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AGREEMENT

THIS AGREEMENT entered into on August 14, 2012 by and between the CITY OF JACKSON, a
Michigan municipal corporation, hereinafter referred to as the Employer, and the POLICE OFFICERS
LABOR COUNCIL, SUPERVISORY UNIT, JACKSON DIVISION, hereinafter referred to as the Union.

WITNESSETH:

The general purpose of this Agreement is to set forth terms and conditions of employment and to
promote orderly and peaceful labor relations for the mutual interest of the Employer, the employees and
the Union. The parties recognize that the interest of this community and the job security of the
employees depend upon the Employer's and the employee's commitment to continue to provide quality
law enforcement services in an efficient manner to the community. The Employer and the Union, for
and in consideration of the mutual promises, stipulations and conditions hereinafter specified, agree to
abide by the terms and provisions set forthherein for the duration of this Agreement.

To this end, the Employer and the Union encourage to the fullest degree friendly and cooperative
relations between the respective representatives at all levels and among all employees.

ARTICLE 1 - RECOGNITION

Section 1.1: Pursuant to and in accordance with the applicable provisions of Act 379 of the Michigan
Public Acts of 1965, as amended, the Employer does hereby recognize the Police Officers Labor
Council, Supervisory Unit, Jackson Division, as the exclusive collective bargaining agency with respect
to rates of pay, hours of work and conditions of employment for the term of this Agreement for the
following unit: Lieutenants and Sergeants of the Jackson Police Department.

A.  Nothing contained in this Agreement shall be construed to in any way restrict or limit
management and supervisory employees from performing bargaining unit work. This
provision shall not directly result in the layoff of bargaining unit personnel.

Section 1.2: The Union recognizes that, except as specifically limited or abrogated by the terms and
provisions of this Agreement, all rights to manage, direct and supervise the operations of the Police
Department and the employees therein are vested solely and exclusively in the Employer.

Section 1.3: The Employer and the Union agree that, for the duration of this Agreement, neither shall
discriminate against any employee or applicant for employment because of his race, color, creed, age,
sex, nationality, religion or political belief, nor shall the Employer or its agents nor the Union, its agents
or members discriminate against any employee or applicant for employment because of his
membership or non-membership in the Union.

Section 1.4: The Union agrees that, except as specifically provided for by the terms and provision of
this Agreement, employees shall not be permitted to engage in Union activity during on-duty or on the
Employer's premises.

Section 1.5: Itis understood and agreed that all present employees covered by this Agreement who
are members of the Union, shall remain members in good standing for the duration of this Agreement
or cause to be paid to the Union a representation fee which may be equivalent to the monthly Union
dues uniformly required of all Union members. All present employees covered by this Agreementwho,
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on the effective date thereof, were not members of the Union shall become and remain members in
good standing of the Union within thirty-one (31) days after the execution of this Agreement, or cause to
be paid to the Union a representation fee which may be equivalent to the monthly Union dues uniformly
required of all Union members. All employees covered by this agreement and who are hired after the
effective date thereof, shall become and remain members of the Union in good standing or pay a
representation fee which may be equivalent to the monthly Union dues uniformly required of all Union
members upon completion of thirty-one (31) days of employment.

A. The Union shall indemnify and save the Employer harmless from any and all claims, demands,
suits or any other form of liability arising out of this Section.

B. The parties recognize that a union wishing to collect agency shop representation fees must
adopt constitutionally adequate procedures which provide nonmembers with: (1) an adequate
explanation of the basis for the representation fee including disclosure of all major categories
of expenses; (2) a reasonably prompt opportunity to object to the fee before an impartial
decision maker; and (3) escrow for the amounts reasonably in dispute while the challenges are
pending, and provide for advance reduction of fees for expense categories unrelated to
negotiations or contract administration and clearly expended for political/ ideological purposes.

The POLICE OFFICERS LABOR COUNCIL, SUPERVISORY UNIT, will certify to the City in
writing that it has complied with all requirements of the above referenced procedures prior to
the City making the required payroll deductions.

Section 1.6: All those employees who are or become members of the Union and who presently
execute payroll deduction authorization cards therefor, the provision of which must conform to the legal
requirements imposed by the State Law, the Employer agrees to deduct from the first paycheck of each
month the regular monthly dues in the amounts certified to the Employer by the Financial Secretary
within fifteen (15) calendar days thereafter.

A. The Union shall indemnify and save the Employer harmless from any liability that may aise
out of the Employer's reliance upon any payroll deduction authorization cards presented to the
Employer by the Union or employees.

Section 1.7: In this Agreement, words in the masculine gender shall include masculine or feminine
gender.

ARTICLE 2 - GRIEVANCE PROCEDURE

Section 2.1: A grievance is hereby defined to be any dispute between the parties to this Agreement
with respect to matters arising out of said Agreement, involving differences, disputes, or complaints as
to wages, hours, or working conditions and any discipline arising hereunder involving written reprimand,
suspension, reduction in rank or discharge.

Section 2.2:  An employee, who believes he has a grievance, must submit his complaint orally to his
immediate non-unit supervisor within five (5) calendar days (Saturdays, Sundays and holidays
excluded) after the occurrence of the event upon which his complaint is based or within five (5)
calendar days after the employee had knowledge of the events upon which his complaint is based

or within five (5) calendar days of when circumstances were such that the employee reasonably should
have had knowledge of the events. The supervisor shall give the employee a verbal answer within two
(2) days (Saturdays, Sundays and holidays excluded) after the complaint has been submitted to him. In

2



the event the complaint is not satisfactorily settled in this manner, it shall become a grievance and the
following procedure shall apply:

FIRST STEP. To be processed under this Grievance Procedure, a grievance must be
reduced to writing, in triplicate, stating the facts upon which it is based, when they occurred,
specify the section of the contract which allegedly has been violated, must be signed by the
employee who is filing the grievance and must be presented to the Chief by the employee or
his Union representative within three (3) regularly scheduled working days (Saturdays,
Sundays and holidays excluded) after the supervisor gave the employee his verbal answer as
provided in Section 2.2 above. Within three (3) regularly scheduled working days (Saturdays,
Sundays and holidays excluded) after the receipt of the written grievance, the Chief shall meet
with the aggrieved employee and his/her Union Representative to discuss the grievance. The
Chief shall give a written answer to the employee or his/her Union representative within three
(3) regularly scheduled working days (Saturdays,Sundays and holidays excluded) after the
meeting. If the answer is satisfactory, the employee shall so indicate on the grievance form
and sign it with two (2) copies of the grievance thus settled being retained by the employee
and one (1) copy retained by the Chief.

SECOND STEP. Ifthe grievance has not been settled in the First Step and the Union desires
to appeal it to the Second Step, the Union representative and/or employee must state in
writing why the First Step answer is unacceptable and said representative or employee must
present the grievance to the Director of Personnel and Labor Relations within five (5) regularly
scheduled working days (Saturdays, Sundays and holidays excluded) after the Chief gave the
Union representative his First Step answer. The Personnel Director and/or someone
designated by him shall meet with the Union representative and discuss the grievance within
five (5) regularly scheduled working days (Saturdays, Sundays and holidays excluded) after
the grievance is presented at this Step. Within five (5) regularly scheduled working days
(Saturdays, Sundays and holidays excluded) after the discussion, the Personnel Director shall
give the Union representative a written Second Step answer. Ifthe answer is satisfactory, the
Union representative shall so indicate in writing giving one (1) copy of the settle grievance to
the Personnel Director.

THIRD STEP. If the grievance has not been resolved in the foregoing steps and theUnion
desires to process the grievance further, it shall submit the grievance within twenty (20)
calendar days of the personnel director's second step answer to Federal Mediation and
Conciliation Service (FMCS) in accordance with its voluntarily arbitration rules. The parties
shall first attempt to mutually select an arbitrator to hear the grievance. If the parties are
unable to mutually select an arbitrator, the arbitrator shall be selected by the parties alternately
striking a name from the list provided by the FMCS until one name is left and that arbitrator
shall be appointed to hear the grievance. Failure to request arbitration in writing shall be
deemed a withdrawal of the grievance and the grievance will not be considered further in the
grievance procedure. The arbitrator shall have no authority to add to, subtract from, change
or modify any provisions of this Agreement, but shall be limited solely to the interpretation and
application of specific provisions contained herein. However, nothing contained herein shall
be construed to limit the authority of an arbitrator in his ownjudgment to sustain, reverse or
modify any alleged unjust discipline, suspension, reduction in rank or discharge that may
reach this stage of the grievance procedure. The decision of the arbitrator shall be final and
binding upon the parties hereto. The expenses and fees of the arbitrator and the FMCS shall
be paid by the losing party. Each party shall be responsible for the expense of its own
witnesses, including wages.



Section 2.3: Time limits at any step of the grievance procedure may be extended only by mutual
agreement between the Employer and the Union. In the event the Union does not appeal a grievance
from one Step to another within the time limits specified, the grievance shall be considered as being
settled on the basis of the Employer's last answer. In the event the Employer fails to reply to a
grievance at any step of the Grievance Procedure within the specified time limits, the grievance shall
automatically be referred to the next step in the Grievance Procedure.

Section 2.4: ltis expressly understood that, in no event shall any Union representative leave his work

for grievance purposes as provided in the Grievance Procedure without first notifying and obtaining the
approval of his supervisor, which approval will be granted as soon as is practicable.

ARTICLE 3 - STRIKES AND LOCKOUTS

Section 3.1: The Union agrees that during the life of this Agreement, neither the Union, its agents nor
its members will authorize, instigate, aid, condone or engage in a work stoppage, slowdown or strike or
any other concerted activity which interferes with the operation of the Employer. The Employer agrees
that during the same period there here will be no lockouts of employees.

Section 3.2: Ihdividual employees or groups of employees who instigate, aid or engage in a work

stoppage, slowdown or strike or any other concerted activity, which interferes with the operations ofthe
Employer, may be disciplined or discharged in the sole discretion of the Employer.

ARTICLE 4 - DISCHARGE CASES AND SUSPENSION CASES

Section4.1: No employee shall be disciplined, suspended, reduced in rank or discharged without just
cause. In the event an employee under the jurisdiction of the Union, who has completed his
probationary period, shall be disciplined, suspended from work or reduced in rank for disciplinary
reasons or is discharged from his employment after the date hereof and he believes he has been
unjustly disciplined, suspended or reduced in rank or discharged, such suspension, reduction in rank or
discharge shall constitute a case arising under the Grievance Procedure, provided a written grievance
with respect thereto is presented to the Chief within three (3) regularly scheduled working days after
such discharge, reduction in rank or after the start of such discipline or suspension.

A. It is understood and agreed that when an employee files a grievance with respect to his
discipline, suspension, reduction in rank or discharge, the act of filing such grievance shall
constitute his authorization of the Employer to reveal to the participants in the Grievance
Procedure any and all information available to the Employer concerning the alleged offense
and such filing shall further constitute a release of the Employer from any and all claimed
liability by reason of such disclosure.

Section 4.2: In the event it should be decided under the Grievance Procedure that the employee was
unjustly disciplined, suspended, discharged or reduced in rank, the Employer shall reinstate such
employee and pay full compensation, partial or no compensation as may be decided under the
Grievance Procedure, which compensation, if any, shall be at the employee's regular rate of pay atthe
time of such discharge, reduction in rank or the start of such discipline or suspension.

Section 4.3: Counseling memos and verbal warnings shall not be grounds for filing a grievance.
Employees receiving a counseling memo or verbal warning may dispute the action as provided under
P.A. 397 of 1978.

4



ARTICLE 5— SENIORITY CALCULATION

Section 5.1: Bargaining unit seniority shall commence upon an employees’ date ofpermanent entry
into the bargaining unit described in Section 1.1 of this Agreement. Department seniority shall be
defined as an employee’s length of continuous, full-time employment as a sworn officer with the
Employer since his last hiring date. Last hiring date shall mean the date upon which an employee first
reported for work as a sworn patrol officer at the instruction of the Employer since which they have not
quit, retired, or been discharged and not reinstated with full seniority rights. Classification seniority shall
be defined as an employee’s continuous time spent in any bargaining unit classification of Lieutenant or
Sergeant in which they have successful completed their probationary period and shall include only time
spent in any of the bargaining unit classifications as a permanent employee. No time shall be deducted
from an employee’s seniority due to absences occasioned by authorized leaves of absence, vacation,
sick or accident leaves or demotions or layoffs due to budget reductions except as hereinafter provided.

A. Leaves of absence without pay of over thirty (30) calendar days, and absences following
layoffs, shall be deducted from an employee's seniority.

Section 5.2: Probationary Employees. All new unit employees shall be probationary employees until
they have completed one (1) year of service in the unit. The purpose of the probationary period is to
provide an opportunity for the Employer to determine whether the employee has the ability and other
attributes which qualify him for regular employee status. An employee may be removed any time during
the one (1) year probationary period that he demonstrates that he does not have the ability, skills or
other attributes to satisfactorily perform in this position. In addition, during this one (1) year period, an
employee may decline the promotion for any reason. In the event the new employee is removed or
declines the promotion during his probationary period, he shall be returned to the classification held
prior to the time of the promotion. Employees removed by the Employer as described in this Section
shall be notified of the reasons for removal in writing by the Employer at the time of removal. Said
employee may appeal the decision to the Chief. The Chief's decision shall be final and binding.

Section 5.3: An employee's seniority and employment shall terminate:
A. If he quits, retires or is justifiably discharged.

B. If, following a layoff, he fails or refuses to notify the Employer of his intention to return to work
within seven (7) calendar days after a written notice sent by certified mail of such recall is sent
to his last address on record with the Employer or having notified the Employer of his intent to
return, fails to do so within fourteen (14) calendar days after such notice is sent.

C. Ifheis absentfor 24 consecutive regularly scheduled working hours without notifying the Chief
within such period of a justifiable reason for such absence. However, exceptions may be
made at the discretion of the Employer, if extenuating circumstances or emergencies made
said notification impossible.

D. When he has been laid off for a period of time equal to his seniority, provided he has
maintained his eligibility for recall pursuant to Section 5.5 of this Article.



Section 5.4

When, in the judgment of the Employer, it is necessary to eliminate a job classification or to reduce the
number of employees in a job classification, the affected employee(s) shall be reduced by inverse
classification seniority. When, in the judgment of the Employer, it is necessary to layoff, the affected
employee(s) shall be laid off by inverse department seniority as defined in Section 5.1. Employees thus
removed from a job classification shall exercise their job classification seniority in Section 5.1 in any
lower rated bargaining unit classification, which they have permanently occupied during their
employment with the Police Department. Employees thus displaced from their job classification shall
exercise the same right. The layoff provision shall not apply wherein the application thereof would
result in the Department being required to layoff an employee in possession of a special skill essential
to properly perform the work available at the time of the layoff, not possessed by employees having
greater seniority. Employees bumping into lower rated classifications shall be paid the rate of said
classification.

Employees bumped from a position in the bargaining unit may exercise their bumping rights into the
non-supervisor bargaining unit, if permitted, pursuant to the terms and provisions contained in the non-
supervisors contract.

A. If employees are to be laid off, management will notify the POLC prior to any layoff.

Section 5.5: When recalling employees to work following a layoff, employees shall be recalled in
inverse order of layoff, provided they have maintained their certification and are capable of performing
their job.

A. When filling vacancies in a given classification, employees laid off from said classification shall
first be recalled in inverse order of layoff before the promotional process is activated to fill said
vacancies.

Section 5.6: In any case when an employee is qualified for and is temporarily required, in writing by the
Chief, to regularly serve in and accept responsibility for work in a higher class or position, such
employee shall receive the salary rate of that class as though permanently promoted while so assigned.
An employee, who is required to work in a higher class or positioncontinuously for a period of more
than five (5) days, shall be deemed "temporarily required to regularly serve and accept responsibility for
work in a higher class or position" and shall be paid retroactive to the first day assigned as above,
unless the employee is so assigned for training purposes or as a vacation fill-in, including
compensatory time used to extend vacation time, provided said assignment for training or vacation ﬂll—
in shall not exceed four (4) calendar months Wlthln a twelve (12) month period.

Effective January 3, 2000, for patrol Sergeant vacancies of two (2)days or less which must be filled,
the opportunity to work shall be offered in seniority order to other patrol Sergeants not scheduled to
work that day, then to nonpatrol Sergeants, and then to other eligible non-unit patrol staff. If no unit
member volunteers to work, the Chief/designee may order the least senior, unscheduled patrol
Sergeant to work the uncovered shift(s).

In any case where an employee is assigned temporarily to fill a position of a higher paying
classification, the temporary filling shall not exceed twelve (12) consecutive months, unless extended
by agreement with the Union.

Section 5.7: When the Employer determines it is necessary to fill a new, permanent job classification
or a permanent vacancy in rank of Lieutenant or Captain, such permanent opening or vacancy shall be
6



posted on the Department bulletin board for a period of fourteen (14) calendar days, during which
period employees may apply for such opening or vacancy by completing an appropriate application
form in the Department of Personnel and Labor Relations. In order to be eligible for promotion under
this procedure, an applicant must participate and progress through each scheduled step of the
promotional process.

A. Those employees who possess the necessary prerequisites for a given job opening and who
apply therefor in accordance with Section 5.7 A. (1) below, shall be given an examination
administered by the Department of Personnel and Labor Relations. The Employer reserves
the right to use the assessment center approach for this portion of the promotion process. If
the assessment center approach is used, Subsections B. through D. shall not apply. Ifthere
are five (5) or fewer applicants for any vacant position, the Chief of Police may, at his/her sole
discretion, waive the requirement for promotional testing and/or an assessment center. In
such cases, an external oral board will be convened to review and rank the applicants and
provide that evaluative information to the Chief, who shall then select an applicant for
promotion from the list of applicants. The external oral board will be comprised of at least
three (3) individuals, of whom no fewer than two (2) board members shall be law enforcement
professionals of the rank to be filled or higher, and at least one (1) board member shall be a
member of the community representing a community and/or business inteest.

1. The prerequisites for Police Lieutenant shall be five (5) years of service in the Jackson
Police Department and holding the rank of Police Sergeant and having satisfactorily
served at least one (1) year as Sergeant.

2. The prerequisites for Captain shall be either; holding the rank of Lieutenant, or having held
the rank of Sergeant for five (5) years in the Jackson Police Department.

3. ltis understood that the Deputy Chief posting will be open to outside applicants, however,
unit members with minimum qualifications for the vacancy will be given fair consideration
for the promotional opportunity. No term or condition of this agreement limits the right of
the Chief of Police in the selection of a Deputy Chief.

B. Upon conclusion of the examination, the test scores will be arranged in descending order
starting with the applicant or applicants who received the highest test score downward to the
applicant who received the lowest passing score. Passing score shall be 70% or more.

C. The applicants who receive a passing score shall be given an External Oral Board
examination. Upon completion of the Oral Board examination, the oral board scores for each
applicant, who took the oral board examination, shall be combined with the written
examination score with each holding 50% weight.

D. The Chief of Police shall, from the applicants who receive the five (5) highest weighted scores,
select the applicant who shall be awarded the job, giving consideration to both weighted
scores and past performance.

E. Ifthe assessment center approach is used, reasonable accommodations will be made to allow
those employees electing to participate in the assessment center process to do so without the
use of their compensatory or vacation time. Normal work schedules or leave days may be
adjusted to facilitate participation in the assessment center process. Scheduling
accommodations for this purpose may be designed to minimize paying overtime and “acting”
pay.
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Upon completion of the assessment center testing, an eligibility list shall be established using
only assessment center scores. The eligibility list shall be certified to the Chief containing the
names of those qualified applicants who rank the highest on the list, up to a maximum of the
five highest ranking scores. If more than one vacancy is presentin the classification and is to
be filled concurrently, the name of the qualified applicant holding the next highest score will be
certified for each additional vacancy in addition to the names of those applicants receiving up
to the five highest landings. The Chief shall select from those applicants certified to him in
accordance with this subsection.

F. When an employee receives a promotion to a higher rank under this Section, he shall be on
probation in that new rank and may be removed therefrom at any time he demonstrates that
he is or will be unable to satisfactorily perform the requirements of the new rank during the first
one (1) year of work in his new rank. If so removed, the employee shall be returned to the last
previous rank classification he had permanently occupied prior to bidding for such rank.

G. Once a vacancy has occurred and, through the above process, a promotional list has been
established for that rank classification said promotional list shall remain in effect for a
maximum of twelve (12) months or unless exhausted. Promotions during the effective period
of the list shall be made from said list.

H. When an employee receives a promotion to a higher rank under provisions of this section and
was so assigned temporarily on a continuing basis before being promoted, he or she shall
receive seniority credit for that time towards his/her classification seniority when promoted on
a permanent basis, provided the promoted employee successfully completes his probationary
period as provided in Subparagraph F.

Section 5.8: Prior to each yearly shift cycle, Sergeants assigned to patrol shifts may designate their
preferred patrol shift. Individual preferences will generally be honored in seniority order except in
exigent circumstances, such as training schedule needs, performance problems, separation of family
members and cohabitants, turnover, etc. It is understood that moves based upon exigent
circumstances may result in one ormore senior Sergeants losing their preferred shifts, however, the
least senior Sergeant(s) will be moved whenever possible.

ARTICLE 6 - LEAVES OF ABSENCE

Section 6.1: Special Leaves of Absence. The Employer may grant special leaves of absence with or
without pay to an empbyee who has completed his probationary period, as follows:

A. Adepartment head may authorize an employee to be absent without pay for personal reasons
for a period or periods not to exceed ten (10) working days in any calendar year.

B. The City Manager may authorize special leaves of absence, with or without pay, for any period
or periods not to exceed three (3) calendar months in any one (1) calendar year for the
following purposes: attendance at college, university, business or trade school, for the
purpose of training in subjects related to the work of the employee and which will benefit the
employee and the City service; urgent personal business requiring employee's attention for an
extended period such as settling estates, liquidating a business, serving on a jury, and
attending Court as a witness; for purposes other than the above that are deemed beneficial to
the City service.
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C. The City Council, upon the recommendation of the City Manager, may grant leaves of
absence, with or without pay, in excess of the limitations above for the purpose of attending
extended courses of training at a recognized university or college and for other purposes that
are deemed beneficial to the City service.

Section 6.2: Sick Leave. Effective with the initial date of employment, every seniority employee shall
be granted eight (8) hours sick leave allowance for each completed calendar month of service from
which shall be subtracted any particular sick leave actually used since that date. Such sick leave
allowance may only be used by an employee when incapacitated to perform his duties due to sickness,
injury, when quarantined. If the injury is of a nature, as determined by a doctor, that the employee can
perform available work and if the Chief determines that work is available which the employee can
perform, as determined by a doctor, then the employee will report for said available work. Employees,
with prior approval, may use earned sick leave off in case of serious illness of an employee’s immediate
family. In the event of sick leave for such purpose, the Chief may require a certificate from a medical
doctor or other competent professional individual giving information as to the circumstances involved.
In the event of death in an employee's immediate family, sick leave may be used, upon approval of the
Chief, in addition to bereavement leave. The immediate family for this purpose shall be defined as in
Section 6.5. All foreseeable leaves for such purposes shall require specific prior approval of the
Department Head. Itis understood and agreed that sick leave will not be abused. A medical certificate
will not be required to substantiate a request for approval of sick leave for three (3) consecutive days or
less, unless the employee has been notified in writing about excess use or abuse of sick leave within
the previous twelve (12) month period. An employee will not receive a written notice unless he has first
been verbally cautioned by his supervisor on at least one occasion during the previous twelve (12)
month period. The continued excessive use or abuse of sick leave may be grounds for disciplinary
action. Sick leave usage shall be deducted from earned sick leave accrual to the nearest 1/10 of an
hour as shown on the employee time record.

A. Anemployee shall notify the Employer at the Employer's office prior to the start of the shift, or
as soon thereafter as the employee's circumstances will permit, if he is going to be absent.

B. Inorderto accumulate sick leave for any given month, the employee must actually work or be
on authorized paid leave, (excluding sick leave), vacation, Worker's Compensation, or holiday
for one hundred twenty (120) or more hours in said month.

C. Anemployee who makes a false claim for paid sick leave shall be subject to disciplinary action
or dismissal depending on the circumstances involved.

D. For employees promoted into this unit effective on or after January 1,2012, if the employee
retires and is eligible for immediate pension benefits pursuant to the Employer’s retirement
program, the employee shall be entitled to be paid up to four hundred eighty (480) hours of his
accumulated unused sick leave. For employees promoted into the unit before January 1,
2012, if an employee retires, and is eligible for immediate pension benefits pursuant to the
Employer’s retirement program, the employee shall be entitled to be paid fifty (50%) percent of
his accumulated unused sick leave credits, up to a maximum of fourteen hundred forty (1440)
hours accumulation. If an employee is discharged, is laid off, or quits, he shall not be entitled
to payment of any portion of this accumulated unused sick leave.

E. Paid time Off Program — The Union and Management agree to form a joint Labor
Management Committee to explore the development of a paid time off program to replace the
existing sick leave, personal time and vacation programs. The Committee is to make
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recommendations for the City of Jackson and the Union to consider during the first year of this
agreement.

Section 6.3:  Upon the request of the employee, the Employer will grant a leave of absence to
employees who become pregnant. The commencement of the leave and the date for return from such
leave will depend upon medical evidence and the type of work being performed by the employee. The
Employer may require any such employee to submit a medical certificate from a qualified physician
certifying that she is physically able to continue working before delivery or to return to work following
delivery. Failure to produce such satisfactory medical evidence will permit the Employer to require such
employee to take a leave of absence until a medical certificate is furnished showing physical ability to
perform the necessary work.

Section 6.4. Military leave shall be granted employees as follows:

Any employee who presents official orders requiring their attendance for a period of training or
other active duty as a member of the United States Armed Forces, including the Michigan National
Guard, shall be entitled to military leave for a period or periods not exceeding a total of fifteen (15)
calendar days in any one year. During such leave the Employer shall pay the difference, if any,
between regular City pay and military pay. This computation will not include military weekend pay.
Such leave of fifteen (15) calendar days shall also be granted to employees who are called to or
volunteer for extended active service with the United States Armed Forces. Military leave shall be
in addition to and may not be concurrent with authorized vacation leave.

Section 6.5: Employees shall receive the amount of pay they should have received on a regular eight
(8) hour straight time basis for time necessarily lost during their normal scheduled work week not to
exceed three (3) days to make arrangements for and attend the funeral of a member of their immediate
family. For the purposes of this Section, immediate family shall be defined as an employee's current
spouse, children, current step-children, parents, brother, sister, current parents-in-law, grandparents,
and grandchildren. The leave days above referred to shall end not later than the calendar day following
the day of the funeral and to be eligible for such pay the employee must notify the Employer as soon as
possible of the necessity for such absence, must attend the funeral and, if requested by the Employer,
must present reasonable proof of death, relationship and attendance.

Section 6.6: The Employer shall allow up to one hundred (100) hours of total paid release time each
year of this Agreement to unit members to attend to Police Officers Labor Council, Supervisory Unit
business. Request for use of such leave shall be granted so long as it does not conflict with the
operational needs of the department as determined by the Chief.

Section 6.7: An employee, who is summoned and reports for jury duty as prescribed by applicable law,
for each day on which he reports for or performs jury duty and on which he otherwise would have been
scheduled to work for the Employer, shall be paid the difference between what he receives from the
court as daily jury duty fees and what he would have earned from the Employer on that day on the basis
of eight (8) hours of work at his regular hourly rateof pay, provided that if such employee is excused
from jury duty during regular working hours, he promptly returns to work. The Employer's obligation to
pay an employee for jury duty as above provided is limited to a maximum of ninety (90) days in any
calendar year. If an employee, who is summoned for jury duty, is working the second or third shift, the
Employer shall attempt to transfer the employee to the day shift for the days said employee is on jury
duty.

A. Inorderto receive the payment referred to, an employee must give the Employer prior notice
that he has been summoned for jury duty and must furnish satisfactory evidence that he
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reported for or performed jury duty on the days and to the extent for which he claims such
payment, and produce satisfactory evidence as to the amount he was paid by the Court for
such jury duty. The provisions of this Section are not applicable to an employee who, without
being summoned, volunteers for jury duty.

Section 6.8: An employee who, because of iliness to himself, pregnancy or accident, other than iliness
or accident compensable under Michigan Workers Compensation Laws, is physically unable to report
for work may be given a leave of absence, upon the employee's request, of not to exceed one (1) year,
provided he promptly notifies the Employer of the necessity therefor and provided further that he
supplies the Employer with a certification from a qualified physician of the necessity for such absence.
The Employer may request additional medical certification at any time during said one (1) year period to
substantiate the necessity for continued leave;the costs will be paid for by the Employer. At no time
shall said leave exceed one (1) year unless an extension is approved by the Employer. If the employee
does not return to work or is not able to return to work after the one (1) yearleave, or extension thereof,
or does not retire, his employment and seniority shall terminate. The Employer shall not be responsible
for payment of any fringe benefits during the term of the leave.

Section 6.9 Family and Medical Leave. Full time employees areeligible to take leaves of absence
pursuant to the Family and Medical Leave Act of 1993 (FMLA) and the applicable City Personnel
Policy. The FMLA and the City Personnel Policy allow eligible employees to take unpaid leaves for
certain health and family related reasons for up to twelve work weeks without loss of Employer-paid
health benefits. Upon return from the FMLA leave, the employee will be restored to a comparable
position, in accordance with the act.

A. To be eligible, employees must have worked for the City for at least twelve months, including
at least 1250 hours during the twelve months immediately preceding the commencement of
the leave.

B. Eligible employees may use FMLA leaves for the birth of the employee’s child, to care for a
newly adopted child (during first 12 months of adoption placement) or an infant not yet 12
months old, to care for the employee’s spouse, child, or parent (as defined in the FMLA and
regulations) with a serious health condition, or while the employee is unable to work due to a
serious health condition.

C. In some circumstances involving serious health conditions, the FMLA leave may be used
intermittently.

D. Employees will be required to use all available leave time during a FMLA leave, as provided
below. Use of such paid leave time shall be concurrent with the twelve week FMLA benefit

period.

1. Health Related Leaves: except as provided in (3), below, in all cases involving the
employee's absence from work due to the employee's own, or a family member's serious
health condition, as defined by the Act and its Regulations, the employee shall be required
to use his unused sick leave credits. If the employee uses all his accrued sick leave while
absent or does not have any unused sick leave credits, the employee may then use all or
part of his accrued unused vacation time, at the employee's option, until the employee
returns to work. ' :

2. Parental Leaves: in all cases involving the employee's absence from work to care for an
infant or newly adopted child (i.e., not medically necessary), the employee will first use up
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to five (5) days of unused sick leave credits. If the absence continues beyond five (5)
days, the employee shall use his/her accumulated vacation days until all but forty (40)
hours are expended (or until the vacation bank is exhausted, at the employee's option) or
the employee returns to work.

3. Worker's Compensation Leaves: the Employer may simultaneously designate a health
leave resulting from a work related injury as a FMLA leave. In such cases, the employee
will not be required to use paid sick leave bank time because the Worker's Compensation
statute provides for alternate income replacement.

In the event the employee is shot or stabbed in the line of duty and/or sustains injuries
while enforcing local, state or federal law resulting in the employee being unable to work
for more than 72 hours, the Employer will not concurrently designate the Worker's
Compensation leave as covered by the FMLA until such time as the Worker's
Compensation leave exceeds six (6) calendar weeks.

E. Notice of leave must be submitted in writing 30 days in advance of the commencement of the
leave, or as soon as possible when 30 day notice is not possible. Appropriate documentation
to confirm the appropriateness of the leave, duration of the leave, and fitness to return to work
will be required. Family Leave Notice forms are available in the Personnel Department.

F. An employee has the right to initiate the FMLA process for qualifying illnesses/injuries. The
Employer may also initiate the FMLA process by provisionally declaring a leave to be covered
by the FMLA for an illness or injury that appears to qualify under the Act, subject to receipt of
appropriate medical documentation.

Additional information regarding FMLA leaves is available from the PersonnelDepartment.

ARTICLE 7 - HOURS

Section 7.1:

A. The normal work day shall consist of eight (8) hours per day. The normal work week shall
consist of forty (40) hours per week. However, it is understood and agreed that due to shift
changes in a given work week or work day an employee may work more that forty (40) hours
per week or eight (8) hours per day. ’

The normal work day and normal work week may be redefined for all or part of the unit by
mutual, written agreement at any time during the tem of the master agreement.

Sergeants working eight (8) hour shifts will generally be allowed a paid thirty (30) minute lunch
period and two (2) paid fifteen (15) minute breaks per shift. Sergeants working twelve (12)
hour shifts will generally be allowed a paid forty-five (45) minute lunch period and two (2) paid
fifteen (15) minute breaks per shift. However, the Chief/designee may determine that one (1)
hour unpaid lunch periods shall apply to Sergeants working a Monday through Friday, eight (8)
hour day shift, if appropriate for the assignment and consistent with past practice.

B. For exempt classifications the normal work day shall consist of an eight (8) hour work day not
including, but separated by, a one-hour unpaid lunch at the approximate mid-point of the work
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day. The normal work week shall consist of forty (40) hours per week, not including the unpaid
lunch breaks.

Section 7.2:

A. Forthe classification of Sergeant, time and one-half (1 % ) the employee's regular rate of pay
shall be paid for all hours worked in excess of eight (8) hours in any one (1) day unless said
work in excess of eight (8) hours is due to shift changes or unless the Chief, the Union and
Special Unit Employees have agreed to work hours in excess of eight (8) per day. The
employee, at his/her option, may elect to take his/her overtime as compensatory time provided
that he/she has not accumulated one hundred twenty (120) hours of compensatory time for
overtime worked. However, members of the bargaining unit may accumulate above the one
hundred twenty (120) hour compensatory time limit if the accumulations are the result of
holiday compensatory time accrual.

The City shall payoff all accumulated compensatory hours in excess of the one hundred
twenty (120) hour limit as of June 30 each year. Such payoff shall normally occur during July
of each year.

B. When the work to be performed on an overtime basis is a continuation of a specific job that
was being performed on a straight time basis immediately prior to the overtime period, it shall
be considered as unscheduled overtime and may, at the discretion of the Chief, be performed
by the employee or employees who were performing the specific job immediately prior to the
occurrence of the overtime period.

Section 7.3: When an employee is called in to perform work at a time other than for which he had
previously been scheduled, he shall receive not less than four (4) hours of pay at time and one-half
(1% ) his regular straight-time hourly rate, or shall be paid for actual time worked at time and one-half
(1'% ) his regular straight-time hourly rate, whichever is greater. This provision shall not apply to
employees who are called prior to their normal starting time and continue to work their regular shift
thereafter, or to call-ins for court or administrative hearings, obtaining warrants, or call-in for discipline.
Call-in pay shall not be paid more than once in any twelve (12) hour period. Employees called in to
work for training purposes at a time other than for which they had previously been scheduled shall
receive not less than two (2) hours of pay at time and one-half (1% ) their regular straight-time hourly
rate.

Section 7.4: ltis understood and agreed that the nature of the work performed and the responsibility to
the people of the community requires that under certain circumstances it will be necessary to require
employees to work overtime. Employees, who are required to work overtime and who refuse, shall be
subject to disciplinary action, unless they offer an excuse acceptable to the Employer.

For purposes of this section “scheduled overtime” is that overtime that is scheduled and made known to
the employee with at least forty-eight (48) hours of advance notice for which the employee will receive a
minimum of two hours of overtime compensation unless immediately preceding or following a regularly
scheduled shift.

“Unscheduled overtime” is that overtime that is scheduled or unscheduled for which less than 48 hours
notice is given to the employee. The employee will receive not less than four (4) hours of
compensation at the overtime rate or the actual time worked, whichever is greater. This provision will
not apply to overtime work immediately preceding or following a regularly scheduled shift.
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Section 7.5: Effective January 1, 1996, it is agreed that Lieutenants are and will be treated as exempt
employees under the Fair Labor Standards Act. As such they are expected to work in excess of the
normal work schedule when required, without further compensation except as listed below:

A. Whenever overtime is offered to unit members that is paid by a third party such as at the
racetrack or at football games.

B. Whenever a Lieutenant is assigned outside of the classification to fill in for another bargaining
unit member.

Section 7.6: Eight hours of “personal time” shall be awarded on a monthly basis for employees in
exempt classifications. Personal time will accrue at the specified rate for each month of the calendar
year not to exceed a maximum of twelve eight-hour days per year. Personal time may be used by
employees in the Lieutenant's classification for time off of work subject to prior approval by the Chief of
Police. Under no circumstances will employees be paid for accrued personal time. Under no
circumstances will employees be permitted to carry unused personal time from one calendar year to the
next. Accounting of personal time will be done by the police department and will not be considered a
component of the City payroll records. Lieutenants may be entitled to time off with pay as may be
arranged with the Chief.

ARTICLE 8 - WAGES

Section 8.1: The job classifications, rate ranges, and incremental steps applicable thereto are set forth
in Appendix A attached hereto and by this reference madea part hereof.

Section 8.2: When, as a result of performing his duties as a bargaining unit member, an employee is
subpoenaed to make a court appearance or appearance before an administrative agency during off-
duty hours, the employee shall be paid for aminimum of two (2) hours at time and one-half

(1% his regular hourly rate of pay or for the actual time necessarily spent at the court or before the
administrative agency at time and one-half (1% ) his regular hourly rate of pay, whichever is greater.
The two (2) hours guaranteed minimum provision shall not apply if the court appearance or appearance
before an administrative agency occurs as a continuation of the employee’s regular work shift. The
payment for time necessarily spent shall not include any lunch recess taken by the court or
administrative agency. As a condition of receiving such payment, the employee shall assign his court
or administrative agency appearance fee to the Employer.

Section 8.3: The uniform policy and allowance shall be the same as the POLC Non-Supervisory Unit,
with a maximum allotment of eight hundred five ($805.00) dollars. Special Unit employees and other
plainclothes employees as determined by the Chief shall be supplied plain clothes consisting of two
blazer-type or sportcoat-type jackets, two pair of slacks, two shirts and two ties. In addition, said
plainclothes employees may use the existing shoe replacement policy to obtain approved dress shoes
to be worn with the plain clothes. However, said plainclothes officers must maintain a serviceable pair
of uniform shoes. In addition hereto, the Employer hereby agrees to supply all required uniforms to the
uniformed personnel covered by this Agreement. The Employer will repair or replace items of personal
clothing of plainclothes employees covered by this Agreement which may be damaged in the course of
their duties with the Jackson Police Department, not to exceed one hundred fifty dollars ($150.00) per
incident. :
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ARTICLE 9 - HOLIDAYS

Section 9.1: The following days shall be recognized as holidays: New Year's Day, Martin Luther King
Day, President's Day (federally celebrated), Good Friday, Memorial Day, Independence Day, Labor
Day, Veteran's Day (November 11), Thanksgiving Day, day after Thanksgiving, Christmas Eve Day,
and Christmas Day.

Section 9.2:  To qualify for holiday pay under this Article, an employee must be a regular full-time
employee and must have worked all of the scheduled hours he was scheduled to work the last day he
was scheduled to work before the holiday and the next day he was scheduled to work following such
holiday, except in cases where the employee's absence on such day or days is due to the fact that such
day or days occur during his regularly scheduled vacation, or unless he presents an excuse acceptable
to the Employer.

Section 9.3: Effective on January 3, 2000, when an eligible employee works on any day celebrated as
one of the above specified holidays, he shall be credited with eight (8) hours compensatory time off.
When an employee is not scheduled to work and does not work, he shall be credited with eight (8)
hours compensatory time off. An employee, who is scheduled to work but is given the day off, shall
receive no compensatory time off. Effective upon ratification of the 1999 agreement, when an eligible
employee works on any day celebrated as one of the above specified holidays, he/she shall be paid
one and one-half (1 %) times his/her regular straight time hourly rate for all hours worked on the holiday
and in addition he/she shall be credited with holiday comp accrual equal to his/her regular shift, i.e.,
employees scheduled to work eight (8) hour shifts shall be credited with eight (8) hours of holiday comp
accrual and those employees normally scheduled to work twelve (12) hour shifts shall be credited with
twelve (12) hours of holiday comp accrual.

ARTICLE 10 - VACATIONS

Section 10.1: Employees, who have completed one (1) or more years of continuous service for the
Employer since their last hiring date, shall be eligible for vacation with pay in accordance with the
following schedule;

A. Anemployee who, as of the anniversary date of his employment, has completed one (1) but
less than five (5) years of continuous service with the Employer, since his last hiring date, shall
receive eighty (80) hours of vacation with pay.

B. Anemployee who, during the calendar year, will have completed five (5) but less than seven
(7) years of continuous service with the Employer, since his last hiring date, shall receive
ninety six (96) hours of vacation with pay.

C. Anemployee who, during the calendar year, will have completed seven (7) but less than ten
(10) years of continuous service with the Employer, since his last hiring date, shall receive one
hundred twenty (120) hours of vacdion with pay.

D. Anemployee who, during the calendar year, will have completed ten (10) but less than fifteen

(15) years of continuous service with the Employer, since his last hiring date, shall receive one
hundred forty-four (144) hours of vacation pay.
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E. An employee who, during the calendar year, will have completed fifteen (15) years but less
than twenty (20) years of continuous service with the Employer, since his last hiring date, shall
receive one hundred sixty (160) hours of vacation with pay

F. Anemployee who, during the calendar year, will have completed twenty (20) or more years of
continuous service with the Employer, since his last hiring date, shall receive two hundred
(200) hours of vacation with pay.

Section 10.2: Vacation credit shall accrue at the rate of one-half (1/2) of the employee's current annual
vacation leave for each six (6) months of continuous service, provided an employee shall be entitled to
accumulate not more than forty (40) hours in addition to his current annual vacation allowance, except
that an employee with seven (7) or more years of service shall be entitled to accumulate not more than
eighty (80) hours in addition to his current annual vacation allowance. Such leave may normally be
granted in periods of not less than forty (40) hours and not more than the maximum accumulation
allowed. Vacation leave will not be granted in excess of vacation credit earned by service prior to the
starting date of leave. Any legal or declared holiday falling within a vacation period shall not be counted
as a day of vacation leave. In order for any vacation leave to accrue in a calendar year as stated
above, the employee must also be physically present and work a minimum of one (1) regularly
scheduled duty day during that calendar year.

Section 10.3: A day of vacation pay as provided for in Section 10.1 above shall equal eight (8) hours
of pay at the employee's straight time rate of pay at the time the employee takes his vacation.

Section 10.4: The department head shall determine the number of employees who can be assigned
for vacation purposes at any one time, agreeing that an effort shall be made to schedule vacation leave
in accordance with manpower and work load requirements as determined by the department head.
Vacation leave shall be granted giving preference to the classification within a given assigned unit. In
the event two (2) or more employees in the same classification in the same assigned unit desire the
same vacation date, and it is determined by the department head that one or both employees cannot
be assigned for vacation purposes, the employee having the least amount of classification seniority
within the assigned unit shall select alternative dates for his vacation.

Section 10.5: If an employee with less than five (5) years service, who is otherwise eligible for vacation
with pay quits, or is discharged and is not reinstated on or after the anniversary date upon which he
qualified for such vacation with pay without having received the same, such employee will receive,
along with his final paycheck, the vacation pay for which he qualified as of such anniversary date. Ifan
employee quits or is discharged prior to the anniversary date upon which he would have qualified for a
vacation with pay, he will not be entitled to any portion of the vacation pay for which he would have
qualified on such anniversary date.

Section 10.6: In order for a separating employee, with five (5) or more years of service to receive a
vacation or a lump sum payoff for vacation in his/her final year of employment, said employee must
actually be physically present and work at least five hundred (500) hours during said year. If said
employees take their vacation during the year and leaves employment of the City without working the
required five hundred (500) hours, they shall have any vacation paid them deducted from their final
wages or other payoffs.

Effective for retirements on or after January 1, 2000, the employee will receive vacation or a lump sum
payoff for vacation accrued in his/her final year of employment if the employee was physically present
and worked at least the number of hours for which accrued vacation will be used or earned. Employees
retiring prior to working the full number of hours in their vacation bank during their last year shall be
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eligible for vacation or vacation lump sum payoff on a prorated basis (one hour of accrued vacation
used or paid for each hour present and worked).

Examples: 1) an employee accruing 200 hours of vacation on January 1 must work at least
200 hours to use that vacation or receive the lump sum pay-out; 2) an employee who works 80
hours after January 1 and retires will only be allowed 80 hours of the newly accrued vacation to
use or as a lump sum pay-out.

The minimum work hour restriction shall not apply to use of or pay-out for vacation carried over from the
previous year.

ARTICLE 11 - INSURANCE

Section 11.1: Current Employees. Effective July 1, 2012 each full-time employee shall be entitled to
participate in a high deductible health care and prescription drug plan provided by the Employer. The
Employer will provide eligible employees, their spouse and their eligible dependents with a BCN 5000
plus prescription drug plan or comparable plan and a CB PPO 5000-HRA plus prescription drug plan or
comparable plan. For single coverage with a $5000 deductible, the employee shall pay up to $500 of
the deductible and the City shall pay up to $4500 of the deductible. Fortwo person or family coverage
with a $10,000 deductible, the employee shall pay up to $1000 of the deductible and the City shall pay
up to $9000 of the deductible. The current opt-out credits will be Single - $1,500, Two persons - $1850,
and Family-$2200. Prescription drug co-pays shall be $10 generic/$20 preferred brand/$40 non-
preferred brand effective July 1, 2012,

Effective July 1, 2012, members shall pay twenty (20%) percent of the total annual cost (including
premiums or illustrative rates and employer payments for reimbursement of co-pays, deductibles, and
Employer payments into Health Savings Accounts, Flexible Spending Accounts or similar accounts use
for health care) for health care plans which include prescription drug, medical/surgical and
hospitalization plans.’

Section 11.2: Retiree Health Insurance. The provisions of this section apply to service, duty disability
and non-duty disability retirees whoretire after July 1, 2012. For all current employees hired into the
patrol bargaining unit before July 1, 2012, who are then promoted and who retire (not deferred) during
the term of this collective bargaining agreement, they shall pay fifty (50%) percent of the twenty (20%)
percent health insurance premium share (a fixed dollar amount). All employees hired before July 1,
2012 and who retire (not deferred) during the term of this contract will be offered a medical plan
(including prescription drugs) comparable to that offered to active employees. Optional dental and
vision coverage will be offered and will be fully paid for by the retiree. Employees eligible for retiree
health insurance who are sixty-five (65) years of age or older shall be covered under the City’s
Medicare Advantage Group Health Care Plan and may be offered optional dental and vision plans to be
fully paid for by the retiree. Such age 65-plus retiree shall pay fifty (50%) percent of the twenty (20%)
percent health insurance premium share (a fixed dollar amount) for health insurance (including
prescription drugs) or shall be offered $200 a month to purchase their own individual Medicare
coverage. The specified insurance coverage and Employer’s liability for the premium share shall cease
if the retired employee accepts employment with another employer who provides reasonably
comparable health insurance coverage or if the retired employee’s spouse is employed and that
employer provides health insurance coverage reasonably comparable to that specified above, even if
there is a cost to the retiree. A retired employee, who cease to be covered by the Employer's insurance
because of his/her employmentor his/her spouses’ employment and the resulting insurance coverage
may, upon termination of coverage elsewhere, re-enter the employer’s insurance coverage described in
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this section. [f a retiree who retires after the execution of this agreement and who is being provided
retiree health insurance by the Employer, should subsequently expire, the insurance coverage as
provided to his/her spouse and dependent children may be continued on a payroll deduction basis if the
spouse and/or dependent children are eligible to continue receiving pension benefits.

All employees hired into the Patrol bargaining unit on or after July 1, 2012, and then promoted shall
maintain whatever retiree health care benefit as stated in the Patrol collective bargaining agreement at
the time of promotion.

Section 11.4: Life Insurance. The Employeris entitled to select a provider for life insurance coverage
for members of this unit. The Employer will provide a life insurance policy with double indemnity
provisions for regular full-time employees at no cost to the employee. The insurance policy coverage
will match the employee’s base annual earnings. The Employer will likewise provide for payment of five
thousand ($5000) dollars accidental death benefit for any employee killed in the performance of his or
her duties with the City of Jackson

Section 11.5: Dental/Optical Reimbursement. Effective July 1, 2008, the Employer will reimburse
employees for proven dental and/or optical expenses, not to exceed seven hundred fifty ($750.00)
combined in any given contract year, for the employee, his/her spouse and dependent children. There
shall be no carry over of unused benefits from any contract year to another. [f the dental and/or optical
expenses are eligible for payment from another source, i.e., spouse's dental and/or optical plan,
insurance due to vehicle accident or similar type of coverage, that source shall be primary with the
payment by the Employer reimbursing only that portion not eligible for payment from the primary source.
Reimbursement Request Forms for dental and/or optical expenses shall require the employee's
certification that the coverage is not available from any other source.

Section 11.6: Cafeteria Plan. Employees are eligible to participate in any cafeteria benefit plans
offered by the Employer. Such plans are subject to change or cancellation at the Employer’s discretion
and/or when changes are precipitated by changes in law or benefit availability. Effective for the plan
year commencing July 1, 2004, employees who have comparable health insurance from a spouse's
employer or other source, and therefore are not participating in the City's group health plan, are eligible
for additional cafeteria spending credits for the plan year, asfollows:

Effective 07/01/09

Single Subscriber $1,390 $1,500
Two Persons 1,710 1,850 -
Full Family 2,030 2,200

Section 11.7;: Retiree Benefit in Lieu of Health Insurance. Any employee who retired (duty disability,
non-duty disability or service other than deferred) on or after April 16, 1993 and on or before June 30,
2004, who was currently covered by City-paid health insurance and who chooses to be covered by the
health insurance plan available through the employer of his/her spouse and/or another employer of the
retiree shall be paid one-half of the actual monthly cost of the retiree’s coverage through the City each
month providing:

A. The retiree submits, upon request of the Employer, proof of coverage by the employer of the
retiree’s spouse or through another employer of the retiree, and

B. The alternative coverage is deemed by the Employer to be reasonably comparable to its plan. '
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Any employee who retired on a regular service (not deferred) etirement on or after July 1,2004 and
before June 30, 2007 and any employee who was hired on or after July 1, 2007, who was covered by
City-paid health insurance immediately prior to retirement and has access to comparable health
insurance from a spouse's employer (other than the City) or other source, and therefore is not
participating in the City's retiree group health plan, upon satisfaction of Subsections A. and B. above, is
eligible to be paid the same amounts as are listed in Section 11.6, above.

Any employee who retired on a regular service (not deferred) retirement, and washired on or before
July 1, 2007 and retired after July 1, 2007, who was covered by City-paid health insurance immediately
prior and has access to comparable health insurance from a spouse’s employer (other than the City) or
other source, and therefore is able to discontinue participation in the City’s retiree group health plan
(i.e., is covered by City-paid insurance and is able to give it up), and ltems A and B, above, have been
satisfied is eligible to be paid the monthly benefit below in lieu of retiree health insurance, effective July
1, 2007:

1 person, pre-Medicare : $217.00
2 persons, pre-Medicare 480.47
family, pre-Medicare 588.73
1 person, Medicare - 238.19
1 person, pre-Medicare and 1 person Medicare 458.28
2 persons, Medicare 476.39

The 2007 rates will be increased annually beginning July 1, 2008 by the lesser of the amount of the
insurance premium increase or 5%.

The City of Jackson may offer retirees, who are eligible for City-paid Medicare supplemental insurance
and who do not have health insurance from another employer or through a spouse’s employer, an
alternative cash incentive to leave the City’s group supplemental coverage and purchase a Medicare
Advantage and/or a Medicare D Plan. The decision to offer such an incentive and the amount thereof
will be determined by the Employer and may change from year to year. If the incentive program is
offered, participation will be at the discretion of the eligible retiree. For the plan year commencing July
1, 2008, the stipend for each eligible retiree and spouse who are eligible for 100% City-paid insurance
will be $225/month for insurance and $100/month for prescription drug coverage.

The parties further agree that, in the event the retiree can document the loss of insurance coverage
through the alternative plan, the retiree shall have the right to re-enter the Employer’s health care plan,
at the same benefit level which was in effect at the time of the employee’s retirement.

Effective July 1, 2012, all current bargaining unit members, including members who have been
demoted due to financial reasons, shall be eligible upon retirement for the listed benefits in Section
11.7 of the collective bargaining agreement. All new bargaining unit members promoted after July 1,
2012 shall not be eligible upon retirement for the listed benefits inSection 11.7.

ARTICLE 12 - PENSION IMPROVEMENTS

Section 12.1: Effective January 1, 1987, an employee covered by the Agreement who is eligible for a
duty-disability pension as otherwise provided by Act 345 shall receive a pension to age fiftyfive (55)
calculated as sixty-six and two-thirds (66-2/3%) percent of average final compensation. Except as
altered by this collective bargaining Agreement and other agreements between the parties, the
retirement benefits received in accordance with Public Act 345 (Policemen and Firemen Retirement
Act) shall be as provided in Public Act 345.
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Section 12.2: Effective January 1, 1987, an employee covered by the Agreement who is eligible fora
non-duty disability pension as otherwise provided by Act 345 shall receive a pension to age fifty-five
(55) calculated at two and one-half percent (2%2%) of average final compensation multiplied by years of
service. Except as altered by this collective bargaining Agreement and other agreements between the
parties, the retirement benefits received in accordance with Public Act 345 (Policemen and Firemen
Retirement Act) shall be as provided in Public Act 345.

Section 12.3: For members of the unit the Employer will add an annuity withdrawal option to its Act
345 Pension System. If the employee elects to exercise such annuity withdrawal option at the time of
retirement, he or she will withdraw their employee contributions and interest thereon, and the
employee's annual or monthly pension benefit shall be reduced by the actuarial equivalent of the
amount withdrawn as calculated by the Employer's actuary, using the rate of assumed investment
return for immediate annuities as determined and published by the Pension Benefit Guarantee
Corporation (PBGC) in effect on the date of retirement. The election of the annuity withdrawal option
may not be rescinded once the pension becomes effective. This option will become effective for
employees who retire under the Act 345 Pension System on or after November 20, 1987.

Section 12.4: Members of the unit who retire under provisions of Act 345 Retirement System on or
after July 1, 1989, shall have their retirement benefit calculated on an average final compensation
based on the average of the highest annual compensation received by the member during a period of
three (3) consecutive years of service contained within his/her ten (10) years of service immediately
preceding his/her retirement or leaving service. If he/she has less than three (3) years of service, then
the average final compensation shall be calculated on the annual average compensation received
during his/her total years of service.

Section 12.5: Defined Contribution/Hybrid Pension Plans. All members of this bargaining unit are
members of the Act 345 Retirement System, except that effective January 1, 2012 any employee who
already is a member of a defined contribution or hybrid pension plan and who is promoted into this
bargaining unit on or after January 1, 2012 shall remain a member of a defined contribution or hybrid
pension plan. Employees who are promoted into this bargaining unit who have a defined benefit plan
shall continue in such plan. Members of the bargaining unit may also participate in a deferred
compensation plan.

Section 12.6: Effective after July 1, 1992, upon the death of an Act 345 disability retiree prior to the age
of 55, a pension benefit shall be paid to his or her surviving spouse equal to 50 percent of what would
have been the deceased employee's normal regular pension had the deceased employee taken a
normal retirement. Except as altered by this Collective Bargaining Agreement and other agreements
between the parties, the retirement benefits received in accordance with Act 345 of 1937 as last
amended shall be provided in said Act.

Section 12.7: Military Buyback. For any member wishing to retire as a service retiree with military
buyback must pay to the City the actual cost as determined by the City’s actuary of such military
buyback. If the employee upon retirement elects the Employee Contribution Withdrawal Option, the
employee contribution withdrawal shall be reduced by the amount paid by the employee for the military
buyback option excluding any interest earned. The amounts used for this computation will be
calculated by the Employer’s actuary using the rate of assumed investment return for immediate
annuities as determined and published by the Pension Benefit Guarantee Corporation (PBGC) in effect
on the date of retirement.

Section 12.8: Restrictions On Use of Military and Cadet Buyback. Members of the unit are not eligible
to purchase cadet time for retirement and pension service credit once they are promoted to the rank of
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Sergeant, unless such time was purchased in accordance with the terms of an earlier collective
bargaining agreement. Total buyback for cadet time is restricted to three (3) years for retirement and
pension purposes. When combined, total buyback of cadet and military time cannot exceed a total of
five (5) years. Employee contributions to purchase cadet time shall not be included in the employee
contribution withdrawal option, if elected. Prior service credit purchased for military and/or cadet
service shall be for Act 345 retirement and pension purposes only, and shall have no effect on
departmental seniority, vacation accrual or selection, shift selection, longevity step increases or other
similar matters.

Section 12.9: Pension Multiplier and Member Contribution. Members of the bargaining unit who retire
as service retirees on or after May 1, 2004 with over 25 years of service and up to 30 years of service
will be eligible for a pension benefit based upon a pension multiplier of 2.5% for all years of service.
Pension benefits for service in excess of 30 years will be based upon a multiplier of 1.0% per year.
Member contributions will be increased from 7.5% of wages to 8.74% of wages upon ratification of the
2003-2006 Agreement to fund this increased benefit.

Members of the bargaining unit who retire as service retirees on or after July 1, 2007 will have a 2.5%
pension multiplier used for service accrued through June 30, 2007, and a 2.9% multiplier used for
service accrued on and after July 1, 2007 for their first 25 years of service. Pension benefits for service
in excess of 25 years will be based upon a multiplier of 1.0% per year. Membercontributions will be
increased from 8.74% of wages to 1095% of wages, effective July 1, 2007.

Current bargaining unit members as of July 1, 2012 and employees who are promoted into the
bargaining unit who have only a defined benefit plan shall continue in such plan. Such members who
have only a defined benefit plan and who retire during the term of this agreement will have a 2.5%
pension multiplier for service accrued through June 30, 2007; and a 2.9% pension multiplier used for
service on or after July 1, 2007 for their first 25 years of service and 1% multiplier for each year in
excess of 25 years. Member contributions will be 10.95% for those who are only in the defined benefit
plan. Member contributions for those who are in a defined contribution or hybrid pension plan will
remain at the level they were at the time of promotion. Members of the bargaining unit may also
participate in a deferred compensation plan.

ARTICLE 13 - GENERAL

Section 13.1: The parties recognize the right of the Employer to promulgate reasonable work
rules/regulations and orders; however, none of the above shall be inconsistent with the terms and
conditions of this Labor Agreement.

Section 13.2: The Union shall be provided suitable bulletin board space at Police Headquarters for the
- posting of Union notices of the following type:

Notices of recreational and social events of the Union;

Notices of Union elections;

Notices of results of Union elections;

Notices of meetings of the Union; and

Such other notices as receive the prior approval of the Police Chief.

moow»>

Section 13.3: It is hereby agreed between the parties that in the event any person may maké a
complaint against any member of this unit with the Department, which requires investigation, the
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Employer will give notice of such complaint to the officer involved within fifteen (15) days after
completion of the investigation.

Section 13.4: In the event the Chief of Police has reason to believe an employee, as a result of

physical or mental illness or disease, is unable to perform his duties, a physical or mental examination

can be ordered. If the employee disagrees with the Employer's doctor's findings, the employee may
obtain, at his own expense, a physical or mental examination by a doctor of his own choice. Should
there be a conflict in the findings of the two doctors, then a third doctor, mutually satisfactory to the

Employer and the Union, shall give the employee a physical or mental examination. The fee charged

by the third doctor shall be paid by the Employer and his findings shall be binding on the employee,

Employer and the Union. If an employee is found to be medically able to perform his job, any sick leave

credits used as a result of this Section shall be reinstated. An employee determined to be physically or

mentally disabled as provided herein shall be placed on medical layoff and said employee shall be

entitled to make use of other leaves of absence provisions, including long-term disability provisions by

charter, and shall not suffer loss of seniority if unable to work under these conditions. It is further

understood that findings as provided by the medical panel do not limit employee's rights under the

Worker's Compensation Act.

Section 13.5: If, during the life of this Agreement, any of the provisions contained herein are held to be
invalid by operation of law or by any tribunal of competent jurisdiction or if compliance with or
enforcement of any provisions should be restrained by such tribunal pending a final determination as to
its validity, the remainder of this Agreement shall not be affected thereby. In the event any provision
herein contained is so rendered invalid, upon written request by either party hereto, the Employerand
the Union shall enter into collective bargaining for the purpose of negotiating a mutually satisfactory
replacement for such provisions.

Section 13.6: The Employer will provide for each employee such protective devices and equipment as
the Employer deems necessary for the safe performance of work.

Section 13.7; Wellness Incentive Program.

A. Effective January 1, 1990 and continuing through December 31, 2007, all employees
covered by this Agreement may takea physical agility test on an annual basis. Such test
will be offered twice during a calendar year. Test dates will be scheduled at a minimum of
six (6) months apart. Terms and remuneration for participating inthe program during the
final year will be as contained in Section 13.7 of the July 1, 2006 through June 30, 2007
Labor Agreement between the City of Jackson and the Command Officers Association of
Michigan, Jackson Division.

B. Effective January 1, 2008, all employees covered by this Agreement may participate in a
Wellness Incentive Program on an annual basis.

C. Employees who have an annual physical with their primary care physician on or before
March 31 each calendar year will be eligible for an incentive, as specified below. The
employee will provide proof to either the health coach or the Employer from the examining
physician that an annual physical was performed on a form acceptable to the Employer and
the Union.

D. Employees who participate in the designated health risk appraisal on or before April 30
each calendar year will be eligible for an incentive, as specified below. The employee will
be responsible to ensure that the following information is obtained from the physician and
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accurately entered into the health risk appraisal tool: the employee’s height, weight, blood
pressure and cholesterol level at the time of the employee’s last physical or other visit within
one calendar year of the health risk appraisal. The parties will desighate which health risk
appraisal tool(s) will be used for this program, and the approved tool may be amended from
time to time. The employee will authorize notification to the Employer that he has
participated in the health risk appraisal and has provided the health data from the physician,
but no specific employee health information from that appraisal is to be provided to the
Employer. The results of the health risk appraisal will be shared with the health coach (or
primary care physician, if applicable) if the employee participates in the coaching phase of
the program.

Upon completion of the health risk appraisal, the employee will meet with a health coach (or
primary care physician) to review the results of the appraisal within 30 days of receipt, but
no later than June 15 of that year. During the first coaching session, the employee will
designate which of his health risks he will try to reduce during the remainder of the calendar
year, and work with the health coach (or physician) to develop a plan to address that risk.
Two follow-up coaching sessions are recommended, but will not be required during the first
three years of this program. The employee will authorize notification by the health coach (or
primary care physician) to the Employer that he has participated in the health coaching
session(s), but such notification will not contain specific employee health information.
Employees who participate in the coaching session(s) will be eligible for an incentive, as
specified below. Proof of coaching participation must be submitted by November 15 each
year.

Employees will make a reasonable effort to comply with the wellness program established
with the health coach (or primary care physician) throughout the calendar year, but no proof
of actions taken to do so will be required during the first three years of this program.
Wellness plans may appropriately include education components applicable to the health
risk the employee chose to address, as well as other appropriate action items, so long as
the health coach approves each component. The employee’s efforts to comply with the
wellness plan, rather than achieving the desired health outcomes, are the goal of this phase
of the program.

Employees are encouraged to know about and participate in age and gender appropriate
preventive screenings at the recommended frequencies, in accordance with current
prevention standards (as defined and updated from time to time by the U.S. Preventive
Service Task Force), but will not be monitored on this goal during the first three years of the
program. The Employer will make this information available to employees.

The deadlines listed in Sections C, D and E may be adjusted to accommodate an employee
who becomes a member of the bargaining unit before June 30 for that calendar year, so
long as that employee did not participate that spring in the physical agility test established in
the labor agreement for the non-supervisory police unit.

Annual incentive payments will be based upon the following schedule and will be paid no
later than December 15. The employee is responsible to provide/authorize appropriate
proof of meeting each standard by the dates designated. No incentive payment will be
provided if the employee fails to provide proof of compliance with at least the first two
elements of the program. The incentive payment amounts take into consideration that the
employee may incur out of pocket costs to participate in this program. The cost of
analyzing the health risk appraisal shall be paid by the Employer.

23



1. Annual Physical $500
2. Health Risk Appraisal $200
3. 1-3 Coaching Sessions $300 ($200 for first; $50 each for second and third)

J. An employee who participated in this program during the calendar year, who retires on or
after July 1 and before incentive payments are made in December, will be paid the incentive
at retirement.

K. The Employer will furnish all employees covered by this Agreement at the Employer's
expense access to facilities to aid the employee in preparation for the physical agility test.
Employees will be provided a basic membership at the Y Center or other approved facility.
The employee must choose only one training facility not to exceed the cost of the basic
membership at the Y Center.

Section 13.8: The Employer agrees to furnish all employees covered by this Agreement, when such
costs are not covered by other programs, the full cost of tuition. This applies to either (1) approved
undergraduate programs of study and/or approved courses within an undergraduate degree or (2)
approved graduate programs and/or approved courses within the graduate degree.

An employee covered by this Agreement is entitled to receive reimbursement for either (1) or (2) above,
but not both. The employee is further restricted from reimbursement if the Employer has previously
reimbursed the employee for any other degree while covered by this or any other labor agreement
and/or if the employee is requesting reimbursement associated with a second similar degree (i.e.,
second bachelor's degree or second master's degree). Any such programs or courses must have
written approval of the Police Chief prior to taking such courses to be eligible for reimbursement. The
maximum dollar reimbursement for tuition shall be the per credit rate charged at Michigan State
University or the applicable conversion rate table; and in order to be eligible for reimbursement of
tuition, books and fees, the employee must successfully complete each undergraduate class with a
grade of "C" or better or its numerical equivalent. In a graduate program, the employee must
successfully complete each class with a grade of "C" or better or its numerical equivalent and remain in
"good academic standing” in the graduate program. It is the parties’ general expectation that
employees will continue to work for the Employer for two (2) years following reimbursement for any
degree-related work. The employee that voluntarily leaves his/her employment with the City shall be
responsible to refund any reimbursements received for tuition, books or fees received within the two (2)
years immediately preceding voluntary termination. The Employer may waive such reimbursement.

Section 13.9: All sworn Jackson Police Department personnel are obligated to report to work to their
assigned duty station at properly assigned times or receive an excuse for the absenteeism from their
immediate, available superior. In cases of natural disaster or extreme weather conditions, the
Department will make every reasonable effort within their resources to assist employees in meeting
their work obligations. However, an employee, who does not report for work at his assigned duty
station shall not be paid.

Section 13.10:  The parties acknowledge that during the negotiations, which resulted in this

Agreement, each had the unlimited right and opportunity to make demands and proposals with respect

to any subject or 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. Therefore, the Employer and the Union, for the life of this Agreement,
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each voluntarily and unqualifiedly waives the right, and each agrees that the other shall not be
obligated, to bargain collectively 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 bath of the parties at the time they negotiated or signed this
Agreement.

Section 13.11: No agreement or understanding contrary to this collective bargaining Agreement, nor
any alteration, variation, waiver or modification of any of the terms or conditions contained herein shall
be binding upon the parties hereto, unless such agreement, understanding, alteration, variation, waiver
or modification is executed in writing between the parties. Itis further understood and agreed that this
Agreement constitutes the sole, only and entire agreement between the parties hereto and cancels and
supersedes any other agreements, understandings, practices and arrangements heretofore existing,
including civil services rules and regulations and personnel policy and procedures which are
inconsistent with any term of this agreement.

Section 13.12: Residency. The parties mutually support the previously established requirement that
all members of this unit are to have become residents of an area no larger than 20 miles from the City
Limits of the Employer within 12 months of employment with the City and are to remain residents of that
area throughout the term of their employment. For purposes of this section, the term residency shall
mean to establish and occupy a dwelling within the described area and to maintain such dwelling as the
employee's primary residence at which the employee eats meals, receives mail, sleeps, maintains voter
registration, uses for his/her driver's license and tax address and at which he/she in all manners
maintains a normal residence.

Section 13.13: Parking. The City will provide members of the bargaining unit access to parking
during their regularly scheduled working hours without cost to the employee.
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ARTICLE 14 - DURATION OF AGREEMENT

THIS AGREEMENT shall become effective as of the date of its execution. This Agreement shall
remain in full force and effect until 12:01 AM on the first day of July 2015, and from year to year
thereafter unless either party hereto serves upon the other a written notice of desire to amend or
terminate this Agreement at least sixty (60) calendar days prior to the expiration date or sixty (60)
calendar days prior to the expiration of any subsequent automatic renewal period.

Executed this _ [J7 day of S4«%“"Y 2013, in Jackson, Michigan.

POLICE OFFICERS LABOR COUNCIL, CITY OF JACKSON
SUPERVISORY UNIT, JACKSON DIVISION

: /// ///%“ i\"‘?ﬁ e ﬁ%@[}%

JSgt. Adam Williams

ey &%«C@&%

/7 LrEmerHitt City Clerk
%g/ M//@é‘”’“\ ERTne % A/é'/c;%

Michael Woronko, POLC Labor Rep. " Director of Police and Fire Services

/279@4/7 HhunZey

City Manager

lo] 1 s

City/Couinty Director of Human Resources
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Class Pay
Grade Basis

APPENDIX A

POLICE OFFICERS LABOR COUNCIL, SUPERVISORY UNIT

Effective July 1, 2011 - 0%

85 Annual
Bi-
weekly
Hourly

87 Annual
Bi-
Weekly
Hourly

85 = Sergeant
87 = Lieutenant

SALARY
SCHEDULE
SCHEDULE Vi
BASE RATES LONGEVITY
(Step 1) (Step2) (Step 3) (Step 4) (Step 5) (Step 6) (1L) L)
Maximum 12 18
Minimum Next Next Next Next After Years Years
1st Year Year Year Year Year 5 Years Service* Service*
67,051 69,914 72,219 74,024
2,578.89 2,689.01 2,777.67 2,847.06
32.2361 33.6127 34,7209 35.5883
73,757 76,906 79,442 81,426
2,836.80 2,957.92 3,065.45 3,131.77
35.4600 36.9740 38.1932 39.1471

Adopted: August 14, 2012
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*Including one year at preceding rate.



APPENDIX A

POLICE OFFICERS LABOR COUNCIL, SUPERVISORY UNIT

SALARY
SCHEDULE
SCHEDULE VIl
BASE RATES
(Step 1) (Step2) (Step3) (Step 4) (Step 5) (Step 6)
Maximum
Class Pay Minimum Next Next Next Next After
Grade Basis 1st Year Year Year Year Year 5 Years
Effective July 1, 2012 - 0%
85 Annual 67,051 69,914
Bi-
weekly 2,5678.89 2,689.01
Hourly 32.2361 33.6127
87 Annual 73,757 76,906
Bi-
Weekly 2,836.80 2,957.92
Hourly 35.4600 36.9740

85 = Sergeant
87 = Lieutenant

Adopted: August 14, 2012
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LONGEVITY
(1L) (2L)
12 18
Years Years
Service* Service*

72,219 74,024

2,777.67
34,7208

2,847.06
35.5883

79,442 81,426

3,055.45
38.1932

3,131.77
39.1471

*Including one year at preceding rate.



APPENDIX A

POLICE OFFICERS LABOR COUNCIL, SUPERVISORY UNIT

SALARY
SCHEDULE
SCHEDULE Vi
BASE RATES LONGEVITY
(Step 1) (Step2) (Step 3) (Step 4) (Step 5) (Step 6) (1L) (2L)
. Maximum 12 18
Class Pay Minimum Next Next Next Next After Years Years
Grade Basis 1st Year Year Year Year Year 5 Years Service*  Service*
Effective July 1, 2013 - 2%
85 Annual 68,392 71,312 73,663 75,504
Bi-
weekly 2,630.46 2,742.78 2,833.21 2,904.02
Hourly 32.8808 34.2848 35.4151  36.3002
87 Annual 75,232 78,444 81,031 83,055
Bi- '
Weekly 2,893.54 3,017.08 3,116.57 3,194.00
Hourly 36.1693 37.7135 38.9571  39.9301
85 = Sergeant *Including one year at preceding rate.

87 = Lieutenant

Adopted: August 14, 2012
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APPENDIX A

POLICE OFFICERS LABOR COUNCIL, SUPERVISORY UNIT

SALARY
SCHEDULE
SCHEDULE VI
BASE RATES LONGEVITY
(Step 1) (Step2) (Step 3) (Step 4) (Step 5) (Step 6) (1L) (2L)
: Maximum 12 18
Class Pay Minimum Next Next Next Next After Years Years
Grade Basis 1st Year Year Year Year Year 5 Years Service*  Service*
Effective July 1, 2014 - 2%
85 Annual 69,760 72,739 75,137 77,015
Bi-
weekly 2,683.07 2,797.64 2,889.87 2,962.10
Hourly 33.5384 34.9704 36.1234 37.0262
87 Annual . 76,737 80,013 82,651 84,716
Bi-
Weekly 2,951.41 3,077.42 3,178.9 3,258.29
Hourly 36.8927 38.4678 39.7363 40.7287
85 = Sergeant *Including one year at preceding rate.

87 = Lieutenant

Adopted: August 14, 2012
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APPENDIX B

POLICE OFFICERS LABOR COUNCIL, SUPERVISORY UNIT
DRUG AND ALCOHOL TESTING POLICY

l. PURPOSE

A. The Police Department has a responsibility and an obligation to provide a safe work
environment by ensuring that employees are drug and alcoholfree.

B. The department and the employee may be liable for failing to address and ensure employees
can perform their duties without endangering themselves or the pubilic.

C. Thereis sufficient evidence to conclude that use of illegal drugs, drug dependence, and drug
abuse seriously impairs an employee's performance and general physical and mental health.
Similarly, there is evidence that employee performance and health can be seriously impacted
by alcohol abuse and that no employee should work while under the influence of alcohol. The
department has adopted this written policy to ensure an employee’s fithess for duty as a
condition of employment; to ensure drug and alcohol tests are ordered based on a
reasonable objective basis; and to inform the employee that testing is a condition of
employment,

[I. DEFINITIONS

A. Employee: All personnel employed by the Jackson Police Department, both sworn and
civilian.

B. Supervisor: Both sworn and civilian employees assigned to a position having day-to-day
responsibility for supervising subordinates, or responsible for commanding a work element.

C. Drug Test: A urinalysis or other test administered under approved conditions and procedures
to detect drugs and/or alcohol.

D. Reasonable Objective Basis:
1. An apparent state of facts and/or circumstances found to exist upon inquiry by the
supervisor, which would induce a reasonably intelligent and prudent person to believe

the employee was under the influence or using drugs/narcotics or under the influence of
alcohol. '

2. Areasonable ground for belief in the existence of facts or circumstances warranting an
order to submit to a drug and/or alcohol test.

. POLICY

A. Any statutory defined illegal use of drugs by an employee, whether at or outside police
employment is strictly prohibited.
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B.

C.

For the well-being and safety of all concerned, the manufacture, consumption, possession,
ingestion, or reporting for work under any influence of alcohol, illegal substances or illegal
drugs such as, but not limited to, marijuana, narcotics, stimulants, depressants,
hallucinogens, etc, is strictly prohibited; except as required in the lawful performance of their
duties as a member of the Jackson Police Department.

1. Such consumption, possession, ingestion or being under the influence shall not occur on
the City's time, premises, equipment, or job site in any way or at any other time or place
while in the course of employment.

An employee may possess and use a drug or controlled substance, providing such drugor
controlled substance is dispensed to said employee pursuant to a current valid medical
prescription in the employee’s name.

1. Should the employee's prescribing physician indicate that the known side effects of the
drug makes it dangerous for the employee to safely work, the employee shall notify the
Employer or supervisor.

IV. GENERAL

A.

Hearing.

Ifthe department has a reasonable suspicion to believe an employee has violated this policy,
the following procedure will apply:

1. Any employee suspected of violating this policy will be given an immediate hearing with
the following persons present:

a. Employee

b. Employee’s Union Representative, if applicable
c. Employee’s Supervisor

d. Chief of Police or designee

2. The facts forming the basis for the reasonable suspicion shall be disclosed to the
employee at this hearing and the employee shall, at the same time, be given the
opportunity to explain his/herbehavior or actions.

3. Ifitis determined by the Chief of Police that the reasonable suspicion is substantiated,
the employee will be placed on administrative leave pending the results of an appropriate
test.

4. Said employee shall be required to submit to an immediate blood and/or other
appropriate test to determine whether or not the employee is under the influence of
alcohol, a controlled substance or illegal drugs.

5. Such test shall be given pursuant to the procedure as outlined in Appendix B-1 or B-3
or prior arrangement at a site determined by the department.

6. The employee shall submit to such test and release of test results to the City; failure to
do so shall be presumption that the employee has violated the policy. The employee will
then be subject to disciplinary action.
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7. After the test has been given and the results known, the employee:

a.

b.

Will be put back to work with full pay for time lost, should the test resuilts be negative;
or

Shall be subject to discipline, including discharge, should the test results be positive.

B. All property belonging to the departmentis subject to inspection at any time without notice, as
there is no expectation of privacy.

1. Property includes, but is not limited to, police owned vehicles, desks, containers, files
and storage lockers.

2. Employees’ assigned lockers (that are locked by the employee) are also subject to
inspection by the employee’s supervisor after reasonable advance notice (unless waived
by the Chief of Police) and in the presence o the employee.

C. Police employees who have reasonable objective basis to believe that another employee is
illegally using drugs or narcotics, or is working under the influence of alcohol, shall report the
facts and circumstances immediately to their supervisor.

V. PROCEDURE

A. Drug Testing/Urinalysis

1.  Applicants

All applicants for employment shall be tested for drug or narcotic usage as a part of their
pre-employment medical examination. The testing procedure and safeguards set forth in
this order shall be followed by the examining physicians and others involved in the
testing procedure.

a.

Refusal to take the test, or test results reporting a presence of illegal drugs or
narcotics, or the use of non-prescription drugs, shall be the basis of discontinuing an
applicant in the selection process. Any use or possession that constitutes a felony
shall preclude any further consideration for employment.

Applicants found to be involved in the illegal sale, manufacture or distribution of any
narcotic/drug will be permanently rejected.

Applicants demonstrating addiction to any narcotic/drug will be permanently rejected.

Any improper use of any narcotic/drug by an applicant after application will be
grounds for permanent rejection.

After one year from the date of the above drug test, an applicant may reapply for
employment if use or possession did not constitute a felony. Applicants who
previously refused the test are not eligible for further consideration.

The results of drug tests on applicants shall be confidential and used for official
purposes only.
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2.

Current Employees of the Department

a. The Chief of Police may order a drug and/or alcohol test when there is a reasonable
objective basis to believe that an employee is impaired or incapable of performing
their assigned duties. The contents of any documentation shall be made available to
the employee.

b. Current employees may be ordered by the Chief of Police to take a drug and/or
alcohol test where:

(1) there is reasonable objective basis to support allegations involving the use,
possession or sale of drugs or narcotics; or

(2) there has been the use of deadly force involving an injury or death; or
(3) there has been serious injury to the employee.

c. A drug and/or alcohol test may be part of any routine physical examination. Such
physical examination may be required for promotion or specialized assignment, i.e.,
drug enforcement unit, evidence management, or an assignment that places the
employee in close proximity to drugs that may be abused.

d. Testresults reporting the presence of illegal drugs or narcotics or alcohol in excess
of those specified in Appendix B-2, or the use of prescription drugs without a
prescription or the abuse of any over-the-counter drug will be submitted as apartofa
written complaint by the supervisor, consistent with Item c. above, requesting
departmental action.

Current Sworn Employees Assigned to a Drug Enforcement Unit

Any employee assigned to a unit which has a primary responsibility for drug enforcement
shall be required (in addition to Item 2. above) to submit to periodic drug tests at the
discretion of the Chief of Police or designee.

a. Prior to accepting a drug enforcement assignment, an employee shall execute a
written agreement and release stating that he/she fully consents to any medical,
physical, psychiatric, psychological or other testing, including urine and/or blood tests
for drug or narcotic substances.

b. The Chief of Police shall select the date and time when each employee assigned will
be tested. The test may be administered randomly without advance notice.

The procedure for administering the urinalysis program is outlined in Appendix B-1 of this
policy.

Should an employee recognize himself to be substance dependent and asks the City of
Jackson for a leave of absence before being confronted by management through the
above procedure, he/she shall be granted accumulated vacation, sick or compensatory
time off while under the care of a City-recognized rehabilitation program. If such paid
time off is not available to the employee, he/she shall be granted a [eave of absence
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without pay for this purpose. He/she will be reinstated after the successful completion of
the program, but remain on probation for one (1) year during which time he/she must
remain substance-free and the employee will be subject to random unannounced testing.
Should he/she not complete the one (1) year rehabilitation, the individual will be
terminated on his dismissal or withdrawal from the program or violation of the program.

VI. RESPONSIBILITY

Failure to comply with the provisions of this policy may be used as grounds for disciplinary action.
Refusal by a police employee to take the required drug test or follow this policy will resuit in
immediate suspension from duty pending final disciplinary action.
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APPENDIX B-1

BLOOD AND/OR URINALYSIS PROCEDURES FOR DRUG TESTING

A. Obtaining Urine Samples

1.

The employee designated to give a sample must be positively identified prior to any sample
being obtained.

The room where the sample is obtained must be private and secure with documentation
maintained that the area has been searched and is free of any foreign substance. An
observer of the appropriate sex shall be present for direct observation to ensure the sample is
from the employee and was actually passed at the time noted on the record. Specimen
collection will occur in a medical setting and the procedures should not demean, embarrass,
or cause physical discomfort to the employee.

An interview with the employee prior to the test will serve to establish use of drugs currently
taken under medical supervision.

Specimen samples shall be sealed, labeled and checked against the identity of the employee
to ensure the results match the testee. Samples shall be stored in a secured and refrigerated
atmosphere until tested or delivered to the testing lab representative.

B. Processing Urine Samples

1.

The testing or processing phase shall consist of a two-step procedure:
a. Initial screening step; and
b. Confirmation step.

The urine sample is first tested using a screening procedure. A specimen testing positive will
undergo an additional confirmatory test. An initial positive report should not be considered
positive; rather, it should be classified as confirmation pending.

The confirmation procedure should be technologically different than the initial screening test.
In those cases where the second test confirms the presence of drugs or drugs in the sample,
the sample will be retained for six (6) months to allow further testing in case of dispute.

The testing method selected shall be capable of identifying marijuana, cocaine, and every
major drug abuse including heroin, amphetamines and barbiturates. Laboratories utilized for
testing will be certified as qualified to conduct urinalysis or drug testing.

The laboratory selected to conduct the analysis shall be certified by the US Department of
Health and Human Services' (DHHS)/Substance Abuse and Mental Health Services
Administration (SAMHSA) and any State of Michigan Agency that determines certification for
police employment. In addition, the laboratory selected shall use Smith-Kline Laboratories
security procedures or equivalent.

Any confirmatory test shall be dore by chromatograph/mass spectrometer.
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7. If the first test is positive, a confirming test shall be run by a second laboratory. Employees
who have participated in the drug test program where no drugs were found, shall receive a
letter stating that no illegal drugs were found. If the employee requests such, a copy of the
letter will be placed in the employee’s personnel file.

Chain of Evidence/Storage

1. Where a positive report is received, urine specimens shall be maintained under secured
storage for a period of not less than 60 days.

2. Each step in the collecting and processing of the urine specimens shall be documented to
establish procedural integrity and the chain of evidence.

Urinalysis Test Available

The following analytical methods for the detection of drugs in the urine are currently available and
may be used:

1.  Chromatographic Methods

a. TLC (Thin Layer Chromatography), recommended for initial step, or HPLC (High
Performance Thin Layer Chromatography).

b. GLC (Gas Liquid Chromatography).
c.  GC/MS (Gas Chromatography/Mass Spectrometry), recommended for confirmation step.
d. HPLC (High Pressure Liquid Chromatography).
2.  Immunological Methods
a. RIA (Radicimmunoassay).

b. EMIT (Enzyme Multiplied Immunoassay Technique), recommended for initial screening
step. :
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Drug/Metabolite

Amphetamines
Barbiturates
Cocaine Metabolites
Marijuana metabolites
Opiates - Codeine
Opiates - Morphine
Phencyclidine (PCP)
Benzodiazepines
Methaqualone
Methadone
Propoxyphere
Alcohol

APPENDIX B-2

1000 ng/ml
300 ng/ml
300 ng/ml
100 ng/ml
300 ng/ml
300 ng/ml

25 ng/ml
300 ng/ml
300 ng/ml
300 ng/ml
300 ng/ml
.02 BAC

Decision Level
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CGIMS

Confirmation -

500 ng/ml
200 ng/ml
150 ng/ml

15 ng/mi
300 ng/ml
300 ng/ml
25 ng/ml
200 ng/ml
200 ng/ml
200 ng/ml
200 ng/ml
.02 BAC



APPENDIX B-3
PROCEDURES FOR ALCOHOL TESTING

Initial alcohol screenings will be administered using a preliminary chemical breath analysis, taken by

a Class | Operator using an approved preliminary breath test device.

All initial alcohol positive results will be confirmed using an evidential breath alcohol test instrument
approved by the Michigan Department of State Police. Evidential breath alcohol tests shall be
conducted by a certified operator and all techniques and procedures shall by followed as prescribed

by the Michigan Department of State Police.
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