their annual tax return.

5. The monthly health insurance stipend will be adjusted annually based upon the current plan year
premium amounts and shall continue, regardless of the retired employee’s insurance status, until
the participating employee is eligible for Medicare.
D. Ineligibility of Elected Officials - Elected officials are not eligible for the ERIP.
2.88.635 Perry Park Center membership for retirees.
City or Perry County employees retiring in good standing and having ten (10) or more years of service in
their respective organization will be awarded honorary lifetime family memberships to the Perry Park
Center. This family membership shall be limited to the employee, employee’s spouse, and employee’s
dependents only.
City or Perry County elected officials, having served ten (10) or more years and upon reaching the age of
sixty (60) will be awarded honorary lifetime family memberships to the Perry Park Center. This family
membership shall be limited to the employee, employee’s spouse, and employee’s dependents only.
2.88.640 Retirement system.
All regular employees and the chief of police are required, as a condition of their employment, to
participate in the Missouri Local Government Employee Retirement System (LAGERS).
A. Waiting Period – Employer contributions to the retirement system do not start until the employee has
completed six (6) full months of employment; however, if employee has already fulfilled six (6) months
of employment with a LAGERS’ entity, contributions begin immediately.
B. Eligibility - Employees working less than one thousand five hundred (1,500) hours annually are not
eligible to enroll in the retirement system.
C. Deposits - The city will contribute one hundred percent (100%) of the actuarially computed amount
determined by LAGERS.
D. Retirement Date - An employee may retire any time after attaining early service retirement age with
reduced benefits at age fifty-five (55) if they are a general employee or age fifty (50) if they are a
police officer. To retire and receive full benefits, an employee must have reached the minimum
service retirement age which is sixty (60) for a general employee or fifty-five (55) for a police officer.
Mandatory retirement age is subject to any applicable federal or state law.
E. Vested interest - Credit for membership in LAGERS is based on five (5) years or more of service with
the city.

F. Elected Officials – The mayor, aldermen, and municipal judge are offered participation in the Missouri
Local Government Employee Retirement System (LAGERS).
2.88.645 Voluntary deduction programs.
All full-time employees may elect to enroll in various voluntary deduction programs. This is a voluntary
election withdrawn from the employee’s payroll. Any benefit obtained through a company or government
agency not managed or controlled by the city shall be governed and determined by the contract or benefit
provisions existing at the time.
2.88.650 On-the-job training.
Any city employee may be eligible to receive on-the-job training benefits.
A. When the supervisor or department head feel that an employee's attendance at a particular training
function is work-related and in the city's best interest, the employee's attendance at that training
program is considered as that employee's duty station for the session's duration. Whenever this
situation occurs, no type of leave is charged the employee.
B. Professional conferences and seminars are considered training for the purpose of this section's
general reference and the fee for such training shall be paid by the city if approved by employee’s
supervisor.
C. When an employee’s position requires specialized certification and training to obtain licensing for that
position, the city will pay for said training; however, if the employee terminates employment with the
city within three (3) years of service, the employee shall reimburse the city on a pro-rata basis for any
training fees incurred by the city related to a degree or certification.
D. When an employee’s position requires continuing education units (CEU) for a license or certification
already obtained, the city will pay for said training and there shall be no requirement to reimburse the
city.
2.88.655 Organizational memberships.
Regular or probationary employees may join memberships in professional organizations when such
memberships are deemed by the department head and city administrator to be advantageous to the city.
The initial fees and periodic dues requested for memberships will be paid by the city.
2.88.660 Uniforms.
Employees of some departments may be assigned uniforms, city-issued attire, and/or special safety
equipment. Subject to the approval of the city administrator, each department shall formulate a written
policy covering the issuance, wearing, and maintenance of uniforms, clothing, and equipment. The
department will supply the approved policy to the city clerk's office. With the exception of footwear, the
city shall provide reasonable safety equipment which shall be worn at all appropriate times.
2.88.665 Employee service awards.
Service awards are presented to eligible employees to celebrate the accomplishments, commitment, and
dedication of the city’s long-service employees:
A.
B.
C.
D.
E.

Five (5) years of service ………...
$ 20.00
Ten (10) years of service ………..
$ 25.00
Fifteen (15) years of service …….
$ 50.00
Twenty (20) years of service ……
$ 75.00
Twenty-five (25) years of service . $100.00

F.
G.
H.
I.
J.

Thirty (30) years of service ……...
Thirty-five (35) years of service ...
Forty (40) years of service ………
Forty-five (45) years of service …
Fifty (50) years of service ………

$125.00
$150.00
$175.00
$200.00
$225.00

These service awards shall be presented biannually by the mayor to eligible employees during a meeting
of the board of aldermen.
2.88.670 Employee retirement celebrations.
Employees who have been employed by the city of Perryville as a full-time employee for a minimum of
fifteen (15) years shall receive a retirement celebration which shall consist of:
A. A reasonable luncheon to be paid for by the city of Perryville. The luncheon will be organized by the
employee’s department. The luncheon will be held from 11:30 a.m. to 1:00 p.m. at a city facility or
park.
B. Invitations shall be sent to all city employees; immediate family members of the employee; mayor and
board of aldermen; business associates, if applicable; and retired city employees if they worked in
conjunction with the employee.
C. A gift shall be presented by the city of Perryville according to the following schedule:
1.
2.
3.
4.

Fifteen (15) years of service …………
Twenty (20) years of service ………...
Twenty-five (25) years of service ……
Thirty (30) years of service or more …

$150.00
$200.00
$250.00
$300.00

Article 7. Leave
2.88.700 Holidays.
The following holidays are declared official holidays for city employees. If the holiday falls on Saturday, it
will be observed on the preceding Friday; if it falls on Sunday, it will be observed on the following Monday.
New Year's Day, January 1;
Martin Luther King's Birthday, third Monday in January;
President's Day, third Monday in February;
Good Friday, 1/2 workday on Friday before Easter;
Memorial Day, last Monday in May;
Independence Day, July 4;
Labor Day, first Monday in September;
Veteran's Day, November 11;
Thanksgiving, fourth Thursday in November;
Day after Thanksgiving, fourth Friday in November;
Christmas Eve, December 24;
Christmas, December 25;
New Year's Eve, December 31.
A.

As many employees as possible will be given each holiday off without loss of pay. All regular
employees who are required to work on holidays shall be given an alternate day off or shall be paid
double time for the time worked in addition to the holiday pay. When the holiday and regular day off
occur on the same day, those employees who are scheduled off duty on that day will be entitled to
holiday pay or another day off.

B. An employee who is absent without approved leave on the scheduled workday immediately preceding
or following a holiday shall lose pay for the holiday as well as pay for the missed day. In addition, the
employee shall be subject to disciplinary action up to and including dismissal.
C. If Christmas Eve and New Year's Eve fall on a Friday, Saturday, or Sunday, then Christmas Eve and
New Year's Eve will be observed on the last full workday before the Christmas and New Year’s
holidays are observed.
D. When any of the above holidays shall fall during an employee's paid time off (PTO) or long term care
(LTC) leave, such days shall not be charged against the employee as PTO or LTC leave respectively
but shall be paid as a holiday.
E. Probationary employees shall be eligible for holidays.
F. No employee shall be allowed to work on a holiday unless specifically authorized by the department
head.
G. When the board of aldermen declares a special holiday, it shall be observed as provided in this
section.
2.88.705 Paid time off (PTO).
A. Paid time off, hereafter referred to as PTO, provides employees with a pool of accruable hours that can
be used for all purposes. All regular employees shall be entitled to accrue PTO as follows:
1. At the beginning of employment, each regular employee will accrue four (4) hours of PTO per pay
period at their regular rate of pay for their first two (2) years of continuous service, with a
maximum allowed accrual of one hundred sixty (160) hours.
2. Upon completion of two (2) years of continuous service, each regular employee will accrue five
and one-half (5.5) hours of PTO per pay period at their regular rate of pay, with a maximum
allowed accrual of two hundred forty (240) hours.
3. Upon completion of ten (10) years of continuous service, each regular employee will accrue
seven and one-half (7.5) hours of PTO per pay period at their regular rate of pay, with a
maximum allowed accrual of three hundred twenty (320) hours.
4. Upon completion of twenty (20) years of continuous service, each regular employee will accrue
nine and one-half (9.5) hours of PTO per pay period at their regular rate of pay, with a maximum
allowed accrual of four hundred (400) hours.
B. The city administrator may waive the maximum allowed accrual limitation for an employee if the needs
of the city preclude the taking of any PTO which would otherwise be lost because of this limitation.
The amount of continuous vacation time which can be granted to an employee in excess of eighteen
(18) days must be approved by the city administrator.
C. To receive paid PTO an employee shall communicate with their department head or designate and
obtain prior approval from their department head or designate (see Section 2.88.565).
D. Accrual of PTO begins immediately upon employment with the city in a regular position. Probationary
employees are allowed to use their accrued PTO during their probationary period.
E. Upon leaving employment, the employee shall be entitled to any pay for unused PTO (see Section
2.88.575).

F. Donation of PTO to Shared Pool - The city of Perryville recognizes that employees may have a family
medical emergency or be affected by a major disaster resulting in a need for additional time off in
excess of their available PTO or long term care (LTC) time. To address this need, all eligible
employees will be allowed to donate accrued PTO from their unused balance to their co-workers in
need of additional paid time off as stated below. Employee may not donate long term care (LTC)
hours.
1.

Eligibility – Employee must be employed with the city of Perryville for a minimum of one (1) year
to be eligible to donate and/or receive donated PTO hours.

2.

Guidelines – Employees who would like to make a request to receive donated PTO hours from
their co-workers must have exhausted their existing PTO and long term care (LTC) leave and be
in a situation that meets the following criteria:
a. Medical Emergency – Defined as a medical condition of the employee or their spouse, child,
or parent that will require the prolonged/extended absence of the employee from duty and will
result in a substantial loss of income to the employee due to the exhaustion of all paid leave
available.
b. Major Disaster – Defined as a disaster by the President under Section 401 of the Robert T.
Stafford Disaster Relief and Emergency Assistance Act (the Stafford Act) or as a major
disaster declared by the President pursuant to 5 U.S.C. Section 6391 for federal government
agencies. An employee is considered to be adversely affected by a major disaster if the
disaster has caused severe hardship to the employee or to a family member of the employee
that requires the employee to be absent from work.

3.

Donation of PTO hours –
a. The donation of PTO time to the PTO Share Pool is strictly voluntary and shall be done in
writing using the “PTO Share Pool Donation” form;
b. Donated PTO time will go into a PTO Share Pool for use by eligible recipients;
c.

Recipient’s identity will not be disclosed to donating employees;

d. The donation of PTO time is on an hourly basis without regard to the dollar value of the
donated or used leave;
e. The minimum number of PTO hours that an eligible employee may donate is four (4) hours
per calendar year; the maximum is forty (40) hours or no more than fifty percent (50%) of the
employee’s current balance;
f.

Employee cannot borrow against future PTO time to donate;

g. Once donated, the transfer of PTO leave to the PTO Share Pool is final and cannot be
withdrawn;
h. At the beginning of each December, the human resource manager will provide the employees
an accounting of the hours available in the PTO Share Pool. Employees will be given the
opportunity to donate PTO time annually. The donated PTO time will be transferred from the
donor to the PTO Share Pool on the last payroll of the year;
i.

Hours donated to the PTO Share Pool will remain there until used. Any hours remaining in
the PTO Share Pool on December 31st will roll over to the next year;

j.

Employees who are currently on an approved leave of absence cannot donate PTO time;

4.

k.

If the PTO Share Pool hours fall below forty (40) hours within the course of the year, the
human resource manager will provide the employees an accounting of the hours available in
the PTO Share Pool and employees will be given an opportunity to donate hours at that time
in accordance with Subsection (e) above;

l.

Employees who are at their maximum accrual for PTO may consider donating PTO leave to
the PTO Share Pool as opposed to simply losing it.

Requesting Donated PTO hours –
a. All employee requests for PTO Share Pool time shall be kept in the strictest confidence;
b. Employees who would like to request donated PTO time are required to complete a ‘Request
for PTO Share Pool time’ and submit it to the human resource office;
c.

Requests for donation of PTO time must be approved by the human resource manager;

d. If the recipient employee has available PTO and long term care (LTC) time in their balance
(in the case of a medical emergency) or PTO time in their balance (in the case of a major
disaster), this time will be used prior to any donated PTO time. Donated PTO time may only
be used for time off related to the approved request;
e. Employees who receive donated PTO time may receive no more than four hundred eighty
(480) hours [twelve (12) weeks] within a rolling sixty-month period.
f.

Nothing herein will be construed to limit or extend the maximum allowable absence under the
Family and Medical Leave Act:

g. PTO Share Pool time will be equally distributed if multiple employees qualify at the same
time.
2.88.710 Long term care (LTC).
All regular employees are entitled to sixty-five (65) hours of long term care, hereafter referred to as LTC,
per year. LTC accrues at the rate of two and one-half (2.5) hours per pay period. LTC may be accrued up
to a maximum of eight hundred (800) hours.
A. After an employee's accrued LTC has been exhausted, when requested, PTO may be used. When
absence due to illness exceeds the amount of paid time earned and authorized, the salary, benefits,
and city-paid health insurance of an employee shall be discontinued until the employee returns to
work (see Section 2.88.565). An employee may qualify for use of PTO Share Pool time as defined in
Section 2.88.720(F).
B. LTC may only be allowed in case of a Family and Medical Leave Act (FMLA) qualifying event as
defined in Section 2.88.720.
C. To receive paid LTC an employee shall submit qualifying documentation to the human resource
manager as outlined in the Family and Medical Leave Act (FMLA) in Section 2.88.720.
D. Employees shall not be paid, at any time, for unused accrued LTC.
2.88.715 Funeral leave.

A. Immediate Family Member - All regular employees may be granted emergency leave with pay for a
period not to exceed twenty-four (24) hours in case of death of their immediate family member. This
leave will not be charged against PTO or LTC.
B. Extended Family Member - All regular employees may be granted emergency leave with pay for a
period not to exceed eight (8) hours in case of death of their extended family. This leave will not be
charged against PTO or LTC time.
C. Fellow Employee - Employees are allowed up to four (4) hours of bereavement leave to attend the
funeral of a fellow regular employee, retiree of the city, or elected official of the city, provided such
absence from duty will not interfere with normal operations of the city.
2.88.720 Family and Medical Leave Act (FMLA)
The Family and Medical Leave Act (FMLA) recognizes that there are times when an employee must
cease working temporarily due to personal illness, a family member's illness, or other family
responsibilities. Through the enactment of the FMLA, the United States Congress established a minimum
labor standard to balance the demands of the workplace with the needs of families. The FMLA entitles
eligible employees to job protected leave in certain circumstances.
A. Eligible Employees – To be eligible for Family and Medical Leave Act leave, an employee must:
1.

Have been employed by the city for at least twelve (12) months (need not be continuous); and

2.

Have at least one thousand two hundred fifty (1,250) hours in pay status during the twelve-month
period immediately preceding the leave (unless absent for military caregiver leave).

B. Policy – Under this policy, the city provides eligible employees with:
1.

Up to twelve (12) work weeks of unpaid, job-protected leave in a single, twelve-month period for
certain family and medical reasons, or

2.

Up to twenty-six (26) work weeks of unpaid, job-protected leave in a single, twelve-month period
for eligible employees to care for a covered service member with a serious illness or injury.
Military FMLA issues shall be addressed in accordance with FMLA laws.

C. Reason for Leave – Eligible employees can take leave for any of the following reasons:
1.

The birth of an employee's child and care for the newborn child;

2.

The placement of a child with the employee for adoption or foster care;

3.

Because of a serious health condition that makes the employee unable to perform the essential
functions of the employee's job;
a.

A ‘serious health condition’ means a disabling physical or mental illness, injury,
impairment, condition, or inpatient care in a hospital, nursing home, or hospice. Serious
health conditions involve:
(1) Any period of incapacity or treatment in connection with or consequent to inpatient
care.
(2) Any period of incapacity requiring absence from work, school, or other regular daily
activities, for more than three (3) calendar days, also involving continuing treatment
by or under the supervision of a health care provider. When more than three (3)

consecutive days are missed, the FMLA leave will be retroactive to the first day
missed.
(3) Conditions and illnesses affecting an employee’s health to the extent of being absent
from work on a recurring basis or for more than a few days for treatment or recovery.
(4) Continuing treatment by or under the supervision of a health care provider for a
chronic or long-term health condition that is incurable or so serious that, if not treated,
would likely result in a period of incapacity of more than three (3) days. Continuing
treatment by a health care provider means one (1) or more of the following:
(a) The employee or family member is treated two (2) or more times for the injury or
illness by a health care provider or by a provider of health care services under
direction of a health care provider.
(b) The employee or family member is treated by a health care provider on at least
one (1) occasion and is given a regimen of continuing treatment under the
supervision of the health care provider.
(c) The employee or family member is under the continuing supervision of a health
care provider for a long-term chronic condition or disability which cannot be
cured.
4.

For prenatal care;

5.

To care for the serious health condition of the employee's child, spouse, or parent;

6.

Because of certain family and medical events as specified in the military FMLA policy.

D. Notice of Leave – If the need for FMLA leave is foreseeable, the employee must give the city at least
thirty (30) days’ prior written notice. Where the need for FMLA leave is not foreseeable, the employee
is expected to notify the city as soon as is practicable. When an employee becomes aware of a need
for FMLA leave less than thirty (30) days in advance, it should be practicable for the employee to
provide notice of the need for leave either the same day or the next business day. The employee
must comply with the usual and customary notice provisions for leave in place at each facility.
E. Substitution of Paid Leave – Paid leave shall run concurrently with FMLA leave. Employees utilizing
paid time off in conjunction with FMLA leave will continue to accrue paid time off during the leave and
will receive any holiday pay. After the employee has exhausted all paid days off, the remainder of the
leave will be unpaid. Employees on FMLA unpaid leave shall not accrue paid time off while on leave
and will not receive holiday pay.
F. Donated PTO Time - When an employee has exhausted all paid days off, the employee may
complete a ‘Request for PTO Share Pool time’ and submit it to the human resource office. If donated
hours are available in the leave bank, the human resource manager may assign those hours to the
employee as defined in Section 2.88.705(F)(3). Employee will continue to accrue PTO and LTC and
receive holiday pay while utilizing donated PTO time.
G. Eligibility Notice/Rights and Responsibilities – The city will provide employees with a notice of their
eligibility for the leave or a reason why they are not eligible within five (5) business days of the leave
request. At the same time, employees will be provided with a statement of their rights and
responsibilities using form WH-381, Notice of Eligibility and Rights and Responsibilities. The relevant
medical certification form will also be given to the employee at this time. Forms are available from the
human resource manager.

H. Exception for Key Employees – Because of the potential, substantial, and grievous economic injury
that can occur when top-level executives are absent for several weeks, ‘key’ employees may take
FMLA leave but are not guaranteed the same rights to job restoration as other eligible workers. The
determination of whether an employee is a key employee who is among the city's highest paid top ten
percent (10%) is made at the time the employee notifies the human resource manager that leave is
necessary. The city is required to give key employees two (2) types of notice: (1) that they are key
employees and, if the city determines that restoration would cause sufficient economic harm, (2) that
the employee might be denied job restoration. The employee shall contact the human resource
manager if the employee is unsure whether the affected employee falls in this category.
I.

Medical Certification is Required – Employees who request FMLA leave because of their own or a
family member's serious health condition must submit a medical certification form completed by the
health care provider to support the leave request. If the leave is due to the employee's own serious
health condition, Form WH-380-E Certification of Health Care Provider for Employee's Serious Health
Condition must be completed and returned to the human resource manager. If the leave is due to a
family member's serious health condition, Form WH-380-F Certification of Health Care Provider for
Family Member's Serious Health Condition must be completed and returned to the human resource
manager. All forms are available from the human resource manager. The medical certification form
should be returned to the city within fifteen (15) calendar days after it is requested or as soon as
possible under the circumstances.
If the medical certification form returned to the city is not satisfactory, an employee will be told of the
deficiencies in writing and given seven (7) days to complete the form. Failure to submit a complete
and sufficient medical certification form will be grounds for, and may result in, deferral or denial of the
requested FMLA leave.
If the medical information is inadequate, the human resource manager may contact the employee's
health care provider directly to authenticate or clarify information on the certification without the
employee's consent. If more complete information is needed regarding the nature of the health
condition, the duration of leave, the need for intermittent leave, etc., the human resource manager
may directly contact the employee's health care provider after receiving the employee's medical
information release form. A medical information release form is available from the human resource
manager.
The city can request a second or third opinion regarding the employee's condition and treatment (at
the city's expense). In the event of a conflict between the first and second opinions, the city may at its
own expense obtain a third opinion from a health care provider approved jointly by the city and the
employee. This third opinion will be final and binding.
All employees requesting an extension of any FMLA leave must provide a new medical certification
(or its equivalent) of the need for continuing leave.

J.

Designation Notice – The city’s decision to designate leave as FMLA-qualifying must be based only
on information received from the employee or the employee’s spokesperson. Once the city has
acquired knowledge that the leave is being taken for FMLA-qualifying reasons, the human resource
manager shall notify the employee within five (5) business days (absent extenuating circumstances)
by providing a Designation Notice Form WH-382. The Designation Notice Form informs the
employee whether or not leave is designated as FMLA leave and the amount of leave that will be
designated, if known. This designation may be retroactive.

K. Duration of Family and Medical Leave – Eligible employees will be entitled to up to a cumulative
maximum of twelve (12) workweeks of FMLA leave within a twelve-month period unless leave is for a
covered service member's care for which up to twenty-six (26) workweeks are provided. Any
combination of FMLA leave may not exceed the maximum of twenty-six (26) workweeks in any single
twelve-month period.

To determine eligibility, the twelve-month period is measured forward from the date leave first begins.
The FMLA leave year will begin on the first day that the employee takes FMLA leave.
Spouses who both work for the city are entitled to a combined total of twelve (12) weeks leave in a
twelve-month period for the birth, adoption, or foster care placement of their child. Both employees
are each entitled to twelve (12) workweeks of leave to care for a seriously ill child, spouse, or parent.
L. Intermittent Leave or Reduced Work Schedule -- In certain cases, leave may be taken on an
intermittent basis or the employee may work a reduced schedule. The same requirements for
medical certification apply for intermittent or reduced workweek leave. Intermittent leave must be
certified by a health care provider as necessary and should be scheduled to avoid disruption insofar
as is reasonable.
1.

In the case of a serious health condition of an employee or a family member, when medically
necessary leave may be taken on a reduced leave schedule or intermittently.

2.

When leave is taken for the birth or adoption of a child, the employee may take leave
intermittently or on a reduced schedule only if approved by the city and in accordance with FMLA
laws.

3.

Employees requesting intermittent or reduced schedule leave based on planned medical
treatment may be required to produce medical certification outlining the dates and duration of
treatment. A reasonable effort must be made, subject to the health care provider's approval, to
schedule treatment so as to not unduly disrupt the city's operations. An employee must give thirty
(30) days’ notice or as much notice as practicable of their intentions. The city may require an
employee who requested foreseeable intermittent or reduced schedule leave due to planned
medical treatment to transfer temporarily to an available alternative position if:
a. The employee is qualified for the alternative position; and
b. The position has equivalent pay and benefits; and
c.

The alternative position better accommodates recurring periods of leave than the employee's
regular position.

M. Recertification – An employee may be asked to recertify their serious health condition or family
member’s serious health condition every thirty (30) days (if the employee is absent during that period)
for chronic/long-term illness or pregnancy. A recertification may be requested in fewer than thirty (30)
days if:
1.

The employee asks for extensions of leave; or

2.

The circumstances have changed; or

3.

The city has doubts about the employee's FMLA status (e.g., Monday/Friday absences).

Employees will be required to have annual medical certification for their own serious health condition
or family member’s serious health condition lasting more than one (1) year, including chronic/lifelong
ailments.
N. Return to Work – Employees returning from leave under this subsection will be allowed to return to
their same or equivalent position upon completion of the authorized leave, assuming the employee
would otherwise have been employed in that position at the time reinstatement is requested. If an
employee is no longer qualified for the position because of lack of training, testing, etc., the employee
will be given a reasonable opportunity to fulfill those conditions upon return to work. An employee will
be able to receive any unconditional pay increases that may have occurred during the leave period.

Any employee wishing to return from leave must obtain and present certification from a qualified
health care provider that the employee is able to resume work. This fitness-for-duty certification
should only address the specific health condition that caused the employee’s need for FMLA leave.
The certification must state whether the employee is able to return to work and perform the essential
functions of their job as well as clearly identify any medical restrictions.
If leave was due to a serious health condition of the employee that reasonably affects the essential
functions of their position, Work STEPS fit-for-duty testing will be required prior to returning to work
on a full-duty status. The Work STEPS policy is on file at city hall.
Employees who fail to report to work when released to do so by their physician, who fail to accept an
available position upon release by their physician, or who do not return to work for any reason within
twelve (12) weeks after going on family or medical leave of absence, or their date of release
whichever is sooner, lose their right to reinstatement and employment will be terminated.
Should an employee fail to return to work at the end of their FMLA leave, retirement benefits shall be
based on the last day worked or of paid time off taken by employee.
Certain ‘key’ employees may not be eligible to be reinstated to the same or an equivalent position at
the conclusion of their FMLA leave. Any employee in the highest paid ten percent (10%) of the city's
workforce may be denied restoration to their position or an equivalent position at the conclusion of
FMLA if certain criteria are met. The city will notify such employees of their ‘key employee’ status and
the conditions under which the employee may be denied reinstatement, if applicable.
O. Employee Benefits – The following information applies if the employee is on family and medical leave:
1.

Insurance Benefits Remain Intact: An employee granted FMLA leave will continue to be covered
under the city's group health and life insurance plans under the same conditions as coverage
would have been provided if the employee had been continuously employed during the leave
period.

2.

Employee Contributions Required: Employee contributions will be required either by payroll
deduction or direct payment, in advance, to the city for all insurance costs not normally paid by
the city. Employee contribution amounts are subject to any rate changes that occur while the
employee is on leave.

3.

Coordination of Paid Benefits: If paid PTO or LTC leave is used to supplement any payments that
an employee is eligible to receive, the combination of any such disability payments, workers’
compensation payments, and paid PTO/LTC leave cannot exceed the employee's regular hourly
rate for a forty-hour work week.

4.

End of City Obligations: In the event that an employee fails to return to work upon completion of
an approved family or medical leave for a reason other than the continuation, recurrence, or
onset of a serious health condition, or other circumstances beyond the employee’s control, the
city’s obligation to maintain insurance benefits ends. When the employee informs the city of their
intent not to return to work, the right to health benefit privileges ends (except for COBRA
privileges). Where feasible, the city of Perryville will recover its share of health insurance
premiums through deduction of any sums due to the employee. The city’s payment of the
employee’s portion of any other benefits, such as life insurance, will be recovered from the
employee whether or not the employee returns from leave.

P. Complaints and Enforcement – Any employee who fraudulently obtains leave under this policy will be
immediately subject to discipline, up to and including dismissal.

Where the cause of a serious health condition initially occurred as a result of a work-related injury or
illness covered by workers’ compensation law, such time off as it applies to work-related illness or
injury shall be counted as family medical leave.
Step increase dates and annual across-the-board increases shall not be affected by an employee
utilizing FMLA leave.
In addition to the obligations of the city and the employee outlined above, all managers, supervisors,
and human resources representatives of the city of Perryville are responsible for ensuring that FMLA
absences are administered in accordance with this policy. Proper collection and retention of
applicable documents is required. Data and documents with regard to family and medical leaves will
be kept in accordance with all applicable HIPAA requirements. Supervisor and department heads,
along with the human resource manager, are to ensure that state specific regulations are considered
when making leave of absence decisions.
If an employee requests and is denied family medical leave, the employee may file a grievance
directly with the administrative authority. Employees may contact the human resource manager
regarding any complaints or to obtain information on their rights and responsibilities under the FMLA.
The U.S. Department of Labor has legal authority and is required to receive, conduct investigations,
and attempt to resolve complaints and to ensure compliance with Title I of the Family and Medical
Leave Act. The Secretary of Labor can enforce FMLA in accordance with the FLSA enforcement
procedures. In addition, an individual employee can enforce FMLA through civil action in any federal
or state court of competent jurisdiction. If an employee believes their rights under FMLA have been
violated, the employee has the choice of:
1.

Filing, or having another person file on their behalf, a complaint with the Secretary of Labor; or

2. Filing a private lawsuit pursuant to Section 107 of FMLA.

Actions for relief must be brought in writing not later than two (2) years after the date of the last event
constituting an alleged violation or within three (3) years of the last event if the violation is willful.
Available remedies include reinstatement, back pay, employment benefits, and actual monetary
losses, such as the cost of providing care and attorney’s fees. Further, if the city acts in bad faith,
double damages will be awarded. Finally, the city is subject to a fine of one hundred dollars
($100.00) per day for failure to post the appropriate notice.
Q. Record Keeping:
The city must make, keep, and preserve records regarding compliance with the FMLA. These
records can be subpoenaed. All employees' medical information must be stored in a separate file
from the employees’ personnel files. The records need not be kept in any particular order or form but
must include:
1.

Basic payroll and identifying employee data;

2.

Dates FMLA leave is taken, including hours of leave, if applicable;

3.

Copies of all written notices;

4.

Any documents describing employee benefits or city policies regarding paid and unpaid leaves;

5.

Premium payments of employee benefits;

6.

Records of any city employee disputes over the FMLA; and

7.

The city is not required to submit records to the government unless specifically requested to do
so by the Department of Labor.

2.88.725 Maternity leave.
Employees desiring to utilize maternity leave shall notify the human resource manager. The human
resource manager will generate the necessary physician certification forms for employee. Once certified
by the doctor, employee may utilize employee’s accrued LTC for doctor visits, procedures, testing, etc.,
up to and including delivery. After delivery, employee may utilize employee’s accrued LTC until employee
is released to full or partial duty by employee’s physician. Employee may elect to utilize accrued PTO or
unpaid leave up to the remainder of employee’s approved FMLA leave. For information about benefits
while on unpaid leave, refer to Section 2.88.720 of these personnel rules and regulations.
2.88.730 Paternity leave.
Employees desiring to utilize paternity leave shall notify the human resource manager. The human
resource manager will generate the necessary physician certification forms for employee. Once certified
by the doctor, employee may utilize employee’s accrued LTC to accompany a family member as defined
by the Family and Medical Leave Act (FMLA) to pre-natal doctor visits, procedures, testing, etc., up to and
including delivery. After delivery, employee may utilize employee’s accrued LTC up to forty (40) hours for
a normal delivery and up to two hundred forty (240) hours for a cesarean delivery upon doctor certification
as medically necessary. Employee may elect to utilize accrued PTO or unpaid leave up to the remainder
of employee’s approved FMLA leave.
Unmarried employees desiring to utilize paternity leave will only be allowed to use accrued PTO or unpaid
leave upon supervisor approval to attend pre-natal doctor visits, procedures, testing, etc., up to and
including delivery. PTO or unpaid leave may be used after the birth of a child to care for the mother upon
supervisor approval. LTC, upon FMLA certification, may be used if it is medically necessary for the child.
For information about benefits while on unpaid leave, refer to Section 2.88.720 of these personnel rules
and regulations.
2.88.735 Workers’ compensation leave.
This section is related to administering workers’ compensation leave as it relates to the city’s PTO and
LTC program. If it is determined that an employee has been injured while on duty, the following factors
should be considered.
A. Reporting Procedures -- In the event of an injury, accident, or exposure to illness or disease at the
workplace, the employee shall immediately report the incident to their supervisor or department head.
(See Section 2.88.990 for further details.)
B. Employee Choices -- The employee may choose to be:
1. Compensated by the city’s workers’ compensation plan at loss of time benefit rate; or
2. Compensated by the city’s workers’ compensation plan at loss of time benefit rate and use a
portion of their accrued LTC and PTO (in that order) at their normal rate of pay. If employee has
exhausted all accrued leave, employee may complete a ‘Donation of PTO Request Form’ and
submit it to the human resource manager as directed in Section 2.88.705 of these personnel
rules and regulations.

C. Accrual of Benefits -- If employee is compensated by the city’s workers’ compensation plan at loss of
time benefit rate only, then the employee shall not accrue benefits while on workers’ compensation
leave.
D. Doctor Visits -- Once an employee has returned to work, in either full duty or light duty capacity, any
follow-up workers’ compensation doctor visits or treatments will not be charged against their accrued
LTC or PTO if taken during employee’s normally scheduled work shift. Any follow-up doctor visits or
treatment scheduled outside of normally scheduled work shifts shall not be compensated.
2.88.740 Light duty.
The city of Perryville reserves the right to utilize temporarily injured or ill employees to complete light or
modified duty work activities, if available, until they are reasonably able to transition to their previous
position or transfer to a permanent position that does not exceed their capabilities. Such light or modified
duty work activities are not guaranteed and are subject to availability.
Any employee who has a non-work or work related injury or illness will be required to return to work upon
release by the attending physician. Upon release, failure to return to work as scheduled by the attending
physician will be considered voluntary separation from the city of Perryville.
Modified or light duty positions are not permanent positions and shall not exceed three (3) months of
active duty. Furthermore, employees who have reached maximum medical improvement as determined
by the attending physician and have not demonstrated adequate capability to perform the essential
functions of the job held prior to injury or illness, with or without reasonable accommodation, will be
terminated unless there exists a vacant permanent position that does not exceed the physical capabilities
or qualifications of the employee.
2.88.745 Fit for duty testing.
Fit for duty examinations are successful tools utilized to create a more safe and secure working
environment for employees.
Any employee who has a non-work or work related injury or illness that reasonably may affect the ability
to perform their usual job will be required to undergo fit for duty employment testing as soon as their
condition is stable and the human resource manager has received a ‘release to full duty’ notice from the
employee’s attending physician and at the professional discretion of the doctor or licensed therapist
performing such testing.
‘Fit for duty’ testing is authorized by federal law under the ‘Americans With Disabilities Act’ (ADA) as
referenced in the Technical Assistance Manual under Sections VI-13 & 14 which states:
Under the ADA, medical information or medical examinations may be required when an employee suffers
an injury on the job. Such an examination or inquiry also may be required when an employee wishes to
return to work after an injury or illness. The examination must be job-specific and consistent with
business necessity:
A. To determine if the individual meets the ADA definition of ‘individual with a disability’ if an
accommodation has been requested;
B. To determine if the person can perform essential functions of the job currently held (or held before the
injury or illness) with or without reasonable accommodations and without posing ‘direct threat’ to
health or safety that cannot be reduced or eliminated by reasonable accommodation; and
C. To identify an effective accommodation that would enable the person to perform essential job
functions in the current (previous) job or in a vacant job for which the person is qualified (with or
without accommodation).
Post injury fit for duty employment testing will be scheduled within three (3) working days from the date of
release by the attending physician. Failure to perform fit for duty employment testing as scheduled,
without good cause, will be considered voluntary separation from the city of Perryville.
2.88.750 Civil duty.

A. Jury duty - Regular employees receive regular pay for any time they are actively serving on a jury or
on the jury selection process. The employee must notify their supervisor as far in advance as
possible when summoned to jury duty and shall provide the city a copy of the summons. Employees
are to return to work within one (1) hour of jury duty being completed or be subject to discipline.
B. Subpoenas/Witnesses - Regular employees receive regular pay for any time they are called to court
to serve as a witness for work-related activities. The employee must notify their supervisor as far in
advance as possible when subpoenaed and shall provide the city a copy of the same. Employees
are to return to work within one (1) hour of their completed testimony or be subject to discipline.
C. Voting privileges - Employees entitled to vote in national, state, county, or municipal elections shall,
when demonstrated necessary, be allowed sufficient time off with pay to exercise this privilege in
accordance with federal and state statutes.
2.88.755 Military leave.
A. Reemployment Rights - If an employee enters military service, the city, upon their timely return, will
attempt to place the employee in a comparable position to the one held at the time the employee
went into service and for which the employee is qualified.
B. Military Reserves - Employees who are members of military reserve units will be granted paid
benefits as follows:
1. Military Duty Less Than Sixty (60) Days - City will pay the employee military leave pay at their
regular hourly rate, not to exceed one hundred twenty (120) hours per federal fiscal year (October
1 – September 30). Employee may choose but is not required to use unused PTO for absences
exceeding one hundred twenty (120) hours prior to using unpaid leave.
2. Military Duty Greater Than Sixty (60) Days - If an employee is called to active duty for more than
sixty (60) calendar days, city will grant the employee up to a maximum of forty (40) hours of
excused paid time. (This provision is made in addition to the paid benefits received above.) Once
this excused time is exhausted, the employee may choose, but is not required, to use unused
PTO prior to using unpaid leave.
2.88.760 Inclement weather or dangerous conditions.
When an employee is delayed, prevented from reporting to work, or needs to leave work early due to
inclement weather or other special reasons that exist, the employee should contact their immediate
supervisor for approval. Work time missed shall, with supervisor approval, be charged to employee’s
accumulated PTO leave or charged as leave without pay if the employee has insufficient accumulated
PTO leave or may be made up by adjusting the work schedule for the work week. (NOTE: Due to the
nature of the position’s duties and responsibilities, this approach may not be a viable alternative in all
situations.)
2.88.765 Leave of absence - without pay (non-FMLA).
A regular or probationary employee, upon written request and city administrator’s approval, may obtain a
continuous leave-of-absence without pay. Such leave may be granted for justifiable personal reasons, not
to exceed thirty (30) consecutive days unless prior approval is granted by the city administrator. Leave
without pay shall not be granted until all eligible accrued PTO time has been exhausted. No leave
accruals shall occur during the period of leave without pay. If a holiday occurs during a leave of absence
without pay, the employee will not receive holiday pay. Benefits during leave-of-absence without pay are
as follows:
A. Any earned service credit is retained and will be reinstated upon the employee’s return to work;

B. No PTO or LTC is accrued during the leave;
C. Employee may continue their health insurance plan at the employee’s expense through COBRA’s
continuation of benefits program;
D. Employee may continue their Section 125 Plan benefits as governed by the rules of the benefits
programs;
E. Retirement benefits will be governed by the rules of the retirement program.
(See Sections 2.88.530, 2.88.640, 2.88.705, and 2.88.710).
2.88.770 Leave of absence - with pay (non-FMLA).
Leaves of absence with pay may be granted by the city administrator. Leaves of absence may not exceed
thirty (30) days in duration and may not be renewed without board approval. Employees shall request
leaves of absence in writing well in advance of the date desired. Leaves of absence may be requested for
any legitimate purpose, but employees shall be obligated to show that granting such leaves of absence is
in the interest of the city. Employees that have not yet completed their probation period may use their
accumulated PTO or LTC (if appropriate); however, once their accumulated leave has been exhausted,
they must request permission from the city administrator to take the remainder of the leave, if necessary,
without pay.

2.88.775 Failure to return for work.
If an employee fails to return to work at the time specified in their application for leave and does not
provide a reasonable excuse and notice to their department head, the employee shall be considered to
have resigned, effective the date the employee should have returned.
2.88.780 Absence without leave.
No employee may be absent from duty without permission of their immediate supervisor. Absence without
leave shall be sufficient cause for discipline, up to and including, dismissal.
Article 8. Discipline, Grievance, and Appeal Procedures
2.88.800 Employment at will.
In accordance with Missouri state law, employment with the city of Perryville is ‘at will.’ This means
employment is for an indefinite period of time and it is subject to termination by the employee or the city of
Perryville with or without cause, with or without notice, and at any time. Nothing in this policy or any other
policy of the city of Perryville shall be interpreted to be in conflict with or to eliminate or modify in any way
the at will employment status of the city of Perryville employees.
2.88.805 Discipline.
A. The city utilizes a progressive approach to discipline. This is an employee disciplinary system that
provides a graduated range of responses to employee performance or conduct problems. At any
time, the severity of the offense may warrant and even require skipping one or more steps or moving
to immediate termination.
B. The following are declared to be improper conduct and may be grounds for disciplinary action. This
list is intended to serve as a guide to employees and department heads and does not exclude other
grounds that the city deems appropriate or necessary.

1. Plea of guilty to or conviction of a felony or significant misdemeanor involving violence, moral
turpitude, infamous or disgraceful conduct.
2. Acts of incompetence, ineffectiveness, inefficiency, or wastefulness in the performance of
assigned duties.
3. Repeated absence from duty without permission, proper notice, or satisfactory reason. Any
employee absent for more than two (2) consecutive workdays without proper notice shall be
deemed to have voluntarily terminated their position
4. Failure to obey any lawful directive made by a supervisor; noncompliance with rules, policies,
procedures, or assignments (provided the employee has been given clear instruction) shall be
evidence of insubordination.
5. Intentional or repeated carelessness, damage, loss, or neglect in the care and handling of city
property or equipment.
6. Refusal or neglect to pay just debts, especially those owed to the city such as taxes or city utility
bills. A demonstration of a reasonable and continued effort to pay the debts shall rebut the
elements of refusal or neglect.
7. Physical or mental inability to perform work related duties if determined by a physician.
8. Acts of misconduct while on duty.
9. Insubordination or willful disregard of supervisory direction or instructions.
10. Serious or repeated violations of department or city safety rules.
11. Habitual tardiness and/or absenteeism.
12. The falsification of any record, report, or information required by the city.
13. Intentionally filing a false report of wrongdoing.
14. Failure to properly report accidents or personal injuries.
15. Neglect or carelessness resulting in damage to private property or equipment.
16. Repeated convictions of misdemeanors or traffic charges.
17. Violation of the city's substance abuse policy by the introduction, possession, or use of
intoxicating liquors or controlled substances while on duty, on city property, or in city vehicles.
18. Violation of the city's workplace harassment policy.
19. Violation of the city's equal employment opportunity (EEO) policy.
20. Inducing or attempting to induce any personnel to commit an illegal act or to act in violation of any
department or official rule, regulation, or policy or participating therein.
21. The use of improper or abusive treatment to an individual in custody.
22. Offensive conduct or language toward the public, city officials, or other personnel.

23. Solicitation or acceptance of money or anything of value to influence decisions or as rewards for
decisions in city matters.
24. Use of city vehicles or equipment for personal business without permission.
25. Engaging in personal business or other occupation while on duty.
26. Engaging in activities which constitute a conflict of interest.
27. Conduct in private life which brings discredit upon the city service.
28. Disregard or inability
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to

maintain

compatible
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relationships

with

other

29. Any conduct unbecoming an employee of the city, either on or off duty, provided said conduct
relates detrimentally to the employee's ability to perform those job tasks assigned to employee.
30. Used or threatened to use, or attempted to use, personal or political influence in securing
promotion, leave of absence, transfer, change of pay rate, or character of work reference.
31. Has been guilty of any violation of a criminal or penal statute, ordinance, or law, or
misrepresentation upon application for employment, promotion, or other job-related action.
32. Any continued or serious violation of these rules and regulations or any departmentally approved
rules and regulations.
33. Betrayal of confidential information or unlawful disclosure of protected information.
34. Selling or use of city property or equipment for personal gain.
35. Abuse of leave or falsification of city-required paperwork.
36. Threat or use of violence in personal or professional relationships.
37. Non-disclosure of sexual or romantic workplace relationship.
38. Excessive use or abuse of internet, phones, or other city-owned communication equipment for
personal, recreational, or non-work related activities or the excessive use of privately-owned
equipment during work time.
39. Demeaning, abusing, or otherwise mistreating co-workers, contractors, vendors, or members of
the general public.
40. Bullying coworkers by means of threatening, humiliating, intimidating, sabotaging, or other
behavior that interferes with work or affects workplace morale.
41. Repeated poor performance.
42. Accepting or requesting bribes.
43. Failure to follow the purchasing policy or misuse of city credit card.
44. Engaging in political activities while on duty.

45. Misuse and abuse of social media by posting comments in support of illegal or criminal activity,
unbecoming a city-employee, well outside of community social norms or otherwise defamatory,
offensive, or derogatory comments or statements on social media.
46. Violation of city ordinances or policy.
2.88.810 Progressive discipline procedure.
It shall be the duty of each employee to maintain high standards of cooperation, efficiency, and economy
in the employee’s work for the city. Department heads and supervisors shall organize and direct the work
of their units to achieve these objectives.
Employees may be evaluated annually, or more frequently as necessary, by their department head or
designated supervisor as set forth in Section 2.88.530.
The city utilizes a multi-step progressive approach to disciplinary actions. Although intended to be
progressive, a serious or repeated offense may result in immediate termination or advancing past one or
more steps:
Coaching;
Documented Verbal Warning;
Written Reprimand;
Disciplinary Probation;
Employee Assistance Program;
Disciplinary Suspension Without Pay;
Demotion; and
Termination
A. Coaching - When work habits, attitude, production, or personal conduct of an employee falls below
desirable standards, supervisors should point out the deficiencies at the time they are observed. The
supervisor shall document the date and content of any coaching sessions for the supervisor’s file.
Coaching sessions are considered informal and do not constitute warnings; however, if an employee
fails to improve from the coaching, a documented warning may be the next step in the progressive
discipline process.
B. Documented Verbal Warning -- Minor infractions of rules and regulations to include departmentally
approved policies or poor job performance may result in a supervisor and/or department head giving
an employee a documented verbal warning. In addition, any issues that have not been corrected with
a coaching session may progress to a documented verbal warning. The documented verbal warning
shall include a description of the deficiency, the appropriate corrective action to be taken, and the
length of time allowed to correct the deficiency. The human resource manager, or designee, shall be
present during the warning and will create a memorandum with the details of the verbal warning and
any prior coaching details. The memorandum shall be signed by the supervisor and the employee. A
copy will be given to the employee and sent to the human resource manager for the employee’s
personnel file.
C. Written Reprimand - Failure to correct a deficiency pointed out to any employee through a coaching or
verbal warning or a serious infraction of rules and regulations or dereliction of duty may result in a
supervisor and/or department head issuing an employee a written reprimand. A written reprimand is
a written communication from the supervisor and/or the department head to the employee pointing
out offenses or deficiencies, detailing the appropriate corrective action needed, and the length of time
allowed to correct the deficiency. The human resource manager, or designee, shall be present during
the reprimand and will create a memorandum with the details of the written reprimand and any prior
coaching details. The reprimand meeting will be audio recorded by the human resource manager.
The employee and the person issuing the written reprimand will sign the reprimand and a copy will be
given to the employee. A copy will be placed in the employee’s permanent file. Reprimands are

considered to be an administrative action, as defined in Chapter 2.88 of the city's personnel rules and
regulations, and may not be appealed. An employee receiving a written reprimand may submit a
written response to the reprimand to be maintained in the personnel file
D. Disciplinary Probation -- Disciplinary probation may be used in conjunction with a written reprimand.
The human resource manager, or designee, shall be present during the reprimand and will create a
memorandum with the details of the reprimand and any prior coaching details. In addition, an
employee may be placed on disciplinary probation without going through the progressive discipline
process if an immediate formal action is required in the interest of the city. Disciplinary probation is
defined as a period of time not to exceed six (6) months during which the employee is placed under
regular supervision and observation of their performance and/or conduct. An employee is not eligible
for pay increases during this period. Written notice of such disciplinary action citing reasons and
scope of action taken shall be provided the employee. The supervisor and/or the department head,
the city administrator, and the employee shall sign such notice. A copy shall be provided to the
human resource manager for placement in the employee’s personnel file. The human resource
manager shall keep track of the probation and contact the supervisor or department head for
probation status updates. If the employee successfully completes their probation period, the human
resource manager shall issue the appropriate forms to return the employee to regular status,
including the restoration of any pay increase missed. If employee is unsuccessful, the employee is
subject to dismissal or the city administrator may extend the probation period.
E. Employee Assistance Program - An additional term of any stage of the disciplinary process may
include a referral of the employee to the employee assistance program. It is the responsibility of the
employee to comply with the action plan recommended by the employee assistance program when
personal problems are affecting the employee’s performance. When city personnel makes a referral
to the program on the basis of declining work performance, the human resource manager will be told
only whether or not the action plan is being followed. No city personnel will be told the nature of the
problem or what was discussed during counseling sessions.
F. Disciplinary Suspension Without Pay -- As outlined in Section 2.88.820.
G. Demotion -- As outlined in Section 2.88.825.
H. Termination -- As outlined in Section 2.88.830.
2.88.815 Disciplinary action relative to drug or alcohol driving violations.
When an employee has been convicted of an alcohol or drug related driving violation, and when driving is
a major component of the employee’s job, the employee may be subject to the following disciplinary
action. The disciplinary action will vary depending on the situation but may include:
A. Administrative leave as deemed appropriate by the administration pending satisfactory completion of
an approved drug and alcohol rehabilitation program. Employee will be required to use accrued leave
for the period of drug and alcohol evaluation and rehabilitation. Thereafter, employee’s leave will be
without pay.
B. For a period of six (6) months, employee shall be deemed a probationary employee as defined in
Article 4 of these rules and regulations.
C. Employee will be subject to unannounced drug or alcohol testing at any time.
D. In the event the employee’s license is revoked and the employee’s job requires that employee have a
valid driver’s license, the employee may be dismissed or placed on leave without pay if no other
position is available or accommodations are unreasonable until the license is reinstated.
2.88.820 Disciplinary suspension without pay.

A. In the interest of good discipline, a department head may for just cause suspend an employee without
pay for any length of time up to thirty (30) days in a single year for any offense or offenses of an
employee from their duties for disciplinary reasons or pending the outcome of an internal investigation
involving a work related incident(s). The human resource manager will create the suspension
document and will be present during the meeting with the supervisor and/or department head and
employee. The meeting will be audio recorded by the human resource manager. An employee who is
suspended shall be given written notice of the disciplinary action citing reasons and scope of action
taken. The supervisor and/or the department head and the employee shall sign such notice. A copy
shall be provided to the city administrator for signature and placed in the employee’s permanent file
by the human resource manager. This suspension shall terminate after completion of an internal
investigation of the offense for which the employee was suspended as follows; however, unless the
offense becomes a civil or criminal matter, the employee is subject to Subsections B through D of this
section:
1. By resignation or dismissal of the employee; or
2. By reinstatement with full recovery of all pay and other benefits lost during the period of
suspension up to a maximum of thirty (30) days; or
3. By other appropriate action.
Approval of the city administrator shall be required in all cases involving suspension of regular
employees.
An employee on disciplinary suspension without pay may continue their health insurance plan at the
employee’s expense through COBRA’s continuation of benefits program. The employee may
continue their Section 125 Plan benefits as governed by the rules of the benefits programs. Any
earned service credit is retained and will be reinstated upon the employee’s return to work. The
employee shall not accrue PTO or LTC during the suspension. Retirement benefits will be governed
by the rules of the retirement program.
B. During investigation, hearing, or trial of a regular employee on any civil cause, when suspension would
be in the interest of the city, a regular employee may be suspended with the approval of the city
administrator for the duration of the proceedings. This suspension shall terminate after completion of
the case for which the employee was suspended as follows:
1. By resignation or dismissal of the employee; or
2. By reinstatement with full recovery of all pay and other benefits lost during the period of
suspension up to a maximum of thirty (30) days; or
3.

By other appropriate action approved by the board of aldermen.

C. During investigation, hearing, or trial of a regular employee on any criminal felony charge, a regular
employee shall be suspended for the duration of the proceedings. This suspension shall terminate
after completion of the case for which the employee was suspended as follows:
1. By resignation or dismissal of the employee; or
2. By reinstatement with full recovery of all pay and other benefits lost during the period of
suspension up to a maximum of thirty (30) days; or
3. By other appropriate action approved by the board of aldermen.

D. During investigation, hearing, or trial of a regular employee on any criminal misdemeanor charge, a
regular employee may be suspended with the approval of the city administrator. This suspension
shall terminate after completion of the case for which the employee was suspended as follows:
1. By resignation or dismissal of the employee; or,
2. By reinstatement with full recovery of all pay and other benefits lost during the period of
suspension up to a maximum of thirty (30) days; or,
3. By other appropriate action approved by the board of aldermen.
E. An employee on disciplinary suspension without pay may continue their health insurance plan at the
employee’s expense through COBRA’s continuation of benefits program. The employee may
continue their Section 125 Plan benefits as governed by the rules of the benefits programs. Any
earned service credit is retained and will be reinstated upon the employee’s return to work. The
employee shall not accrue PTO or LTC during the suspension. Retirement benefits will be governed
by the rules of the retirement program.
F. Personnel decisions and suspensions made for criminal matters that are high profile or involve a
manager, department head, or supervisory staff are subject to review and approval by the board of
aldermen. Upon review, the board of aldermen may, at its sole discretion, take further disciplinary
action up to and including dismissal.
2.88.825 Demotion.
The supervisor, with approval of the city administrator, may move an employee to a position classification
having a lower salary range for unsatisfactory performance and/or conduct. The human resource
manager will create the demotion documentation and will be present during the demotion meeting with
the supervisor and/or department head and employee. The demotion meeting will be audio recorded by
the human resource manager. The employee, department head, and the city administrator will sign the
demotion documentation and a copy will be given to the employee. A copy will be placed in the
employee’s permanent file. Demotion is defined as ‘disciplinary action’ in Chapter 2.88 of the city's
personnel rules and regulations.
2.88.830 Termination/dismissal.
Upon approval of the city administrator, the department head may dismiss an employee who has failed
any of the above disciplinary measures or who has violated any of the provisions of this chapter. The
human resource manager shall prepare the dismissal document which shall include a description of the
offense and any progressive discipline process used to assist employee in correcting the deficiency or
offense. The human resource manager will be present during the dismissal meeting with the department
head and employee. The dismissal meeting will be audio recorded by the human resource manager.
The dismissal document shall be signed by the employee. A copy will be given to the employee and sent
to the human resource manager for the employee’s personnel file. Dismissal is defined as ‘disciplinary
action’ in Chapter 2.88 of the city's personnel rules and regulations and may be appealed in accordance
with disciplinary action appeal procedures.
2.88.835 Appeal of termination/dismissal.
All regular employees terminated by the city shall have the right to appeal the discharge to the board of
aldermen provided such appeal is filed in writing with the city clerk within fifteen (15) days after the date of
dismissal. In the event that a timely appeal is filed, the following rules shall apply:
A.

At the next regularly scheduled meeting of the board of aldermen or as soon thereafter as is
reasonably practical after the appeal is filed with the city clerk, the board of aldermen shall set a date
and time to hear the appeal. The board of aldermen may for good cause shown continue the date

and time of the hearing.
B. The appeal hearing shall be conducted using a quasi-judicial format with the city attorney
representing the city. The employee may elect to be represented by an attorney at their cost and
discretion.
C. The board of aldermen shall determine only the issue of confirming or overturning the dismissal.
D. The hearing shall be considered to be a personnel matter under Chapter 610 of the Missouri statutes
and shall be held in closed session unless that protection is specifically waived by the employee
making the appeal. If the board of aldermen determines that other ‘personal information’ about other
employees will be disclosed, then the board of aldermen may proceed with the hearing in closed
session.
E. The vote on the decision of the matter shall be done following normal procedures with a majority vote
of the members of the board of aldermen deciding the issue and the mayor voting in the case of a tie
vote.
F. The presentation of information, testimony, or evidence will be done under oath and preserved by
audio recording conducted, supervised, and maintained by the city clerk so that a permanent record
is made sufficient to present upon judicial review as set forth in Section 536.130, RSMo.
G. An aggrieved party may seek judicial review within thirty (30) days of receiving the decision under the
Missouri Administrative Procedures Act as set forth in Section 536.100, et seq., RSMo.
2.88.840 Workplace investigations.
Workplace investigations, if necessary, will be facilitated by the human resource manager in consultation
with the city administrator and/or city attorney. Such investigations will be used to determine the validity
of allegations against one or more employees and possibility of discipline for the same. In such cases,
the human resource manager shall investigate the allegations by interviewing members of the workgroup,
along with other employees, contractors, vendors, or members of the general public who may have
familiarity with the incident in question and issue a report of the findings. This report shall be used to
determine the necessity and level of discipline necessary. Criminal investigations shall be facilitated by
the city attorney who will make a referral to an outside investigator or appropriate law enforcement
agency.
2.88.845 Grievance.
The city desires to resolve employee grievances and appeals promptly and fairly. All employees are free
to present grievances and appeals for orderly settlement and shall be assured freedom from
discrimination, coercion, restraint, or reprisal. When any question arises concerning the validity of an
order of a supervisor, employees shall complete the task assigned. If they then have any complaint, they
will settle it with their supervisor, if possible. If they are unable to resolve the issue, they have the right to
use appeal procedures as described below.
A. All regular and probationary employees shall have the right to utilize the grievance and appeals
procedures of this chapter when in the employee's opinion an action taken against employee was
without just cause.
1.

Coaching, warnings, and reprimands are considered to be an administrative action and may
not be appealed hereunder. A grievance or appeal must be taken to the department head
within five (5) calendar days following knowledge of the occurrence of the problem. If
possible, the grievance should be settled at this level through discussions with the involved
parties. If informal discussions do not resolve the issue, the matter shall be placed in writing
by the employee and be submitted to the department head within twenty-four (24) hours of

said discussions. The department head shall have five (5) working days to respond in
writing. Copies of all documentation involved in the grievance or appeal shall be forwarded to
the city administrator for signature and then placed in the employee’s permanent file.
2. In the event the grievance is not settled through procedures outlined hereinabove, the
employee and/or department head may forward the grievance or complaint in writing to the
city administrator within five (5) calendar days following receipt of the department head's
response. Documentation must include specific circumstances and state the remedial action
requested. The city administrator shall investigate and document the matter and render the
decision within seven (7) workdays of receipt of the request, unless the nature of the
grievance requires additional time to investigate, but in that event the city administrator will
provide the employee a written notice of the reasonable date of completion and when the
decision will be rendered. The city administrator’s decision shall be considered final.
3. Nothing in this section is meant to suggest that employees must follow orders that are illegal,
immoral, or unethical. If the employee believes they have been given an order of this or a
similar nature, they should immediately contact the city administrator. The city administrator
shall work quickly to consider their concern and resolve the situation.
B. When a grievance involves an elected official, then the employee shall follow the procedure set
forth in Section 2.08.105 of this code.
Article 9. Employee Relations and Standards
2.88.900 General policy on employee relations.
It shall be the policy of the city to establish such written or unwritten policies and procedures necessary to
ensure effective means of communication between employees and management and to promote a high
level of employee morale.
A. Working Conditions -- Every effort shall be made to provide and maintain working conditions which
are conducive to a maximum work effort and which are in no way harmful to the employee. The city
administrator may make investigations of working conditions which fail to meet such criteria and may
direct department heads to correct conditions believed to be preventable.
B. Orientation of New Employees -- It shall be the responsibility of the department head and the human
resource manager to ensure each new employee is fully informed as to the rights and obligations of
employees, working conditions, duties, the general function of the city, and other personnel policies.
This orientation will include hours of work, overtime, types of leave, payroll and deductions, insurance
programs, training, pay increases and promotion, workplace harassment and discrimination, drug and
alcohol policy, as well as other policies.
C. Communications -- Every effort shall be made to ensure employees are made aware of changes in
policy or procedures, additional duties, changes in personnel, general city business, and other
information necessary for effective job performances. Further, employees shall be given the
opportunity to make suggestions for the good of the city and to request clarification of policy and
management decisions.
2.88.905 Employee advisory committee.
The mayor may establish an employee advisory committee. The membership of the committee shall be
composed of full-time, non-probationary employees and should include a representative of each
department and/or division. Each department shall elect their representative. The purpose of the
employee advisory committee shall be:

A.

To establish and maintain an effective line of communication between the employees and the
administration with the objective of improving and furthering the working relationship necessary to
satisfactorily carry out the principles and functions of municipal government.

B. To provide a medium for the interchange of ideas concerning the well-being of all city employees.
Further, to study these ideas with full consideration given to all pertinent factors.
C. To provide an outlet for free discussion on matters of general interest relative to the interpretation and
implementation of established and/or, as necessary, proposed policies and programs of the
administration. Further, to communicate policies and programs to all employees, answer relative
questions, and aid in securing their successful operation.
2.88.910 Appearance.
While on duty, employees shall maintain an appearance that projects a positive image for the city of
Perryville. If uniforms/clothing are provided by the city of Perryville, the employees shall wear the shirts
and/or uniforms as designated by department. If employees wear their uniforms while off-duty, they shall
continue to maintain an appearance that projects a positive image for the city of Perryville. For safety
purposes the city reserves the right to dictate required or prohibited clothing and grooming habits to
reflect the nature of certain positions.
2.88.915 Nepotism.
No two (2) members of an immediate or extended family, as defined herein, shall be considered for city
employment or promotion if one member of a family would be the supervisor (direct or indirect) of another
family member unless the city administrator shall determine the necessity therefor because of the lack of
qualified applicants for such position. For the purpose of this rule, supervisor shall be defined as the
actual supervisor of the relative on a routine basis; emergency or short-term supervision as determined
by the city administrator does not violate this rule.
No member of the immediate family of any board member, the mayor, or the city administrator can be
considered for employment, whether full or part-time.
2.88.920 Employees not to serve on any appointed city board.
No person who is a non-elected full-time or part-time employee of the city shall be appointed to or serve
on any appointed city board. Any employee who is a member of such board at the time of their hiring shall
immediately resign their board position.
2.88.925 Relationship between co-workers.
A. It shall be a violation of the personnel rules and regulations for a husband and wife (or individuals
cohabitating) to work in the same department of the city of Perryville. Any married couple employed in
the same department prior to December 1, 2001, may continue their current employment.
B. Nothing in this section shall prohibit a husband and wife (or individuals cohabitating) from working in
separate departments of the city of Perryville.
C. If any party works in the same department of the city of Perryville and chooses to marry (or cohabitate
with) another person employed in the same department, then the employees shall notify their
department head and request a transfer to another department. If no opportunity for transfer to
another department exists, then one of the two employees shall immediately upon marriage (or
cohabitation) terminate their employment with the city of Perryville.

D. Dating and romantic or sexual relationships between superior and subordinate are expressly prohibited
and the superior found to be engaging, or attempting to engage, in such activity will be disciplined up
to and including dismissal.
E. Peer dating and romantic or sexual relationships between employees not in a superior/subordinate
position are generally discouraged. Employees electing to engage in such relationships shall report
said relationship to the human resource manager immediately or be subject to discipline. The
department head will make every effort to schedule employees in such a manner as to minimize
workplace distractions.
F. Employees involved in such personal relationships shall not engage in public displays of affection while
at the workplace.
G. For purposes of this section, a department is defined as a division of the government of the city of
Perryville under the supervision of a department head. Such department shall include, but not be
limited to, city hall administration, police, fire, public works, parks and recreation.
H. This section shall apply to both full-time and part-time employees.
2.88.930 Outside employment.
A. Outside employment is defined to include any work activity that is designed to generate income
including working for an employer, independent contracting, and self-employment.
B. The city administration generally discourages employees from engaging in outside employment. An
employee who desires outside employment shall submit their written request to do so to their
department head. The department head shall review said request and forward it to the city
administrator with a recommendation for approval or denial. The city administrator shall respond to
the request in writing within five (5) days of receipt thereof. With respect to the police department, it
is provided that the decision of the city marshal regarding outside employment is final and without
recourse. For all other departments, the city administrator’s decision is final and without recourse.
C.

No request for outside employment shall be considered until after an employee’s successful
completion of their probationary period.

D.

Any approval of outside employment is contingent on an employee remaining successful in the
performance of their normal duties.

E. Any approval of outside employment is contingent on the employee complying with all applicable
business license requirements of Chapter 5.04 of this code.
F. An employee’s current city employment must take precedence over their outside employment.
Outside employment shall not interfere with one’s city employment or create a conflict of interest or
appearance thereof. At the point this occurs, the employee may be directed to discontinue either
employment.
G. Outside employment will not be considered an excuse for poor job performance, absenteeism,
tardiness, leaving early, refusal to travel, or refusal to work overtime or different hours.
2.88.935 Political activity.
A. Employees shall not display or circulate petitions or campaign literature for elective city officials or be in
any way concerned with soliciting or receiving any subscription, contribution, or political service from
any person for any such elective official.

B. All employees of the city may become candidates for city elective offices upon compliance with the
following conditions:
1. Affirmatively request and accept an unpaid leave of absence from the date of filing for candidate for
city office until election date; and
2. Acknowledge in writing that fringe benefits shall be suspended during the leave of absence,
except for those benefits which the employee-candidate chooses to maintain at their expense;
and
3. Acknowledge in writing that the employee-candidate's election to a municipal office shall constitute
resignation from the employee-candidate's previous city position.
C. All employees of the city shall resign from their city position on or before the assumption of duties of a
partisan public or political office that is incompatible with their city position. For purposes of this
section, ‘incompatible’ shall mean functions and duties that conflict, clash, or are at variance with one
another.
D. In accordance with Section 67.145, RSMo, nothing herein shall prohibit any first responder, as the
term first responder is defined in Section 67.145, RSMo, from engaging in any political activity while
off duty and not in uniform, being a candidate for elected or appointed public office, or holding such
office unless such political activity or candidacy is otherwise prohibited by state or federal law.
2.88.940 Solicitations.
Solicitation of funds of any character or for any purpose whatsoever shall be permitted among city
employees on the job upon approval of the department head.
2.88.945 Tobacco-free.
The city of Perryville prohibits smoking, vaping, and smokeless tobacco in all city-owned buildings and
city-owned vehicles or equipment. Smoking is defined as the act of lighting, smoking, or carrying a lighted
or smoldering cigar, cigarette, or pipe of any kind. Vaping refers to the use of electronic nicotine delivery
systems or electronic smoking devices such as e-cigarettes, e-pipes, e-hookahs, and e-cigars.
Smokeless tobacco is defined as chewing tobacco, snuff, or any other matter or substances that contain
tobacco.
Employees who violate this policy will be subject to disciplinary action.
2.88.950 Drug-free workplace policy.
The city of Perryville strictly prohibits the illicit use, possession, dispensation, distribution, or manufacture
of controlled substances in the workplace. Being under the influence of alcoholic beverages or nonprescription drugs is prohibited in the workplace or while on duty.
The city may require an employee to undergo testing for drugs or alcohol if employee’s supervisor has a
reasonable suspicion that the employee has drugs or alcohol in their system. Any employee found to be
under the influence of intoxicants or controlled substances, not specifically prescribed by a licensed
physician, will be immediately removed from duty and subject to federal regulations if applicable;
disciplinary action, up to and including termination; as well as other legal action as appropriate.
Employees who engage in conduct prohibited by the drug-free workplace policy or who fail to cooperate
with any investigation or testing will be subject to disciplinary action, up to and including discharge, as
well as other legal action as appropriate. A refusal to comply with a directive to undergo a drug or alcohol
test will be treated in the same manner as a positive screen.
2.88.955 Adoption of provisions of code of federal regulations.

The city hereby adopts 49 CFR Part 40; 49 CFR Part 199; and 49 CFR Parts 192, 193, and 195; of the
Code of Federal Regulations 2017 and any amendments thereto for all safety sensitive employees
working for the city. All drug testing procedures contained in these federal regulations shall control in
dealing with employee accidents by safety sensitive employees or drug or alcohol use by safety sensitive
employees.
2.88.960 Safety sensitive employees.
A safety sensitive employee is any employee who spends a considerable portion of their day driving a
vehicle of or for the city, carries a firearm, or operates equipment of the city or is in a position that could
affect the safety of said employee or other employees or members of the public at large as further defined
by Chapter 49 CFR of the Code of Federal Regulations. Examples of safety sensitive employees would
be, but not be limited to:
A. Employees who perform covered functions under 49 CFR Part 40 (DOT regulations).
B. Employees who perform covered functions under 49 CFR Part 199 (PHMSA regulations).
C. Employees who are commissioned or non-commissioned law enforcement.
D. City lifeguards or pool safety personnel within the park and recreation department.
E. Employees in other departments or job descriptions as deemed appropriate by the city administrator.
2.88.965 Drug/alcohol testing.
A. Pre-Employment -- The examination of safety sensitive employees as defined in Section 2.88.965
shall include a urine test to determine the presence of unauthorized or illegal substances pursuant to
federal regulations. A negative test will be a condition of employment. The city will not hire any
applicant who refuses to undergo said drug testing or whose drug test is confirmed to be positive.
B. Random -- Safety sensitive employees as defined in Section 2.88.965 are subject to unannounced
testing based on a random, scientifically based selection as defined by federal regulations.
Employees who test positive will be subject to federal regulation requirements and disciplinary
procedures.
C. Post-Accident or On-The-Job Injury -- Post-accident or on-the-job injury drug and/or alcohol testing for
safety sensitive employees as defined in Section 2.88.965 will be governed by federal regulations.
Post-accident or on-the-job injury for non-safety sensitive employees will be based upon supervisor
and/or department head discretion as defined in Section 2.88.990 workplace accidents/injuries.
D. Reasonable Suspicion or For Cause -- The city will require any employee reasonably suspected of
being under the influence of alcohol and/or drugs, and so documented, to be tested by qualified
personnel for the use of drugs and/or alcohol based upon federal regulation requirements and
disciplinary procedures.
E. Return-To-Duty -- Return-to-duty testing will be based upon federal regulation requirements.
F. Follow-Up -- Follow-up testing will be based upon federal regulation requirements.
G. Refusal to Test -- A refusal to comply with a directive to undergo a drug or alcohol test will be treated
in the same manner as a positive screen. Discipline, up to and including termination, is the penalty
for failing a drug or alcohol screen.

H. Violations -- Any drug and/or alcohol violation will be considered misconduct and will be subject to
federal regulation requirements and disciplinary procedures, up to and including, termination.
I.

Employees not Covered by Federal Regulations -- Employees who test positive for drugs or alcohol
but are not subject to specific federal regulations shall be subject to the city progressive discipline
procedure, shall be required to successfully complete a prescribed program through EAP, and shall
be subject to one (1) year of random drug or alcohol testing.

2.88.970 Safety committee.
This committee shall be made of employees from each department of the city and its primary function is
to focus on internal solutions to safety issues. The safety committee will oversee on-going safety training
programs, review safety suggestions presented by employees, formulate recommendations for safety
measures, and ensure that their recommendations are being placed into practice once approved by the
city administrator. It shall be the responsibility of each employee to follow the safety guidelines as set
forth by their department.
2.88.975 Risk management.
Continued emphasis on risk management techniques and the refinement of work procedures and safety
working conditions shall reduce employee injuries and property damage. All employees are charged with
the responsibility to adhere to their department’s risk management program. All employees are expected,
as a condition of their employment, to adopt the concept that the safe way to complete the task is the
most efficient and acceptable way. Safety adherence will be included as a part of the performance
evaluation of all city employees.
2.88.980 Workplace vehicular accidents.
In the event of an injury or accident at the workplace, the employee shall immediately report the incident
to their department head. The department head must follow the necessary guidelines as set forth in the
city’s workers’ compensation injuries/illnesses instructions. This section shall apply equally to both the
driver/operator and the passenger, spotter, or co-worker involved in the incident.
When an employee is involved in an equipment or vehicle accident resulting in damage, the Perryville
police department must be notified for immediate investigation and reporting. When a member of the
Perryville police department is involved in an accident, the Missouri Highway Patrol must be notified for
immediate investigation and reporting. Once proper authorities are notified, the supervisor and/or
department head must be notified. The department head shall notify the human resource manager
immediately. In instances where the employee is at fault or the accident appears careless or negligent,
the department head or supervisor shall require the employee to submit to a drug and/or alcohol test;
however, if federal regulations apply, then a drug and/or alcohol test is mandatory. In no circumstance
shall the employee be allowed to drive but shall be driven to and from the appropriate testing facility and
in the sole discretion of the supervisor or department head the employee may not be allowed to return to
work until test results are obtained.
A general liability report and supervisor’s investigation report shall be submitted to the city clerk no later
than forty-eight (48) hours after the accident or injury. Failure to submit the required reports, without
notice, will result in disciplinary action, up to and including termination. Reporting is required even if the
damages are perceived to be minimal. This is to ensure proper coverage will be extended if unforeseen
damages arise.
When an employee is involved in an equipment or vehicle accident outside of the city limits which results
in damage, the appropriate law enforcement agency must be notified for immediate investigation and any
reports shall be submitted to the city clerk as stated above. So much as is possible, drug and alcohol
testing shall follow the process outlined above.

2.88.985 Workers’ compensation workplace accidents/injuries/illnesses exposure.
In the event of an injury, accident, or exposure to illness or disease at the workplace, the employee shall
immediately report the incident to their supervisor or department head.
A. The supervisor or department head must adhere to the following workers’ compensation
accidents/injuries/illnesses exposure instructions:
1. Employee shall report any work-related injury and/or illness immediately to their supervisor or
department head. The supervisor or department head must report all injuries and/or illnesses to
the human resource manager within twenty-four (24) hours of date of injury or first knowledge of
incident regardless of whether medical treatment or attention is required. Employees will be
given all necessary forms and documents for reporting the injury and/or illness.
2. In an emergency situation, employee shall be immediately taken to the hospital emergency
room. Upon check-in, the hospital shall be informed that the injury is work-related. The
department head or city administrator shall promptly notify the family of an employee who is
severely ill or injured. An emergency room report must be submitted to the human resource
manager as soon as possible.
3. Either the employee or a family member shall report the extent of the injury or illness and the
length of disability (if any) to the human resource manager as soon as possible.
4. The human resource manager must be notified of the need for an appointment or treatment and
will schedule all necessary doctor’s visits, medical tests, and surgical procedures with appropriate
workers’ compensation doctors.
B. Any work-related accident or injury may be determined by the supervisor or department head to be
cause for the employee to submit to a drug and/or alcohol test, particularly in accidents that appear to
involve carelessness or negligence. All employees shall comply with the drug and/or alcohol testing
policies of the city.
C. According to Missouri state law, the city has the right to exclude or choose a physician to treat
workers’ compensation injuries. The city reserves the right to review each workers’ compensation
claim and consult with the workers’ compensation carrier for physician referrals. The human resource
manager will monitor the status of each claim on a regular basis. No chiropractic services shall be
used in a workers' compensation incident unless specifically referred by the workers’ compensation
carrier. Absences obtained from a chiropractor, who is not the tending physician, will not be paid by
workers' compensation insurance unless pre-approved by the workers’ compensation insurance
carrier.
After consultation with the physician, the city reserves the right to place the employee in a light duty
position. All light duty assignments will follow the process found in Section 2.88.740 and shall be in
accordance with the physician’s recommendations and subject to department availability.
Where the cause of a serious health condition initially occurred as a result of a work-related injury or
illness covered by workers compensation law, such time off as it applies to work-related injury or
illness shall be counted as family medical leave.
D. In the event any employee sustains an injury, develops a disability, or has contracted an illness or
disease due to exposure, the city may require that employee to undergo a physical and/or mental
examination to determine what, if any, accommodations need to be made for the employee under
existing law and to determine the employee’s ability to safely and effectively complete the
requirements of employment with the city.
2.88.990 Employee use and operation of city vehicles or equipment.

A. City employees are not automatically entitled to use city vehicles or equipment. Where an employee is
given the responsibility of operating city vehicles or equipment and caring for it, the employee's
continued access and privilege to use the vehicle or equipment will depend on the employee's
responsible operation, care, and use of the vehicle or equipment.
B. City vehicles are to be used strictly for city business and any personal errands must be approved by
the city administrator. Minimum reasonable stops at stores or other places of business which do not
interfere with the performance of an employee's duties do not require prior approval. However, this
privilege should not be abused and the employee must be aware of the public perception of such
activities. After normal working hours an employee shall only use a city vehicle if on official city
business.
C. Employees are not permitted to transport family members using city vehicles, apart from exceptional
cases approved by the city administrator. The city assumes no liability for damages or injuries to a
family member that may occur during the use of a city-owned vehicle and it shall be the employee’s
responsibility to provide liability insurance coverage for such incidental activities.
D. No employee residing outside the corporate limits of the city of Perryville shall be permitted to take a
city vehicle home.
E. It is the responsibility of the employee assigned the vehicle or equipment to keep the vehicle or
equipment clean, in good repair, and to follow a regular maintenance schedule. It is the department
head’s responsibility to ensure vehicles are kept and maintained accordingly. An employee must
immediately report any loss, damage, or malfunction of a city vehicle or equipment. In the event that
the damage, destruction, or loss to the vehicle or equipment is due to an employee's negligence, the
employee understands that restitution may be required in addition to appropriate disciplinary action
being taken. The city is not responsible for any lost or damaged personal property of the employee
stored or located in city-owned vehicles or equipment.
F. It is a condition of employment with the city of Perryville that all employees who drive city vehicles or
operate motorized equipment maintain a valid driver's license at all times appropriate for the type of
vehicle or equipment being operated unless a temporary exception has been approved by the city
administrator.
G. Employees shall drive in a safe and prudent manner and obey all applicable federal, state, and local
traffic laws and regulations while driving or operating city-owned vehicles or equipment. Employees
shall wear seatbelts or other safety-restraint devices properly when operating or riding in city-owned
vehicles or equipment. In the event of an accident or collision, whether resulting in injury to any
person or property damage of any kind, the employee shall immediately report the accident to the
appropriate law enforcement agency, as well as the employee's supervisor. Employees involved in an
accident or collision may be required to submit to a drug/alcohol test as required by the department
head.
H. Employees shall under no circumstances use or be under the influence of alcohol or drugs while
driving or riding in a city-owned vehicle or equipment. Employees shall not use tobacco products
while driving or riding in city-owned vehicles or equipment.
I.

Immediately upon termination or separation of employment, city employees who are assigned city
vehicles and equipment shall promptly return city property to the appropriate personnel.

J.

No employee may use any city-owned vehicle, equipment, or property either in support of or in
opposition to the nomination or election of any candidate for public office or for any other political
purpose.

2.88.995 Sale of retired weapons.

Commissioned police officers of the city of Perryville shall be allowed to purchase retired weapons at a
trade-in value established by the vendor as determined by the chief of police. Retired weapons not
otherwise purchased by commissioned officers shall be traded in as part of the purchasing process for
new weapons. The trade-in value for retired service weapons is established as part of the city’s
purchasing process and, as such, the retired weapons need not be sold through an auction nor shall
retired weapons be sold directly to the general public.
2.88.998 Labor Organizations
A.
Supervisory employees: Supervisory employees are required to conduct themselves in a manner
that benefits the interests of the City of Perryville and to carry out policies established by the Mayor and
Board of Aldermen or the designees of the Mayor and Board of Aldermen of the City of Perryville.
Supervisory employees shall at all times be cognizant of the statutory obligations of the City of Perryville
relative to any labor organization certified by the Missouri Labor and Industrial Relations Commission and
shall not engage in any activity that interferes with or adversely affects the rights of the City of Perryville
relative to any labor organization representing employees of the City of Perryville. No supervisory
employee shall participate in organizing activities for any labor organization desiring to represent
employees of the City of Perryville.
1. Union activity during working time: No employee shall use any work time paid by the City of
Perryville for union organizing, union grievance processing or meet and confer activity. All union
related activity shall be conducted at a location away from the employee’s normal work areas.
2. Statutory requirements: In accordance with Section 105.520, RSMo, the City of Perryville shall
appoint one or more representatives to meet, confer and discuss with representatives of any
labor organization certified by the Missouri Labor and Industrial Relations Commission.
3. Employee correction or discipline: From time to time the Department Head or other supervisory
employees will meet with employees for the purpose of explaining or correcting work performance
or activity. Those meetings shall be conducted in a manner established by the Department Head.
No person shall be present at those meetings except as authorized by the Department Head.
Employee discipline shall be conducted as set forth in the Ordinances of the City of Perryville.
4. Appearance: Political, fraternal, organizational or membership items of any type or kind shall not
be worn or displayed while on duty.
5. Posting Notices or Advertisements: No advertisements or notices of any type concerning labor
organizations shall be posted on city property unless required by the Missouri Labor and
Industrial Relations Commission or unless approved by the Board of Aldermen.
Article 10. Technology
2.88.1000 Misuse of electronic communications.
A. Telephonic and electronic communication systems and all information transmitted by, received from, or
stored in these systems, including city owned mobile phones, tablets, and computers, are the
property of the city of Perryville. City premises and any work area provided by the city, including
desks, computers, files, or lockers, are city property and may be accessed or inspected at any time
without prior notice by authority of supervisory personnel. Any personal belongings or information
which the employee intends to keep private should not be brought to or kept on city property.
B. Internet, e-mail, or phone mail shall not be used to transmit or receive vulgar, profane, insulting,
pornographic, or offensive messages or material, such as racial or sexual slurs. Prohibited uses of
Internet, e-mail, and phone mail include, but are not limited to, soliciting outside business ventures,

advertising for personal enterprises, soliciting for non-city related purposes, gambling, or viewing
pornographic sites or material.
C. Employees are not permitted to use passwords, access a file, or retrieve any stored communication
unless authorized to do so or unless they have received prior clearance from an authorized
management representative. All passwords are the property of the city.
D. Authorized representatives of the city, from time to time, may monitor the use of such equipment. Such
monitoring may include accessing recorded messages, reviewing internet search history, and printing
or reading data files by city employees who are authorized to do so by management.
E. Employees who violate this policy are subject to disciplinary action up to and including termination.
2.88.1005 Electronic communications/social networking.
The city views electronic communication such as e-mail, texting, social networks (Facebook, Twitter,
Instagram, etc.), web-based discussions, conversation pages, and blogging as significant forms of public
communication. As such, the city holds all employees engaging in electronic communication, social
networking, and blogging to the standards as set forth in this policy.
The city has developed the following guidelines to provide its employees with the city’s expectations for
the employees regarding electronic communication, social networking, and blogging. These guidelines
are applicable to all employees of the city and, to the extent necessary, incorporate any performance and
conduct policies as provided by the city. This policy is not intended to limit, chill, or restrict employees
from engaging in protected concerted activity as permitted by Section 7 of the National Labor Relations
Act.
As the need arises, the city reserves the right to modify, supplement, amend, delete, or otherwise alter
this policy. If a situation should arise that these guidelines do not address, or the employee is uncertain
whether the employee’s conduct falls within that prohibited by this policy, it is the employee’s
responsibility to seek advice from the city before posting such content.
A. The employee must get prior approval from the city administrator before posting or publishing any
content related to the city’s business or proprietary information, including the use of the city’s name,
trademarks, and logos.
B. Only employees with prior authorization may publicly speak, post, represent, or communicate on
behalf of the city on any particular topic.
C. Whether the employee is posting or publishing information during or after work hours, the employee
will be held responsible for any content that violates the city’s anti-harassment and anti-discrimination
polices.
D. The employee’s use of any social media shall not be used to harass, intimidate, ridicule, insult, or
discriminate against another person, business, vendor, municipality, other city departments, citizens,
and/or any employees of the city.
E. Posting, gaming, or publishing on any social networking websites during work hours or using the
city’s computers or other electronic communication devices is prohibited.
F. All social networking communications relating to the city are subject to review by the city administrator
and may lead to discipline to the extent the public communication harms the city, its residents, or
employees. The employee has no expectation of privacy in any content that the employee posts on
the city’s network or using the city’s computers or other electronic communication devices or posting
any content during working hours. The city may monitor any work-related electronic activities of the

employee at the city’s discretion. Any inappropriate activities or content, as determined in the sole
discretion of the city, may subject the employee to disciplinary action up to and including termination.
G. At all times the employees are representing the city when engaging in any form of social networking.
H. The employee shall report any violations or possible or perceived violations of this policy to the
employee’s supervisors or the human resource manager. Employees who violate this policy will be
subject to discipline up to and including termination.
I.

If, while acting on behalf of the employee, the employee’s family, relatives, or any other person
makes, posts, or communicates any threatening, harassing, or derogatory comments or any other
comments that would violate this policy, the employee may be subject to discipline up to and
including termination.

2.88.1010 Use of city computers.
Computers owned or purchased by the city are to be used exclusively for business purposes. The city
prohibits the use of all computers and the city provided e-mail system in ways that are disruptive,
offensive to others, or harmful to morale. For example, the display or transmission of sexually explicit
images, messages, and cartoons is not allowed. Other misuse includes, but is not limited to, ethnic slurs,
racial comments, off-color jokes, or anything that may be construed as harassment or showing disrespect
for others.
E-mail may not be used to solicit others for commercial ventures, religious or political causes, outside
organizations, or other non-business matters.
The city purchases and licenses the use of various computer software for business purposes and may not
own the copyright to this software or its related documentation. Unless authorized by the copyright
holder, the city and the employee do not have the right to reproduce software.
The employee may only use software on local area networks or on multiple machines according to the
software license agreement. The city and federal law prohibit the illegal duplication of software and its
related documentation. Violations of federal law may be subject to civil damages and criminal penalties,
including fines and imprisonment.
The employee should notify employee’s immediate supervisor or human resource manager upon learning
of violations of this policy. Should the employee violate this policy, the employee will be subject to
disciplinary action up to and including termination of employment.

2.88.1015 Internet usage.
All internet data that is composed, transmitted, or received via computer communications systems owned
or purchased by the city is considered to be part of the official records of the city and may be subject to
disclosure to law enforcement or other third parties. Consequently, the employee should always ensure
that the business information contained in Internet e-mail messages and other transmissions are
accurate, appropriate, ethical, and lawful.
The equipment, services, and technology provided to access the Internet remain at all times the property
of the city. As such, the city reserves the right to monitor Internet traffic and retrieve and read any data
composed, sent, or received through online connections and stored in computer systems of the city.

Data that is composed, transmitted, accessed, or received via the Internet must not contain content that
could be considered discriminatory, offensive, obscene, threatening, harassing, intimidating, or disruptive
to any employee, other person, or the city. Examples of unacceptable content may include, but are not
limited to, sexual comments or images, racial slurs, gender-specific comments, or any other comments or
images that could reasonably offend someone on the basis of race, age, sex, religious or political beliefs,
national origin, disability, sexual orientation, or any other characteristic protected by law.
The unauthorized use, installation, copying, or distribution of copyrighted, trademarked, or patented
material on the Internet is expressly prohibited.
Abuse of internet access provided by the city in violation of law or the city policy will result in disciplinary
action up to and including termination of employment. The employee may also be held personally liable
for any violations of this policy.

2.88.1020 Electronic devices.
A. All electronic communication on city-owned devices and equipment is subject to the sunshine law and
record retention requirements of the city.
B. Employees who utilize their personal electronic devices shall understand work information on their
personal phones is subject to the sunshine law. This is true whether the device receives the cell
phone reimbursement outlined below or not. In responding to such a request, the city will only
provide work-related information stored electronically on personal devices to the extent provided by
law.
C. The city utilizes a ‘bring your own device’ approach for those employees who, as a significant part of
their official duties, require the frequent use of a mobile phone. Such status shall be requested in
writing by the department head and fully detail its necessity. If approved, monthly reimbursement will
be provided according to the following:
1.

Voice Only – employees who receive frequent phone calls related to city business on their
personal phone may be authorized to receive a twenty dollar ($20.00) stipend to reimburse the
employees for the use of their phone and associated minutes.

2.

Voice and Data – employees who, in addition to voice requirements outlined above, must use
their data program when outside of the office to check emails, monitor SCADA systems, etc. may
be authorized to receive a fifty dollar ($50.00) stipend to reimburse the employees for the use of
their phone and associated minutes and data plan

3.

It is understood that either stipend may be revoked if the employee is found not to be accepting
calls while outside of the office or monitoring email, SCADA systems, etc. as originally
suggested.”

Section 3. It is the intent of the Mayor and Board of Aldermen of the City of Perryville, Missouri, and
it is hereby ordained that this ordinance shall become and be made a part of the Code of Ordinances of the
City of Perryville, Missouri.
Section 4. If any section, subsection, sentence, clause, phrase or portion of this ordinance is, for any
reason, held invalid or unconstitutional by any court of competent jurisdiction, such portion shall be deemed a
separate, distinct and independent provision and such holding shall not affect the validity of the remaining
portions hereof.
Section 5. That this ordinance shall take effect and be in force from and after its passage and
approval.

Section 6. All ordinances or parts of ordinances in conflict herewith are hereby repealed.
FIRST READING: February 18, 2020.
SECOND READING: March 3, 2020.
PASSED AND APPROVED this 3rd day of March, 2020, by a vote of 5 ayes, 0 nays, 0 abstentions
and 1 absent.
CITY OF PERRYVILLE, MISSOURI
ATTEST:
By: Ken Baer, Mayor
Tracy Prost, City Clerk

Now, at this time, the Board proceeds to approve Bill No. 6025, AN ORDINANCE APPROVING
THE 2020-21 PAY PLAN AS AMENDED, FOR THE CITY OF PERRYVILLE, MISSOURI, WHICH SHALL
BECOME AND BE MADE A PART OF THE 2020-21 BUDGET AS MADE AND PROVIDED IN SECTION
67.010, ET SEQ., RSMO, 2000. Bill No. 6025 is read a second time on motion by Alderman Martin,
seconded by Alderman Schumer. Thereupon on motion by Alderman Martin, seconded by Alderman
Schumer, and on vote carried, it is ordered that the bill be placed on final passage. Roll call showed the
aye and nay vote as follows: Curt Buerck, aye; Tom Guth, aye; Prince Hudson, aye; Douglas K. Martin,
aye; Larry Riney, aye; David J. Schumer, aye. Totals: aye, five; nay, none; absent, one. The Mayor
thereupon declared the bill passed and approved and the bill thereupon became Ordinance No. 6243 of
the City of Perryville, and is in words and figures as follows:
BILL NO. 6025

ORDINANCE NO. 6243

AN ORDINANCE APPROVING THE 2020-21 PAY PLAN AS AMENDED, FOR THE CITY
OF PERRYVILLE, MISSOURI, WHICH SHALL BECOME AND BE MADE A PART OF THE
2020-21 BUDGET AS MADE AND PROVIDED IN SECTION 67.010, ET SEQ., RSMO,
2000.
WHEREAS, the budget officer of the City of Perryville has heretofore presented to the Mayor and the
Board of Aldermen a proposed pay plan for the City of Perryville, Missouri; and,
WHEREAS, the Mayor and Board of Aldermen of the City of Perryville, Missouri, after due
consideration of said proposed pay plan, deem certain amendments necessary thereto; and
WHEREAS, the budget officer of the City of Perryville, Missouri, has heretofore presented to the
Mayor and Board of Aldermen an amended pay plan for the 2020-21 fiscal year of the City of Perryville,
Missouri; and
WHEREAS, the Mayor and Board of Aldermen of the City of Perryville, Missouri, being mindful of the
requirements of Section 67.010, et seq., RSMo., 2000, deem it desirable to approve said pay plan by
ordinance, and to make said pay plan a part of the 2020-21 budget.
NOW, THEREFORE, BE IT ORDAINED BY THE MAYOR AND BOARD OF ALDERMEN OF THE
CITY OF PERRYVILLE, MISSOURI, AS FOLLOWS:
Section 1. That the Mayor and Board of Aldermen of the City of Perryville, Missouri, do hereby
approve the 2020-21 proposed pay plan as submitted by the City budget officer and as heretofore reviewed
and amended by the Mayor and Board of Aldermen of the City of Perryville, Missouri.
Section 2. That the Mayor and Board of Aldermen of the City of Perryville, Missouri, have approved
the amended pay plan for the year 2020-21 for the City of Perryville, Missouri.

Section 3. That attached hereto, marked Exhibit A and incorporated herein as if fully set forth is the
salary schedule for fiscal year 2020-21 to be effective April 1, 2020.
Section 4. This ordinance shall take effect and be in force from and after its passage and approval.
FIRST READING: February 18, 2020.
SECOND READING: March 3, 2020.
PASSED AND APPROVED this 3rd day of March, 2020, by a vote of 5 ayes, 0 nays, 0 abstentions,
and 1 absent.
CITY OF PERRYVILLE, MISSOURI
ATTEST:
By: Ken Baer, Mayor
Tracy Prost, City Clerk
Now, at this time, the Board proceeds to approve Bill No. 6026, AN ORDINANCE AUTHORIZING
THE MAYOR OF THE CITY OF PERRYVILLE, MISSOURI, TO EXECUTE A CONTRACT BY AND
BETWEEN THE CITY AND CLIFTON EXCAVATING, LLC RELATIVE TO VINCENT DRIVE WATER MAIN
EXTENSION PROJECT; FURTHER SAID ORDINANCE SHALL AUTHORIZE AND DIRECT THE CITY
CLERK TO ATTEST THE SIGNATURE OF THE MAYOR. Bill No. 6026 is read a second time on motion
by Alderman Guth, seconded by Alderman Buerck. Thereupon on motion by Alderman Guth, seconded
by Alderman Buerck, and on vote carried, it is ordered that the bill be placed on final passage. Roll call
showed the aye and nay vote as follows: Curt Buerck, aye; Tom Guth, aye; Prince Hudson, aye; Douglas
K. Martin, aye; Larry Riney, aye; David J. Schumer, aye. Totals: aye, five; nay, none; absent, one. The
Mayor thereupon declared the bill passed and approved and the bill thereupon became Ordinance No.
6244 of the City of Perryville, and is in words and figures as follows:
BILL NO. 6026

ORDINANCE NO. 6244

AN ORDINANCE AUTHORIZING THE MAYOR OF THE CITY OF PERRYVILLE,
MISSOURI, TO EXECUTE A CONTRACT BY AND BETWEEN THE CITY AND CLIFTON
EXCAVATING, LLC RELATIVE TO VINCENT DRIVE WATER MAIN EXTENSION
PROJECT; FURTHER SAID ORDINANCE SHALL AUTHORIZE AND DIRECT THE CITY
CLERK TO ATTEST THE SIGNATURE OF THE MAYOR.
WHEREAS, the Mayor and Board of Aldermen have heretofore reviewed a contract, marked Exhibit
A and attached hereto and incorporated herein as if fully set forth; and,
WHEREAS, the Mayor and Board of Aldermen of the City of Perryville, Missouri, deem it advisable
to enter into said contract;
NOW, THEREFORE, BE IT ORDAINED BY THE MAYOR AND BOARD OF ALDERMEN OF THE
CITY OF PERRYVILLE, MISSOURI, AS FOLLOWS:
1.
That the Mayor and Board of Aldermen of the City of Perryville approve the contract marked
Exhibit A and attached hereto and incorporated herein as if fully set forth between the City of Perryville, a
municipal corporation, and Clifton Excavating, LLC. It is the belief of the Mayor and Board of Aldermen that
it is in the best interest of the citizens of the City of Perryville, that the City enters into said contract.
2.
That the Mayor be and he is hereby authorized and directed to execute said contract for and
on behalf of the City of Perryville, Missouri.
3.
That the City Clerk of the City of Perryville is hereby authorized and directed to attest the
signature of the Mayor on the attached contract.

4.
If any section, subsection, sentence, clause, phrase or portion of this ordinance is for any
reason held invalid or unconstitutional by any court of competent jurisdiction, such portions shall be deemed
a separate, distinct and independent provision, and such holding shall not affect the validity of the remaining
portions hereof.
5.

This ordinance shall take effect and be in force from and after its passage and approval.

FIRST READING: February 18, 2020.
SECOND READING: March 3, 2020.
PASSED AND APPROVED this 3rd day of March, 2020, by a vote of 5 ayes, 0 nays, 0 abstentions,
and 1 absent.
CITY OF PERRYVILLE, MISSOURI
ATTEST:
By: Ken Baer, Mayor
Tracy Prost, City Clerk
Now, at this time, the Board proceeds to approve Bill No. 6027, AN ORDINANCE AUTHORIZING
THE MAYOR AND CITY CLERK OF THE CITY OF PERRYVILLE, MISSOURI, TO ATTEST TO THE
CITY'S ACCEPTANCE OF CERTAIN PROPERTY, WHICH SAID PROPERTY IS PARTICULARLY SET
FORTH IN THE ATTACHED EASEMENT DEED. Bill No. 6027 is read a second time on motion by
Alderman Martin, seconded by Alderman Guth. Thereupon on motion by Alderman Martin, seconded by
Alderman Guth, and on vote carried, it is ordered that the bill be placed on final passage. Roll call
showed the aye and nay vote as follows: Curt Buerck, aye; Tom Guth, aye; Prince Hudson, aye; Douglas
K. Martin, aye; Larry Riney, aye; David J. Schumer, aye. Totals: aye, five; nay, none; absent, one. The
Mayor thereupon declared the bill passed and approved and the bill thereupon became Ordinance No.
6245 of the City of Perryville, and is in words and figures as follows:
BILL NO. 6027

ORDINANCE NO. 6245

AN ORDINANCE AUTHORIZING THE MAYOR AND CITY CLERK OF THE CITY OF
PERRYVILLE, MISSOURI, TO ATTEST TO THE CITY'S ACCEPTANCE OF CERTAIN
PROPERTY, WHICH SAID PROPERTY IS PARTICULARLY SET FORTH IN THE
ATTACHED EASEMENT DEED.
NOW, THEREFORE, BE IT ORDAINED BY THE MAYOR AND BOARD OF ALDERMEN OF THE
CITY OF PERRYVILLE, MISSOURI, AS FOLLOWS:
Section 1. The Mayor and Board of Aldermen of the City of Perryville, Missouri, do hereby accept
the Easement Deed from Wayne and Marjorie Martin, which is attached hereto, subject to all of the terms
and conditions therein expressed.
Section 2. The Mayor and City Clerk of the City of Perryville be, and they are, hereby authorized to
do all acts and execute all instruments appropriate or necessary to accept the Easement Deed.
Section 3. The City Clerk is hereby directed to file a copy of the Easement Deed with the Recorder
of Deeds of Perry County, Missouri.
Section 4. If any section, subsection, sentence, clause, phrase or portion of this ordinance is, for any
reason, held invalid or unconstitutional by any court of competent jurisdiction, such portion shall be deemed a
separate, distinct and independent provision and such holding shall not affect the validity of the remaining
portions hereof.
Section 5. This ordinance shall take effect and be in force from and after its passage and approval.
FIRST READING: February 18, 2020.

SECOND READING: March 3, 2020.
PASSED AND APPROVED this 3rd day of March, 2020, by a vote of 5 ayes, 0 nays, 0 abstentions,
and 1 absent.
CITY OF PERRYVILLE, MISSOURI
ATTEST
:
By: Ken Baer, Mayor
Tracy Prost, City Clerk
Now, at this time, the Board proceeds to approve Bill No. 6028, AN ORDINANCE AUTHORIZING
THE MAYOR OF THE CITY OF PERRYVILLE, MISSOURI, TO EXECUTE A CONTRACT BY AND
BETWEEN THE CITY AND FORWARD SLASH TECHNOLOGY RELATIVE TO VOICE COMMUNICATION
SOLUTION; FURTHER SAID ORDINANCE SHALL AUTHORIZE AND DIRECT THE CITY CLERK TO
ATTEST THE SIGNATURE OF THE MAYOR. Bill No. 6028 is read a second time on motion by Alderman
Guth, seconded by Alderman Buerck. Thereupon on motion by Alderman Guth, seconded by Alderman
Buerck, and on vote carried, it is ordered that the bill be placed on final passage. Roll call showed the
aye and nay vote as follows: Curt Buerck, aye; Tom Guth, aye; Prince Hudson, aye; Douglas K. Martin,
aye; Larry Riney, aye; David J. Schumer, aye. Totals: aye, five; nay, none; absent, one. The Mayor
thereupon declared the bill passed and approved and the bill thereupon became Ordinance No. 6246 of
the City of Perryville, and is in words and figures as follows:
BILL NO. 6028

ORDINANCE NO. 6246

AN ORDINANCE AUTHORIZING THE MAYOR OF THE CITY OF PERRYVILLE,
MISSOURI, TO EXECUTE A CONTRACT BY AND BETWEEN THE CITY AND
FORWARD SLASH TECHNOLOGY RELATIVE TO VOICE COMMUNICATION
SOLUTION; FURTHER SAID ORDINANCE SHALL AUTHORIZE AND DIRECT THE CITY
CLERK TO ATTEST THE SIGNATURE OF THE MAYOR.
WHEREAS, the Mayor and Board of Aldermen have heretofore reviewed a contract, marked Exhibit
A and attached hereto and incorporated herein as if fully set forth; and,
WHEREAS, the Mayor and Board of Aldermen of the City of Perryville, Missouri, deem it advisable
to enter into said contract;
NOW, THEREFORE, BE IT ORDAINED BY THE MAYOR AND BOARD OF ALDERMEN OF THE
CITY OF PERRYVILLE, MISSOURI, AS FOLLOWS:
1.
That the Mayor and Board of Aldermen of the City of Perryville approve the contract marked
Exhibit A and attached hereto and incorporated herein as if fully set forth between the City of Perryville, a
municipal corporation, and Forward Slash Technologies. It is the belief of the Mayor and Board of
Aldermen that it is in the best interest of the citizens of the City of Perryville, that the City enters into said
contract.
2.
That the Mayor be and he is hereby authorized and directed to execute said contract for and
on behalf of the City of Perryville, Missouri.
3.
That the City Clerk of the City of Perryville is hereby authorized and directed to attest the
signature of the Mayor on the attached contract.
4.
If any section, subsection, sentence, clause, phrase or portion of this ordinance is for any
reason held invalid or unconstitutional by any court of competent jurisdiction, such portions shall be deemed
a separate, distinct and independent provision, and such holding shall not affect the validity of the remaining
portions hereof.

5.

This ordinance shall take effect and be in force from and after its passage and approval.

FIRST READING: February 18, 2020.
SECOND READING: March 3, 2020.
PASSED AND APPROVED this 3rd day of March, 2020, by a vote of 5 ayes, 0 nays, 0 abstentions,
and 1 absent.
CITY OF PERRYVILLE, MISSOURI
ATTEST:
By: Ken Baer, Mayor
Tracy Prost, City Clerk
Now, at this time, the Board proceeds to approve Bill No. 6029, AN ORDINANCE AUTHORIZING
THE MAYOR OF THE CITY OF PERRYVILLE, MISSOURI, TO EXECUTE A CONTRACT BY AND
BETWEEN THE CITY AND CHARTER COMMUNICATIONS OPERATING, LLC RELATIVE TO
SPECTRUM ENTERPRISE SERVICE AGREEMENT; FURTHER SAID ORDINANCE SHALL AUTHORIZE
AND DIRECT THE CITY CLERK TO ATTEST THE SIGNATURE OF THE MAYOR. Bill No. 6029 is read a
second time on motion by Alderman Buerck, seconded by Alderman Martin. Thereupon on motion by
Alderman Buerck, seconded by Alderman Martin, and on vote carried, it is ordered that the bill be placed
on final passage. Roll call showed the aye and nay vote as follows: Curt Buerck, aye; Tom Guth, aye;
Prince Hudson, aye; Douglas K. Martin, aye; Larry Riney, aye; David J. Schumer, aye. Totals: aye, five;
nay, none; absent, one. The Mayor thereupon declared the bill passed and approved and the bill
thereupon became Ordinance No. 6247 of the City of Perryville, and is in words and figures as follows:
BILL NO. 6029

ORDINANCE NO. 6247

AN ORDINANCE AUTHORIZING THE MAYOR OF THE CITY OF PERRYVILLE,
MISSOURI, TO EXECUTE A CONTRACT BY AND BETWEEN THE CITY AND CHARTER
COMMUNICATIONS OPERATING, LLC RELATIVE TO SPECTRUM ENTERPRISE
SERVICE AGREEMENT; FURTHER SAID ORDINANCE SHALL AUTHORIZE AND
DIRECT THE CITY CLERK TO ATTEST THE SIGNATURE OF THE MAYOR.
WHEREAS, the Mayor and Board of Aldermen have heretofore reviewed a contract, marked Exhibit
A and attached hereto and incorporated herein as if fully set forth; and,
WHEREAS, the Mayor and Board of Aldermen of the City of Perryville, Missouri, deem it advisable
to enter into said contract;
NOW, THEREFORE, BE IT ORDAINED BY THE MAYOR AND BOARD OF ALDERMEN OF THE
CITY OF PERRYVILLE, MISSOURI, AS FOLLOWS:
1.
That the Mayor and Board of Aldermen of the City of Perryville approve the contract marked
Exhibit A and attached hereto and incorporated herein as if fully set forth between the City of Perryville, a
municipal corporation, and Charter Communications Operating, LLC. It is the belief of the Mayor and
Board of Aldermen that it is in the best interest of the citizens of the City of Perryville, that the City enters into
said contract.
2.
That the Mayor be and he is hereby authorized and directed to execute said contract for and
on behalf of the City of Perryville, Missouri.
3.
That the City Clerk of the City of Perryville is hereby authorized and directed to attest the
signature of the Mayor on the attached contract.
4.
If any section, subsection, sentence, clause, phrase or portion of this ordinance is for any
reason held invalid or unconstitutional by any court of competent jurisdiction, such portions shall be deemed

a separate, distinct and independent provision, and such holding shall not affect the validity of the remaining
portions hereof.
5.

This ordinance shall take effect and be in force from and after its passage and approval.

FIRST READING: February 18, 2020.
SECOND READING: March 3, 2020.
PASSED AND APPROVED this 3rd day of March, 2020, by a vote of 5 ayes, 0 nays, 0 abstentions,
and 1 absent.
CITY OF PERRYVILLE, MISSOURI
ATTEST:
By: Ken Baer, Mayor
Tracy Prost, City Clerk
FIRST READINGS:
Alderman Guth presents motion, seconded by Alderman Schumer, and on vote carried Bill No. 6030,
amending Title 5, Chapter 5.04 of the Code of Ordinances relative to remedies related to operating without a
business license, is read for the first time by title only. The heading is as follows:
AN ORDINANCE AMENDING TITLE 5, CHAPTER 5.04, OF THE CODE OF
ORDINANCES OF THE CITY OF PERRYVILLE, MISSOURI, RELATIVE TO REMEDIES
RELATED TO OPERATING WITHOUT A BUSINESS LICENSE; AND REPEALING ALL
ORDINANCES IN CONFLICT THEREWITH.
Alderman Martin presents motion, seconded by Alderman Buerck, and on vote carried Bill No. 6031,
amending City Budget – Fiscal Year 2019-20, is read for the first time by title only. The heading is as
follows:
AN ORDINANCE APPROVING AMENDMENTS TO THE 2019-20 BUDGET AS
ORIGINALLY APPROVED ON THE 19TH DAY OF MARCH, 2019, BY REVISING,
CONFIRMING, AND UPDATING END-OF-YEAR BALANCES; CONFIRMING
BUDGETARY EXPENDITURES; AND REPEALING ALL ORDINANCES IN CONFLICT
HEREWITH.

Alderman Schumer presents motion, seconded by Alderman Hudson, and on vote carried Bill No.
6032, adopting City Budget – Fiscal Year 2020-21, is read for the first time by title only. The heading is as
follows:
AN ORDINANCE APPROVING THE 2020-21 BUDGET, AS AMENDED, FOR THE CITY
OF PERRYVILLE, MISSOURI, AS MADE AND PROVIDED IN SECTION 67.010, ET SEQ.,
RSMO, 2000.
Alderman Guth presents motion, seconded by Alderman Buerck, and on vote carried Bill No. 6033,
entering into an agreement with CivicPlus, LLC relative to City of Perryville mobile application (cell phone
app), is read for the first time by title only. The heading is as follows:
AN ORDINANCE AUTHORIZING THE MAYOR OF THE CITY OF PERRYVILLE,
MISSOURI, TO EXECUTE A CONTRACT BY AND BETWEEN THE CITY AND
CIVICPLUS, LLC RELATIVE TO DEVELOPMENT AND INTEGRATION OF CITY OF
PERRYVILLE MOBILE APPLICATION; FURTHER SAID ORDINANCE SHALL
AUTHORIZE AND DIRECT THE CITY CLERK TO ATTEST THE SIGNATURE OF THE
MAYOR.

Alderman Martin presents motion, seconded by Alderman Buerck, and on vote carried Bill No. 6034,
entering into an agreement with iWorQ Systems relative to Community Development/Building Permit
Software, is read for the first time by title only. The heading is as follows:
AN ORDINANCE AUTHORIZING THE MAYOR OF THE CITY OF PERRYVILLE,
MISSOURI, TO EXECUTE A CONTRACT BY AND BETWEEN THE CITY AND iWorQ
SYSTEMS RELATIVE TO COMMUNITY DEVELOPMENT AND BUILDING PERMIT
SOFTWARE; FURTHER SAID ORDINANCE SHALL AUTHORIZE AND DIRECT THE
CITY CLERK TO ATTEST THE SIGNATURE OF THE MAYOR.
Alderman Schumer presents motion, seconded by Alderman Hudson, and on vote carried Bill No.
6035, entering into an agreement with The Bank of Missouri relative to 2020-2025 Banking Services, is read
for the first time by title only. The heading is as follows:
AN ORDINANCE AUTHORIZING THE MAYOR OF THE CITY OF PERRYVILLE,
MISSOURI, TO EXECUTE A CONTRACT BY AND BETWEEN THE CITY AND THE BANK
OF MISSOURI RELATIVE TO BANK DEPOSITORY; FURTHER SAID ORDINANCE
SHALL AUTHORIZE AND DIRECT THE CITY CLERK TO ATTEST THE SIGNATURE OF
THE MAYOR.
Alderman Martin presents motion, seconded by Alderman Buerck, and on vote carried Bill No. 6036,
entering into an agreement with Fronabarger Concreters, Inc., relative to Perryville Boulevard Shared Use
Path, is read for the first time by title only. The heading is as follows:
AN ORDINANCE AUTHORIZING THE MAYOR OF THE CITY OF PERRYVILLE,
MISSOURI, TO EXECUTE A CONTRACT BY AND BETWEEN THE CITY AND
FRONABARGER CONCRETERS, INC. RELATIVE TO PERRYVILLE BOULEVARD
SHARED USE PATH PROJECT; FURTHER SAID ORDINANCE SHALL AUTHORIZE
AND DIRECT THE CITY CLERK TO ATTEST THE SIGNATURE OF THE MAYOR.
Alderman Buerck presents motion, seconded by Alderman Guth, and on vote carried Bill No. 6037,
entering into an agreement with KimHEC regarding Wastewater Pretreatment Program and NPDES Permit
Assistance, is read for the first time by title only. The heading is as follows:
AN ORDINANCE AUTHORIZING THE MAYOR OF THE CITY OF PERRYVILLE,
MISSOURI, TO EXECUTE A CONTRACT BY AND BETWEEN THE CITY AND KIMHEC
ENVIRONMENTAL CONSULTING RELATIVE TO 2020-21 ENGINEERING SERVICES
RELATIVE TO PRETREATMENT PROGRAM AND NPDES PERMIT ASSISTANCE;
FURTHER SAID ORDINANCE SHALL AUTHORIZE AND DIRECT THE CITY CLERK TO
ATTEST THE SIGNATURE OF THE MAYOR.
Alderman Buerck presents motion, seconded by Alderman Martin, and on vote carried Bill No. 6038,
amending Title 9, Chapter 9.04 of the Code of Ordinances relative to Tobacco Products—Age Twenty-One,
is read for the first time by title only. The heading is as follows:
AN ORDINANCE AMENDING TITLE 9, CHAPTER 9.04, OF THE CODE OF
ORDINANCES OF THE CITY OF PERRYVILLE, MISSOURI, RELATIVE TO TOBACCO
PRODUCTS—AGE TWENTY-ONE (21); AND REPEALING ALL ORDINANCES IN
CONFLICT THEREWITH.
Alderman Guth, as Chairman of the Public Works Committee, asks when people can begin raking
leaves to the curb for the spring leaf pickup. Public Works Director Layton says they can start now if they
want; however, pickup is scheduled for the week of March 9-13.
Alderman Buerck, as Chairman of the Public Safety Committee, asks staff to contact MoDot
regarding the debris remaining on Highway 61 from their sidewalk project.

Alderman Guth, as Chairman of the Economic Development Committee, asks EDA Director Sattler
to update the Board on any economic development activity. Director Sattler informs the Board that he
met with the Downtown Revitalization Committee regarding the 2020 downtown activities. A request
should be forthcoming for the Board’s approval at the next meeting. He notes that his office has now
moved to the new Catalyst Center and an open house is scheduled for March 12.
City Administrator Buerck report:


Board Appreciation Dinner – Mar 7 - This event is scheduled for this coming Saturday at 6pm.



Spring Leaf Removal – Mar 9-13 - This will be the final pickup for the 19-20 winter.

 Spring Cleaning – Apr 13-17 - This will be the second cleaning under the revised rules adopted
last fall requiring pickups to be scheduled and limited to one per address.
 Mo National Veterans Memorial Events - MNVM continues to do special events honoring our
country’s military and several upcoming events are shared here for the Board’s information.
 Perry Park Center Community Events - Recently, District #32 contacted the City about hosting
their Border War. It was during this process that staff realized we do not have a good policy on how to
handle such requests from local entities requesting discounts. It is our intention to put something together to
make sure we are consistent and fair across all groups. Once complete, it will be presented to the Board for
approval.
 2020 Big BAM (Bicycle Across Missouri) - Trish continues to bring new and exciting events
to Perryville. This event was previously discussed with the Board as many of the riders will actually be
camping in City Park. It promises to be a fun event and a great opportunity to showcase our community to a
brand new group and visitors that may have never been here.
 TG Trail pictures - The TG trail would work very well with a more natural look and feel. TG
loves the idea and staff would like to work with the Department of Conservation to develop a plan, most likely
focusing first on the area around the entrance to Crevice Cave and the nearby woods. We would try to better
conceal the cave and add vegetation that is attractive to butterflies.
 Mural - Part of the budget included adding our first City mural. This design was put together by
an artist in Murphysboro. She is a member of the Wall Dogs, an internationally known group of artists that
paint murals. The design has been reviewed by multiple groups and will be completed during Mayfest
weekend. Trish has led our efforts on this project and has secured the Main Street side of the SEMO RPC
building as a location. Assuming it is well-received by the community, efforts will be made to add one or
more murals each year to various locations throughout the community.
City Engineer Baer reports:


Sycamore Road – Sinkhole work was performed and grading work on the street.

 Sidewalk Connection Miget Park to Soccer Park – The bid information has been sent to
MoDot for their concurrence. We will schedule the pre-construction meeting. This sidewalk will be built
on the east side of the by-pass, from Miget Park to the Bank of Missouri sign at the soccer park.


North Street Sewer – This project has begun.



Vincent Street Water Project – The Notice to Proceed is scheduled for Monday, March 9.



Firehouse Project – The concrete work is completed.

Parks & Recreation Director reports:


Theater Project – The rigging project in the theater is complete.



Theater/Concessions Supervisor Position – Interviews have been completed.



Missouri Parks & Recreation – Have accepted the Secretary/Treasurer position for the
Resource Committee.



Playground Sealant – We will be applying a sealant to our playground surfaces.
sealant should be applied every 3-4 years. We plan to seal 1-2 playgrounds per year.



Outside Bathrooms – If weather looks favorable, we will be opening bathrooms in the parks
soon.



Batting Cages – Once the weather dries out, the batting cages will be ready for use.

The

Mayor Baer asks the Board for any concerns or comments or other non-action items.
Alderman Martin reports that he received a question about the City’s policy regarding alley
maintenance. City Administrator Buerck will send all of the Board a copy of the City’s policy.
Alderman Hudson informs the Board that the group from Milwaukee will be back to visit the
Veterans Wall again this year. He also asks that staff ensures that citizens are informed about the proper
way to handle yard waste and leaves. He asks staff about the status of the sinkhole on Mr. Elder’s
property on North Waters Street. Staff reports that nothing significant was discovered there and that they
will seed the ground.
Now, at this time, upon motion by Alderman Schumer, seconded by Alderman Hudson, it is
ordered that the Board now convene into Closed Session to discuss contractual matters in accordance
with Section 610.021(9) RSMo; and litigation matters in accordance with Section 610.021(12) RSMo.
Roll call showed the aye and nay votes as follows: Curt Buerck, aye; Tom Guth, aye; Prince Hudson, aye;
Douglas K. Martin, aye; Larry Riney, absent; David J. Schumer, aye. Totals: aye, five; nay, none;
absent, one.
Following discussion and review, it is upon motion by Alderman Hudson, seconded by Alderman
Buerck, that the Board now reconvenes into regular session for any business that might come forth. Roll call
showed the aye and nay votes as follows: Curt Buerck, aye; Tom Guth, aye; Prince Hudson, aye;
Douglas K. Martin, aye; Larry Riney, absent; David J. Schumer, aye. Totals: aye, five; nay, none,
absent, one.
There being no further business, it is upon motion by Alderman Hudson, seconded by Alderman
Buerck, and on vote carried, ordered that the Board now adjourn until Tuesday, March 17, 2020, at 6:30 p.m.,
the regular meeting in course.

MAYOR
ATTEST:

CITY CLERK

