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PREAMBLE

This agreement entered into by the Town of Jaffrey, New Hampshire, hereinafter
referred to as the Town, and Local 3657 of the American Federation of State, County,
and Municipal Employees, Council 93, AFL-CIO, hereinafter referred to as the Union.

It is the purpose of this agreement to achieve and maintain harmonious relations
between the Town and the Union, to provide for the equitable and peaceful adjustment
of differences which may arise, and to establish standards of wages, hours and other
conditions of employment.

ARTICLE | - RECOGNITION

The Town hereby recognizes the Union as the exclusive bargaining agent for all regular
full-time and part-time patrol officers and sergeants for the purpose of collective
bargaining with respect to rates of pay, wages, hours of work and other conditions of

employment.

Excluded from this agreement are the positions of Chief, Lieutenant and all non-sworn
support staff such as but not limited to Secretary, Matron, etc.

ARTICLE 2 - MANAGEMENT RIGHTS

A. Except as otherwise expressly and specifically limited by the terms of this
Agreement, the Town shall maintain all its customary, usual and exclusive rights,
decision-making, prerogatives, functions, and authority connected with or in any way
incidental, to its responsibility to manage the affairs of the Town or any part of the Town.
The rights of employees in the bargaining unit and the Union herein are limited to those
specifically set forth in this Agreement, and the Town retains all prerogatives, functions,
and rights not specifically limited by the terms of this Agreement, including, but not
limited to the Town of Jaffrey Personnel Policy, and State and Federal law.

B. Without limitation, but by way of illustration, the exclusive prerogatives, functions,
and rights of the Town shall include the following:

1. Todirect and supervise all operations, functions and policies of the Town in
which the employees in the bargaining unit are employed.

2. To determine the need for a reduction or an increase in the work force and the
implementation of any decision with regards thereto.

3. To establish, revise, and implement standards for hiring, classification,
promotion, quality of work, safety, materials, uniforms, appearance, equipment,



methods, and procedures. It is jointly recognized that the Town must retain broad
authority to fulfill and implement its responsibilities and may do so by oral and written
work rules, existing or future not in conflict with the provisions of this agreement.

4. To implement new, and to revise or discharge, wholly or in part, old methods,
procedures, materials, equipment, facilities, and standards.

5. To assign and distribute work.
6. To assign shifts, workdays, hours of work, and work locations.

7. To determine the need for and the qualifications of new employees, transfers,
and promotions.

8. To discipline, suspend, demote or discharge employees.

9. To determine the need for additional educational courses, training programs, on-
the-job training, and to assign employees to such duties for periods to be determined
by the Town.

C. The exercise of any management prerogative, function, or right which is not
specifically modified by this Agreement is not subject to the grievance procedure, to
arbitration, or, as set forth above, to bargaining during the term of this Agreement.

ARTICLE 3 - EMPLOYEE RIGHTS

A. The Town and the Union agree not to discriminate against any employee covered by
this Agreement in conditions of employment in order to discourage or encourage
membership in the Union or to discriminate against any employee because the
employee has given testimony or taken part in a grievance procedure or proceeding of
the Union.

B. No employee shall, as a condition of employment, be required to become a member
of the Union. The Union agrees that it will not interfere with the rights of any or all non-
members employed by the Town.

C. The Town and the Union reaffirm and will maintain the policy not to discriminate
against any person because of age, sex, marital status, race, color, citizenship, national
origin, religion, or disability. All such claims under this Section shall be processed
through the grievance procedure herein before taking action with state or federal
agencies. This requirement shall not, however, restrict the filing of claims or compiaints.



ARTICLE 4 - MAINTENANCE OF MEMBERSHIP & DUES DEDUCTION

Each member of the bargaining unit who, on the effective date of this agreement, is a
member of the Union, and each employee who becomes a member of the bargaining
unit and the Union after that date shall continue his/her membership in the Union during
the duration of this Agreement; provided however, that an employee may at his/her
discretion and in writing, withdraw his/her membership from the Union anytime within
twenty (20) calendar days prior to the anniversary date thereafter. Should there be a
dispute between an employee and the Union over the matter of an employee's Union
membership, the Union agrees to hold the Town harmless in any such dispute.

The Union shall post notices on departmental bulletin boards thirty (30) calendar days
prior to the anniversary date.

Upon receipt of an individually written authorization by a Union member covered by this
Agreement and approved by the Union President the Town agrees to deduct from the
pay of each member so authorized the current Union dues as certified to the Town by
the Treasurer of the Union. Said deduction shall be made the first pay period in each
month provided, however, that if any employee has no check coming to him/her or if the
check is not large enough to satisfy the deduction, then and in that event no collection
will be made from said employee for that quarter. The Town shall send the amount so
deducted to the Treasurer of the Union. In no case will the Town attempt to collect fines
or assessments for the Union beyond the regular dues. Should there be a dispute
between an employee and the Union over the matter of deduction, the Union (and
members) agrees to defend and hold the Town harmless in any such dispute.

ARTICLE 5 - NO STRIKES

No employee covered by this Agreement shall engage in, induce or encourage any
strike, work stoppage, sick-in, sick-out, slowdown or any job action or activity which
interferes with the normal operation of the Town or the with-holding of services to the

Town of Jaffrey.

The Union agrees that neither it, nor any of its officers or agents, national or local, will
call, institute, authorize, participate in, sanction or ratify any activity referred to above,
and shall disavow any such activity and shall use all means to induce such employee or
group of employees to terminate such activity forthwith. It is understood that any
employee violating this Article shall be subject to disciplinary action up to and including
immediate discharge.



ARTICLE 6 - WORK RULES

The Town may prepare, issue and enforce work rules and safety regulations necessary
for the safe, orderly and efficient operation of the Department. If at all possible, there
will be a joint participation with Management to maximize cooperation and allow for
identification of potential problems prior to implementation.

ARTICLE 7 - DISCIPLINARY PROCEDURES

Disciplinary action will be for just cause and will normally be taken in the following order:
a. Verbal Warning
b. Written Warning
c. Suspension Without Pay
d. Discharge

However, the above sequence need not be followed if an infraction is sufficiently severe
to merit immediate suspension or discharge. Additionally, the Town reserves the right to
take disciplinary action in any manner or form consistent with the efficiency and safety
of operations and appropriate to the infraction involved.

Violation of any of these rules is justification for disciplinary action including discharge.
As a minimum all employees are expected to adhere to rules which include but are not
limited to all Jaffrey Police Department rules and regulations.

All suspensions and discharges must be stated in writing and the reason(s) stated and a
copy given to the employee(s) and the Union at the time disciplinary action is taken.

Personnel files will always contain and never purge any disciplinary actions or
commendations. In the event however, an employee covered by this agreement
requires disciplinary action as a result of an infraction of the rules and regulations of the
department:, the Chief of Police will in the spirit of compliance with those regulations
and in keeping with discipline as a final step in the constructive appraisal continuum
attempt to use a reasonableness standard whenever possible.

A minor infraction which was documented and where the employee received a written
reprimand should, in most cases, not be used to show a course of conduct where
sufficient time has lapsed and the employee has demonstrated a constant and proper
adherence to the rules.

Nothing in this provision should be construed to mitigate any violation of a serious
nature or any violation of any state or federal statute.



ARTICLE 8 - GRIEVANCE PROCEDURE

A. The purpose of this procedure is to provide an orderly method for the resolution of
grievances. A determined effort shall be made to settle any such differences at the
lowest possible level in the grievance procedure; and there shall be no suspension of
work or interference with the operations of the Town.

B. For the purpose of this Agreement, a grievance is defined as only those disputes
involving the interpretation, application or alleged violation of any provision of this
Agreement.  Grievances shall be processed in accordance with the following,
procedures within the stated time limits.

C. Any and all time limits specified in this grievance procedure may be waived by
mutual agreement of the parties. Failure by the employee to submit the grievance in
accordance with these time limits without such waiver shall constitute an abandonment
of the grievance. The employee and /or the Union may submit the grievance to the next
step in the procedure if the Town fails to reply within the specified time limits.

D. An individual member of the bargaining unit may present an oral grievance to the
Town without the intervention of the exclusive representative. Until a grievance is
reduced to writing, the Union shall be excluded from a hearing if the employee so
requests, but any resolution of the grievance shall not be inconsistent with the terms of
this agreement.

E. For the purposes of this article only, a working day is considered to be any normal
working day within the Monday-Friday workweek, excluding only town-recognized
holidays.

F. Steps in the Grievance Procedure:

Step 1: Any employee who has a grievance shall submit it first in writing on the
prescribed form, to the non-bargaining unit Supervisor or to the level at which the
decision was made giving rise to the grievance. A written grievance must be filed
within seven (7) working days of the event or the date on which the employee
first became aware or should have been aware of the event. The grievance
must: a) specify the person allegedly causing the time and place of the action
being grieved; b) the nature of the grievance; c) the language or section of this
Agreement which has allegedly been violated or misapplied; d) the specific injury
or loss which is claimed; e) the remedy sought. The non-unit Supervisor shall
hold a hearing within seven (7) working days of the receipt of the written
grievance and shall render a decision within seven (7) working days following the
date of the hearing.

Step 2: If the grievance is not resolved to the grievant's satisfaction at Step 1, a
written appeal may be filed within seven (7) working days of the Step 1 decision,
with the Department Head. All documentation presented at Step 1, along with
the Step 1 decision shall accompany the appeal to the Department Head. The



Department Head shall hold a hearing within seven (7) working days of the
receipt of the appeal from Step 1 and shall render a written decision within seven
(7) working days thereafter.

Step 3: If the decision of the Department Head does not resolve the grievance to
the satisfaction of the grievant, a written appeal may be filed within seven (7)
working days of the Step 2 decision with the Town Manager. All documentation
presented at both Step 1 and Step 2 shall accompany the appeal to the Town
Manager. The Town Manager shall, within seven (7) working days of receipt of
such appeal, hold a hearing on the matter with a written decision within seven (7)
working days following the hearing.

Extension of time for the filing, hearing or the rendering of decisions may be
extended by mutual consent of the Town and the aggrieved party. Time limits
above shall automatically be extended in time increments equal to time in which
the principals are unavailable to hear appeals due to iliness or vacation leave.

Step 4: If the decision of the Town Manager does not resolve the grievance, the
Union shall have the sole right to appeal that decision and the matter shall be
submitted to arbitration providing that the Union notify the Town of such request
within seven (7) working days following the issuance of the Step 3 decision. The
following procedure shall be used to secure the services of an arbitrator.

A) The parties will attempt to agree upon a mutually satisfactory third party to
serve as arbitrator. If no agreement is reached within seven (7) days
following the date the request for arbitration was received by the Town, the
Public Employees Labor Relations Board (PELRB) will be notified by either or
both parties and requested to submit a roster of persons qualified to function
as an arbitrator.

B) If the parties are unable to determine a mutually satisfactory arbitrator
from the submitted list within seven (7) working days, they shall request that a
second roster be prepared by the PELRB.

C) If the parties are unable to determine an acceptable arbitrator within
seven (7) working days of the receipt of the second roster, either party may
request that the PELRB select the name of an arbitrator who will hear the
pending appeal.

D) At the time of the arbitration hearing, neither party shall be permitted to
assert any ground or submit any evidence to the arbitrator which was not
previously disclosed to the other party.

E) The arbitrator shall be limited to the issues submitted and shall consider
nothing else. The arbitrator shall have no power to add to, delete from, or
modify, in any way, the provisions of this Agreement. The arbitrator may



award a "make whole" recommendation, but may apply no penalty
assessments.

F) The decision of the arbitrator shall be final and binding on all parties
involved.

G) The cost of arbitration services, including per diem expenses, if any, and
actual and necessary travel, subsistence expenses and the cost of the
hearing room shall be borne equally by the parties. Any other expenses shall
be paid by the party incurring same.

H) It is expressly understood that either party may initiate informal action with
the other to resolve the grievance prior to going to Step 4. This may take the
form of a pre-arbitration panel, the form and composition of which will be
determined by mutual consent of both parties.

The parties shall submit to each other and the arbitrator a list of all withesses
to be called in the event of an arbitration hearing no less than twenty-four (24)
hours in advance of the scheduled hearing date. Should the Town, for any
reason, decide to reconsider the grievance for any reason at the Step 4 level,
the Union shall be available for the proceedings. If agreed to by both parties,
written briefs may be substituted for formal hearings at any step in the
grievance process.

ARTICLE 9 - SAFETY AND HEALTH

The Town shall have the right to make regulations governing the safety and health of its
employees during their hours of employment. Employees shall comply with all safety
rules and regulations established by the Town. Representatives of the Town and the
Union shall meet as needed at the request of either party to discuss regulations and any
other concerns of either party including safety or health issues. The parties shall
endeavor to provide and maintain safe working conditions within mutually
acknowledged safety limitations connected with the work the employee does.

ARTICLE 10 - SENIORITY, APPOINTMENTS, PROMOTIONS, TRANSFERS

Accrual: For purposes of vacations and other benefits, an employee's seniority shall be
equal to the employee’s years of service or employment with the Town in a position
covered by this Agreement unbroken by any of the reasons for termination of seniority
specified below.

Ability to Perform Work: Ability to perform the job or work as used in this article means
the employee is capable of performing the work of the job in a satisfactory manner
subject to concurrence by the Chief of Police.



Termination of Seniority: Seniority for all purposes shall be terminated for any of the
following reasons:

A) Voluntary Quit.
B) Discharge for just cause.

C) Failure to report for work in accordance with the provisions of a recall
notice.

D) Absence from work without proper notice to the Town as proscribed
herein.

E) Failure to be recalled from layoff or return to work due to any non-
occupational connected illness or accident after the exhaustion of accrued
sick leave.

F) Retirement.

Employees Entering Bargaining Unit: All employees entering the bargaining unit
covered by this Agreement from any other department of the Town will serve a
probationary period of one year (365 days) and will be considered as new employees.

Seniority List: The Town shall establish and post a seniority list once each year in
January. The seniority list will contain both classification and department seniority for
each eligible employee. The employee with the greatest seniority shall be listed first.
Any objections to the seniority list, as posted or amended, must be reported to the Chief
of Police within fourteen (14) calendar days from the date of posting or amendment or it
shall stand as accepted and shall take full force and effect. The local Union

representative (town employee) shall inform AFSCME of any changes in the seniority
list.

Application of Seniority (layoff and recall): With respect to layoff and recall continuous
service will be applicable providing the employee is capable of performing the work in a
satisfactory manner. Employees shall be recalled in the reverse order in which they
were laid off. A person who is laid off shall maintain his seniority for twelve (12) months.

Employees who are eligible for recall shall be sent a recall notice by certified or
registered mail and the employee must notify the Chief of Police within three (3)
business days after receiving notice of recall of the employee's intention to return to
work. The Town shall be deemed to have fuffilled its obligation by mailing the recall
notice by registered mail, return receipt requested, to the mailing address provided by
the employee, it being the obligation and responsibility of the employee to provide the
Chief of Police with the employee’s latest mailing address. In any event, the employee
must return to work within ten (10) calendar days of the receipt of a recall notice.



Appointments, Promotions, and Transfers:

1. The Chief of Police, with the approval of the Town Manager reserves the right to
make all appointments, promotions and transfers.

2. Jobs to be filled through appointments, promotion or transfer shall be posted on
department bulletin boards in which the vacancy occurs for a period of five (5)
working days (excluding weekends and holidays).

3. Wherever possible, promotions within the bargaining unit shall be made from the
ranks of qualified regular full-time officers on the basis of performance, training,
experience, attitude, reliability, education, testing and assessment centers, and any
other factors as determined by the Chief of Police. In the event both candidates are
equal, seniority will prevail.

4. Job posting shall include job specifications (where applicable), rate of pay, job
location and also if it is a regular position.

5. The above procedure shall be followed in all department promotions and
transfers for full-time regular positions.

6. An employee who is selected for promotion or transfer to a higher level position
shall be placed in a probationary status not to exceed ninety (90) days, however
part-time employees promoted to full time shall be on probation until completion of
their full time recruit academy training or for one year, whichever is shorter. The
employee shall, during this time, be periodically evaluated to determine if the
employee is performing satisfactorily. If an employee is not found to be performing
the higher leve! duties satisfactorily, then the employee shall be reduced in status to
the same classification, pay grade, and/or pay step as the employee had previously
held prior to the promotion for as long as the position remains vacant.

7. Employees shall be evaluated by January 31%t of each year by their immediate
supervisor. In the event of good cause and with agreement between the Union and
the Chief of Police, an extension of 30 calendar days may be granted. This
evaluation shall serve both as a "service rating" and as a departmental measure of
the officers’ job performance. The rating supervisor shall provide the employee with
a copy of the evaluation as soon as practicable after the evaluation has been
reviewed by the Chief of Police. The rating supervisor and the employee shall then
meet to discuss the evaluation. This shall be a mutually agreed upon time providing
that the Department shall not incur any overtime expenses and no later than two (2)
weeks after review by the Chief of Police.

8. Evaluations shall be done by a rating supervisor who has observed the employee

for the previous six (6) months in a supervisory capacity. In the event this is not
possible, the evaluator shall note and take into account the observation period. If

10



available, the predecessor supervisor may assist the rating supervisor or conduct
the evaluation.

9. Employees rated as unsatisfactory (rating scale =1), or “needs improvement”
(rating scale = 2), per scoring definition in any category shall have the reason
explained to them in writing by the rating supervisor and a practicable means of
improvement discussed. The employees’ immediate supervisor shall then
periodically review the employees’ progress to ensure the employee is progressing
towards a satisfactory performance level. Employees receiving unsatisfactory in any
category may appeal to the next level supervisor for reconsideration. In the event
the employee feels the matter is still unresolved, the employee may then appeal to
the Chief of Police. The Chief's decision shall then be final and an employee’s
appeal shall be noted on the evaluation form.

Non-Application of Seniority Rights Within Classification: Seniority does not give
employees any preference for particular types of work within their job classification,
department, places of work or equipment.

Probationary Period: The first (12) twelve months of employment shall be considered a
trial period to permit the Town to determine a new employee's fithness and adaptability
for the work required. This article shall apply to all persons who are rehired after loss of
seniority. In the event that the person gained the position as the result of a promotion
the employee shall be governed by the provisions of this Agreement. During the initial
probationary period, the probationary employee may be disciplined at the sole discretion
of the Town and neither the reason nor the discharge may be the subject of a
grievance.

Part-time Officers appointed to full-time status who have completed the Department’s
field training program and have served an average of sixteen (16) hours of service per
month for a period of one year prior to said appointment will be subject to a probationary
period of six (6) months after the date of full-time appointment.

Part-time Officers appointed to full-time status who have completed the Department’s
field training program, obtained New Hampshire Police Officer Certification (for full-time
officers), and served an average of sixteen (16) hours of service per month for a period
of one year prior to said appointment will be subject to a probationary period of ninety
(90) days after the date of full-time appointment.

ARTICLE 11 - NORMAL WORKWEEK AND WORKDAY

Except as provided elsewhere in this Agreement, the normal work-week shall consist of
forty (40) hours per Departmental Calendar week and such additional time as may be
required, from time to time, in the judgment of the Town to serve the residents of the
Town. The normal workweek may consist of five (5) eight (8) hour workdays or four (4)
ten (10) hour workdays in a Departmental Calendar week. Emergency situations or

11



severe staffing shortages may require the temporary utilization of other day/hour
combinations.

To maintain part-time regular employment status, part-time Officers must accept the
Department’s available work hours in order to work an annual average of at least
sixteen (16) hours of service per month.

A labor/management committee may be established to work on weekly schedules and
rotations.

ARTICLE 12 — OVERTIME

Hours of work beyond the employee’s normal workweek of forty (40) hours shall be
considered as overtime. Overtime shall be based on the number of hours actually
worked, including vacation, workers’ compensation military leave, bereavement leave
and holidays. Sick, compensatory time, as well as non-paid leave, shall not be
considered as hours worked for purposes of overtime calculations. However, if an
~ employee is ordered in to work on his/her normal off duty hours, his/her rate of pay shall
be one and one-half times the employee’s regular rate of pay regardless of the hours
actually worked in that pay period. Also hours of work beyond eight (8) hours in one (1)
day, when working an eight hour shift shall be considered as overtime. Overtime shall
be paid at one and one-half the employee's regular straight time rate of pay.

When an officer is assigned the 10 hour midnight shift with 4 days on and 3 days off he
will not incur overtime unless he has worked more than 10 hrs. consecutively. All other
parameters will remain as contracted. This rotation will be referred to as a 4 and 3. It will
only be offered to one employee at a time. This rotation does not create a precedent.

Court Duty: Officers attending Court on official departmental business as witnesses
during off-duty hours shall receive compensation from the Town at a rate equal to one
and one-half times their regular hourly pay for each hour of actual service with a four (4)
hour minimum as stated in Article 13, Call Back. Mileage shall be paid for court duty
per state statute.

Extra work in period of overtime should be equalized among the employees engaged in
similar work, as far as practicable.

In lieu of cash overtime pay, employees may elect to accrue overtime hours worked for
compensatory time off, at the rate of one and one-half hours for each overtime hour
worked. The maximum number of hours that may be accrued for compensatory time off
is 60 hours for 40 hours of actual overtime worked. When the employee requests the
use of accrued compensatory time, the approval shall follow the same procedure as that
for vacation time in Article 17. Upon termination of employment for any reason, and with
receipt of documentation (above), an employee shall be paid for unused compensatory
time, up to 60 hours for 40 hours of actual overtime worked, at the final regular rate
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received by such employee, or the average regular rate received during the last three
years of employment, whichever is higher.

ARTICLE 13 - CALL - BACK PAY

Regular and part-time employees, who are called back to work after the conclusion of
their regular work day or during their scheduled day off, shall be paid a minimum of four
(4) hours of service at the employee's current rate of pay. If the need for services is
less than four (4) hours, the employee will be guaranteed four (4) hours pay. If the
employee is required to be called back more than once during a single four (4) hour
period, the employee shall only be compensated for one call back period.

For the purposes of Call Back, court and any other call back will be considered a four
(4) hour minimum. Staff meetings and Patrol meetings will not be considered Call Back
and are therefore not eligible for the four (4) hour minimum.

This section does not apply to scheduled overtime, times annexed to the beginning of
the work shift, or to hold-over time annexed to the end of the work shift.

Employees, who are scheduled to appear in court outside their normal work day or work
hours, shall receive the following compensation when the hearing or trial is cancelled:

1. Cancellation notice of eight hours or more — no compensation;

2. Cancellation notice of less than eight hours but more than four hours — 2 hours of
pay at time and one-half;

3. Cancellation notice of four hours or less — 4 hours of pay at time and one-half.

Cancellation notice time is based on the time the notice is delivered, made verbally or
sent electronically, not the time a voice message, text message, mail, or email is
listened to or read.

Notification shall generally be made either in person, or by leaving a message on the
preferred phone number as designated by the employee and so noted on the
Department call list.

ARTICLE 14 - OUTSIDE WORK DETAILS

Employees assigned to outside work details shall be paid at an hourly rate of one and
one-half times the regular rate of pay for the Sergeant Il position. Until the Sergeant II
position is paid at the base rate above $42.13 per hour, the outside work detail rate
shall be one and one-half times $42.13, the 2021 Lieutenant base pay rate. Outside
work details, Town details, or School details may be determined to be of critical nature
and must be filled in the interest of public safety. Officers can be ordered to work details
if they are deemed to be of a critical nature by the Chief. Outside work details will
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require a four (4) hour minimum at the current detail rate. A Town or School detail will
require a two (2) hour minimum at the current detail rate.

Employees scheduled for an in-town or out-of-town detail shall receive the following
compensation when a detail is canceled:

1. Cancellation notice of less than three (3) hours for weather-related cancellations
equals four (4) hours of detail pay. Cancellation notice for non-weather-related
reasons not made by 4:30 PM the prior business day equals four (4) hours of
detail pay.

Compensation resulting from outside work details shall be paid to the Officer in the next
pay period following said service. In addition to the base rates noted above, the Town
shall charge an additional sum to offset administrative charges incurred by the Town
included, but not limited to: worker's compensation, retirement, unemployment, etc.

All full-time bargaining unit members will have the right of first refusal on any details. In
the event that no full-time unit member takes a detail, then part-time bargaining unit
members will be used to fill said details. In the event that no part-time unit member
takes a detail, then non-bargaining unit members may be used to fill said details at the
discretion of the Town. Non-bargaining members and bargaining unit members will
share equally in the scheduling and assignment of Federal and State highway grants.

Officers electing to work outside details may not accept subsequent details which would
conflict in terms of time with the originally selected detail.

The hours worked during outside work details shall not be considered as time worked
and therefore not considered when calculating overtime.

ARTICLE 15 - WAGES
l. See Appendix A for wage schedule breakdown.

Note: All time periods refer to date of hire. Wages for a patrol officer assigned to
detective status shall correspond to the officer's years of continuous service as noted
above.

The incumbent detective shall be grandfathered, and, any officer who has achieved
Master Patrol status who is appointed to the position of Detective shall receive 2%
above the Master Patrol rate.

Wage increases will be as follows for the term of this contract:

1/1/2024: All grades and steps in the pay scale shall be increased four percent (4%)
above 2023 levels.
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1/1/2025: All grades and steps in the pay scale shall be increased above the 2024
levels in accordance with the following COLA calculation: COLA shall be determined
by the ten (10) year average of the CPI-U for the New England division all items index
as calculated by the Bureau of Labor Statistics of the U.S. Department of Labor for the
most recent calendar year preceding the July 1st adjustment. BLS'’s calendar year for
index is November to November basis. The reference is December 2017 equals 100
base until BLS updates the reference base at which time the parties agree to adopt
the official reference base as used by BLS. This percentage will be rounded up to the
next tenths i.e. 2.72% will be rounded up to 2.8%. Further, such an increase will be a
minimum of two percent (2%) and a maximum of five percent (5%).

During the first pay period of August 2025, all officers will receive a one-time stipend
equal to one percent (1%) of their total gross pay obtained from July 1, 2024 through
June 30, 2025.

Wage adjustments are to be implemented in the following manner:

1) Adjustment to base pay for 2024 shall commence on the payroll including the
date of January 1, 2024.
2) Adjustment to base pay for 2025 shall commence on the payroll including the

date of January 1, 2025.

Note: Part time officers shall receive no other benefits except as otherwise specifically
provided for herein or required by law. Time in grade above refers to service to the
Town of Jaffrey. In the case of an external hiring of a certified and experienced officer,
the Chief of Police shall have discretion within the above schedule for placement of the
new hire. In this case, no probationary patrol officer shall be placed a position higher
than the current Patrol |l classification.

Step Progression (Patrol Officer, Sergeant, Part-Time) - Employees who are

eligible for a step adjustment at the anniversary dates as set forth in Appendix A
shall receive said adjustment upon recommendation by the Chief of Police after a
review of an employee’s job performance in accordance with the attached
evaluation form.** Any employee whose attains a minimum average overall
rating of 2.8 “Meets Standards” shall receive a recommendation from the Chief of
Police for a step adjustment for that review period. If a 2.8 average overall rating
is not achieved, the step adjustment will be delayed six months at which time a
mid-year evaluation will be completed by the employee’s supervisor. If a 2.8
rating is achieved for the mid-year evaluation, the Chief of Police will recommend
the employee receive their step increase at that time. Any officer may request an
interim evaluation in July of any year.

** The evaluation form in place as of 1/1/2024 (see attached) shall continue to be
used. The Town has the management right to make changes to the evaluation
form. Upon notification to the Union, the new evaluation form would not be
effective until the next evaluation cycle.
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Master Patrol Officer Designation - Master Patrol Officer is a status that
designates an officer who upholds the Jaffrey Police Department’s core values,
demonstrates a high level of professionalism and expertise, is hard working,
consistently productive, and a leader amongst their peers. The Master Patrol
Officer position is not a promotion as it does not involve and independent
supervisory duties.

. Eligibility for testing

1. Years of Service: Officers having, or who will have had, a minimum of five (5)
years (60 months) continuous full-time law enforcement experience with the
Town of Jaffrey for uncertified officers or five (5) years {(60) months} continuous
full-time law enforcement experience with three (3) years with the Town of Jaffrey
for certified officers by the end of the calendar year in which the test is given will
be eligible to take the test if they meet performance expectations detailed below.
(Example: For the test given in June of 2024, any officer that will reach the 5-year
threshold during the year of 2024 will be eligible to take the 2024 test.) (The
provision for service to the Town of Jaffrey is applicable to personnel hired after
January 1, 2024)

2. Performance Expectation: Two (2) consecutive annual performance
evaluations each with minimum total average scores of 3.125 for the two years
immediately prior to the test date are required. A mid-year evaluation also needs
to be completed for the six-month period of time immediately prior to the test with
a minimum score of 3.125.

3. Notice of Intent: It will be the responsibility of the qualifying officer to notify the
Chief of Police, in writing, of that officer's approaching eligibility for the status of
Master Patrol Officer | and the officer’s intention to test for that change in status.
This notification must be completed by November of the year PRIOR to the year
of eligibility in order that appropriate budget adjustments can be requested.

. Testing Process

. The written test will be administered in July of each year. Written Examination

requires 70% score to pass.

The written examination will be a proficiency exam either developed by
administrative staff internally or by use of an approved professional testing
service. The exam will consist of job-related questions involving but not limited to
Constitutional Law, Criminal Law, Criminal Procedure, Motor Vehicle Law, Jaffrey
Town Ordinances, Jaffrey Police General Orders, Policies and Procedures, and
basic Supervisory and Leadership questions. A list of study materials will be
provided to the applicant 60 days in advance of the test. The exam shall ensure

job relatedness and fairness to all.
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2. Physical fitness test (Pass/Fail)

The applicant must successfully complete a physical fitness test of sit ups, push-
ups, bench press and the 1 %2 mile run at the 50t % of the Cooper Standards.
The test is pass or fail and there is no re-test.

3. Administrative Review (Pass/Fail)

The Chief and/or the Lieutenant will conduct an administrative review of the
applicants personnel file to include commendations, complaints, and
performance evaluations. A focus will be put on the last two performance
evaluations prior to the test to ensure that the 3.125 minimum score requirement
is being met. The applicant’s performance for the period of time between the last
annual evaluation and the written test date will also be considered. A mid-year
performance evaluation (January — June) will be completed by the applicants
Sergeant, utilizing the same annual evaluation form. A minimum score of 3.125
must be attained. If an applicant fails the administrative review for any reason
other than not attaining the 3.125 standard, a written explanation of the failure
will be provided to that person. '

4. Maintaining Master Patrol Officer Status

1. Master Patrol Officer Status is not permanent based on a one-time testing
process. Standards must be maintained.

2. An administrative review of each Master Patrol Officer's personnel file will be
conducted each year by February 1%t after annual performance evaluations
have been completed. A minimum total average performance evaluation
score of 3.125 must be obtained to remain in the Master Patrol Officer
Program. If a score is below a 3.125 the Master Patrol Officer Status will be
revoked and the officer’s pay rate will revert to the step the officer would
qualify for based on Jaffrey years of service. If a 3.125 rating is achieved for
the mid-year evaluation, the Chief of Police will recommend the employee
receive their Master Patrol Officer Status returned. The officer will not be
required to take the written or physical fitness test again.

V. Any dispute over an evaluation may be grieved by the Union to the Town
Manager.

** The evaluation form in place as of 1/1/2024 (see attached) shall continue to be used.
The Town has the management right to make changes to the evaluation form. Upon
notification to the Union, the new evaluation form would not be effective until the next
evaluation cycle.
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ARTICLE 16 - HOLIDAYS

All regular full time employees covered by this agreement shall be paid for the following
named holidays:

New Year’'s Day (Jan. 1) Civil Rights Day (3rd Mon/Jan)
Presidents Day (3rd Mon/Feb) Memorial Day (Last Mon/May)
Independence Day (July 4th) Labor Day (1st Mon/Sept)
Columbus Day Veteran's Day (Nov 11th)
Thanksgiving Day (4th Thurs./ Christmas (Dec 25th)

Nov. and the day after.)

An employee may take an actual day off if it falls within the employee’s regularly
scheduled workweek with the approval of the Chief. Officers working on the above
dates shall be eligible for holiday pay at the rate of time and one half over and above
their regular straight time rate of pay. Holiday pay shall not exceed a maximum of eight
(8) hours per holiday for officers assigned to an eight (8) hour shift or ten (10) hours per
holiday for officers assigned to a ten (10) hour shift. Should the holiday fall on the
employee’s regular day off, that employee shall be entitled to holiday pay equal to eight
(8) hours of straight time pay at that employees’ regular rate.

Part-time employees working on a holiday shall be paid double time and one half from
their normal rate of pay.

ARTICLE 17 — VACATIONS

Regular full time employees shall accrue and be allowed to use paid vacation time in
accordance with the following schedule:

Years of Employment Monthly Accrual Hours per Year

0 thru completion of 12 months 3.3 hrs/month 40 hours (1 week)

13 thru completion of 60 months 6.6 hrs/month 80 hours (2 weeks)
61 thru completion of 120 months  10.0 hrs/month 120 hours (3 weeks)
120 thru 180 months 13.3 hrs/month 160 hours (4 weeks)
180+ months 16.6 hrs/month 200 hours (5 weeks)

(Note - a week of vacation is equal to five working days.)

The Chief of Police may grant use of unearned or accrued vacation leave to employees
of good standing up to a maximum of that Officer's annual accrual. This may be done
with the understanding, that should the Officer voluntarily terminate their employment
with the Town prior to actual accrual, the employee agrees to allow the Town to deduct
said amount from their final severance check.

Probationary employees may accrue but will not be permitted to utilize vacation leave
according to the schedule above. Probationary employees hired after the 20th of the
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month will not earn vacation leave for that initial month. No employee may carry over
any more than forty (40) hours of vacation time from one calendar year to the next or
otherwise by special written exception from the Town Manager. Holidays occurring
during approved vacation leave shall not be charged against the employee’s vacation
usage.

Vacation Procedure - The Chief of Police will determine the annual vacation schedule
taking into consideration the best interest of the Town and the particular needs of the
Department as well as the desires of the individual employee. Vacation schedules will
be the responsibility of the Chief of Police. All members of the bargaining unit must
submit to the Chief of Police their vacation requests which are for a period of five days
or more no later than April 15t of each year in which the leave is requested. Prior to this
date, employees may make written application to the Chief of Police for vacation time
off. In the event that more employees apply for the same period of time off than can be
spared as determined by the Chief of Police, approval will be granted on the basis of the
date that the leave request was submitted for approval. Each employee shall be given
a written response to his/her leave request. Approved vacation time off will not
thereafter be canceled or changed without the mutual consent of the Town and the
employee.

An employee, who desires vacation pay before going on vacation, will notify the
Department Head at least ten (10) days prior to the employee'’s last working day.

If the employee wishes to carry over forty (40) hours to the following year, s/he may do
so with written authorization from the Town Manager. No more than forty (40) hours will
be carried over to the following year. At the end of a calendar year, the Town will
compensate the employee at his/her regular rate for any unused vacation time above
forty (40) hours, if forty (40) hours are carried over, or for all accrued vacation time if the
employee chooses not to carry over any vacation time.

Upon termination of employment with the Town, the employee shall receive full
compensation for all unused accumulated annual leave. Said leave shall be paid at the
employee’s regular straight time base rate of pay at the time of termination. Unused
vacation, in the event of an employee’s death, shall be paid to that employee’s estate.

Any bargaining unit member who does not use any sick leave in a quarter (Jan-Mar,
Apr-June, July-Sept, Oct.-Dec) earns four hours vacation time. Hours will be added by
the town at the end of each quarter if applicable. All rules governing Article 17,
Vacations, shall apply to said hours.

ARTICLE 18 - SICK LEAVE

Sick leave is considered to be an emergency fringe benefit used only as needed. All
regular full-time employees shall accrue sick leave at the rate of one (1) day for each
completed month of service from the date of probationary appointment. For the
purpose of this section, one (1) day shall equal eight (8) hours. Employees hired after
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the 20th of the month will not accrue sick leave for that month. Sick leave may accrue
to a maximum of ninety (90) days.

Employees shall be entitled to sick leave from the date of probationary appointment.
Time lost by reason of leave of absence without pay, or time otherwise not worked or
paid for shall not be considered in computing earned allowances of leave.

In order to be paid for sick leave an employee must notify the Chief of Police (or in the
event the Chief of Police is not working, the on-call supervisor), of the employee’s
absence at least one (1) hour before the start of the regular work day, unless physically
unable. A specific reason for the absence must be stated to the supervisor who is
notified. Failure to do so will result in the forfeiture of sick leave pay. Absences to care
for sick or injured members of the employee’s immediate family are eligible; but, for no
more than 2 days. The immediate family includes any member of the employee’s family
living in the same residence as the employee.

lliness for which sick leave is warranted is defined as actual personal illness or bodily
injury. The Town reserves the right to request a doctor's statement for any time lost due
to iliness (if requested for absences for two (2) days or less, Town will pay for a doctor’s
leave slip to be obtained from physician of Town's choice). An employee returning from
sick leave for three (3) consecutive workdays or more must provide a doctor's statement
certifying that the employee's health is good enough to return to his/her normal duties.

Sick leave will be paid at the employee's base rate of pay. Accrued sick leave shall be
canceled upon termination of employment with the Town with no compensation value,
except as described below when an officer retires from employment. Officers absent
from work due to work related (worker's compensation) injuries shall not have such
absence subtracted from their personal sick leave accruals.

Upon completion of ten consecutive years of employment as a police officer with the
Town of Jaffrey and upon the officer's formal retirement through application to the NH
Retirement System, which the officer shall demonstrate to the Town, the Town shall
make payment to the officer in the officer’s final pay period an amount equal to 75% of
the officer’s sick leave balance at the officer's regular rate of pay.

ARTICLE 19 — ARTICLE INTENTIONALLY LEFT BLANK

ARTICLE 20 - BEREAVEMENT LEAVE

Bereavement leave with pay shall be granted when a death occurs in a regular full-time
employee's immediate family (spouse, parent, child, brother, sister, mother-in-law,
father-in-law, sister-in-law, brother-in-law, grandparent, grandchild, step-parent, or a
blood relative or ward residing in the same house). Such leave will be granted up to a
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period of five (5) consecutive work days if assigned to a 5-day x 8-hour shift or (4)
consecutive days if assigned to a 4-day x 10-hour shift for a total of 40 hours.

Special leave of (1) workings day with pay shall be granted to employees for the
purpose of attending the funeral in the event of the death of the employee’s or
employee’s spouse’s aunt/uncle.

Extenuating circumstances may allow for the granting of five (5) additional days at the
discretion of the Chief of Police. Said days are to be charged to the employee’s sick
leave accrual.

ARTICLE 21 — RETIREMENT

The Town agrees to continue its participation in the State's Retirement System as
prescribed by statute for full-time regular Police Officers covered by this agreement.

ARTICLE 22 - HEALTH INSURANCE

A. The Town shall afford all regular full-time officers covered by this agreement,
participation in the Town’s health insurance plan. The plan will be provided with
a deductible and coinsurance with the Town paying according to the following
schedule:

e Yellow Plan with Choice - 80% of the premium on for a single, double or
family plan and the employee paying the remaining 20%.

e Yellow Plan - 85% of the premium on for a single, double or family plan
and the employee paying the remaining 15%.

e Orange Plan - 90% of the premium on for a single, double or family plan
and the employee paying the remaining 10%.

ARTICLE 23 - DENTAL INSURANCE

The Town shall afford all regular full-time employees covered by this agreement,
participation in a dental insurance program offered through the HealthTrustNH, and
Northeast Delta Dental. The Town will maintain the current plan as offered as of the
date of this contract. The Town will pay 100% of the premium for the employee, and
50% for the employee’s dependents.

ARTICLE 24 - LIFE INSURANCE
The Town shall afford all regular full-time employees covered by this agreement,

participation in a life insurance program covering the employee to a limit of their base
annual salary or $50,000, whichever is lower.
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ARTICLE 25 - EDUCATION ASSISTANCE

The Town will provide to all regular full time Police Officers covered by this agreement
tuition reimbursement based upon the following scale: the earning of an “A or A-" in the
final class grade would equate to 100% reimbursement, a “B+, B, or B-" in the final class
grade would equate to a 75% reimbursement, and a “C+, C or C-" in the final class
grade would equate to a 50% reimbursement. Any final grade less than a “C-" would
not qualify for reimbursement. The Town will reimburse members covered by this
agreement up to three accredited college courses per calendar year. In order to qualify
for this benefit, all of the following must be met:

1. The course is approved in advance by the Chief and the Town Manager;

2. The course is related to law enforcement and/or part of an approved career
development program;

3. Budgeted funds are available as approved by the Town Manager in the annual
operating budget. Funds will be allocated on a “first come, first served” basis;

4. Satisfactory evidence of attaining a passing grade of “C-" or better along with a
receipt showing tuition payment.

5. Requests for education assistance must be submitted to the Chief no later than
September 1%t and a decision will be given by the Town Manager no later than
October 15t

ARTICLE 26 - UNIFORM ALLOWANCE

The Town shall provide the following initial uniform/equipment for newly hired and
current employees:

Part-time:

2 Long Sleeve Shirts
2 Short Sleeve Shirts
2 Pair Pants

Full-time:

5 Long Sleeve Shirts

5 Short Sleeve Shirts

5 Pair Pants

1 Sweater w/ Liner (if so desired)

All:

1 Soft Shell Jacket w/liner

1 Winter Jacket

1 Rain Jacket

1 Ball Cap (Gortex-Rain Proof)
1 Fleece Winter Hat

1 Dress Hat
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1 Pair Boots (up to $150)

1 Set basket-weave gun (4 keepers, Sam Browne Belt/Holster clip pouch/cuff case,
pepper spray case, radio case)

1 Pair Winter Gloves

1 Department issued handgun w/3 clips

1 Complete Set of Uniform Brass (hat badge, 2 uniform badges, 3 name plates, hat
strap)

1 Black Leather Uniform Belt (trouser belt)

1 Body Armor* (Required to be worn at all times while on patrol)

2 Set of hand-cuffs w/keys

2 1.D. Cards (clip on/wallet)

1 Flashlight

1 Badge Holder

1 Hi-Vis Detail Shirt

1 Raincoat

The above items, upon reaching the end of their useful life, shall be turned in to the
Department for replacement as necessary. Uniform style, color and quality are to be
designated by the Chief of Police.

Personal ltems: An on-duty Officer acting within the scope of the officer's employment
who suffers a loss to the officer's personal clothing, shall be compensated for the
replacement of like items up to a maximum of $200.00 per incident and $300.00 per
year upon presentation of documentation of repair or replacement costs. Notice of loss
and authorization for repair/replacement is to be obtained from the Chief prior to
repair/replacement. Repair/replacement to be made by the Town as outlined above
only in those cases where restitution is not available.

ARTICLE 27 - UNIFORM CLEANING ALLOWANCE

The Town shall afford each regular full time officer covered by this Agreement up to two
(2) uniform cleanings per week, one (1) cleaning per week for part time officers. Said
cleaning is to be performed by the vendor of the Town's choice. The Town will not be
responsible for the delivery or return of uniforms scheduled for cleaning to the vendor.

ARTICLE 28 - TRAINING

Training for Officers covered by this Agreement is to be determined by mandate of State
statutes, the New Hampshire Police Standards and Training Council and the Chief of
Police as deemed in the best interests of the Officers and Town of Jaffrey.
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ARTICLE 29 - INCENTIVE PROGRAM

In the interest of providing for an atmosphere of health and fitness, and well-educated
CBA members, the Town will provide the following incentive program to all full-time
employees covered by this agreement:

A physical fitness test will be administered twice a calendar year for any CBA members
who wish to be eligible for a cash incentive. The test is based upon the requirements of
completion of the NH Police Standards and Training Certification Program, and is
attached as appendix D. All events must be passed at the minimum scores based upon
the 50 percentile based upon the respective age groups. Physical Fitness tests will be
administered twice per year, the first test no later than June 30, and the second test no
later than November 15", Only one make-up test will be allowed for each scheduled
test. The make-up test will be administered within three weeks of the original test.
Make-up tests will be allowed for any individual who fails the original test, or is unable to
attend the original test. Any individual that missed the original test due to the work
schedule and fails the make-up test, will be granted one make-up test within three
weeks of their first make-up test. No further testing shall be allowed after the make-up

test for any reason.

In order to qualify for the PT bonus, and the Education bonus, and an individual is
unable to participate in either the first or second test and subsequent make-ups, a
waiver of that requirement may be granted by the Town Manager for good cause
shown. If a waiver is granted, and the individual otherwise completes all requirements
for bonuses, the bonus amount shall be determined by the Town Manager. If an
individual is unable to perform a certain event as stipulated by the NH Police Standards
and Training guidelines due to a medical condition which is documented by the
employee’s physician, the Town Manager may waive the requirement of that portion of
the test, or may require an alternate event to satisfy the testing requirement. The Town
also reserves the right to submit the individual to the Town’s physician to verify the
medical condition. This expense would be borne by the Town. If a CBA member
passes the test twice per year, s/he will be rewarded with a cash payment of $1,000.

For those officers who have earned college degrees, and who have passed the physical
fitness tests as prescribed above, s/he will be rewarded with a cash payment of $3,500
for a Master’'s Degree, $3,000 for a B.A. or B.S. degree, and $1,500 for an A.A. degree.
For those officers who do not complete or do not pass the physical fitness test, a cash
payment of $2,000 for a Master's Degree, $1,500 for a Bachelor's Degree and $1,000
for an Associate’s Degree shall be paid. Those officers holding multiple degrees shall
only be paid for the highest degree held.

Upon proof of membership at a fitness facility, and attendance sufficient to meet the
requirements of a bonus paid by the town’s health insurance company, if any, the Town
will pay to the employee $25 per month or $300 per year of his’her membership fees at

the facility.
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These bonuses will be paid out the second pay period in December of each year.

ARTICLE 30 - BULLETIN BOARDS

The Town shall provide space for a bulletin board (1) for the posting of notices of the
Town addressed to the employees and notices of the Union addressed to the members.
The Town shall locate its bulletin board at a convenient place within the Department.
No notice shall be posted in or around the Town's property except on such boards and
no notice shall be posted until it has been signed by an official of the Union with the
approval of the Town and/or its designated representative.

ARTICLE 31 — SEPARABILITY

In the event any provision of this agreement, in whole or in part by any Court, is
declared illegal, void, or invalid competent jurisdiction, or by any administrative agency
having jurisdiction, all of the other terms, conditions and provisions of this Agreement
shall remain in force and effect to the same extent as if that provision had never been
incorporated in this Agreement and in such event this Agreement shall continue to be
binding upon the parties herein.

In the event that any part of this Agreement is found to be illegal, void or invalid, the
parties agree to reconvene for the purpose of renegotiating the defective language.

ARTICLE 32 - ENTIRE AGREEMENT

The parties acknowledge that during the negotiations which resulted in this Agreement
that 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 Town and the Union, for the duration of this Agreement. 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 referred to, or covered in this
Agreement, or with respect to any subject or matter not specifically referred to, or
covered in this Agreement. even though such subjects or matters may not have been
within the knowledge or contemplation of either or both parties at the time they
negotiated or signed the Agreement. This agreement may only be amended during its
term by the written mutual consent of both parties.

The Agreement supersedes and cancels all prior practices and agreement, whether

written or oral, unless expressly stated to the contrary herein, and together with any
letters of understanding executed concurrently (or after) with the Agreement constitutes
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the complete and entire agreement between the parties, and concludes collective
bargaining (except as provided for in the grievance procedure) for its term.

ARTICLE 33 - DURATION
This Agreement shall be in full force and effect from January 1, 2024 through December
31, 2025. Both parties agree to initiate subsequent contract negotiations on successor

contracts no later than October 1, 2025 with a list of tentative dates for meeting as
submitted no later than September 1, 2025.

FOR THE TOWN OF JAFFREY FOR AFSCME LOCAL 3657
Dated this & 7-“felay of_ SCEAuARY 2024

7
. pog H Z
ZAon R. Fréderick femy LeBlanc
Town Manager Chapter Chair
v
/ ey
Todd Muilenberg Zachary Lazzaro
Police Chief Union Steward
~€fris LaBrecque Ryan Lones

Police Lieutenant AFSCME Staff Representative
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APPENDIX A - WAGES AND GRADE CATEGORIES

APPENDIX A - WAGES AND GRADE CATEGORIES
2024
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, "STEP | Anniversary || 2024 B
MasterPatrolmant 17904333
3800

(Ellglblllty per Artlcle 15

P ~a. completion of 60 months contmuous full time Iaw enforcement experrence
; b. passage of written examination with a minimum score of 70%: l
¢. meeting physncal fltness standards : ]
d. Immediate past two years of personnel evaluatlons of 3 125 or above )
; T
Master Patrolman ll 3_,001.98

5% above Master Patrolman l L 39.90
(Ellglble upon completlon of one year promotlon to Master Patrolman and after 84 month‘

contmuous full-time law enforcement experience.)
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ey

i
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e s . RS T — T S R o ot +
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ESergeantll Base Rate $42 74at15 R 64.11 |
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APPENDIX B - DENTAL INSURANCE

I*Iealth’ljgus@
Member Group Coverage Confirmation Transmittal
Town of Jaffrey ("Member")
Mewmber hereby elects the following HealthTrugs, Ine, (*HealthTnast") covarape(s):
Dental Coverage and Rates
Janyary 2024 Dental Renewal
The following monthly rates shall apply from January 1, 2024 through December 31, 2024
Rating Renewal Jaruary
Probationary Period %)
Benefit Option(s) Single 2-Pesson Family
OPTION 1 $45.93 $88.95 ¥161.43
Monthly rates and continued Mermber Group coverige are subjeet app.ﬁ’csb!s HmluTmsrmm!mum participstion sequlr te forehuefing, withous limdation:
1} &t least 75 % participstion of Eligibie Employess who do pot atherwise fave gmr deatal caverage; and
2} Employees whn skect o caver dzpotidents must enrol! all of their Eligible Depeadznts (other th.m dependent children age 19 and over) wha do oot othernise kave grotp dents)
covensye.
BENEFIT SCHEDULE
Plan Yexr Coverage I
Henefit Option(s) Coverags A Coverapn B Coveraga C Maxignm Coverago D Sdaxinun Dudurtible
OPTION | 100% 0% 508 51,000 £096 81,000 5254875
PROBATIONARY PERIOD EXCEPTIONS
None
SPECIAL NOTER
None
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APPENDIX C — HEALTH INSURANCE

Monthly Effective Rates — July 1, 2023 through June 30, 2024

CONSUMER DRIVEN PLAN | Single |[Two-Person| Family |% Increase
Yellow O i

ellow Open Access with | 1 155 50| ¢2,245.00 | $3,031.00| 7.2%
Choice Fund

Yell

ellowOpenAccessNo. | «g84 00 | $1,068.00 |$2,657.00| 7.2%
Choice Fund

Orange Open Access $866.00 | $1,732.00 [52,338.00] 7.2%

Monthly Effective Rates — July 1, 2024 through June 30, 2025

CONSUMER DRIVEN PLAN | Single |[Two-Person| Family [% Increase
Yell i

ellow Open Access with | ¢ 146 00| $2,280.00 | $3,078.00| 7.9%
Choice Fund

Yellow O A

ellowOpen Access No. | 599 00 | $1,998.00 |$2,697.50| 7.9%
Choice Fund

Orange Open Access $879.50 | $1,759.00 |52,374.50| 7.9%
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Appendix D - Incentive Program Health and Fitness Standards

ONE REPETITION BENCH PRESS

This is a test of adequate muscular strength, or the amount of tension a muscle can
exhibit in one maximal contraction. Since the bench press goes through the full range of
motion, it correlates well with total body strength criterion. The equipment required is a
Umversal D.V.R., with adequate we1ght capamty The person in charge estimates the

weight that a participant can press in one maximum effort, by loading the weights to

" either about one-half the estimated maximuin weight, or for males, two-thirds of their
body weight; or for females, the first or second plate. The participant is then instructed
to press this weight once, for an easy warm-up and breathe out on exertion. ’
Progressively increase the resistance until the weight stack can no longer be lifted. The
first two or three trials serve as a warm up lift to prepare the participant for a maximal hft
on the fifth or sixth trial. The score is the maximum pounds lifted in one repetition. '
Record the numbets on the right. Divide the number of pounds pressed by the body

_weight to obtain ratio, Use norms to determine ﬁtness category. Entry W111 be at the 35th

percentile.

_If the Universal equipment is not available, free weights riay be used for the bench press;
however, a formula must be utilized in order to convert the free weight bench press to a
predicted Universal Bench Press score. For the free weight bench press spotters must be
used, with one on each end of the bar. Starting weight for men is about 2/3 of body weight.
Starting weight for women is the 45 1b. bar. With the participant in the supine position on
a weight bench, the spotters lower the bar until the participant’s elbows reach 90 degrees.

A slightly wider than shoulder width on the bar should be used. The spotters then release

the bar and the participant presses to full extension while exhaling. The spotters take the

bar, place it on the rack, and increase the poundage and repeat the steps until the

1 Repetition Maximum (RM) is reached; approximately 5 to 6 trials. Covert the 1RM

free weight bench press score to the estimated IRM universal bench press by using the

following formulas: Males: Estimated 1RM Universal = (1.016 x freeweightlRM) + 18.41
Females: Estimated 1RM Universal = (848 x free weight IRM) + 21.37

Divide the number of pounds pressed by body weight to obta.m the ratio. Use the -

- norms to determine the fitness category. Entry will be at the 35" percentlle

ONE REPETITION BENCH PRESS

FEMALES
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New Cooper Age and Gender Base Standards for Law Enforcement

Dynamic Strength (One Minute Push Ups) Male % Category
20 - 29 30-39 40 - 49 50 - 59 60+
100 86 64 51 39 .
Superior
62 52 40 39 28

Total n = 2,397

Resources: The Cooper Institute of Dallas, Texas Form generated by: Sgt. Sheldon Riches (August 7, 2007)
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New Cooper Age and Gender Base Standards for Law Enforcement

Dynamic Strength (One Minute Push Ups) Female % Category
*20 - 29 *30 - 39 *40 - 49 **50 - 59 **60+

Excellent

e

*Full body push ups are generally used by law enforcement and public safety organizations. These norms are
based on >1000 female U.S. Army soldiers who were {ested in the 1990's by the U.S.Army.

**No data gathered.

Resources: The Cooper Institute of Dalias, Texas Form generated by: Sgi. Sheldon Riches (August 7, 2007)
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New Cooper Age and Gender Base Standards for Law Enforcement

-20

Dynamic Strength (One Minute Sit Ups) Males

20 - 29

30 -39

40 - 49

62+

55+

51+

47+

62

55

51

47

Total n = 4,471

Resources: The Cooper Institute of Dallas, Texas

Category

Superior

Excellent

Very Poor

Form generated by: Sgt. Sheldon Riches (August 7, 2007)



New Cooper Age and Gender Base Standards for Law Enforcement

Dynamic Strength (One Minute Sit Ups) Females

% Category

-20 20 - 29 30-39 40 - 49 50 - 59 60+

55+ 51+ 42+ 38+ 30+ 28+ .
Superior

55 51 42 38 30 28

Total n = 860

Resources: The Cooper Institute of Dallas, Texas

Form generated by: Sgt. Sheldon Riches {(August 7, 2007)



New Cooper Age and Gender Base Standards for Law Enforcement

Cardiorespiratory Fitness Test (1.5 Mile Run) Male

20 - 29 30 -39 40 - 49 50 - 59 60 - 69 70-79
8:22 8:49 9:02 9:31 10:09 10:27
9:10 9:31 9:47 10:27 11:20 12:26

18:22

25:49:00

19:24

23:27

27:55:00

21:40

25:58.00

30:34.00

Total n = 44,549

Resources: The Cooper Institute of Dallas, Texas

27:08:00

36

31:59:00

33:30:00

%

Category

Superior

Excellent -

Form generated by: Sgt. Sheldon Riches (August 7, 2007)



New Cooper Age and Gender Base Standards for Law Enforcement

Cardiorespiratory Fitness Test (1.5 Mile Run) Female %  Category
20 -29 30-39 40 - 49 50 - 59 60 - 69 70 -79
9:23 9:52 10:09 11:34 12:25 12:25
Superior
10:20 11:08 11:35 13:16 14:28 14:33

24:54.00

15:56

16:46 18:26

2017

22:34

25:49:00

16:43

17:38 18:39

20:55

23:20

Poor

26:15:00

17:53

19:01 20:49

22:53

25:02:00

27:17:00

27:55:00

18:39 20:13 21:52 23:55 26:32:00 30:34:00
Very Poor

21:05 21:57 23:27 26:15:00 29:06:00 33:32:00

25:10:00 27 30:34:00 37:26:00

25:17.00

Total n = 14,978

Resources: The Cooper Institute of Dallas, Texas

Form generated by: Sgt. Sheldon Riches (August 7, 2007)



