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ARTICLE 1 PREAMBLE

This Agreement is hereby entered into by and between Poland Township, hereinafter
referred to as "the Employer", and the Fraternal Order of Police Ohio Labor Council,
Inc., hereinafter referred to as the "FOP."




ARTICLE 2 PURPOSE AND INTENT

The purpose of this Agreement is to promote harmonious and cooperative relationships

with uninterrupted efficient operations between the Employer and the FOP.




ARTICLE 3 RECOGNITION

Section 1: The Employer agrees that it has and will continue to recognize the FOP as
exclusive representative for negotiating wages and salaries, hours of work, and all other
terms and conditions of employment for all Full-Time Sergeants on the Poland Township
Police Department.

Section 2. In the event the Poland Township Police Department or its successor
establishes rank(s) above Full-Time Sergeant, the parties agree they will negotiate for
wages, hours, and terms and conditions of employment for the newly established rank.
This obligation to negotiate shall not apply to any position excluded from bargaining by
the provisions of ORC §4117.

Section 3: The Employer will furnish the FOP with a list of all employees in the
classifications covered by this Agreement indicating their starting date of employment.
Such list will be furnished no less than annually and will be supplemented by the names

of all new employees as hired.

Section 4: A Labor - Management Committee shall be established to discuss matters of
mutual concern within the Department. The Committee shall consist of two members
from the FOP and two members of the Board of Trustees and shall meet on a biannual

basis or more often if jointly determined.




ARTICLE 4 DUES DEDUCTION

Section 1: During the term of this Agreement, the Employer shall deduct initiation fees
and assessments levied by the FOP/OLCI and the regular monthly FOP dues from the
wages of those employees who have voluntarily signed dues deduction authorization
forms permitting said deductions. No new authorization forms will be required from any
employees in the Poland Township Police Department for whom the Employer is

currently deducting dues.

Section 2: The initiation fees, dues, or assessments so deducted shall be in the amounts
established by the FOP from time to time in accordance with its Constitution and By-
laws. The FOP shall certify to the Employer the amounts due and owing from the

employees involved.

Section 3: The Employer shall deduct FOP dues, initiation fees, or assessments in the
following manner: 1/2 of the amount owed from the first pay in each calendar month and
the remainder from the second pay of each calendar month. If an employee has no pay

due on these pay dates, such amounts shall be deducted from the next or subsequent pay.

Section 4: A check in the amount of the total dues withheld from those employees
authorizing a dues deduction shall be tendered to the treasurer of the FOP within thirty
(30) days from the date of making said deduction.

Section 5: The FOP hereby agrees to hold harmless the Employer from any and all
liabilities or damages which may arise from the performance of its obligations under this
Atticle, and the FOP shall indemnify the Employer for any such liabilities or damages

that may arise.




ARTICLE S AGENCY SHOP

Section 1: All members of the bargaining unit, as identified in Article 3 of this
Agreement, shall either (1) maintain their membership in the FOP, (2) become members
of the FOP, or (3) pay a service fee to the FOP, all in accordance with Ohio Revised
Code §4117.09. In the event that a service fee is to be charged to a member of the
bargaining unit, the Employer shall deduct such fee in the same manner as dues are

deducted as specified in Article 4 of this Agreement, entitled "Dues Deduction".




ARTICLE 6 MANAGEMENT RIGHTS

Section 1: The Employer shall have the exclusive right under Section 4117.08 of the
Ohio Revised Code to plan, direct, and control all police operations and set departmental
policy, goals, and objectives, control the premises, direct the working force, and maintain

efficiency of operations. The Employer shall have the following management rights:

- To introduce new equipment, facilities, and methods of performing work;

- To discipline and terminate employees for jusf cause and establish disciplinary
procedures;

- To determine work and performance standards;

- To determine staffing levels;

- To determine work schedules, tours of duty, and daily assignments;

- To determine transfer policies;

- To hire and determine selection criteria of employees;

- To promote employees and determine promotional procedures;

- To determine standards of conduct of employees, both on and off-duty;

- To educate and train employees and determine criteria and procedures; and

- To contract or subcontract out for goods and services.
Nothing contained within this section shall be construed to limit the rights and/or

obligations of the parties as enumerated in the balance of this Agreement.

Section 2: All investigative duties and appointments to the Mahoning County Drug
Task Force will be offered to full-time officers.

Section 3: The Employer shall have the right to determine when a vacancy in the work

schedule occurs and whether or not a vacancy shall be filled.

Section 4: The Employer shall maintain a minimum of three (3) Full-Time Sergeant's
positions within the organized structure of the police department. When a vacancy is

created in the position of Full-Time Sergeant, the Employer shall fill the vacant position



as soon as possible. A Sergeant is defined as a Supervisory Officer; which may include
the Chief of Police. Due to the discretionary nature of the Chief of Police’s appointment
to his position, if the Chief of Police is removed from his position as Chief of Police and
is able to demote to the rank of sergeant because he held this rank immediately prior to
his appointment as Chief of Police, members of the bargaining unit shall not be displaced
and reduced in rank. In the event the Chief of Police should demote to sergeant, there will
be two (2) sergeants in addition to the demoted former Chief of Police. The Chief of

Police will be the third sergeant and will lose no in-grade seniority.

If the Chief of Police is demoted as stated above and a sergeant promotes to the position
of Chief of Police, there will be two (2) sergeants, one of which will be the demoted
former Chief of Police. If the Chief of Police is demoted as stated above and the
Township hires a Chief of Police from outside the Township, there will be 3 sergeants,
one of which is the demoted former Chief of Police.




ARTICLE 7 EMPLOYEE RIGHTS

Section 1: An employee has the right to the presence and advice of an FOP representative

at all disciplinary interrogations.

Section 2: An employee who is to be questioned as a suspect in any investigation of any
criminal charge against him shall be advised of his constitutional rights before any

questioning starts.

Section 3: Before an employee may be charged with any violation of the Rules and
Regulations for a refusal to answer questions or participate in an investigation, he shall be
advised that his refusal to answer such questions or participate in such investigation will

be the basis of such a charge.

Section 4: Questioning or interviewing of an employee in the course of an internal
investigation will be conducted at hours reasonably related to the employee's shift, unless
operational necessities require otherwise. Interrogation sessions shall be for reasonable
periods of time and time shall be provided for rest periods and attendance to physical
necessities. In addition, the employee may record such interrogation if he has a recording
device available so as not to delay the investigation. The Employer may have a transcript

of such recording at the Employer's expense.

Section 5: An employee will be informed of the nature of any investigation of himself
prior to any questioning. If the employee being questioned is, at that time, a witness and

not under investigation, he shall be so advised.

Section 6: An employee may request an opportunity to review his personnel file, add

- memoranda to the file clarifying any documents contained in the file and may have a

representative of the FOP present when reviewing his file. A request for copies of items
included in the file shall be honored. All items in an employee's file with regard to

complaints and investigations will be clearly marked with respect to final disposition.



Section 7. With respect to investigations which may result in criminal charges, a formal
charge of misconduct shall be prepared in writing stating the matters which are under
investigation and the charges, which are being considered. If, during the course of an
investigation this is determined, the formal written notice will be prepared and delivered

to the employee.

Section 8: In the course of an internal affairs investigation, a polygraph examination will
be administered only with the consent of the employee under investigation. If, in the
course of an internal investigation, an employee has been given a polygraph examination,

such examination shall not be used in any subsequent court action.

Section 9: All complaints by civilians, which may involve suspension or discharge of an
employee, shall be in writing and signed by the complainant. The Employer will furnish
a copy of the complaint to the employee whom the complaint has been filed against when

such employee is notified of the investigation.




ARTICLE 8 NO STRIKE

Section 1: The Employer and the FOP agree that the grievance procedures provided
herein are adequate to pfovide a fair and final determination of all grievances arising
under this Agreement. It is the desire of the Employer and the FOP to avoid work
stoppages and strikes.

Section 2: Neither the FOP nor any member of the bargaining unit, for the duration of
this Agreement, shall directly or indirectly call, sanction, encourage, finance, participate,
or assist in any way in any strike, slowdown, concerted sick leave, walkout, work
stoppage, or slowdown, or other unlawful interference with the normal operations of the
Employer for the duration of this Agreement. The FOP shall not be held liable for the
unauthorized activity of the employees it represents or its members who are in breach of

this section, provided that the FOP meets all of its obligations under this Article.

Section 3: The FOP shall, at all times, cooperate with the Employer in continuing
operations in a normal manner and shall actively discourage and attempt to prevent any
violation of the "no-strike" clause. In the event of a violation of the "no-strike" clause,
the FOP shall promptly notify all employees in va reasonable manner that the strike, work
stoppage, or slowdown, or other unlawful interference with normal operations of the
Employer is a violation of this Agreement and is unlawful and not sanctioned or
approved of by the FOP. The FOP shall advise the employees to return to work
immediately. The terms and provisions of the "no strike" clause, shall survive the

duration of the contract.

Section 4: The Employer shall not lock out any employees for the duration of this

Agreement.
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ARTICLE 9 DISCIPLINE

Section 1: Disciplinary action taken by the Employer shall only be for just cause.

Section 2: A non-probationary employee who is suspended, demoted, or discharged shall
be given written notice regarding the reason(s) for the disciplinary action. The employee
shall be informed of the right to confer with a representative of the FOP.

Section 3: Prior to any discipline being imposed, the employee shall be given the
opportunity to appeal through Step 2 of the grievance procedure contained in Article 11
of this Agreement. The employee shall then be able to appeal the Step 3 decision to
arbitration, as set forth in Article 12 of this Agreement.

11



ARTICLE 10 ASSOCIATION REPRESENTATION

Section 1: The parties recognize that it may be necessary for an employee representative
of the FOP to leave a normal work assignment while acting in the capacity of
representative. The FOP recognizes the operational needs of the Employer and will
cooperate to keep to a minimum the time lost from work by representatives. Before
leaving an assignment pursuant to this Section, the representative must obtain approval
from the Chief or his designee or if unavailable, the officer in charge of the shift. If
representation proceedings are conducted after working hours the employee shall not be
compensated therefore; however, the employee shall not be reduced in pay for attendance

at such proceedings during work hours.

Section 2: Members of the Negotiating Committee shall be allowed reasonable time off

to participate in collective bargaining meetings with the Employer.

Section 3: The local Associate of the FOP/OLCI shall be allowed time off each month for
the purpose of attending FOP/OLCI meetings. A block of 36 hours shall be set aside
January 1 of each calendar year to be used to attend FOP/OLCI meetings. The local
Associate shall request time to attend FOP/OLCI meetings from the Chief of Police at
least two weeks in advance of the meeting to be attended. The block of 36 hours shall
not carry over into the following calendar year in the event any of the 36 hours are

unused.
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ARTICLE 11 GRIEVANCE PROCEDURE

Section 1: Every employee shall have the right to present his grievance in accordance
with the procedures provided herein, free from any interference, coercion, restraint,
discrimination, or reprisal and except at Step 1, shall have the right to be represented by a
person of his own choosing at all stages of the Grievance Procedure. It is the intent and
purpose of the parties to this Agreement that all grievances shall be settled, if possible, at

the Jowest step of this procedure.

Section 2: For the purposes of this procedure, the below listed terms are defined as
follows:

a. Grievance - A "Grievance" shall be defined as a dispute or controversy arising from the
misapplication or misinterpretation of the specific and express written provisions of this
Agreement.

b. Grievant - The "grievant" shall be defined as any employee, group of employees within
the bargaining unit or the FOP.

c. Party in Interest - A "party in interest" shall be defined as any employee of the
Employer named in the grievance who is not the grievant.

d. Days - A "day" as used in this procedure shall mean caleﬁdar days, excluding

Saturdays, Sundays, or Holidays as provided for in this Agreement.

Section 3: The following procedures shall apply to the administration of all grievances
filed under this procedure.

a. Except at Step 1, all grievances shall include the name and position of the grievant, the
identity of the provisions of this Agreement involved in the grievance; the time and place
where the alleged events or conditions giving rise to the grievance took place, the identity

of the party responsible for causing the said grievance, if known to the grievant; and a

general statement of the nature of the grievance and the redress sought by the grievant.
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b. Except at Step 1, all decisions shall be rendered in writing at each step of the grievance
procedure. Each decision shall be transmitted to the grievant and his representative, if

any.

c. If a grievance affects a group of employees working in different locations, with
different principals, or associated with an employer-wide controversy, it may be
submitted at Step 2.

d. Nothing contained herein shall be construed as limiting the right of any employee
having a grievance to discuss the matter informally with any appropriate member of the
administration and having said matter informally adjusted without the inteﬁention of the
FOP, provided that the adjustment is not inconsistent with the terms of this Agreement.
In the event that the grievance is adjusted without formal determination, pursuant to this
procedure, while such adjustment shall be binding upon the grievant and shall, in all
respects, be final, said adjustment shall not create a precedent or ruling binding upon the

Employer in future proceedings.

e. The existence of this Grievance Procedure, hereby established, shall not be deemed to
require any employee to pursue the remedies herein provided and shall not impair or limit
the right of any employee to pursué any other remedies available under law, except that
any employee who pursues any other available remedy other than provided by this
procedure, shall automatically have waived and forfeited any remedies provided by this

procedure.

f. The time limits provided herein will be strictly adhered to any grievance not filed
initially or appealed within the specified time limits will be deemed waived and void. If

the Employer fails to reply within the specified time limit, the grievance shall

automatically proceed to the next step. The time limits specified for either party may be

extended only by written mutual agreement.
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g. This procedure shall not be used for the purposes of adding to, subtracting from, or

altering in any way, any of the provisions of this Agreement.

Section 4: All grievances shall be administered in accordance with the following steps of

the grievance procedure:

Step 1: If the dispute is not resolved, it shall be reduced to writing by the grievant and
presented as a grievance to the Chief not later than fourteen (14) days after the grievable
event occurs. The Chief shall give his response to the grievance within five (5) days of

the meeting.

Step 2: If the grievant is not satisfied with the written decision at the conclusion of Step
1, a written appeal of the decision may be filed with the Township Clerk in the form of
personal service within seven (7) days from the date of the rendering of the decision at
Step 1. Copies of the written decision must be submitted with the appeal. The Township
Trustees or their designee shall convene a hearing within ten (10) days of the receipt of
the appeal. The hearing will be held with the grievant, his FOP representative, and any
other party necessary to provide the required information for the rendering of a proper
decision. The Township Trustees or their designee shall issue a written decision to the
employee and his FOP representative within fifteen (15) days from the date of the
hearing. If the grievant is not satisfied with the decision at Step 2, he may proceed to

arbitration pursuant to the Arbitration Procedure herein contained.
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ARTICLE 12 ARBITRATION PROCEDURE

Section 1: In the event a grievance is unresolved after being processed through all steps
of the Grievance Procedure unless mutually waived, then within thirty (30) days after the
rendering of the decision at Step 2, the FOP may submit the grievance to arbitration.
Within this thirty (30) day period, the parties will need to attempt to mutually agree upon
an arbitrator. If such agreement is not reached, the FOP shall have ten (10) days to
request the Federal Mediation and Conciliation Service to submit a panel of seven (7)

arbitrators and the parties will choose one (1) by the alternative strike method.

Section 2: The arbitrator shall have no power or authority to add to, subtract from, or in
any manner, alter the specific terms of this Agreement or to make any award requiring
the commission of any act prohibited by law or to make any award that itself is contrary

to law or violates any of the terms and conditions of this Agreement.

Section 3: The hearing or hearings shall be conducted pursuant to the Federal Mediation

Conciliation Service Rules.

Section 4: The fees and expenses of the arbitrator and the cost of the hearing room, if
any, shall be equally divided between the parties. All other expenses shall be borne by
the party incurring them. Neither party shall be responsible for any of the expenses
incurred by the other party.

Section 5: An employee requested to appear at the arbitration hearing by either party shall
attend without the necessity of subpoena. Any request made by either party for the
attendance of witnesses shall be made in good faith, and at no time shall the number of

employees in attendance exceed three (3) employees.

Section 6: The arbitrator's decision and award will be in writing and delivered within
thirty (30) days from the date the record is closed. The decision of the arbitrator shall be
final and binding upon the parties.

16



ARTICLE 13 NON-DISCRIMINATION

Section 1: The Employer and the FOP agree not to discriminate against any employee(s)

on the basis of race, religion, color, creed, national origin, age, sex, or handicap.

Section 2: The FOP expressly agrees that membership in the FOP is at the option of the
employee and that it will not discriminate with respect to representation between

members and non-members.
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ARTICLE 14 GENDER AND PLURAL

Section 1. Whenever the context so requires, the use of the words herein in the singular
shall be construed to include the plural, and words in the plural, the singular, and words
whether in the masculine, feminine, or neuter genders shall be construed to include all of
said genders. By the use of either the masculine or feminine genders, it is understood that
said use is for convenience purposes only and is not to be interpreted to be discriminatory

by reason of sex.
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ARTICLE 15 OBLIGATION TO NEGOTIATE

Section 1: The Employer and the FOP acknowledge that during the negotiations which
preceded this Agreement, each had the unlimited right and opportunity to make demands
and proposals with respect to any subject matter not removed by law from the area of
collective bargaining and that the understandings and agreements arrived at by the parties

after the exercise of that right and opportunity are set forth in this Agreement.

Section 2: Therefore, for the life of this Agreement, the Employer and the FOP each
voluntarily and unqualifiedly waives the right, and each agrees that the other shall not be
obligated to negotiate collectively with respect to any subject or matter referred to, or
covered in this Agreement, or with respect to any subject or matter not specifically
referred to or covered in this Agreement, even though such subjects or matters may not
have been within the knowledge or contemplation of either or both of the parties at the

time they negotiated and signed this Agreement.

19



ARTICLE 16 CONFORMITY TO LAW

Section 1: This Agreement shall supersede any present and future State and Local Laws,
along with any applicable Rules and Regulations excepting, however, those rights
reserved to management by Section 4117.08 of the Ohio Revised Code, and the invalidity
of any provisions of this Agreement by reason of any such existing or future law or rule

or regulation shall not affect the validity of the surviving portions.

Section 2: If the enactment of legislation, or a determination by a court of final and
competent jurisdiction (whether in a proceeding between the parties or in one not
between the parties) renders any portion of this Agreement invalid or unenforceable, such
legislation or decision shall not affect the validity of the surviving portions of this
Agreement, which shall remain in full force and effect as if such invalid portion thereof

had not been included herein.
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ARTICLE 17 DUTY HOURS

Section 1: The regular workweek for all employees of Employer covered by this
. Agreement will be forty (40) hours. Scheduled days off shall be consecutive unless
operational needs dictate otherwise. Vacation déys, personal leave, A/T time, and sick

time shall count as time worked.

Section 2: Shift assignments as determined by the Employer for Full-Time Sergeants
shall be made on the basis of seniority. Shift assignments shall be selected quarterly and
shall be made available for selection no less than two (2) weeks prior to their
implementation. Nothing contained herein shall limit the discretion of the Employer to
determine the number of employees to be assigned to each shift as long as minimum
manning requirements are met pursuant to this Agreement. Shift assignments on the
basis of seniority may be changed by the Employer due to circumstances, which exist or
arise, which affect the need to maintain the operation efficiency of the department.
Changes in shift assignments in these applications shall not be subject to the grievance
procedure. The Employer reserves the right to change shifis after a work schedule is
posted fo accommodate requests for leave time or schedule changes, which take place.
During the time of any natural disaster or any other emergency or where exigent
circumstances arise which affect the manpower needs of the department, the provisions
of this Section shall be suspended and Full-Time Sergeants may be assigned to duty by
the Employer in all matters relative to shift assignments shall be final and not subject to
the grievance procedure outlined herein. The Chief of Police shall have first choice in his

choice of shift selection.
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ARTICLE 18 OVERTIME AND COURT TIME

Section 1: For all work performed by Full-Time Sergeants in excess of forty (40) hours
in one week or eight (8) hours in one day, Full-Time Sergeants shall be compensated at
the employee's election, either at (a) the rate of one and one-half (1-1/2) times the
employee's regular rate of pay for all overtime worked, or (b) with compensatory time

computed at the same rate to be taken in the future as approved.

Section 2: The compensatory time options contained in this Article shall be offered only
for an accrual up to eighty (80) hours. Full-Time Sergeants may accrue compensatory

time (locally called A-T) in lieu of payment for hours worked under the following

confract provisions:
a. Article 18, Section 1 (Weekly and daily overtime).
b. Article 18, Section 5 (Court time).
c. Article 19, Section 3 (Holiday Pay limited to eight (8) hours that

may be banked).

The Employee shall have the option of selling back to the Employer, at the Employee’s
regular hourly rate of pay, up to (40) forty hours of compensatory time. The Employee
must exercise this option prior to October 31 of each calendar year. Payment for time
purchased by the Employer shall be made in the first pay period after October 31 of each

calendar year.

Section 3: The following conditions shall apply when a request is made to use

compensatory time hereinafter referred to as A/T off:

- Single day requests for A/T may not be requested prior to the time a work schedule is
posted. A single day request to use A/T shall be submitted no less than twenty-four (24)

hours in advance of the affected shift unless exigent circumstances exist.

- Requests for A/T, which involve more than a single day, must be requested prior to the
current work schedule being made and posted unless exigent circumstances exist.

- Requests for A/T shall be submitted in writing to the Chief of Police or his designee.
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-An Employee may not be forced to work to fill a vacancy that would be created by
honoring a request to use A/T.

-A/T shall have the lowest priority regarding requests for leave time, however A/T may
be taken in single hour segments with the approval of the Chief of Police or his
designee. Vacation time has priority over A/T.

-The Employer shall not be obligated to honor a request to use A/T when honoring the
request would affect the efficiency of operations of the department.

-Requesting A/T: A request(s) for A/T shall be reviewed consistent with the Fair Labor
Standards Act. The Employer shall have the option of using any of the methods
outlined below to accommodate the request.

-Reducing the number of officers assigned to a shift when the number of officers exceeds
the minimum staffing requirement as outlined in the Patrol Officers’ Labor Agreement.

- Changing the work schedule subject to the conditions outlined in Article 18, Section 4.

- Using a casual patrol officer or full-time patrol officer to fill the vacancy.

- Offering the shift(s) out for overtime.

Section 4: Overtime shall be allotted and assigned to each Full-Time Sergeant in
accordance with seniority as defined in Article 31, except as detailed in Article 6, Section
3 and as outlined in Section 5 in this Article. When a vacancy is created in the work
force which involves the offering of overtime to a Full-Time Sergeant and when the
Employer determines that the vacancy is to be filled and when the vacancy cannot be
filled with a Full-Time Sergeant and when the Employer determines that the vacancy can
be filled with a patrol officer, the overtime shall be assigned and allotted as follows:

1.) Full-Time Sergeants,

2.) Full-Time Patrol Officers,

3.) Casual Patrol Officers.

Section 5: The intention of this paragraph is to equalize opportunities for overtime for

Full-Time Sergeants when overtime is offered to fill a vacancy created by a request to use
AJ/T. Offers for overtime to fill vacancies created by honoring an A/T request shall be

made first to part-time patrol officers and then to Full-Time Sergeants based on a
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rotational list from the Full-Time Sergeant with the most seniority first to the Full-Time
Sergeant with the least seniority last. The Full-Time Sergeant first on the rotational list
shall have first opportunity to accept or reject overtime; upon acceptance, rejection, or
no-contact that Full-Time Sergeant shall rotate to the end of the list and all other Full-
Time Sergeants shall move up on the list until the next overtime opportunity is offered.
In the event a Full-Time Sergeant does not accept the overtime, it shall be offered to Full-
time Patrol Officers based on the same format. The procedure outlined in Article 18,
Section 4 of the Patrol Officer's Labor Agreement shall be used to fill vacancies relative

to this paragraph.

Section 6: Full-time officers called into work or appearing in court on behalf of the
Employer for a time period of less than four (4) hours, when the employee is not on duty,
shall be compensated no less than four (4) hours except that the calculation of overtime
for the four (4) hours of compensation for court appearances shall not be calculated at
one and one-half times the employee's regular hourly rate. If the employee is making a
court appearance for the Employer, he shall be compensated at a rate of four (4) hours of
sfraight—time pay. At any court appearance lasting longer than four (4) hours in off-duty
status, the officer will be paid time and one-half (1-1/2) for that court time that lasts

longer than four (4) hours.

Section 7: An officer who agrees voluntarily to a change in the schedule shall not be
entitled to overtime if the change creates an overtime situation which it normally would
not have. When management chooses to rotate the work schedule, officers affected by
the rotation, may choose to switch their schedule as posted with another officer,
contingent upon there being agreement by the affected officers, and contingent upon the
Chief of Police having prior knowledge of the agreement to switch and authorizing same
to take place. When the spring change to Daylight Savings Time creates a seven (7) hour
work day, the affected officer(s) shall have the option of arriving one (1) hour early for

work or using one (1) hour of A/T to compose an eight (8) hour work day. When the fall

time change from Daylight Savings Time creates a nine (9) hour work day, the affected
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officer(s) shall be paid at 1.5 times the officer’s regular rate of pay for the ninth (9%)

hour.

Section 8; Overtime shall be calculated in increments of 15 minutes i.e.:

Zero to 15 minutes = 1/4 hour
16 min. to 30 min. = 1/2 hour
31 min. to 45 min. = 3/4 hour
46 min. to 60 min. =1 hour
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ARTICLE 19 HOLIDAYS

Section 1: All Full-Time Sergeants shall receive the following holidays:

New Years Day Veteran's Day

President's Day Thanksgiving

Memorial Day (observed) Christmas Day
Independence Day Columbus Day (observed)
Martin Luther King's Birthday (observed)

Labor Day Easter

Section 2: Employees scheduled off on stated holidays above shall be paid at their
straight-time rate of pay for eight (8) hours. Employees shall designate the days they
wish to take off which shall be subject to the advance approval of the Chief.

Section 3: Full-time Sergeants who work on any of the stated holidays outlined above
shall be paid at the rate of three (3) times their straight-time rate of pay. The employee
shall make an election as to the method of compensation consistent with the terms of
Article 18, Section 2.

Section 4: Full-time Sergeants who are assigned to the investigative division and who
work a regular work week from Monday through Friday with weekends off shall not be
scheduled to work holidays, however, when a vacancy is created which involves a Full-
Time Sergeant assigned to the uniform division, the vacancy shall first be offered to a
Full-Time Sergeant assigned to the investigative division on the basis of in-grade
seniority. When a holiday falls on a Monday, Tuesday, Wednesday, Thursday, or Friday,
the Full-Time Sergeant assigned to the investigative division shall be scheduled off on
that holiday and shall receive eight (8) hours pay. When a holiday falls on a Saturday or

Sunday, the Full-Time Sergeant assigned to the investigative division will be scheduled

off during the same weekday that the office is closed for administrative purposes and
shall receive eight (8) hours pay for that day. When a holiday falls on a Monday,
Tuesday, Wednesday, Thursday, or Friday, the Full-Time Sergeant' assigned to the
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investigative division shall be scheduled thirty-two (32) hours for that week and shall
receive eight (8) hours for the holiday for a total of forty (40) hours. When a holiday
falls on a Saturday or Sunday, the Full-Time Sergeant assigned to the investigative
division shall be scheduled thirty-two (32) hours for that week and shall be scheduled off
on the day the office is closed for administrative purposes and shall receive eight (8)
hours pay for that day, for a total of forty (40) hours for the week. The Employer
reserves the right to temporarily rescind this scheduling format when situations arise
affecting the operational needs of the department. A Full-Time Sergeant assigned to the
investigative division may fill a vacancy which occurs during a holiday when the vacancy

cannot be filled by a Full-Time Sergeant assigned to the uniform division.
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ARTICLE 20 VACATIONS

Section 1: Each full-time employee shall earn and be entitled to paid vacation in

accordance with the following schedule:

Length of Service Weeks
After one (1) year ‘ One (1)
After two (2) years Two (2)
After seven (7) years Three (3)
After eleven (11) years | Four (4)
After se{fenteen (17) years Five (5)

Section 2: Earned vacation shall be awarded January 1st of each calendar year in
accordance with the above schedule, provided the employee is employed by the

Employer at that time.

Section 3: Vacation time earned pursuant to this Agreement shall be taken at a time
approved of by the Chief during the calendar year. The assignment of vacation time shall

be on the basis of seniority.

Section 4: An employee who has earned vacation time by reason of being employed in
this department shall be able to transfer his vacation time to another department should he

elect such a transfer.
Section 5: Any employee who quits, or is terminated, suffers a job abolishment, or retires
and has unused vacation time shall receive pay for such vacation time or time off at the

employee's choice.

Section 6; All vacation time earned'shall be taken in the calendar year. Additional

vacation time earned during the calendar year shall be taken after the officer's anniversary
date. Scheduled vacations which are cancelled by the Chief and are unable to be taken by

the employee due to exigent circumstances may be carried over by the employee into the
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following calendar year. In the event of a carryover, the carried over vacation must be
scheduled in advance of the vacation time for the current calendar year and approved by

the Board of Trustees.

Section 7: Full-Time Sergeants leaving the employment of the Township during the
calendar year shall have their accrued vacation pro-rated based on the percentage of the
calendar year that has expired when said Full-Time Sergeant leaves the Township's

employment.
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ARTICLE 21 SICK LEAVE

Section 1: Sick leave shall be defined as an absence with pay necessitated by: 1) Illness
or injury to the employee; 2). Exposure of the employee to contagious disease
communicable to other employees; or 3). Serious illness, incapacitation, or injury in the

employee's immediate family.

Section 2: All full-time employees shall earn sick leave at the rate of one and one- fourth
(1 1/4) days per month and sick leave shall not accurnulate more than two hundred (200 )
days (1,600 hours) for the year 2014, and 1700 hours ( 212.5 days) for the year 2015, and
1,800 hours (225 days) effective J énuary 1, 2016. An employee shall not earn sick leave
unless he or she is in full pay status for at least twenty (20) days during such month.

Section 3: An employee who is to be absent on sick leave shall notify his superior or the
officer in charge of such absence, at least one (1) hour before the start of his work shift
the first day he is to be absent. If the absence involves a second or subsequent days, the
employee shall give at least four (4) hours notice before the start of the work shift each
day thereafter.

Section 4: Sick leave may be used in segments of not less than one (1) hour.

Section 5: An employee who transfers from this department to another department of the

Employer shall be allowed to transfer his accumulated sick leave to the new department.

Section 6. Should an Employee be terminated, die or retire who has not less than ten (10)
years of continuous service, such Employee shall be entitled to receive a cash payment
equal to his daily rate of pay at the time of the separation multiplied by forty percent
(40%) of their unused accumulated sick leave as certified by the Chief of Police. An

employee or estate of an employee who is owed money puréﬁant to this provision shall be

paid within two (2) weeks of his separation.
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Section 7: An employee eligible for cash payment pursuant to Section 6 above, may at his
option, elect to take an early retirement with the monetary value of such cash payment

being applied towards said early retirement.
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ARTICLE 22 OPOTA CERTIFICATION ALLOWANCE

All Bargaining Unit Members who maintain all State required certifications as set forth
by the Ohio Peace Officers Training Council shall be paid the following annual stipend.
For year 2014 $350.00, for year 2015 $350.00, and for year 2016 $350.00. Said stipend
shall be paid in a separate check from regular payroll and be paid with the first pay period

in December of each year of this Agreement.
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ARTICLE 23 PERSONAL LEAVE

Section 1. All Full-Time Sergeants shall, in addition to all other leave benefits, be granted
forty (40) hours personal leave per calendar year which are to be taken within the
calendar year. The calendar year shall run from January 1 to December 31. The
Employee shall have the option of selling back to the Employer at the Employee's regular
rate of pay sixteen (16) hours personal leave if said personal leave is not scheduled prior
to October 31 of each calendar year. Payment shall be made in the first pay period after

October 31 of each calendar year.

Section 2. Personal leave shall be taken with the advance approval of the Chief of Police
or his designee. Requests for personal leave shall be honored in good faith excepting
requests for personal leave, which affect the efficiency of operations. Up to eight (8)
hours of personal leave may be taken in two (2) hour or four (4) hour segments and the
remainder must be taken in eight (8) hour segments. The review and approval of
personal leave in two (2) hour segments is a management right and not subject to the

grievance and arbitration procedures contained herein.
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ARTICLE 24 FUNERAL LEAVE

Section 1: When death occurs in the immediate family of an employee, the employee
may be granted funeral leave, on request, for up to three (3) working days with pay
excluding Saturday and Sunday immediately following a death. When deaths occur in
the extended family of an employee, the employee may be granted funeral leave, upon

request, for one (1) day.

Section 2: Definition of Immediate Family: Immediate family shall be considered to be a
spouse, parent, step-parent, brother, sister, child, mother-in-law, father-in-law,
grandfather, grandmother, brother-in-law, sister-in-law, aunt, uncle, niece, nephew,
stepchild or legally adopted child.

Section 3: Definition of Extended Family: Extended family shall be considered to be

the employee’s grandparents-in-law.

Section 4: Arrangements for funeral leave are to be made with the employee’s

supervisors.

Section 5: Funeral leave shall not be deducted from an employee’s accumulated sick
leave if a death occurs in the immediate family of an employee. Funeral leave shall be
deducted from an employee’s accumulated sick leave if a death occurs in the extended

family of an employee. Sick leave bonus shall not be impacted by funeral leave.

Section 6: The Township Trustees reserve the right to extend funeral leave at their

discretion.
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ARTICLE 25 INJURY LEAVE - INJURED ON DUTY

Section 1: When an employee of this bargaining unit is injured or disabled in the line of
duty while actually working for the Employer on regular aésignment, the employee shall
be eligible for paid leave for up to sixty (60) days. If at the end of this sixty (60) day
period the employee is still unable to return to regular or alternative duty assignment, the
Employer shall have the right to extend the paid leave for an indefinite period as
determined by the Employer. An employee who is injured in the line of duty shall be
permitted to leave work immediately to receive medical treatment after proper
notification is made to a shift supervisor or the officer in charge. The employee shall

suffer no loss of that shift's pay as a result.

Section 2: Eligibility for paid injured on duty leave is determined by the following
conditions that must be met by the employee. Failure to comply with the conditions

outlined herein will result in a denial of IOD benefits.
I. The employee when injured, or if incapacitated the employee's designee must:

a. Furnish the Employer with pertinent information relative to the incident which shall
include but not be limited to the following: Date, time, location of the occurrence, the
identity of all witnesses and person(s) involved, the facts surrounding the injury, and any

other information required by the Employer to complete the investigation.

b. During the time frame associated with reviewing the employee's request for IOD
benefits, the employee's health care provider shall prepare and submit a medical report or
complete an attending physician's report form supplied by the Employer which must

include the following information:

1. Diagnosis and current medical condition;
2. Medical treatment/testing performed to date;
3. Prescriptions/medications that have been prescribed that the employee is

currently using;
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4., Length of time the employee will be unable to perform the essential/critical
functions and essential tasks associated with the position currently held when
the injury occurred:

5. A prognosis for recovery; and

6. A statement as to what if any permanent condition will result.

c. If the Employer does not agree with the medical documentation furnished by the
employee's health care provider, the Employer shall have the right to have the employee
examined by a physician selected by and paid for by the Employer. The employee agrees
to sign the necessary medical authorization forms so that the physician selected by the
Employer can obtain pertinent medical records and test results. If there is a dispute
between the two physicians, a third physician to serve as a neutral shall be selected by the
parties whose decision shall be binding on both parties. If the parties are unable to agree
on a third physician to serve as a neutral, the Employer shall submit the names of five (5)

physicians and the parties will choose one by alternate strike method.

d. The Employer shall have the right to continue to pay the employee in regular pay
status or require the employee to file a wage loss claim with the Ohio Bureau of Worker's
Compensation hereinafter referred to as the Bureau and furnish the Employer with a
signed medical authorization form approved by the Bureau at any time the employee is
on IOD. The intent of the parties in this application is to conirol the premium costs
associated with the purchase of Worker's Compensation coverage, which are directly
affected by loss experience. and claim costs. In implementing the provisions of this
Agreement, as they relate to injured on duty payments, the parties agree to adhere to the
administrative procedures established by the Ohio Bureau of Worker's Compensation
currently set forth in Ohio Administrative Code, Section #4123:5-20. In the event fhe
Employer requires the employee to file a wage loss claim with the Bureau, the Employer

shall continue to pay the employee until such time as the employee begins to receive

compensation from the Bureau. Any benefits that are due the employee or received by
the employee while the Employer is paying the employee shall be assigned or paid to the
Employer.
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e. The Employer reserves the right to have the employee submit to an independent
medical examination by a physician selected by and paid for by the Employer at any time

the employee is receiving benefits under this Article.

Section 3: If an employee on injury leave is capable of performing alternative duty
assignments that are available, the Employer may require that employee to return from

injury leave and perform such alternative duty assignment.

Section 4: An employee who is on IOD or Worker's Compensation status shall continue
to receive full medical coverage provided by the Employer for a time frame not to exceed
eighteen (18) months from the date of the injury providing the employee is still gainfully
employed by the Employer. The Employer shall not be required to provide medical

coverage beyond this time frame.

Section 5: The Employer shall retain all rights to initiate a civil action and/or disciplinary
action in the event the Bureau disallows the employee's claim and/or the employee's

claim is determined to be fraudulent in nature.

Section 6: Watches, up to a maximum of $50.00, and glasses shall be repaired or replaced
by the Township when damaged or destroyed in the line of duty. Dentures damaged or
destroyed in the line of duty shall be repaired or replaced by the Township. However, the
officer must file a claim with the Worker's Compensation Bufeau and any payment

received from Worker's Compensation shall be signed over to the Township.
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ARTICLE 26 JURY DUTY LEAVE

Employees shall be granted jury duty leave during normal working hours provided that
they are served with a lawfully issued subpoena for such duty and appear in court. The
Employer shall make a good faith effort to schedule the employee to work during a time
period associated with the employee's appearance in court providing that the operational
needs of the department arev not adversely affected. Employees who are serving on jury
duty and who are excused on any day after 1,300 hours shall not be required to report
back to work for the Employer. Employees shall not be required to appear in uniform
while appearing in court for jury duty. The Employer shall be reimbursed for all

compensation the employee receives while appearing for jury duty.
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ARTICLE 27 COMPENSATION

Section 1: Effective January 1, 2014, the hourly rate paid to Full-Time Sergeants shall be as
follows:

Prior to completion of one (1) year inrank  $ 28.01/hr.

Regular rate of pay $30.01/hr.

Section 2: Prior to the completion of one (1) year’s service in rank, a Full-Time Sergeant’s pay
shall be $1.50 per hour more than the highest pay rate for a patrol officer. Following the
completion of one (1) year of service in rank, a Full-Time Sergeant’s pay shall be $3.62 per hour
more than the highest pay rate for a patrol officer. The calculation of the highest pay rate for a

patrol officer shall not include shift differential, overtime, or holiday pay.

Section 3: To assure the orderly performance and continuity of services when the Chief of Police
is absent from his position during various times throughout the calendar year, the Chief of Police
prior to January 1 of each calendar year shall designate a Full-Time Sergeant to serve in his
absence as Acting Chief of Police. The Chief's designee as Acting Chief shall be paid an
additional amount of $1,000.00 for the calendar year with this amount being converted to an
hourly rate and added to the designee's regular rate of pay. During the time when both the Chief
of Police and Acting Chief are absent, the pay rate will be awarded to another Full-Time

Sergeant by seniority at which time he or she will be designated as temporary Acting Chief.

Section 4: Shift differential shall be paid pursuant to this Section to Full-Time Sergeants with the
Poland Township Police Department who work second shift (afternoons) or third shift
(midnights). Shift differential will only be paid on the first shift worked and will not apply to
overtime or shifts worked over. Shift differential will not be paid in addition to holiday pay.
The payment of shift differential shall not be included when considering the Full-Time
Sergeant’s base rate-of pay. Shift differential shall be paid at-the rate of $0.25 per hour for
second shift worked and $0.35 per hour for third shift worked.
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Section 5: Each Full-Time Sergeant shall be paid an advisory off duty status payment of
$100.00 per year in compensation for his or her advisory off duty status throughout the
calendar year. Payment shall be made by separate check of the first pay period after
November 30™ of each calendar year. In order to comply with this advisory off-duty
status, when no Full-Time Sergeant is on duty during a shift, one Full-Time Sergeant
shall have a Township phone in his possession so he is able answer the inquiries of patrol

officers on duty during that shift.
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ARTICLE 28 UNIFORM ALLOWANCE

Section 1: Effective Januvary 1 of each calendar year, all Full-Time Sergeants shall
receive a uniform allowance pursuant to the schedule outlined below. This amount shall
be divided in half with the first payment the first pay period after April 1, and the second
payment the first pay period after September 1 of each calendar year of the current Labor
Agreement. Payment shall be made by separate check.

Contract Year: 2014 2015 2016
Amount: $ 900 $ 900 $ 900

Section 2: Each Full-Time Sergeant shall be issued a bullet proof vest and this vest shall
be replaced as necessary pursuant to the Manufacturer's recommendation. Each Full-
Time Sergeant shall be issued a firearm should the Full-Time Sergeant choose to carry a
departmental issued firearm. If the Full-Time Sergeant chooses not to carry the
departmental issued firearm, the cost for furnishing the weapon shall be borne by the
Full-Time Sergeant. Issued equipment as outlined above shall at all times remain the

property of the Employer.
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ARTICLE 29 INSURANCE

Section 1: The Employer will continue to provide healthcare coverage for each Full-Time
Sergeant for the term of the current Labor Agreement. The healthcare options offered by
the Employer shall have benefits and coverage's comparable to the healthcare plan, which
the Employer provided in calendar year 2007. The Employer shall pay the full cost for

healthcare coverage provided to each Full-Time Sergeant.

Section 2: Any Employee who elects not to accept the healthcare coverage that is offered
by the Employer may elect in writing to opt out of the healthcare coverage and instead

receive payment based on the following:

- $208.33 per month for opting out of healthcare coverage for any plan other
than a single rate plan, or

- $125.00 per month for opting out of healthcare coverage for any single plan.

Any Employee who accepts either option outlined above by the Employer must
demonstrate that the Employee has obtained healthcare coverage from another insurance
carrier, and the Employee shall maintain this coverage each month for this option to be
continued. The Employee shall execute a coverage declination and certification form
prior to the time this option is approved by the Employer and shall co-operate fully with
the Employer in the verification process. The Employee shall be paid by separate check
on the first pay period of each month.

Section 3: The Employer will provide Group Life Insurance to each Employee for each
calendar year of the current Labor Agreement. The policy of insurance shall have a face
value of Twenty-Five Thousand Dollars ($25,000.00), and the Employer shall pay the .

full cost of the premium for Group Life Insurance for each Employee. Said life insurance

shall include a provision for double indemnity for accidental death.
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Section 4: The Employer shall have the option of selecting the insurance carrier(s) to
provide all insurance coverage outlined in this Article. In the interest of good labor
management relations, the parties agree to create a Labor Management Committee
consisting of no more than two (2) members of this bargaining unit and no more than (2)
members representing the Employer. The parties shall meet as necessary to discuss

matters pertinent to this Article.

‘Section 5. Commencing January 1, 2011, Employees shall be responsible for the payment
of a $100.00 deductable payment prior to the commencement of Vision and Dental
- Insurance coverage. The sum of $8.34 shall be deducted from each Employee’s pay on a

monthly basis to cover this deductible.
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ARTICLE 30 MISCELLANEOQUS

Section 1: In any instance where the Employer sends an employee for a medical
examination, the Employer shall pay the cost of the examination and shall pay the

employee for the time expended taking such examination.

Section 2: Except where an employee is found by a Court to have acted in a willful,
wanton, or malicious manner, the Employer shall indemnify and hold harmless all
employees covered by the terms of this Agreement from any liability arising from or

because of any action on or in action by such employee in the scope of employment.

Section 3: Paychecks will be issued every other Thursday.

Section 4: The FOP will be allowed one (1) locked bulletin board for official FOP

notices.

Section 5: Employees shall be permitted to maintain a residence anywhere in the State of
Ohio within ten (10) miles of the Poland Township line.

Section 6: Any changes in uniform and/or equipment required by the Employer shall be
provided by the Employer at its expense.

Section 7. The Chief shall have the right to approve all weapons for duty use in
accordance with recommendations from the Weapons Instructor. This recommendation
shall include caliber and action. In the event the Employer changes the required weapon,
said weapon shall be furnished according to Section 6 above including all necessary
ammunition and leather (i.e., holster and magazine pouches). Any Full-Time Sergeant

who retires with a minimum of fifteen (15) years full-time service with the Employer

shall have the option to be exercised within thirty (30) days after retirement of purchasing

their issued duty weapon and magazines from the Employer for one dollar ($1.00).
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Section 8: The Chief of Police shall formulate a training policy to strengthen and uphold

the level of professionalism within the Poland Township Police Department.

Section 9: Training will be provided to all officers as determined by the Chief of Police

or his designee. Training shall be subject to available monies allocated for this purpose.

Section 10: Officers shall be responsible for attending training sessions that are deemed

necessary by the Chief of Police or his designee.

Section 11: No officer shall be eligible to claim overtime compensation while voluntarily

attending any training seminar, training session, or fraining school.

Section 12: Compensation for tfravel time to and from a training site will be straight time.
The officer shall take the appropriate number of hours off required for travel to and from
the training site. The appropriate number of hours will be deducted from scheduled work
shifts on the work schedule associated with the training at a time mutually agreed upon
by the officer and the Chief of Police or his designee. These hours required for travel to
and from the training site must be in addition to an eight (8) hour workday or forty (40)

hour workweek.

Section 13: The duties of supervisory police officer shall at the direction of the Chief

of Police include but not be limited to the following:

1. Review, correct and approve all official reports generated by subordinates;

2. Review and check arrest warrants received from courts for accuracy,
correctness to specific case, defendant (identification information), charge and
date of event.

3. Conduct internal affairs investigations, if not referred to another agency if

appropriate:

4. Review all “Protection Orders” for accuracy;
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10.

11.
12.

13.
14.
15.
16.
17.

18.

19.
20.

Oversee and direct “Investigation Division” when assigned investigator is not a
“supervisory officer”;

Command, direct, and otherwise oversee subordinates during special events,
tactical assignments and disasters.

Command, direct, and oversee the “Field Training Program™;

Command, direct, and oversee the departmental training program and records
of same.

Maintain duties involving in-car video system tape vaults and tape storage
area;

The above described duties are in addition to all other duties as assigned and
directed by the Chief of Police.

0 Command, direct and oversee the canine program

(0  Command, direct and oversee departmental records, storage and
destruction

0 Command, direct and oversee radar and lidar operations

0 Command, direct and oversee the Datamaster/Intoxilyzer 8000 operations
0 Command, direct and oversee the bicycle patrol

0 Command, direct and oversee vehicle maintenance operations

0 Complete and forward mandated weekly, monthly and annual reports to
various agencies throughout Ohio

0 Maintain audio and visual recordings from the secure area, and produce
court copies when warranted

0 Oversee departmental scheduling

0 Maintain all supervisory duties as specified in the Poland Township Police

Policy Manual
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ARTICLE 31 SENIORITY

Section 1: Seniority shall be defined as an employee's uninterrupted length of continuous
employment with the Employer. A probationary employee shall have no seniority until
he satisfactorily completes the one (1) year probationary period, at which time such

employment will be counted as part of his total length of continuous employment.

Section 2: An employee's seniority shall be terminated when one or more of the
following occur:

a. He resigns;

b. He is discharged for just cause;

c. He is laid-off for a period of time exceeding Twenty -Four (24) months;

d. He retires; '

e. He refuses recall or fails to report to work within ten (10) working days

from the date the Employer sends the employee a recall notice.
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ARTICLE 32 LAYOFFS

Section_1: Members of the bargaining unit may be laid off or suffer a job or Rank
abolishment only for lack of work or lack of funds.

Section 2: In the event of a layoff situation, members of the bargaining unit will be laid
off in accordance with their departmental seniority (last hired, first laid off).

Section 3; A member of the bargaining unit who is laid off shall be subject to recall from

lay off for a period of Twenty -Four (24) months.

Section 4: A recall from layoff will be based upon departmental seniority (last laid off,
first recalled).

Section 5: Before any full-time employee may be laid off, all part-time employees,

casual, civilian, dispatch, if any, will be first laid off.
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ARTICLE 33 CANINE UNIT

Section 1: It is the intent of this provision to provide full compensation as required by the
Fair Labor Standards Act to those employees of the bargaining unit who are responsible
for the care, feeding, exercising, boarding, and training of a dog owned by the Employer.
Further it is the intention of this provision to outline responsibilities of the Employer and
the canine handler. The Employer shall compensate the canine handler eight (8) hours
pay per month at the regular hourly rate for the care, feeding, exercising, boarding, and
veterinary examinations that are required for the dog. The Employer agrees to provide
the costs associated with the initial training of the canine handler and the canine and any
mandatory certification or re-certification for the canine handler or the canine. Canine
handlers shall be afforded the opportunity to attend two (2) eight (8) hour shifts per
month for the purpose of training providing the training is scheduled and the canine
handler and/or canine are available to attend the training. The Employer shall have the
right to schedule the canine handler off for this training or the Employer shall have the
right to schedule training as overtime. The Employer and Union agree that mandated

training is a requirement for a successful canine program.

Section 2: The Employer shall assign a patrol vehicle to a canine handler to be used for
the following:

a. To and from the employee's residence and duty station;

b. To and from training sites;

¢. To and from all veterinary appointments;

d. To and from all call out assignments, and

e. To and from any other duty related assignment not outlined above.

It is further agreed that personal use of a vehicle assigned to a canine handler in an off-

duty application is prohibited and the vehicle may only be used when the canine handler

is involved in a duty related function.
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Section 3. The Employer agrees to the following responsibilities:
a. To purchase and furnish the necessary type and amount of food needed to
maintain a healthy dog;
b. To pay any and all necessary medical and veterinary expenses for the dog:
¢. To provide the initial training of the canine handler and the dog and any
mandated certification and re-certification of the canine handler or the dog;
d. To pay for the housing of the dog in the event the canine handler goes on
vacation out of town in accordance with the employee's vacation time; and
e. If the dog has been judged by the Employer to be unfit for continued police
service, the canine handler shall have the first right of refusal to purchase the dog
for one dollar ($1.00). This provision shall be effective after at least one year of
completed service by the canine handler.
f. To purchase and install a kennel, fence, or other item to be installed and kept at
the canine handler's residence for the purpose of housing the canine. The parties
agree that the kennel, fence, or other item shall remain the property of the
Employer,
g. To pay for a one-time purchase on a reimbursement basis of one (1) duty

related uniform as mandated and required by the Employer.

Section 4. The canine handler agrees to the following responsibilities:

a. To house the dog at the employee's residence;

b. To be responsible for the health, safety, and supervision of the dog both on and
off duty;

¢. To maintain the dog by keeping regularly scheduled veterinary visits, daily
grooming and upkeep, and bathing of the dog;

d. Clean and properly maintain the vehicle assigned to the canine handler and to

disinfect the interior when so required;

e. Any employee selected as a canine handler agrees to remain employed by this
Employer for a minimum of five (5) years after the date of selection as a canine

handler. Employees assigned as a canine handler agree that if they voluntarily
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leave employment of this Employer with the exception of disability separation or
decide that they no longer wish to be a canine handler prior to the end of the five
(5) year period, the canine handler will be held financially liable for the cost of
the dog based on a pro-rated formula. The formula will be computed in the
following manner. The cost of the dog and the initial training would be added and -
then divided by 60 to equal five (5) years. If the canine handler leaves the
program early, then the number of months remaining from the 60 month
commitment would be multiplied by the cost per month, i.e., cost of the dog =
$6,500.00 and initial training costs = $500.00. The total cost would be $7,000.00
divided by 60 = $116.66 per month for every month left on the five year
commitment. The employee would be exempt from this condition if the dog can

be satisfactorily retrained to be used by another officer.
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ARTICLE 34 PERSONNEL FILES

Section 1: The contents of personnel records shall be made available to the employee for
inspection and review at any reasonable time during the regular administrative business
hours of the Employer. At his request, an employee shall be provided with one copy of

any document placed in the employee's file.

Section 2: If an employee disagrees with any information contained within the
employee's personnel file, the employee may address correspondence to the Chief of
Police explaining the employee's position. The Chief of Police shall attach the
correspondence to the information in question, which shall become a permanent part of
the employee's personnel file. The Chief of Police shall remove correspondence from the

file when an investigation reveals the correspondence to be inaccurate.

Section 3: The Employer shall comply with the State law when a public records request is

made to review an employee's personnel file and copy any material contained within.

Section 4: The Employer shall establish a Schedule of Records Retention and Disposition
in compliance with the State law. Contents of the employee's personnel file that are
purged shall not be destroyed, transferred, or otherwise disposed of in violation of this

schedule.

Section 5: The Employer shall notify the employee if the employee is on duty or a Union
Representative in the employee's absence when a public records request is made fo

review or obtain any material contained within an employee's personnel file.
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Section 6: An Employee shall be afforded the opportunity to voluntarily enter in the
employee's personnel file favorable information that is job related not so previously
included, which shall include but not be limited to the following:
’ a. Departmental award(s);

b. Certificate(s) of commendation;

c. Letter(s) of recognition; and

d. Letter(s) from citizens commending an employee;

Section 7; Pre-employment polygraphs and voice stress analyzer tests shall be removed
from the employee's personnel file after the employee satisfactorily completes his

probationary period.

Section 8: Letters of reprimands, notes, demotions, or actions which result in the actual
loss of money and that are older than two (2) years old, from the date of any alleged
incident shall not be used against any employee for the purposes of future discipline,
unless a pattern of similar policy violations occur more than one (1) time in the two (2)

year period.
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ARTICLE 35 SAVINGS CLAUSE

Section 1: In the event any one or more provisions of this Agreement is or are deemed
invalid or unenforceable by any final decision ‘a court or governmental agency, that
portion shall be deemed severable from the rest of the Agreement and all such other parts
of this Agreement shall remain in full force and effect. In such event, the Employer and
the FOP will, at the request of either party hereto, promptly enter into negotiations

relative to the particular provisions deemed invalid or unenforceable.
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ARTICLE 36 SUCCESSOR AGREEMENT

Section 1: If during the term of this Agreement the Poland Township Police Department
is merged with the Police Department of Poland Village, the wages, hours, and terms and
conditions of employment specified in this Agreement shall continue to apply to the

members of the bargaining unit specified in Article 3 (RECOGNITION) of this

Agreement.
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ARTICLE 37 DURATION OF AGREEMENT

Section 1: This Agreement represents the complete Agreement on all matters subject to
bargaining between the Employer and thé FOP and except as other\;vise noted herein shall
become effective as of January 1, 2014, and shall remain in full force and effect until
December 31, 2016. All benefits conferred hereunder shall be retroactive to the effeé’cive
date of this contract, and thereafter from year to year unless at least one hundred and
twenty (120) days prior to said expiration date, or any anniversary thereof, either party
gives timely notice pursuant to the Notice to modify this Agreement outline by OR.C. 4117-1-

02, to the other of an intent to negotiate on any or all of its provisions.
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ARTICLE 38 SENIORITY LIST

Poland Township Police Department Seniority Dates for Current Bargaining Unit

Members:

Name Full-time In-grade Vacation
Sgt. Rick Hanley 08-04-97 11-01-04 10-25-96
Sgt. Dan Aracich 06-18-01 12-21-09 01-18-01
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ARTICLE 39 DRUG & ALCOHOL SCREENING PROGRAM

PURPOSE:
The Poland Township Police Department has a legal responsibility and management.
obligation to ensure a safe work environment and efficient workplace, as well as a
paramount interest in protecting the public by ensuring that its employees have the
physical stamina and emotional stability to perform their assigned duties. Substance
abuse poses a direct threat to the welfare of fellow employees and can have an adverse
effect on job performance, create dangerous conditions, and serves to undermine the
public's confidence in the integrity of our organization. A requirement for employment
and continued employment must be an employee who is free from drug and alcohol
dependence, illegal drug or alcohol use, and drug or alcohol abuse. The police
department and its employees may be exposed to civil liability if we fail to address these
issues and ensure that employees can perform their assigned duties without endangering
themselves or the public. There is sufficient evidence to conclude that the use of illegal
drugs, the misuse of any drug or alcohol, or drug or alcohol dependence, seriously
impairs an employee's performance and general physical and mental health. The illegal
possession and use of drugs or illegal use of alcohol by law enforcement employees

constitutes criminal conduct and is clearly unacceptable.
POLICY STATEMENT:

The Poland Township Police Department and members of this bargaining unit are
committed to the principles of prevention and rehabilitation to assist employees in
complying with the goal of a fit and drug and alcohol free law enforcement agency. This
Drug/Alcohol Screening Program (DASP) and the Township's Employee Assistance
Program (TEAP) will be implemented and utilized to achieve the goals of prevention and

rehabilitation. Since the success of rehabilitation is to a large extent dependent upon an

employee's desire and commitment to achieve rehabilitation, the employee has the
primary responsibility of resolving drug/alcohol problems and their attendant effects on

safety and work performance. Employees who have a drug and/or alcohol problem are
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initially encouraged to seck counseling and treatment by utilizing the Township's
Employee Assistance Program. Our policy concerning drug and alcohol use and abuse is
as follows:

- This law enforcement agency will not hire any person who is known to currently abuse
drugs and/or alcohol.

- This law enforcement agency will educate and inform its employees about the health
consequences of drug and alcohol abuse.

- Law enforcement employees shall report to work in a fit condition to perform their
assigned duties. An employee who is under the influence of drugs and/or alcohol
constitutes unacceptable behavior.

- Law enforcement employees will not be terminated for voluntarily seeking assistance
for a continuing substance abuse problem; however continued substance abuse which
affects job performance, attendance, or behavioral problems may result in termination.

- Any law enforcement employee while in on or off duty status, is prohibited from
purchasing, transferring, using, or possessing illegal drugs or using prescription drugs or
alcohol in any way that is illegal.

- Any law enforcement employee on physician-prescribed medication that may impair
their normal functioning must provide a physician's release that documents any
restrictions to a designated law enforcement employee prior to performing their regular
job.

- Employees who are arrested for off-the-job drug and/or alcohol involvement may be

considered to be in violation of this policy.

When available evidence warrants, this law enforcement agency will bring matters of
illegal drug or alcohol abuse to the attention of appropriate law enforcement authorities.
If an employee of this law enforcement agency is arrested and/or indicted on a felony
charge involving drugs and/or alcohol, the employee shall immediately be placed on

leave of absence without pay by written order of the Chief of Police and a post-

suspension hearing shall be scheduled with the Board of Trustees within five (5) days
from the date the employee is placed on leave of absence. The Board of Trustees shall

render a decision in writing within three (3) days of the post-suspension hearing. If the
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employee is found not guilty of the charges and is found not to have violated any
departmental regulations in any related administrative proceeding, the employee shall be
made whole for any back pay. For purposes of this provision, if the indiotmenﬁ and/or
criminal charges are dropped, this shall not preclude the Employer from pursuing
administrative charges. Employees who are unable to work as a result of this section
shall not be permitted to work off duty jobs where any of the powers of a law
enforcement officer are utilized.
DEFINITIONS:
-"Employee": Means any person employed by the Poland Township Police Department.

-"Township's Employee Assistance Program" (TEAP): means the employee assistance
program authorized by Poland Township.

-"Collection Contractor": Means the entity approved by the Employer that is authorized
to provide drug and alcohol testing services.

-"Medical Review Officer": Means the physician mutually agreed to by the Employer
and this bargaining unit whose primary responsibility is to review and interpret positive
test results obtained through this screening program.

-"Alcohol": Means ethyl alcohol or ethanol.

-"Tllegal Drug": Means any controlled substance as defined in Ohio Revised Code
§3719.01 (D), the sale or possession of which is prohibited by law.

-"Tllegal Drug Usage": includes the use of cannabis sativa or any other controlled
substance which has not been legally prescribed and/or dispensed, or the abusive use of a
legally prescribed drug.

-"Legal Drug": Means any substance the possession or sale of which is not prohibited by
law, (i.e., prescription drugs, over the counter drugs, etc.) which contain any substance
set forth in this document.

-"Reasonable Suspicion": Means objective facts or specific circumstances which are
found to exist, including inferences from those facts and circumstances which present a

reasonable basis to believe an employee is using or abusing illegal drugs and/or alcohol.

-"Voluntary Submission": Means the "free will" any employee may exercise in choosing

or deciding not to participate to being tested.
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-"Random": Refers to all employees being exposed to a "lottery system" of selection
with no criteria being used for such process.

-"Computerized Random Selection”: means the uncontrolled system of selection
resulting from a computerized program.

-"Positive": Refers to the analyéis of the specimen collected which indicates the presence
of a controlled substance or alcohol pursuant to the standards set forth in this policy.
-"On-Duty Status": Means an employee is working a scheduled shift or performing any

law enforcement function related to his or her employment.

BASIS FOR SCREENING:
Law enforcement employees may be screened/tested for illegal drug/alcohol usage under
any of the following conditions:
1. When an employee's behavior creates a "reasonable suspicion" of drug/alcohol use.
The following is a non-exclusive list of factors which may give rise to reasonable
suspicion of substance abuse. The listing of these factors is not intended to exclude other
factors or circumstances which give rise to reasonable suspicion of substance abuse.
- Direct observation of drug/alcohol use. |
- Possession of drugs or related drug paraphernalia outside the scope of employment.
- An employee's admission of drug use, drug possession, or alcohol abuse.
- Symptoms of substance abuse to include but not be limited to slurred speech, impaired
loss of motor functions, disturbance in gait, the bouquet of an alcohol beverage about the
breath.
- Any tampering with this screening process.
- Any arrest for any drug related criminal offense, alcohol related criminal offense, or the
filing of any drug or alcohol related criminal charge against the employee.
- An employee is involved in a motor vehicle accident in on-duty status or while
operating a motor vehicle owned by the Employer during any time frame and which

motor vehicle accident involves bodily injury to an occupant of any involved motor

vehicle which requires medical attention and/or property damage to any involved motor

vehicle in a combined aggregate which exceeds $400.00.
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- An employee is seriously injured or killed while in on-duty status or causes another

person to be seriously injured or killed while the employee is in on~duty status.
2. All applicants must have a negative "pre-employment" test result.

3. "Post-accident" - An employee is involved in a motor vehicle accident in on-duty
status or while operating a motor vehicle owned by the Employer during any time frame
and which motor vehicle involves bodily injury to an occupant of any involved motor
vehicle which requires medical attention and/or property damage to any involved vehicle
in a combined aggregate which exceeds $400.00.

- An employee is seriously injured or killed while in on-duty status or causes another

person to be seriously injured or killed while the employee is in on-duty status.

4. "Random" When an employee is assigned to fill any of the positions outlined below,
the employee shall be tested randomly once per year. The Chief of Police shall determine
which employees fall into these positions.

- An employee assigned to the evidence room or an employee who has access to the
evidence room.

- An employee assigned to narcotics investigations or narcotics education programs to
include D.AR.E.

5. "Follow-up" - Whenever an employee returns to duty after participating in a substance
rehabilitation program regardless of the duration of such absence. An employee who
falls into this category shall be required to undergo a minimum of twelve (12) substance
abuse tests within a two (2) year period starting with the date the employee returns to
duty.

- Whenever an employee returns to duty after testing positive for alcohol in on-duty
status. An employee who falls into this category shall be required to undergo testing as
outlined in the section of this policy titled: EVALUATION PROCESS ALCOHOL.

6. When an employee is promoted. Any "promotion" will be contingent upon the

absence of a positive test result.
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DECISION TO SCREEN FOR CAUSE:

A supervisor or the Chief of Police who has a reasonable suspicion of employee

substance abuse will immediately relieve the employee from his or her assigned duties.
If the Chief of Police does not have knowledge that an employee is being relieved from
his or her duties, he shall be notified immediately. Under no circumstances shall an
employee relieved from duty be permitted to operate a motor vehicle, possess a firearm,
or operate equipment or machinery. The supervisor, Chief of Police, or his designee shall
prepare a report setting forth the facts and circumstances which were relied upon in
making this decision. If the Chief of Police or his designee determines that an employee
must participate in the screening process, the employee shall consider this to be a direct
order. Once the employee is notified of this decision, the employee shall be transported
to the screening location by a supervisor or the Chief of Police, and this employee shall
remain under observation to ensure the integrity of the screening process. The employee
shall be provided transportation home after the screening process. The employee shall
remain on leave with pay until the test results are reported to the Chief of Police. If the
test results are negative, the Chief of Police or his designee will inform the employee of

the date the employee is to return to work.

SCREENING PROCESS:
1. Sample Collection:
- Specimen collection will occur in a non-monitored medical setting and the procedure
shall not demean, embarrass, or cause physical discomfort to the employee.
- Bach step in the collecting and processing of the urine specimens shall be documented
to establish procedural integrity and the chain of evidence.
- The employee who is designated to give a sample must be able to be positively
identified by means of his/her Poland Township Police Department photo identification
card or other government issued photo identification card.

- After collection, the sample will be split into two containers and will be sealed. A chain

of custody form will be completed and the employee will be asked to confirm the
information contained on the sample containers and the chain of custody form by signing

this form.
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2. If an employee participates in this drug and alcohol screening process and time -
associated with this participation is in excess of forty (40) hours in one week or eight (8)
hours in one day, the einployee shall be compensated pursuant to the overtime provisions

contained within this Labor Agreement.

TESTING METHODOLOGY:
The medical provider selected by the Employer to conduct the analysis must be
experienced, and capable of quality control, documentation, chain of custody, technical
expertise, and demonstrated proficiency in urinalysis testing. The testing or processing
phase shall consist of a two-step procedure:
1. Initial Screening Step, and
2. Confirmation Step.
The urine sample is first tested using a screening procedure. A specimen testing positive
will undergo a confirmatory gas chromatography/mass spectrometry (GS/MS) test. An
initial positive report will not be considered positive, rather it will be classified as
confirmation pending. When a positive report is received, urine specimeﬁs shall be
maintained under secured storage for a period of not less than one (1) year. Any sample,
which has been adulterated or is shown to be a substance other than urine shall be
reported as such. All test results shall be evaluated by suitable, trained medical scientific
personnel prior to being reported to the Medical Review Officer. All test results shall be
treated with the same confidentiality as other employee medical records and will be
disclosed only to those administrative personnel involved in the screening, rehabilitation,

or disciplinary process.
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SCREENING STANDARDS/DRUGS:
The only substances to be tested for and the threshold substance levels that shall be

considered a positive test result are as follows:

DRUG CLASS INITIAL SCREEN LEVEL CONFIRMATION
Amphetamines 1000 ng/ml 500 ng/ml
Barbiturates 300 ng/ml 300 ng/ml
Benzodiazepines 300 ng/ml 300 ng/ml
Cannabinoids 50 ng/ml 15 ng/mi
Cocaine Metabolite 300 ng/ml 150 ng/ml
Methadone 300 ng/ml 300 ng/ml
Opiates 2000 ng/ml 2000 ng/ml
Phencyclidine (PCP) 25 ng/ml 25 ng/ml
Proposyphene 300 ng/ml 300 ng/ml

SCREENING STANDARDS/ALCOHOL:
The employee shall be checked for alcohol use by recognized accepted testing methods.

There shall be a zero tolerance level for alcohol in on-duty status and the parameters shall
be the same as those utilized in Department of Transportation (DOT) alcohol testing as
described in 49 CFR, parts 40 and 382.

SCREENING RESULTS/DRUGS:

If the screen results are negative, the results will be reported in writing to the Medical

Review Officer and the sample will be discarded. If the results of the first screen are
positive, the Medical Provider will immediately conduct a second screening using a
different methodology on a different portion of the original sample. The medical
Provider will report the confirmation screen results, whether positive or negative, to the
Medical Review Officer. Any adulterated sample or samples otherwise tampered with

may be treated for disciplinary purposes as a positive result. If a sample is "flagged” by

the Medical Provider because the sample is not consistent with recognized specimens, the
MRO will be notified. Upon notification, the employee will be required to provide

another sample in a monitored setting. This employee shall provide another sample when
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ordered to by the Chief of Police. If the confirmation screen results are positive,
employees may request an additional screening, beyond the confirmation screening, by
any NIDA approved alternate laboratory. Employees will be responsible for the cost of
any additional screenings. For chain of custody purposes, the sample will be transferred
directly from the Medical Provider to the alternate laboratory by the Medical Provider
and the alternate laboratory will complete the Chain of Custody form. If the confirmation

screen results are positive, the Medical Provider will retain the sample for at least one (1)

year to allow for additional screenings and employee appeals.

TESTING RESULTS/ALCOHOL:
Negative test results are those below 0.020 mg%. A result between 0.020 and 0.039

mg% will require that the employee be off duty for a 24 hour period, but will not be
considered positive. If a positive screen is obtained and a confirmatory positive result, at
or above 0.040 mg%, is found, the Breath Alcohol Technician shall notify the Chief of
Police or a supervisor immediately. The results of all alcohol testing shall be documents,
providing time, date, and results as well as the identification of the testing methods or
equipment used. The Chief of Police or supervisor will immediately relieve the
employee from his or her assigned duties in all circumstances where the results are at or
above 0.020 mg%. Under no circumstances will the employee be permitted to operate a
motor vehicle, possess a firearm, or operate equipment or machinery. Once an employee
is relieved from duty, he/she shall remain at the testing site until released by the Chief of
Police or a supervisor and then be provided transportation home. The employee in
question shall remain in off-duty status for the remainder of their assigned shift and the

amount of time lost as a result will be deducted from their accumulated sick leave,

EVALUATION PROCESS/ALCOHOL:
After an employee has been relieved from duty for testing positive in on-duty status, the

employee shall be required to be re-tested prior to returning to duty. At least one hour

prior to returning to duty, the employee shall return to the testing site on their own time
and be re-tested. If the retest is negative the employee will return to duty. The employee

in this instance shall be subjected to a series of six (6) mandétory random alcohol
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screenings during the following twelve (12) month perioci. If the retest is positive and
confirmed, the employee shall remain in off-duty status and be referred to the TEAP for
assessment and evaluation. The employee shall not return to active duty until cleared by
a person qualified to assess and evaluate the employee. The employee shall be re-tested
based on the recommendation of the person who conducts the assessment and evaluation.
This person shall determine the number of re-tests and the time period for these re-tests,
except that the employee shall be subjected to at least six (6) mandatory random follow-
up alcohol screenings during the twelve (12) month period. If any follow—up‘ test is
confirmed positive, the employee shall be removed from duty and may be subject to
disciplinary action. Time lost when an employee is removed from duty shall be deducted

from their accumulated sick leave.

ROLE OF THE MEDICAL REVIEW OFFICER:

The Medical Review Officer (MRO) shall be a physician knowledgeable in the medical
use of prescription drugs and the pharmacology and toxicology of elicit drugs. The
MRO's primary responsibility is to review and interpret positive test results obtained
through the screening process. If any question arises as to the accuracy or validity of a
positive test result, the MRO shall, in collaboration with the laboratory director and
consultants, review the laboratory records to determine whether the required procedures
were followed. The MRO then makes a determination as to whether the result is
scientifically sufficient to take further action. If records from collection sites or
laboratories raise doubts about the handling of samples, the MRO may deem the urinary
evidence insufficient and no further actions relative to individual employees would occur.
The MRO must also access and determine whether alternate medical explanations could
account for any positive test result. In reviewing the laboratory results, the MRO may
conduct a medical interview with the affected employee, review the employee's medical
history, or review any other rélevant biomedical factors. The MRO may perform limited

physical examinations, seeking, for example, needle tracks, in determining whether

clinical signs of drug abuse are present. The MRO must ultimately determine whether
some reason other than illegal drug use explains a drug positive urine. If the MRO

verifies illegal drug use, the information related to the use of illegal drugs will be
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disclosed to the Chief of Police or his designee. Any medical information provided to the
MRO that is not specifically related to the use of illegal drugs will be treated as
confidential and not disclosed. If it is determined with reasonable certainty that there is a
legitimate medical or other reason to account for the positive laboratory findings, no
information identifying the specific employee will be disclosed and the test results will be
reported as negative.
DISCIPLINARY ACTION:
1. Law enforcement employees who are found to be using illegal drug(s) may be

subject to the disciplinary procedure as outlined in this contract.

2. Law enforcement employees who are found to be abusing legally prescribed
drug(s) and/or alcohol may be allowed to enter a substance abuse
rehabilitation program and may be subject to the disciplinary procedure as
outlined in this contract.

3. Refusing to submit to a screening process, or adulteration of, or switching a
urine sample may also be grounds for disciplinary action.

4. Law enforcement employees who are referred to a TEAP and who continue to
abuse alcohol may be subject to the disciplinary procedure as outlined in this
contract.

TOWNSHIP EMPLOYEE ASSISTANCE PROGRAM:

An employee who may be a drug and/or alcohol dependent person is encouraged to

voluntarily seek professional assistance through a treatment program. Any self referral
shall be kept confidential to the extent provided by the TEAP's policies and procedures.
Voluntary assistance should be sought BEFORE the drug/alcohol abuse affects the job
performance or endangers fellow employees or members of the public, although
rehabilitation is the principal mechanism relied upon to reach the goal of the TEAP,
rehabilitation is considered secondary to the primary goal of ensuring safety. The Chief
of Police will, therefore, recommend referral to the TEAP only when the particular
circumstances of an employee's case indicate that treatment will be both therapeutic, and

a reasonable alternative to facilitating the goal of this program. If the Chief of Police or

his designee refers an employee to the TEAP, such referral shall be considered a direct
order. The employee shall provide the Chief of Police or his designee with such medical

authorization so that reports may be requested and reviewed by the Chief of Police or his
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designee. Participation in the TEAP will not necessarily preclude disciplinary action
with respect to any violations of the law or work rules and regulations. An employee
shall not be compensated for his or her time as a participant in the TEAP. When an
employee is unable to work due to his/her participation in a TEAP, the employee must
use available sick leave, and if all sick leave is exhausted, the employee may then use

vacation time or personal leave.

EMPLOYEE EDUCATION:

All law enforcement employees shall be informed of this drug and alcohol screening

program and the Township Employee Assistance Program. This shall include but not be
limited to the following:

- Information regarding the impact of the use of drugs and alcohol on job.
Performance will be provided.

- The methodology of the screening process will be provided.

- Under what circumstances the drug and alcohol screening will be done and the

types of substances to be screened as well as the consequences.

- All new employees will be provided with this information prior to being hired.

- No employee shall be subject to this program until this information is provided and
there shall be a ninety (90} day grace period prior to implementation.

- Probationary employees, as a condition of continued employment, shall be subject to

this program.

EMPLOYER'S RESPONSIBILITIES:
All costs associated with the drug and/or alcohol screening program shall be paid for by
the Employer with the exception of drug and/or alcohol screening from an independent
laboratory which is requested by an employee. Transportation costs incurred when an
employee is relieved from duty shall be borne by the Employer. The Employer shall

review its health benefits package for the purpose of determining adequacy of coverage

for alcohol and drug abuse problems.
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ARTICLE 40 ADDENDUM-RETROACTIVITY

Except as otherwise stated herein, the Employer and the FOP agree that all terms and

conditions conferred herein shall be retroactive to January 1, 2014,
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