AGREEMENT

between

CITY OF PORTAGE

and

THE PORTAGE POLICE COMMAND OFFICERS ASSOCIATION

Effective July 1, 2025 through June 30, 2027






Contents
A G R E E M E N T oaieoieeieeeieeieiteteesosessassessesessssssssssssesesssessassssssssssssssssersessssssssassssranesssssssssessnsssssstnnsnssrsosssrssssssersesnes

SECHOM 1 .neieiiriietietiieseeereresesseeseeaseesseasaesasasssessnessnessessntenstsassesbessressetsibiiitieses caaesiaesssasasstsastesssnsssassanassesssranessasass
SEOLIOM 2 1eevieeviirriresrerseeeseessseaseaseesesssessaessassneesesasstesstsssesssessntsrnesrtsstssensrassessesinsssteensssessassesasnssarassessasensasseassnensesae
SECHION 3 uereieiieiiistierrserresnessesestesiesinresseestessasssstssnessnerasiasessatossessasssnesssssissississnesstesstesssensesstsestesssnsssessssesarasnessessnsasts
SECHOM 4 ..overereirrisicrereeerisseresseenssestesssseesesesssesessestasessintsseensasssret et s st sesresbessersostssssssbaosansrassaassessestatassastasesssssssnasensas
BT =015 101 T JO OO OO OO OO U U PO O UUP PO O POT PSR ONIPPRRPPOO
ARTICLE II - UNION SECURITY AND DUES CHECK-OFF .......ccocciiiiiiiiiie e secnsssesssnens

SEOLIOM 2 1uveeeeeereueetrerietieseesseraesssseessessassesaessasasstsasesseasesatasesstesetostonessesaesasessiosesrasstassinsserasssorassnsatsssanssnsssssansessassaass
ARTICLE III - PROBATIONARY PERIOD .......cctciiriiiirieieience it ieiesasssses s e ts e s bssassasssssssasssssssnenesas
SECHIOMN 1 .uvveiieeeieiieeecetieiteeteeseeeeerveeeseassessse s s esssesstesseasstesesaresrnesbbesbssaateaa b e e E e b e b s e ahen R e e b e ea b s ea b e e ba R b e neabasenastansease
SECHIOM 2 uueuviveeeuiicrristriesresseessessesssesseassesssesssasssessnessessseensressresneesmnaastsss st sasssssnsess e et anssestseaseasse e sasatasasaasssassasssassaases
SECHON 3o ereirietcrestesressereesssensstesessests s s st et asstessesessesessesaesteaseaesesetsutsheaboR e b e s Es e e b e a e bR e b e b e e a e R TR e e R e e e se ket e b e b e ns
SECHON A ....eeeeeeeeeeeeeeseesteseseeeseasaaseaesessse s seesasstaebaest e seesasenesar e e st sabss b e et s b e S e se s sA s e b s aab e e R b b e b b e b eabae s R e s abesebensntenaans
ARTICLE IV - GRIEVANCE PROCEDURE ......ccoeitrtiieienieeriesrereneneseeeserersssssorsssssis s ssessssssessasssassassassansssssnesses
SEOHOMN Lo eeeeseteeeteeseeeeeete st e s sseeeaesanessneensessaeasaesseasaeesssesasasaesasenaeeeseeest e mteesesere s b e ebbesh b e s R s S e R b e R s e b e s e st e s bsesbsens
SECHION 2 .ueieuvierreerrieirerrieieeeessessressesssesesesssessanessesssesstesstessesssesssssssessstassessstessasssessssssssssssssasssasssnssarssasesessonsassasssansesas
SECHOM 3 uioviireeeieeiiresieesieeiee s teseesreessnsssassresoneaesstestessssssesbessbresnesantobt it sestesassasssssasssessasstaesssessssntessanestsasasasassassss
SECHOMN G u.voveereeririeriesterinerserrestessessesseasesanesaestessaesesstsnssssersessnestestensessinsesstenssssaessssssssssonssssssasstssssessassesassnessessnestestasss
SEOLION 5 .uvireieveireiieeeiertestesteesessbesseeeseessaeasenseesaseesaeabsssasanbaeensaanensesasenas AR b e e AR e s e AR e AR s e NS s s s e As AR b b e ban st e s e eraentr e rnernnens
SECHOM B .v.vevervirveseireseesrereseensesesresesseasasasssasessesessessesessessenesaessssnsas st ssesbtsassesasasenssitisesasssibessesnesrasesneresnsssssassaassnssanes
SECHION 7 aevevivienreeeieeseeeessressestesseseastaesarsssssssasssansasserstentesteratasesstesesnsaseastesesaessseasesbeeseastabe e R R e R s e s e aesann e e s e tennaebsebassns
SECHIOML 8 ..vveveeeereeeiererretesseeesseeasrasssassestesessca e et e s e s ares et e satsotoas s b esatebesatestesE o R besRsn s e Rt oA R et e s e o R s e R e e s R e e b e s b beba e b e anaranas
SECHION 0.t cereeeeeree e erescssseesa e s s e s et eessest et e et esseasesat et et e s se e e st et st soaebe s R e s s sam e R e b et A e sa b e b e ab e b e aa s s be s er b e anereene
SEOLION 10 1iiiueiiirirerrieiieertieeteesteestaesteesserasetecorenesentessnesssnterasesesseessstssssssossesssssssestessrsesasenssransossnsorsbssssanessasassrasansns
ARTICLE V - DEPARTMENTAL INVESTIGATIONS

SECHON 1 eiiiieieee e eeeeeeee ettt ettt ettt ettt e ettt tetereetenterasasasssssasasssssssasassssessessestarnsarareanasyebarasasnasasasnsasasssnsasesasssssasasnssnssonsen

SECHION 2 .. eeeeeeeeeeeeeeeeee et eeeeer ettt eeteeteeeeseteeeeeseessasasasassassesessastssestestetetasetesssnansersssssssstasstnsssssasssannsnsssesasssssssnsnssssssssnnnn
ARTICLE VI - DISCHARGE CASES

SECHON 1 a.eeeeeeeieeeeeeeeeeeeee e et e e stveeesssareess st e s sasseseasssetesssaseeseassnarassrastessssbsssessssanasessssessssnsessesssneesssssssesnnsssesssneananes

....................................................................................................................

..................................................................................................................................................................



SEOHOMN 3ottt e ettt e e eateeese e aeeeesateessasareee s sareeesneeserrareeaaasssesaassassaasssssasssnsaasssseesassreesssnaesasssnesesnseerannsnaes 7

SECHOM 4 .....eevieeeie et este et e et e e te s e s s e sreessnessaesasesseaassessassbes st e st aseereeressaae sreeseneneeemenesesesb e st s e s bt s besaassabssubesas 8
SEOHOM 5.t sttt e s st e st e e s resane saee s et emneeon e st s e st e ab e b s e R b e s R b e s R s b e s b e b e ea e e ea s e e R e e ae e b e e b e e anes 8
SEOLIOM 61 ...etriiieiieieeieeeieeeteet e e st e e strssae et earsessee s cesbes st esesasesasesaeenee e e eene e nesane e ne e nesaneens shs s b s s bb e sab e s bt e s bt a b s e b e s aneeanes 8
SECTION 7 eoeveiriiieireeemitiaeasesetineuaaaaeeareraunseaseerantrasasnseserenesansnerererenesanensesssesssssosssseseesnsnnsasassermrrsrsseseseseserarsnesesasanrnnsansens 8
SECLIOTL 8 ..ovreeiiiirrercer et ereetererereet s ettt sestsesaee e rrte s e e e s s et e et e r e sttt b b s e s eb e s s b s e ba s s b be s be s e be e s R e s e bbe s b e e e bbsssRns e stanansnass 8
SEOUOM D ...ttt ete et et ee et e e e s e s s e s sn e s n e s e e saeeseseabe e b s este st es e eabe s s n e s nesen e sreeebs e asehb s e bt e s bt e b s s b s e s b e s s e nssnenanseas 9
LT 5 ) 1 0 O SO U OSSOSO PR 9
ARTICLE VIII - PAID SICK LEAVE.......ooiotieeecetitetentee sttt ettt e se sttt et ss s s ssaesesenenes s anaesaneresanen 9
SECHOTIL L..eeiieiicieeieeie et e e st e et te et e e e e e s e s sbe s st sasesasasae e s ee e s e e e e e e e e e b oo b e R b e SRR s b e s be s b e s r b e sr e e e bneebn et b e sananeaaras 9
SECHOM 2...vieieeirecteeie et e e st e et e e e e re s eesnasseeseeeseee e sese e seeaseeareen e e s e ee st sobe s bbsshbeshbssaessre s as e ts st bea st e e st e sn e tnebsesans 9
w15 oy 4 G J OO OO OUPUUTOT U 9
SEOLIOMN G .t eteeeeeete st te e e e e aesrae e aesaesatesstesste st s sessesanesaneeeeoneebbesabeabb e b s e b s e R b e e s e e R e b a e Rt e b s e Rt e bt ean s e R e s rneas 10
SECHIOM 57 .iuiiiiiiceeceeeer sttt ese et e e se et st e et e e s e s b bR esa e st et et e s e e ea b s e bR e SRR e R doRs e Rt e b e s e e R b s e R e R s e Re R b e b e b e Re et e e e R e ases 11
SECHIOMN B....vovveviereeetetes e teeteseeeste s erssseesrenteseease st e beseeemes et es e s s et e ne st b aaaebs e b b st e Rt s aasnea b e sa e st s R s e b e e Rt e R e s s e s e s r e neereeananaante 11
SECHOIL 7 eevvveeiieeeieeiiestteeeesteesreeeasreebeessessesaeesaeessessenemenessdena et s st sbeshassh e sae e e Re s as s b b s e b s e st et e b e s b e s besanesanesanasasanseans 11
ARTICLE IX - PHYSICAL FITINESS .....ooiiiieietetirteie et ecsit et steta s sassesaesstessssaensesssstesaseresasorasanannsasasasassons 12
SEOLION L.eiiiuviiiirieeiiieeiereiiesrreeseerestteestre s reeesstesessressaseosaesssesesaaeeneeeastee et esshbsoaas s s s b e esbe s o s e e saras o RbssaR s s assbansseansnnansss 12
SEOHOM 2 ..viiiviiieiiriresteerteerteerreeteessesaessassrressessssarssesssessensseseessrenesonesrne s e sbs e st s e re s e b e s s Rs s s e e b ba s e s e besanesanesanseneasnantnans 12
ST £ o) 1 2O OO OO O PO IO OUOOIPPPIN 13
SECHOIL A .vveeeieeereeereieeteeteseetetereste s esseas st enseseesenseseses s esese e s esesesatsr e e e e endsheRseRe s E e Rt e R e s b e R e e R e e b s b e ks et e et ek et e e s enesre e ebeeaeas 13
ARTICLE X - ADDITIONAL HOURS WORKED ......cccooiiiriiriiiiiitine et be s ste et nesasnesssesesns 13
SECHIOTL L aiiiiiieiiiirtieitt et et et et e s tte e e e ae s sarsseestsesesese s e s e e nesaneosbeshss b e s b e s s aeshsseassebe s Re s s e s n e s b e bas st aaseassnssnesonsantans 13
SECHOTL 2 ..ceiiiieiie ettt eeeeeeeeeeteeeaeesreeessaeaeseeastassresasee s asesases e s e e sastesesaeeaaesaabe s s e s e bn e s rseessn s e beaaassaranar e nressnaaasbenauee 14
SEOHOI 3 u.viirertireerereeeeeeteeeeeeretesastestest et st essesesesaseaseresemrebeetonebasober e st saesas o Rt b e Rt o b e b e et e b e b e R s sha st e Rt st s s e st st e s en e st et enenasan 14
SECHION G ... eeeeereeeeeeneete et e e e s e s esesree st et e se st e rese e st sas e st s s et s e s e st sbs e Rt s Rt e R s R Re R e e e RS e b e e R s e R b e R n e e R e ntbesh s et n e e 15
BT ooy 1 W TR U T SO O O OPOOU S PIOIP PP PPN 15
SOOI Ba.vveieeieeeerieeeeiseseeeceeereeeseasbaessesasesssessnesenesnesesesaseeaneenere b e ast s b e e b e aRn e ras s s hb e eh e s e b e s R s e e b re e b e st et n b e s r e s s esanesneaane 15
ARTICLE XI - HOLIDAYS ..ot ereerteteseressessaesessesteseseesenesesasastsusesssssensossesanssessesasentsssessassansassasssassensassassenss 15
SEOHOI L aiuviiiiiirieiriiiteertectesterteeere e sae e e vassbeossesmeeeneeseeerasosbsosb s st e b e s b e e b e eass oA besen s aR e e b s e R e s e s b ea b e a s e e b asbasasesanesanesrnenes 15
SECHOM 2 vvivistieeiseeteetrseerteresseseseeseseesessassesessansesesressenesee s ereseeaneassrereehesheabeh e s b ereeR e e b eRs s et eb e b eRe s e s s ekt e b s b e s e st n s e e st e nene s 15
L= e £ T 1 T OO OO O OO OSSOSO PR PPN 16
LT 10 4 1 U OO O OR OO OO OSSO PRPP 17
ARTICLE XII - VACATIONS ...oeotieeerteiectestestrereeasst st eseesessesesesesstestsntessessessssnesanaseosssnsesassnssssssessasssssmssnassesssssesss 17
Y15 e 1N O OO OO OO OO O O OO PO PO TP R PPPPTPP 17
SEOHOM 2 1 erieeieeeeeeeeeeteeeteeeseeste et e e e eeasesaseassesasesseeassensaentsesteest e sr e sesanesbbsshbesab s s ae s e s st e e s b e s as s ar e b e e b e e s e s sesanesanesanansnaan 17

ST 7 o) 1 O OO OO OSSO O PRSPPI 17



QECHLOME 4 eevveeeeeeeeeeeeeeeeesaeasasseesaassasesessasesaaasaassessassssasstesarsnreeeasssssssassaseaesssntesssssaaeesneeeeessneessensbateatsetessessstnssssnnaness 18

SECHIOM 5. eneeereseeeueeeeetssteesissseseessetessassessensassassteste e e seeseene st es s e b e saseseeR s e s s eaa s sa s et s e Rt e besasne s ke e be s b et e bebbasne s e aee s nar e et s 18
ARTICLE XIII — ELECTION OF COMPENSATORY TIME-OFF .......cccociiiiiiiiiiriicice e 18
ARTICLE XIV - PERSONNEL FILES ......couttetientetenieretriiesetsatssesnesee e sesesssssessessosessasssssesansenseanasessesnssnesassssnaseses 18
ARTICLE XV — RETENTION PAY ...c.utiiiieieie ittt ettt st et st est et e sassst st e sa e resaesan s n e re et easassassassestansnansas 19

SECHIOM L aeiiieieeeeteeeteeeeeeteee st e ebr et esaeesseaseeas s e saeaseenbeaatasasesaseseeeeseene e et ossd s b sarae s b s eRe s er e e e b b e s b e e e b e s s s e s s asar e beerensnrasares 19

SECLIONL 2 .. enverveereeeresteesessesseeseentestestessassesserssssnasseses st enseeeenesae e s eoneasesesertsoseaetsassatoa b e bea s s st e e oResa b e eraebsshesaba s arbantensnanns 19

SECHIOM 3 a.ceiieiieeeeceeeteeesreerreste e seereeessassaes s aessessreesbenoseeasaesesesseseressn e sn e saesasaab s et s e b e e s e e s b e asaansnab s e st b e R e s bt e nar e R s e aresaes 19

SECHOM B . vveeeeeeeceeeteeeeeeseeereesseeteesseasteasaeseeea st eeesase et e seesenesreeras asatsabtesbe s be s st e ers s een e n R e e e R e e bn e neeus e bt e Rt e ere s e e snenanas 19
ARTICLE XVI - CONTINUING EDUCATION........oooiiriecieienticenitiecrtri et stetenaesressressssas st ere s ss s enssss 19

SEOHIOML L i eeceetee et ete et et et e st es s ae b e eeseessesosaeseseneesatsessesstesaeesma e snesbboaas e b b s e e b e s n e e n s sansebb s abtseabensbaeabesbesanseans 19

SECHION 2 .ueiviiveieeiereeserereereesseeessesteesessaenseessnasstestsenstesesseesasessessreer st s et sabe s abssase e b s e Rt e e h e e e R b e b e e R b e sab e st e bs e b e e R e e e Rt e ans 20
ARTICLE XVII - SALARY RANGES.......cotititrteiiirieeeirietteeetss et essens e ssasbssss s srs st s nsss s sssesessesas s ssnns 20

SECHOMN 1auvievieeieiieceect e e e e e et eete e st e te et erssse e esaeeasessesaseeeeane e e eennea e s b e shs s as e s bt et s e s s e e s e s R e s sneerseennsebn e et e st e st e naae 20

SECHIOM 2 1vtvviiueeeeeiieeuteeteeesseeteesreeseassaeeseassrassessresnensss et esasaeaseesteemnesseesseesetesataba s e aEsobe s s b e e s beshassrb s e a e s s s s eh s e b e bbasabanane 20
ARTICLE XVII - EMPLOYMENT CONDITIONS .....cooiiieeteeerre et ntstet e sassssessesessr e ssessnssnennssasases 20
ARTICLE XIX - UNIFORMS ......oootetitereereeeirteieie et st sste e st ses e et eas st sesae st esse sae st sans setsnesesssnesasanssassmsnssesesanenes 21

SECHOM 1 .oiveiviieieeiereeeeerteiestest e et esras e ebe et et e e e e e et st et e s eees e ret e e eotaasese bRt e s e Re e se b e s b e sa b b ob e st e s e s asaas s s e areabeseanrnennn 21

SECHOM 2 ...t teteeetete e et e st eseseetes s nasabastssessasssasensasasassasesseseseneabestse b et e b eat s et e e ssebe e Re et se e sa s e s e st aeis 21

SEOHION 3 .ueiieiiiieetieeeiereeereereestesteesee e te e teastessre st onstaseessesaseeneeeseeese e e ean e e e s sesbe e b s et e s bt s R e e b e e R e sre s ae e ae e s anerae e n et es 21

SECHIOM 4 o.eveetieeieeteste e et s cte et e et ese e s be s es s s esseeaseestansstestesssaessesstessneesaessaesrae st e arsesas et e ab s s be s R b e st s e bs e bt e a b e st e e ne s e 21
ARTICLE XX - INSURANCE ......cooctiteieieieieertencsresenessceseasentsssesesses e e e seanesaesesnestsststsssssssstsmstsssssssssstsssssssrenes 22

SECHON 1 .ueivierieiierierientestestesteereeaerees s rsreste s eeatente e s seeseaaeseee e e seen e neEembo st e aes et s b eess e aae sae st sabesessaeer s e besren e s st e nsn e nesanans 22

SEOHIOM 2 ..uiiiuiiieeieeeeteeeeereeeeee it e eteseureesteseae s et e e abeaeasetsenes s st s eeaseeeareesasee s nn e o ases s se s s aas e s s b b s e hbs e s R b e et ae s sa b s e srbe s subneeanes 22

Tl (o) G H OO SO OO O OO OU 25

SEOLION 4 ..o cvieiirieeiiecereeete e eere et et e s saese st e e se s e saaeses e s senesnene s st e e et e e s ae s st tesane s aneseene s s ennesa s s s eraE e e bt s et e s e s s st e e aae s 25

SECTION 5 .eeveereeeeerrireereestesessesressesseesserae b eesaesteat et saseseesseseeea s et eas et e e s e at e e st s aab st e st se et s besassae e e e besa s b e se s e bsenenresanenes 25

SEOLIOML B ..vvevveeeeeeeieeeeeteeeteeeecteeeetseebeaaaseesassasasseassaessesanseeasseaaseeassaasssaassbtaesessesseasssassnstaessnesonsesantesoaranessnesosaresseen 26
ARTICLE XXI - DRUG AND ALCOHOL POLICY ..ottt st s esase s ess s eessae s e asa e 28
ARTICLE XXII - MISCELLANEQUS .....ccueotiieireieeirrencestrteenertesesenatssesestsaeesssesesesseseesessessestssesseseesessesseneescens 33

SECHIOM L.uriiiiieiiieeeeeeciee ettt et et es e e ne s eete s e s e se s s e e ses e ne s smt s s ase e s et eeasese st eeneeessseee s aesessesasaee saseesaneesrnnesnses 33

SECHION 2 ..tieiireiiitieeeieeecirreeieeeebeeaste st esteseneeeseesnaaeset e neesenetesaneseasesrausesastasase e s seesabaesesaeeabeseaseeanesesaseesaneesessesnens 33

SECHIOMN 3 ..uiereeiererenieereeie et et et et et eeat et et e ettt s e e et e st e st seeaat sote st seea e sat e b e aE e b e rab et s b ese e sa b bt s et eaeshenae st t e b an et eseents 33

SEOTOM 4 .....veeeerrreereneeseteteete st eesteaseesbee e e st esatee e s e s seese e seeseue seeesresnesasteareesbessasemeneraessaseneeanressneshnesnessensasensernessnes 34

SEOLIOM 5 .iiiereiirteiriieiteeeitee sttt ste et estee e e tessan e et e s seness b e aesstnesaseassenessseaeseaessenaesnssersesensesensnesesseesssesasssennssssassnanssans 34

SECLIOM B ..ttt ettt et ettt e b e st s b st s e st s it st e b e st e s ot s et s e s otk s et es e e st me s et e neseeesesae e ne st e senenenes 35

SEOLION 7 oeveriieiiiiiietireiir e e cescitereerectesesbatereeeseestsssrasseesotesasssseressesessssssssssssesseesansastesesesesassssssssessssonassennnnnessesessonnen 35



Section 8.coeveeeveeeereeeeerereeanns

Section O...uvvveveeiiieiireiereeeieee

ARTICLE XXIII - DURATION






AGREEMENT

THIS AGREEMENT entered into this  day of July 2025 by and between the CITY OF PORTAGE,
hereinafter referred to as the "Employer," and THE PORTAGE POLICE COMMAND OFFICERS
ASSOCIATION, hereinafter referred to as the "Association."

WITNESSETH:

The general purpose of this Agreement is to set forth the wages, hours and other terms and
conditions of employment which shall prevail for the duration of this Agreement and to
promote orderly and peaceful labor relations for the mutual interests of the Employer, its
employees, the Association and the community. Recognizing that the interests of the
community and the job security of the employees depend upon the continuance of the
rendering of proper police services in an efficient manner to the community, the Employer and
the Association, for and in consideration of the mutual promises, stipulations and conditions
herein- after specified, agree to abide by the terms and provisions set forth herein for the
duration of the Agreement.

ARTICLE | - RECOGNITION

Section 1: Pursuant to and in accordance with the applicable provisions of Act 379 of the
Public Acts of 1965, the Employer recognizes the Association as the sole and exclusive
collective bargaining representative for all of its Sergeants and Lieutenants excluding all other
employees employed by the Portage Police Department.

Section 2: The Employer and the Association agree that neither shall discriminate against any
employee or applicant for employment because of their race, color, creed, sex, age, disability,
marital status, nationality or political belief, nor shall the Employer or its agents, nor the
Association, its agents or members, discriminate against any employee because of
membership or non-membership in the Association.

Section 3: The Association 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 employees are vested solely and exclusively in the Employer. This means that, subject to
the specific terms of this Agreement and by way of illustration and not limitation, the
Employer has the right to (a) manage its affairs efficiently and economically, including the
determination of quantity and quality of services to be rendered, the control of materials,
tools, and equipment to be used, and the discontinuance of any services or methods of
operation; (b) introduce new equipment, methods, or processes, change or eliminate existing
equipment and institute technological changes, decide on materials, supplies, equipment, and
tools to be purchased; (c) determine the number, location, and type of facilities and
installations; (d) determine the size of the work force and increase or decrease its size; (e) hire,
assign, and lay off employees; (f) permit City employees other than Police Department
employees to perform bargaining unit work when in the opinion of management this is



necessary for the conduct of municipal services and is determined to be an emergency; (g)
direct the work force, assign work and determine the number of employees assigned to
operations; (h) establish, change, combine, or discontinue job classifications; (i) determine
lunch, rest periods, and cleanup times, starting and quitting times, and the number of hours to
be worked; (j) establish work schedules; (k) discipline and discharge employees for cause; (l)
adopt, revise, and enforce working rules and carry out cost and general improvement
programs; however, no rule or regulation shall be adopted hereafter without notice to the
Association; (m) transfer, promote, and demote employees from one classification,
department, or shift to another; (n) select employees for promotion or transfer to supervisory
or other positions and determine the qualifications and competency of employees to perform
available work.

Section 4: The Association agrees that except as provided for by the terms and provisions of
the Agreement, employees shall not be permitted to engage in Association activity during
working hours, there shall be no Association meetings held on City property unless authorized
in writing by the Employer.

Section 5: In this Agreement, words in the masculine gender shall include masculine or
feminine gender.

ARTICLE I - UNION SECURITY AND DUES CHECK-OFF

Section 1: Employees who have completed their probationary period may become members
of the Association and cause to be paid to the Association a representation fee or may choose
to not become members of the Association and not pay any such representative fee.

Section 2: During the terms of this Agreement, for those employees for whom properly executed
payroll deduction authorization cards are delivered to the Employer by the first working day of
each month, the Employer will deduct from their pay each pay period, the appropriate amount of
monthly Association dues and initiation fee as designated by the Association and shall promptly
remit any and all amounts so deducted to the Association. The Association agrees to indemnify
and save the Employer harmless against any and all claims, suits and other forms of liability that
may arise out of or by reason of action taken in reliance upon such individual authorization cards
or by reason of the Employer's compliance with the provisions of the Article. Revocation of dues
check-off authorization may be terminated by the employee giving thirty (30) days written notice
to the Director of Human Resources and the Association, or upon termination of employment.

ARTICLE 11l - PROBATIONARY PERIOD

Section 1: All employees who were not employed by the City of Portage immediately prior to
entering the classification on Sergeant or Lieutenant shall be probationary employees during
their first twelve (12) months of employment. Employees promoted into the classification of
Sergeant or Lieutenant from a position within the Portage Police Officers Association shall be
on promotion probation for the first six (6) months of their employment as a Sergeant or



Lieutenant. The purpose of the probationary period is to provide an opportunity for the
employer to determine, to its own satisfaction, whether the employee has the ability and
other attributes which will qualify him/her for regular employee status in this bargaining unit.
Employees who were not employed by the City of Portage prior to being hired into the
classification of Sergeant or Lieutenant may be laid off, disciplined or dismissed at the sole
discretion of the employer without regard to his/her length of service and without recourse to
the grievance procedure during the twelve (12) month probationary period. Employees
promoted into the classification of Sergeant or Lieutenant from a position within the Portage
Police Officers Association may, during their six (6) months position probation, be returned to
the position from which they were promoted without regard to his/her length of service in this
bargaining unit and without recourse to the grievance procedure.

Section 2: When an employee is promoted to a higher paying job classification within the
bargaining unit, he/she shall be on job probation in the classification into which he is
promoted for a period of six (6) months. The purpose of the job probation is to give the
Employer an opportunity to observe the employee at work in such classification and to form
an opinion as to whether the employee has the ability, knowledge and skills required to
satisfactorily perform the job duties. During the job probation, the employee may be removed
therefrom at any time he/she demonstrates in the discretion of management that he/she is or
will be unable to satisfactorily perform the requirements of the job. If so removed, the
employee shall return to the last previous job classification he/she had permanently occupied.

Section 3: If an employee is promoted to a position under the Employer, not included in the
bargaining unit and is thereafter, within one (1) year of said promotion, involuntarily
transferred, laid off, or demoted again to a position within the unit, or voluntarily returns,
he/she shall return to the classification within the bargaining unit from which he/she was
promoted with the seniority he/she held at the time he/she was promoted for bargaining unit
purposes, provided that there is then existing a position that is available to said employee.

Section 4: If it is necessary to reduce the number of employees in the Bargaining Unit for any
reason whatsoever, employees shall be laid off by classification, with bumping rights based on
seniority within the Unit, provided always that the remaining employees have the skill and
capability to perform the available work in the remaining job classifications. Employees shall
be recalled to the job classification from which they were laid off. In the event that the
number of days of seniority within the Unit is equivalent, the employee with the least amount
of department seniority shall be laid off first. Department seniority shall be defined as an
employee's length of continuous service with the department since the date upon which an
employee first reported for full-time work at the instruction of the Employer since which he
has not quit, retired or been justifiably discharged. Employees laid off from the bargaining
unit shall return to the job classification from which he/she was promoted from outside the
PPCOA bargaining unit.



ARTICLE IV - GRIEVANCE PROCEDURE

Section 1: A grievance shall be defined as any dispute regarding the application or alleged
violation of the terms and provisions of this Agreement. No employee shall be reprimanded or
otherwise disciplined except for just cause.

Section 2: FIRST STEP. An employee's grievance shall be submitted in writing to the Director
of Public Safety - Police/Fire Chief. All grievances shall state the facts upon which they are
based, when they occurred, shall be signed by the employee who is filing the grievance and
shall be submitted to the Director of Public Safety - Police/Fire Chief within five (5) working
days after the occurrence of the event upon which said grievance is based or when the
employee becomes aware or should have become aware of the facts upon which it is based.
The Director of Public Safety - Police/Fire Chief shall give a written answer to the aggrieved
employee within five (5) working days after receipt of the written grievance. If the answer is
mutually satisfactory, the grievant shall so indicate on the grievance form and sign it with two
(2) copies of the grievance thus settled retained by the Association and one (1) by the
Employer.

Section 3: SECOND STEP. If the grievance has not been settled in the First Step and if it is to
be appealed to the Second Step, the grievant and his association grievance chairman or his
designated representative shall notify the City Manager in writing within five (5) working days
after receipt of the First Step answer of the desire to appeal. If such written request is made,
the City Manager or the Director of Human Resources and/or someone by him designated
shall meet with the grievant and Association representative within seven (7) working days
after receipt of request to consider the grievance. The City Manager or the Director of Human
Resources or his designated representative shall give the written answer to the aggrieved
employee and his Association representative within seven (7) working days after the date of
this meeting. If the answer is mutually satisfactory, the grievant shall so indicate on the
grievance form and sign it with two (2) copies of the grievance thus settled retained by the
Association and one (1) by the Employer.

Section 4: THIRD STEP. If the grievance has not been settled in the Second Step, the
Association or the Employer may submit the matter to arbitration provided such submission is
made within fifteen (15) working days after receipt of the Second Step answer.

All matters submitted to arbitration shall be submitted to the Michigan Employment Relations
Commission in accordance with its Rules and Regulations then obtaining within the time
specified above and such rules shall govern the arbitration hearing. The arbitrator shall have
no power or authority to alter, amend, add to, or subtract from the terms of this Agreement.
The decision of the arbitrator shall be final and binding upon the parties hereto. The expenses
and fees of the arbitrator and the Michigan Employment Relations Commission shall be shared
equally by the Employer and the Association. If a fee is charged following an adjournment by
either party, the adjournment fee shall be paid by the party that cancels the scheduled
arbitration date.



Section 5: Time limits at any step of the grievance procedure may be extended only by mutual
agreement. In the event the Employer fails to reply to a grievance at any step of the
procedure within the specified time limit, the Association may process the grievance to the
next step. In the event the Association does not appeal a grievance from one step to another
within the time limits specified, the grievance shall be considered as settled on the basis of the
Employer's last answer.

Section 6: Grievances on behalf of the entire Association shall be filed by the Chairman of the
Association's grievance committee and shall be processed starting with the Second Step of the
grievance procedure. Such grievances must be clearly defined as to how it was determined to
be a class action grievance.

Section 7: Meetings provided for in the Second Step of the grievance procedure shall start no
later than 4:00 P.M. on the day for which they are scheduled. The Association's committee
shall not exceed a total of three (3) in number except that resource personnel may be utilized
if required.

Section 8: The Employer shall be promptly informed in writing as to the membership of the
Association's grievance representatives and any changes therein.

Section 9: Wherever the words are used in the Agreement, "working days" shall be defined as
those days which are scheduled for work between Monday and Friday, both inclusive,
excluding the eleven (1_1) holidays recognized by the Employer.

Section 10: An Association representative shall suffer no loss of pay from his/her regularly
scheduled work for time necessarily spent investigating and meeting with management
representatives in the processing of grievances as provided for in this grievance procedure.
However, the Association representative shall first obtain permission from the Director of
Public Safety - Police/Fire Chief prior to leaving his/her station to investigate and/or process
grievances recognizing the urgent aspects of the job have first priority. It is understood and
agreed that the Director of Public Safety - Police/Fire Chief shall not unreasonably deny the
Association representative the necessary time off.

ARTICLE V - DEPARTMENTAL INVESTIGATIONS

Section 1: In the event a complaint is filed or requested against any employee covered by this
Agreement, the following investigatory procedure shall apply:
(a) The questioning of a member of the department shall be during his
regular tour of duties whenever practicable between 8:00 a.m. and 4:00
p.m., unless exigencies of the investigation dictate otherwise. Unless
otherwise designated by the investigating officer, the questioning of a



(b)

(c)

(d)

(e)

(f)

member of the department shall take place at the department
headquarters.

The member of the department being questioned shall be informed in
writing of the nature of the investigation before any interrogation
commences, the officer shall be informed in writing whether any
possible criminal charges or disciplinary action might result from the
investigation, and the complainant and/or witnesses will be disclosed. If
the member of the department is being questioned for the purpose of
being a witness only, he/she shall be so informed before the questioning
commences. If the investigation implicates a member of the
department who has been questioned as a witness, he/she shall be
informed of the charge and the nature of the investigation before
interrogation commences on another occasion. However, it is
understood and agreed that the informing of a member of the
department that he/she is being questioned as a witness only in no way
provides immunity for such employee from disciplinary action which
may be taken as a result of information disclosed during the course of
the interrogation or investigation.

If an officer is placed under arrest or is a suspect or target of a criminal
investigation, if he/she so requests, he/she shall have the right to
consult with and have legal counsel available during the interrogation.

No record of any departmental investigation made as a result of a
complaint will be placed in the employee's personnel record, unless the
complaint is brought to his attention within thirty (30) days of the
complaint.

Investigations shall be initiated within ten (10) days of receipt of
allegations against a member of this bargaining unit. The investigation
shall be concluded within thirty (30) days from the date the employee is
notified in writing of the investigation by the Director of Public Safety -
Police/Fire Chief or his representative, and the employee (or the Union
in the event the employee is not at work) shall be notified, in writing,
that the complaint was sustained or unfounded within three (3) working
days (as defined in Article IV, Section 9) of the conclusion of the thirty
(30) day period.

No record of any department investigation made as a result of a
complaint will be placed in the employee's personnel record when the
complaint was determined to be untrue.



Section 2: Upon written request, the Association shall receive specific documents or records
available from the Employer, in accordance with or not prohibited by law, and pertinent to the
grievance under consideration. Discretion permitted under the Freedom of Information Act
shall not be impaired by this section. Upon request, prior to arbitration, all documents not
previously provided or exchanged, which either party intends to use as evidence, will be
forwarded to the other party: However, such response shall not limit either party in the
presentation of necessary evidence. Documents requested under this section shall be
provided in a timely manner.

ARTICLE VI - DISCHARGE CASES

Section 1: In the event an employee under the jurisdiction of the Association shall be
suspended from work for disciplinary reasons or is discharged from his/her employment after
the date hereof and believes he has to have been unjustly suspended or discharged, he/she
shall be allowed to discuss his suspension or discharge with his Association representative.
Such suspension or discharge may constitute a case arising under the grievance procedure,
provided a written grievance with respect thereto is presented to the City Manager under Step
Two of the grievance procedure within three (3) working days after such discharge or after the
start of such suspension.

Section 2: In the event it should be decided under the grievance procedure that the employee
was unjustly discharged or suspended, 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 rate of the employee's straight time earnings
during the pay period immediately preceding the date of discharge less such compensation as
he/she may have earned at other employment during such period.

ARTICLE VII - LEAVE OF ABSENCE

Section 1: The Employer may grant a leave of absence for personal reasons of not to exceed
thirty (30) calendar days without pay and without loss of seniority to a permanent employee
provided, in the judgment of the Employer, such employee can be spared from his work.

Section 2: Beginning July 1, 2025, each employee will receive twelve (12) hours of paid
personal business leave each year which will be scheduled at the employee's request subject
to the approval of the Director of Public Safety - Police/Fire Chief.

Section 3: An employee who, because of iliness or accident, is physically unable to report for
work may be given a leave of absence at his request without pay and without loss of seniority
of not to exceed one (1) year provided he/she promptly notifies the Employer of the necessity
therefore and provided further that he/she supplies the Employer with a certification from a
qualified physician of the necessity for such absence and/or the continuation of such absence
when the same is requested by the Employer. Association members will be subject to the
terms outlined in the City's Family and Medical Leave Act Policy.



Section 4: A regular employee who enters the military service of the United States by draft or
enlistment shall be granted a leave of absence for that purpose and at the conclusion of such
leave of absence shall be reinstated in accordance with all applicable provisions of the
Selective Service and Training Act and/or any other applicable laws then effective.

Section 5: Leaves of absence shall be granted to employees who are active in the National
Guard or a branch of the Armed Forces Reserves for the purpose of fulfilling their annual field
training obligations. Applications for leaves of absence for such purposes must be made as
soon as possible after the employee's receipt of his/her orders. Employees who are ordered
to report for annual field training hereunder and who present evidence that they reported for
and fulfilled such obligation, upon presenting evidence as to the amount of compensation
received from the government, shall be paid the difference, if any, between what they
received in the form of pay therefore and what they would have received as regular pay from
the City had they worked during such period. The compensation thus paid by the City shall not
exceed the difference in pay for a period of two (2) weeks, eighty (80) hours of regularly
scheduled working hours in any one (1) calendar year.

Section 6: Employees shall receive eight (8) hours pay at their regular straight time hourly rate
for each regularly scheduled working day necessarily lost from work, not exceeding twenty
four (24) hours, due to a death in their immediate family. Immediate family shall be defined as
current spouse, father, mother, mother-in-law, father-in-law, stepmother, stepfather,
stepchildren, grandchildren, employee’s grandparents, children, brothers, sisters, brothers-in-
law, sisters-in-law, and grandparents-in-law; and, to be eligible for such pay, the employee
must attend the funeral. An additional sixteen (16) working hours shall be allowed for the
death of the employee's current spouse, child, stepchild, grandchild, or parents. The Director
of Public Safety - Police/Fire Chief may require verification of funeral or necessity for such
leave.

Section 7: Aregular employee may, upon his written request, be granted a leave of absence
for not to exceed one (1) year for the purpose of continuing his/her formal education at a
recognized college or university. Such leave of absence shall be granted without pay and
without loss of seniority rights. The employee must request such leave of absence three (3)
months in advance of the date such leave is requested to begin, and the employee must
indicate the expected date of return.

Section 8: Association Leave. Officers elected or appointed to the Association's Executive
Board or the Pension Board, providing authorization has been obtained from the Executive
Board and furnished to the city, shall be allowed up to a combined total of seventy two (72)
duty hours for the purpose of attending to Association business and conventions without loss
of pay or benefits provided: the granting of such leave would not result in a shortage of
sufficient officers and result in the required payment of replacement overtime as determined
by the Director of Public Safety - Police/Fire Chief.



Section 9: Leave of absence referred to in this Article must be applied for in writing by the
employee or with a doctor statement, and approved in writing by his/her department head, or
the Human Resources Department in order to preserve the employee's job rights during such
leave.

Section 10: Employees who pursuant to law are not permitted to carry a gun or who are found
to be mentally or psychologically unfit in accordance with Article IX will immediately return

their City issued weapon to the City.

ARTICLE VIII - PAID SICK LEAVE

Section 1: Full-time employees starting with their second (2") month of continuous
employment by the Employer, shall accumulate paid sick leave credits on the basis of eight (8)
hours per month

Section 2: In order to qualify for sick leave payments, the employee must report to the on
duty team leader or his designated representative not later than one (1) hour before his/her
normal starting time on the first day of absence unless the circumstances surrounding the
absence made such reporting impossible, in which event such report must be made as soon
thereafter as is possible. In addition thereto, if any employee is absent two (2) or more days,
said employee must notify the department by 4:00 P.M. on the day preceding his/her intended
date of return.

Section 3: Qualified employees shall be eligible for paid sick leave from (and to the extent of)
their unused accumulated paid sick leave credits in the following situations.

(a) When an employee's absence from work is due to a non-duty iliness or
injury provided such illness or injury was not attributable to the
intemperate use of alcoholic beverages or drugs (this does not apply to
time missed due to the treatment of substance abuse), or was not
attributable to causes occurring while performing work for which he/she
is paid by someone other than the City.

(b) When an employee's absence from work is necessitated because of an
illness or injury arising out of or in the course of his/her employment by
the Employer and which is compensable under the Michigan Worker's
Compensation Act, the Employer will pay such employee the net
difference (taking into account the fact that Worker's Compensation
payments are not subject to federal income or social security tax or
state income tax) between what the employee receives in compensation
under such Act and what he would have received for the time
necessarily lost from his/her regularly scheduled duty days due to such
illness or injury for a period of not to exceed twenty-six (26) weeks any
twelve (12) consecutive months and no more than one time per injury or



illness. It is understood that the employee's sick leave accrual will be
frozen during the time period in which the employee is receiving such
supplement. When an employee is no longer eligible for the payment
from the Employer above referred to, thereafter he/she shall be entitled
to utilize his/her accumulated unused paid sick leave credits to make up
the difference between the amount of daily benefits to which he/she is
entitled under such Act and the amount of daily pay he/she would have
received for the duty days on which such necessary absence occurred on
his/her regularly scheduled hours.

(c) It is understood that the Employer will continue a Long-Term Disability
Plan, as further set forth herein, and that no sick leave accumulation
shall be utilized to supplement an employee's income after payments
commence under said plan after the expiration of the original
qualification period thereunder.

(d) The Employer may require medical proof of the necessity for said sick
leave, in which event the involved employee shall be required to
produce a statement from a medical doctor certifying to the necessity
for such absence. If an employee’s attending physician fails to give an
estimated return to work date, the Employer may ask for a second
opinion from a physician of the Employer’s choice, paid for by the
Employer, to substantiate the need for the sick leave following a period
of absence that exceeds the later of 6 weeks or the period of any FMLA
leave time taken by the employee. If the employee disagrees with the
findings, a third doctor mutually satisfactory to the Employer and the
Association will be chosen to examine the employee and his/her findings
will be binding on the employee, the Employer, and the Association. The
fee charged by the third doctor will be paid by the Employer. In either
event, the employee may request a physician whose sex is the same as
the sex of his or her attending physician.

(e) Personaliliness, serious health condition (as defined by FMLA), temporary
disability, exposure to contagious disease endangering others, or illness
or injury in the immediate family necessitation absence from work.

Section 4: Whenever sick leave payments are made under this Article, the amount of such
payments shall be deducted from the employee's accumulated unused bank of paid sick leave
credits. The maximum total accumulation for employees shall not exceed 500 hours.
Employees with over 500 hours of sick time will be paid out according to Section 5.
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Section 5:

Sick bank limits will be reduced from 1400 hours to 500 hours. Current sick leave
balances will be paid out directly to the employee down to the new cap of 500 hours at 75
percent of the association members' current hourly rate at the time of payout.

(a) Payment of coverages will take place over two years

(b) Payments will occur on the first pay period following the implementation of the Short-
term disability and the first pay period in July of 2024.

(c) If an employee leaves before the second payout of their sick hours over 500, provided
they meet the eligibility requirements under the existing contract, they will receive 50%
of their remaining sick leave balance at 100% of their current hourly rate, at the time of
departure. If an employee dies in the line of duty prior to the second payout, the
spouse or beneficiary will receive 75% of the employee’s base salary of the
accumulated hours between 500 and 900 hours.

Section 6:
Employees who have been continuously employed by the employer for fifteen (15)
years from their date of hire shall receive compensation for unused sick leave credits
accrued upon separation. Maximum payoff of 50% of total sick leave credit, up to 500
hours accrued, at 100% of the employee's current hourly rate at the time of payout. An
employee’s beneficiary as designated by the employee on a beneficiary form supplied
by the city, shall receive a payment equal to fifty percent (50%) of the employee’s
eligible sick leave credit, up to 900 hours accrued, at 100% of the employee’s current
hourly rate of pay at the time of death, provided he/she was an employee at the time
of death, as outlined above.

Section 7:

Attendance bonus: Association members using 2 qualifying sick occurrences or less in a year
will receive an attendance bonus equal to five (percent) of their current annual base salary as a
retention incentive to the City’s qualified Defined Contribution plan (401a).

(a) Employees who leave prior to the annual attendance bonus that is awarded in the first
July payroll of each year, provided they have two or fewer sick occurrences, will have
the incentive bonus amount pro-rated from July 1 to their separation date. Their
bonus will be 5% of their base salary, pro-rated on a monthly basis by the number of
months from July 1 to separation. The attendance bonus will be contributed to the
City’s qualified Defined Contribution plan (401a).

(b) The attendance bonus payment will occur on the first payroll in July each year and be
calculated from July 1st to June 30th each year thereafter.
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(c) Qualifying Absence (sick) Occurrence:
An occurrence can be a period of time less than a full scheduled workday, a single day,
or a period of consecutive days. An occurrence begins when an employee does not
report for duty due to illness and ends when he/she returns to work.
Doctor’s/Dentist’s appointments are not occurrences. FMLA events are not used in
counting absences.

Example 1: Employee 1 calls in sick on Friday. Employee 1 is not scheduled to work
Saturday or Sunday but is still ill on Monday and cannot work. Employee 1 returns to
work on Tuesday. This is one qualifying sick occurrence.

Example 2: Employee 2 calls in sick on Monday and then returns to work on Tuesday.
Employee 2 then calls in sick again on Friday. This is two qualifying sick occurrences.

Exemptions:
Doctors Appointments (including mental health services)
Dentist’s Appointments
Funeral Leave
Military Leave
Family Member lliness
Family Hospitalizations
FMLA
Jury Duty

ARTICLE IX - PHYSICAL FITNESS

Section 1: The Employer reserves the right to require employees to take a leave of absence
without pay who are not physically or mentally fit to perform their duties in a satisfactory
manner. “Physically fit” shall include the employee’s weight being in a reasonable proportion
to his height. Such action shall only be taken if a physical or mental examination performed by
a doctor of the Employers choice, at the Employer’s expense, reveals such physical or mental
unfitness. Physical examinations will be performed by a medical doctor, while mental
examinations will be performed by a Psychiatrist or Psychologist in accordance with IACP
standards. If the employee disagrees with such findings, then the employee, at his own
expense, may obtain a physical or mental examination from the doctor, Psychiatrist or
Psychologist, as described above, of his choice. Should there be a conflict in the findings of the
two examinations, then a third examination will be given by a doctor, psychiatrist or
psychologist, as described above, mutually satisfactory to the Employer and the Association.
The fee charged by the third doctor shall be paid by the Employer and his findings shall be
binding on the employee, Employer and Association.

Section 2: When an employee is absent from work for medical reasons for four or more days,

or following surgery, and the absence is not associated to a line of duty incident, the City may
require the employee, consistent with the federal Family and Medical Leave Act, to provide
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medical documentation of (1) the continuing need for the light duty assignment or leave; or (2)
the ability of the employee to return to work or to return to his/her regular work assignment.
The employee will not be permitted to return to work or to return to his/her regular work
assignment until the City has been provided with the requested medical documentation and is
satisfied that the employee is able to return to work or to his/her regular assignment.

Section 3: Whenever an employee is prescribed medication, he/she must inquire of the
prescribing doctor if the taking of the medication will affect his/her ability to safely perform
his/her job. If the prescribing doctor indicates that it will have such an effect, the employee
must immediately report that fact to the Director of Public Safety — Police/Fire Chief or
Assistant Chief.

Section 4. Health Management Program. Bargaining unit employees must undergo an annual
preventive physical examination, during each calendar year, during the contract. Annual
physical exams are the responsibility of the employee and will be given by a medical doctor
selected by the employee. The employee will furnish to the Department of Human Resources,
a statement from the doctor certifying that the physical examination was given within seven
calendar days following the end of the contract year. The statement will be attached to an e-
mail and submitted to the Department of Human Resources using the following e-mail
address: hmpsubmission@portagemi.gov.

Effective July 1, 2016, when an employee, and the employee’s spouse if the employee is
married, have successfully completed the HMP physical examination requirement for the
previous contract year (7/1/15-6/30/16), the employee will receive a $200 HMP award. The
HMP award payments will be paid on the first full payroll of July 2016. This HMP award is
intended for the current labor agreement only and not intended to establish a practice or
expectation for HMP awards in future years.

ARTICLE X - ADDITIONAL HOURS WORKED

Section 1: Time-and-one-half (1-1/2) an officer's regular hourly rate, determined by dividing
the officer's salary by two thousand eighty (2,080) hours, shall be paid for all scheduled hours
worked, which results in an officer working an excess of an average of forty (40) hours per
week per pay period. An officer working the 12 hours shift schedule will be paid 1% time
when working an excess of eighty (80) hours in the two week pay cycle. For example, an
officer will be paid time-and-one-half (1-1/2) his/her regular rate when he/she is scheduled to
fill in for another officer who is on vacation, sick leave (four [4] hours or more per day) and
time spent as an officer witness in Court. Each officer shall be paid a minimum of three (3)
hours overtime pay when called in, except for when an employee is called in for court, then
they will be paid a minimum of two (2) hours overtime pay.

Overtime for planned or unplanned absences or events, such as for vacation, training, or
illness, if filled by overtime, will be offered as follows: a rotation list; assigned as mandatory if
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there are not rotation volunteers. Mandatory overtime will most often be accomplished by
holding over a command officer already on duty and/or bringing in the next command officer
on duty early. As it applies to the 12-hour shift schedule, planned or unplanned absences will
be offered as follows: Filled by bringing in a command officer on a day off, by seniority and
eligibility to work. Any unfilled absences will be partially filled by the on duty command
working over up to four (4) hours, or the next scheduled employee coming in four (4) hours
early, until the vacancy can be covered. Employees will be required to work no more than
sixteen (16) consecutive hours, with at least eight (8) hours off between shifts.

If prior planning is required for a special event, overtime may be assigned to the command
officer involved in the planning.

The rotation list will comprise all Association command officers who wish to be considered for
overtime assignments. Assignments will be made without consideration of the division the
command officer is assigned to or where the overtime is required. The rotation list will be
modified each shift bid period.

Section 2: Except for extreme emergencies and court time, an employee will not be required
to work more than twelve (12) consecutive hours. Only in cases of extreme emergencies or
court will employees working twelve (12) hour shift schedule be required to work more than
sixteen (16) consecutive hours, with at least eight (8) hours off between shifts.

Section 3: Patrol team employees shall be allowed to bid shifts every six months. Employees
shall be allowed to select the shift of their choice by exercising their time-in-rank seniority.

The employer retains the right to schedule additional manpower prior to issuance of the days
off schedule as needed for special events in accordance with Section 4 below. The normal
shifts shall be 8:00 a.m. to 4:00 p.m., 4:00 p.m. to 12:00 midnight, and from 12:00 midnight to
8:00 a.m. For employees working twelve hour shifts, the shifts will be from 7:00 a.m. to 7:00
p.m. and 7:00 p.m. to 7:00a.m. The work week for twelve hour employees begins at 7:00 a.m.
on Sunday. The hours for the day-shift Patrol Team Sergeant primarily assigned to
administrative duties (referred to as Administrative Sergeant), when assigned, will be a ten
hour shift schedule, 7:00 a.m. — 5:00 p.m. On the week day that the Patrol Team Sergeant
assigned to operations is scheduled for the eight hour shift, the Administrative Sergeant’s
hours will be adjusted to cover the balance of the Patrol Team’s 12 hour work day, (9:00 a.m. —
7:00 p.m.). In the event that the Administrative Sergeant concept is no longer utilized, all
Patrol Team Sergeants will be on the same shift schedule. The hours for the night shift
Administrative Sergeant will be a 12-hour shift schedule. A “Power” twelve hour shift, from 3
p.m. to 3 a.m. may be implemented with the agreement of both the union and the city.

The employer also retains the management right to determine the number of officers to be
assigned. All command officers outside of the patrol teams are excluded from the provisions of
this shift bid section.

The use of twelve (12) hour shifts is subject to full or partial revocation by either party with a
written notice of either three month notice or until the next shift bid, whichever is longer.
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Notwithstanding the above provisions, to meet the temporary operational needs of the City,
the parties agree that the City may otherwise assign personnel at its discretion.

Section 4: The Employer shall make reasonable effort to schedule the two (2) regular days off
for members consecutively. However, in no case shall an employee experience more than two
(2) instances per contract year (July - June) where his regular days off are not consecutively
scheduled unless mutually agreed upon by the employee and the Director of Public Safety -
Police/Fire Chief or his designated representative. The employer shall make reasonable efforts
to schedule 12-hour shift employees’ days off consecutively.

Section 5: Full time employees who work on any shift which commences on or after 12:00
noon but before 8:00 p.m., shall be entitled to a shift premium of thirty-five (35¢) cents per
hour. Full time employees who work on any shift which commences on or after 8:00 p.m., but
before 6:00 a.m. shall be entitled to a shift premium of fifty (50¢) cents per hour. The 12-hour
shift Watch 1 shall be 7 a.m. to 7 p.m. with no shift differential. The 12-hour shift Watch 3
shall be 7 p.m. to 7 a.m. with a $1.00per hour shift differential. There is no Watch 2 Sergeant.
Shift premium shall not be added to the base rate for purposes of calculating longevity.

Section 6: Employees may elect to receive compensatory time off, at the appropriate overtime
rate, in lieu of receiving payment for overtime hours. Employees shall be allowed to
accumulate one hundred and sixty (160) compensatory hours. If the city is unable to grant an
employee's request to take compensatory time off, it will grant an alternate day within a
reasonable period, defined as two weeks.

ARTICLE XI - HOLIDAYS

Section 1: Holiday Defined. Time and one-half (1-1/2) an employee's regular hourly
rate will be paid for all time actually worked on the following holidays:

January 1 Veteran's Day (November 11)
President’s Day Thanksgiving Day (Legal holiday)
Memorial Day Day after Thanksgiving Day
Juneteenth December 24

July 4 December 25

Labor Day

Section 2:

Management reserves the right to establish minimum staffing as they see fit during all
recognized holidays outlined within the CBA. Only those personnel that are deemed
"essential” shall be entitled to holiday premium pay of (time and 1/2 base rate).

(a) The Director of Public Safety or designee shall designate the number of "essential"
personnel are needed to work on a specific holiday.
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o This designation shall be made no later than the Sunday preceding the start of
the pay period in which the holiday falls. (i.e. July 4™ Holiday 2025. Start of the
pay period that this holiday falls upon is Sunday, June 22, 2025. Notification to
employees must be made no later than Sunday, June 15, 2025).

(b) All other personnel who are scheduled to work but are deemed "non-essential”, will be
given the day off with pay (straight time). Employees will not be required to utilize paid
time off (vacation, compensatory, personal or holiday time) to receive straight time pay
on a holiday.

(c) Employees scheduled to work but wish to have the holiday off shall still submit a time
off request to their supervisor no later than the Sunday preceding the start of the pay
period in which the holiday falls. If the number of personnel scheduled to work
exceeds the number of essential personnel required then those wishing to have the
day off shall be granted that day off with pay and shall not be required to utilize their
accrued vacation or comp time.

(d) If after granting requested time off their is a need to reduce staffing further to get to
the desired number of essential personnel working then the lowest seniority personnel
scheduled to work shall be "ordered off" with pay (straight time) until the number of
required essential personnel exist.

(e) Should the need arise to recall personnel on a holiday for patrol staffing, the order in
which personnel are recalled shall be as follows:

1. Personnel "ordered off” shall have first right of refusal.
2. Personnel that are on scheduled days off

If recalled to work on a holiday, personnel shall be entitled to holiday premium pay (double
base rate) for the number of hours actually worked. The start of premium pay shall occur once
the employee has reported for duty.

Section 3: Eligible employees shall receive eight (8) hours of pay at their regular straight time
hourly rate for each paid holiday and four (4) hours of pay at their regular straight time hourly
rate for the one-half holiday. When an eligible employee is required to work on any day
celebrated as one of the above holidays, he shall be paid at the rate of time-and-one-half (1-
1/2) of his regular straight time hourly rate for the hours so worked, in addition to the
aforementioned holiday pay.

All Team Leaders and/or Sergeants shall have the option of taking the straight time pay as set
forth in Section 2 or they may notify the Employer on or before the holiday that they desire to
accumulate the equivalent number of hours for Holiday Leave Time; such Holiday Leave Time
may be taken thereafter at any time; provided, however, that no more than 90 hours of
Holiday Leave Time may be carried at any one time. The Director of Public Safety — Police/Fire
shall determine the number of employees who can be excused for Holiday Leave at any one
time.
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Section 4: To be eligible for holiday pay under this Article, an employee must be a regular, full-
time employee as of the time the holiday occurs and must have worked all of the scheduled
hours that he was scheduled to work on the last scheduled day preceding and the next
scheduled work day subsequent to such holiday, except in cases where the employee's
absence on such day or days is due (1) to the fact that such day or days occurred during his
regularly scheduled vacation or (2) to the fact that his absence on such day or days is of a
nature which is compensable under this Contract.

ARTICLE XIl - VACATIONS

Section 1: Regular full-time employees who have completed six (6) or more months of
continuous employment with the Employer since their last hiring date shall be entitled to paid
vacations as hereinafter set forth:
(a) Upon the successful completion of probation and six (6) months of
continuous service the employee shall be credited with 40 hours of paid
vacation.

(b) Following successful completion of probation and six months of
employment, each employee shall be credited monthly with the
fractional equivalent of vacation at the rate of 80 hours per year.

(c) Upon completion of five years of continuous service, the employee shall
begin to be credited monthly with the fractional equivalent of vacation
at the rate of 120 hours per year.

(d) Upon completion of ten years of continuous service, the employee shall
begin to be credited monthly with the fractional equivalent of vacation
at the rate of 144 hours per year.

(e) Upon completion of fourteen years of continuous service, the employee
shall begin to be credited monthly with the fractional equivalent of 160
hours per year.

(f) Upon completion of twenty years of continuous service, the employee
shall begin to be credited monthly with the fractional equivalent of 172
hours per year.

Section 2:

Eligible employees will be allowed to take their leave days in conjunction with their vacation.
Vacation requests submitted at the same time will be approved based on unit seniority.

Section 3: When an Employee who has an accumulation of hours for vacation with pay,
retires, resigns, with a minimum of two weeks’ notice, or is discharged or dies, such employee
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(or his/her beneficiary as designated on the beneficiary form supplied by the City) shall receive
the pay for such hours along with his/her final paycheck.

Section 4: Paid vacation will not be approved for an employee for hours in excess of that
employee's accumulation at the date of his/her first day of scheduled vacation.

Section 5: Vacation time may be accumulative to a maximum of one and one-half (1-1/2)
times an employee's annual accrual of said vacation leave. Requests for additional
accumulations must be approved by the Department Head and City Manager; a written record
of which shall be maintained in the employee's permanent personnel file. No vacation pay will
be paid in lieu of vacations except in cases of extraordinary circumstances as determined by
the City Manager.

ARTICLE Xl — ELECTION OF COMPENSATORY TIME-OFF

The parties agree, to clarify Article X, Section 1 of the labor agreement specific to the use and
payment of compensatory time, as follows:

1. Compensatory Time Off, when elected, will be reported on the weekly timecard. For
each hour of overtime worked, an employee can elect to bank one- and one-half hours
of compensatory time off. Records of employee accrued time will be maintained in the
Police Department.

2. Compensatory Time Off, when elected, can be requested and scheduled consistent
with the departmental procedure for vacation/holiday and the labor agreement
(Section 13.2).

3. Total accrued balances of Compensatory Time Off (not to exceed 160 hours) will be
paid at the straight time rate of pay in the following circumstances:

a. Termination or resignation.

b. Retirement

c. To the beneficiary, designated by the employee on the beneficiary form furnished
by the city, in the event of death.

d. Upon written request to the Director of Public Safety - Police/Fire Chief, and paid
on the next regularly scheduled payroll.

ARTICLE XIV - PERSONNEL FILES

Any employee shall have the right, upon written request, to receive copies of all material
placed in his/her personnel file except any and all privileged in-formation obtained at the time
of initial employment. A written record will be maintained by the personnel staff as to what
material has been furnished an employee and once a copy has been furnished, subsequent
copies of the same material will be furnished to the employee at his/her expense.
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ARTICLE XV — RETENTION PAY

Section 1: Effective July 1, 2010, all regular, full-time employees shall receive longevity pay
for continuous service in accordance with the following schedule:

Sergeants Lieutenants
Upon completion of 5 years - $1400 Upon completion of 5 years - $1500
Upon completion of 10 years - $2800 Upon completion of 10 years - $2900
Upon completion of 15 years - $3800 Upon completion of 15 years - $4000
Upon completion of 20 years - $5200 Upon completion of 20 years - $5500

Continuous service shall accrue from last hiring date.

Section 2: For purpose of this Article, continuous service shall be broken by (1) quit, (2)
discharge unless reinstated through the grievance procedure or (3) retirement.

Section 3: The above referenced longevity payment shall be made the first pay period after
the employee's anniversary date.

Section 4: In the event of death of an employee, his/her designated beneficiary, as designated
by the employee on a beneficiary form supplied by the City, shall receive a pro-rata amount of

the current year's longevity pay due.

ARTICLE XVI - CONTINUING EDUCATION

Section 1: All members of PPCOA will participate in career development planning, including
attending position related training programs which would be mandated by the Director of
Public Safety - Police/Fire Chief, paid for from the fiscal training budget, and scheduled during
regular working hours. Employees enrolled in degree related programs, approved by the
Director of Public Safety - Police/Fire Chief, are eligible for tuition reimbursement according to
the following guidelines:

1. Each fiscal year, beginning with fiscal year 2022-2023, $5,000 in funds will be allocated out
of the Human Resources budget for tuition reimbursement.

2. June 1 of each year, employees wishing to participate in the tuition reimbursement funding
will provide a written communication to the Director of Public Safety - Police/Fire Chief,
indicating the estimated total tuition expenditures for the following fiscal year. Requests
submitted after June 1 will be considered to the extent of funds available.
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3. To the extent of funds available, all tuition eligible will be reimbursed at a rate of 50% of
actual tuition upon verification of successful course completion with a minimum grade of
“C” or better.

4. In the event available funds will not provide a 50% reimbursement, funding will be divided
on a pro-rata basis, among the employees participating.

5. In no event shall any one employee receive more than $1,000.00 in any fiscal year for
tuition reimbursement.

Section 2: When an employee enrolls for a course that is job related as determined by the
Director of Public Safety - Police/Fire Chief, the Employer shall reimburse said employee for all
required textbooks for said course provided that the employee has exhausted other outside
sources for such payments, (i.e., L.E.E.P. funding, G.I. Bill). Those texts so purchased by the
Employer shall become permanent additions to the Employer's Library following the
employee's completion of said course. If the employee fails to complete said course, he shall
reimburse the Employer for the textbooks previously furnished.

ARTICLE XVII - SALARY RANGES

Section 1: Effective July 1, 1992, the employer, so long as the employer voluntarily reaches
agreement with the Association, shall maintain a Police Sergeant's base wage at not less than
sixteen and a half percent (16.5%) above top step Police Officer's wage, and a Police
Lieutenant's wage at not less than twenty eight percent (28 %) above a top step Police
Officer's wage.

Section 2: Whenever a Sergeant fills in for a Lieutenant for a period of more than one (1)
week, the Sergeant will be paid at a rate half (1/2) way between the Sergeant's rate and the
Lieutenant's rate.

Whenever a Lieutenant fills in for an Assistant Chief for a period of more than one (1) week,

the Lieutenant will be paid at a rate half (I/2) way between the Lieutenant's rate and the next
higher Assistant Chief’s rate.

ARTICLE XVII - EMPLOYMENT CONDITIONS

All current personnel policies and procedures applicable to the employees covered by this
Agreement as currently applied and which are not altered by the provisions herein contained
shall remain unaffected by this Agreement.
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ARTICLE XIX - UNIFORMS

Section 1: For the life of this Agreement, it is hereby agreed that the Employer shall furnish
the employees uniforms. Annually, the Director of Public Safety - Police/Fire Chief will conduct
a uniform inspection, at which time he/she shall make the determination relative to the
replacement of old uniforms so as to ensure the continuing policy of providing serviceable
uniforms to the command officers. New uniforms shall be ordered immediately following said
inspections based upon the determinations made by the Director of Public Safety - Police/Fire
Chief. The Employer will continue its practice of providing cleaning for uniforms and other
clothing worn in the line of duty.

Section 2: The Employer will continue to furnish each non-uniformed officer with one pair of
boots to be used for tactical and training purposes.

Section 3: It is understood and agreed that all equipment to be used by the officers is to meet
minimum State safety standards and that each officer is obligated to advise his/her command
officer in writing when any such equipment fails to meet such standards.

Section 4: The body armor to be used by employees is to meet minimum safety standards
established by the National Institute of Justice and that each employee is obligated to advise
his/her command officer in writing when any equipment fails to meet such standards.

The City shall purchase and supply protective body armor to all command officers. Currently,
employees may choose between two types of protective vests supplied by the city. Ifitis
necessary or beneficial to supply a different type (or model(s)) of protective vest, the employer
may specify a new vest after seeking and considering input from PPOA and PPCOA bargaining
unit employees. Based upon input received and with approval from the Director of Public Safety
- Police/Fire Chief-Police/Fire Chief, up to two types of protective vests may be selected and
employees may choose the vest that he/she prefers. The city will also purchase and supply one
(1) outer garment carrier to each Command Officer. All command officers shall be required to
wear the protective body armor at all times while on duty subject to the exceptions set forth
below.

e Command Officers assigned to KVET and SWET while on office duty or on undercover
operations, when the wearing of body armor could compromise their undercover
status.

e Command Officers on approved undercover operations, when the wearing of body
armor could compromise their undercover status.

e Command Officers in plainclothes assignments. They will be required to carry body
armor in their vehicle with them any time they travel while on duty and will be
required to wear body armor when reporting to any preplanned high-risk operation or
to make an arrest.
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o Command Officers will not be required to wear body armor on station (inside the
Police Station) but must wear body armor on the road or when engaged in any field
activity or supervision in the field.

Exceptions to the mandatory use of body armor may be granted at the discretion of the
Director of Public Safety - Police/Fire Chief when the daily temperature forecast
exceeds 80 degrees Fahrenheit.

Any Command Officer exempted above may choose to wear body armor in those
instances for their safety and protection.

Once command officers have received their initial body armor, pursuant to this
agreement, replacement body armor shall be specified in this agreement and shall be
issued by the City when the body armor has reached the manufacturer’s warranty or
has become damaged or unserviceable. The mesh carriers shall also be replaced by the
City when they become damaged or unserviceable.

ARTICLE XX - INSURANCE

Section 1: The Employer agrees to pay the monthly premium on Thirty Thousand ($30,000)
Dollars Group Life Insurance Coverage under the City's present plan and to provide One
Hundred Thousand ($100,000) Dollars False Arrest Insurance for each employee while on duty.
The Employer further agrees to make available to the employees, at the employee's expense,
the option to purchase an additional Sixty Thousand ($60,000) Dollars of Group Life Insurance
Coverage in $30,000 increments, at the same cost paid by the Employer, provided the
employees have the necessary participation to qualify them for the group rate.

Section 2:

Effective February 1, 2021, the Employer agrees to provide BCN-500 and BCN High-Deductible
Health Plan. Coverage levels under the BCN-500 plan are: Physician office calls - $20 co-pay;
Consulting Specialist office call - $30 co-pay; UX/ER $35/$150 after deductible; Deductible -
$500/$1000; Rx - $6/$25/550/580/20%, subject to unilateral changes made by the carrier.
Coverage levels under the BCN High-Deductible Health Plan are: Physician office calls — 100%
after deductible; Consulting Specialist office call — 100% after deductible; UX/ER 100% after
deductible; Deductible - $2000/$4000; Rx- $6/5$25/550/580/20% after deductible, subject to
unilateral changes made by the carrier. An insurance committee will meet annually by July
15t to discuss health insurance options, issues and concerns. The insurance committee will
include a representative from the union and city representatives. For coverage under the
health insurance plan, effective February 1, 2022, the employer will pay a maximum amount
up to the annual premium caps of $7,043.89for single, $14,730.96 for two-person and
$19,210.66for family coverage. Effective February 1, 2023, the applicable caps will be adjusted
based upon the medical care component of the U.S. Consumer Price Index for the most recent
12-month period available prior to October 1, 2022. Employees will pay their share of the
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premium through payroll deduction. A medical flexible spending account program will
continue to be available.

The Employer can provide comparable benefits through another insurance carrier licensed to
do business in the State of Michigan.

(a) An employee who can provide evidence of coverage and elects to opt out of the
city health insurance plan, shall receive a monthly cash supplement equal to
fifty (50%) percent of the total monthly premium paid by the city for the BCN-
500coverage (single, double, or family, which ever applied to the employee).
Payments will be made through the regular payroll systems. Optout can only
occur during open enroliment. Re-enrollment can occur during open
enrollment or if an involuntary loss of coverage occurs. In the situation where
involuntary loss of coverage occurs, the employee shall notify the Department
of Human Resources within five (5) working days of the event. An employee
who previously dropped medical insurance to elect to opt-out shall be re-
enrolled, as well as the employee’s dependents, into the medical plan
previously dropped. An employee who elected the opt-out at the time of hire
may elect the type of medical insurance plan for which the employee and
eligible dependents will be enrolled. Effective as soon as practicable after
August 12, 2010, this fifty percent (50%) supplement will be changed to forty
percent (40%).

(b) The Employer agrees to provide a retiree health insurance premium
supplement effective from the attainment of age 50 through age 64.
Entitlement to retiree health insurance premium supplement occurs only as a
result of retirement or termination at minimum age 50 and at that time the
employee accepts their retiree health benefits.

i (c) For employees in this bargaining unit at age 55 or older with at least 20 years of
service, the benefit will be ninety percent (90%) of the premium that is charged to the
city for single, two person (spouse included) or family coverage until the first of the
month in which the employee and spouse reach age 65. If an employee who retires
after meeting the 55/20 requirement dies before the 10-year benefit expires, this
benefit will continue for the deceased employee’s spouse or family coverage until the
spouse reaches age 65.

For employees hired into or transferred into this bargaining unit at age 50 or older with
at least 25 years of service, the benefit will be eighty percent (80%) of the premium that
is charged to the city for single, two person (spouse included) or family coverage until
the first of the month in which the employee reaches age 65. If an employee who
retires after meeting the 50/25 requirement dies before the 15 year benefit expires, this
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(f)

benefit will continue for the deceased employee’s spouse or family coverage until the
spouse reaches age 65.

(d)

(e)

i Health insurance provided retirees will continue to be the same
insurance plan and coverage provided to active employees.

Effective July 1, 1998, the city shall provide the option of supplemental retiree
health insurance to bargaining unit retirees who have continued health
insurance coverage under a city group insurance program. The city shall
maintain this supplemental coverage at the same level of benefits when
compared to regular employee coverage in coordination with Medicare. The
city shall make payments to the PPCOA supplemental retiree health insurance
fund at a rate of $4,400 for each member of the PPCOA on July 1 of the year. If
a member of the PPCOA is promoted into a non-union command rank position,
the city will continue to make a contribution for the former member until they
retire or terminate employment with the city.

The association shall promptly notify the Finance Department of any changes to
where the above payments are to be mailed.

It shall be the PPCOA’s exclusive responsibility to administer this fund, to
determine the amount of benefit payments, rules of eligibility, and to regulate
and control this fund to appropriate financial standards.

Effective July 1, 2025,the City shall add retiree health insurance to its health
insurance coverage provided to bargaining unit members. The Employer shall
maintain the retiree’s health insurance feature as a part of its insurance
coverage.

Eligible retirees and their spouses may participate in the retiree insurance plan
consisting of the same Blue Care Network plan or other health insurance
offered to regular (active) employees (when non-Medicare eligible) or the BCN
Medicare Advantage Plan Mid-Option (when Medicare eligible). Retirees and
spouses must maintain Medicare Parts A & B to be eligible for coverage in the
BCN Medicare Advantage Plan. An additional eligibility criterion of Blue Care
Network is that the retiree must be enrolled in a Blue Care Network City of
Portage (PPCOA) group plan for the spouse to be eligible to be enrolled in either
the Blue Care Network retiree health plans (not including coverage under
COBRA).

Employees who enter the bargaining unit with prior service from another agency

or jurisdiction may receive credit towards retiree health care eligibility for up to five (5)
years of full-time service.
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Section 3: The Employer agrees to provide Delta Dental group insurance, limited as follows: one
hundred percent (100%) of treatment costs paid by Delta Dental on Class | Benefits (preventive,
diagnostic, and emergency palliative); seventy-five percent (75%) on Class Il Benefits (including
radiographs, oral surgery, endodontics, periodontics, relines and repairs, minor and major
restorative services); fifty percent (50%) on Class 1ll (prosthodontics) and Class IV (orthodontics)
Benefits. The maximum benefit shall be One Thousand Dollars ($1,000.00) per person total per
contract year on Class I, Class Il and Class lll services. Payment for Class IV benefits shall not
exceed a lifetime maximum of One Thousand Dollars ($1.000.00) per eligible person.

Section 4: The Employer shall provide, at its sole expense, a Long-Term Disability Policy for all
employees covered hereunder with an insurance carrier authorized to do business in the State
of Michigan. Such policy shall provide for payment of not less than two-thirds (2/3) of the
employee's salary {calculated as of the time of the disability), with such disability payments
commencing not later than ninety (90) workdays [or eighteen (18) weeks] after the date of
such non work-related injury or illness. Said policy shall further provide that the provisions for
two-thirds (2/3) of the income as set forth above shall be continued through age sixty-five
(65), subject to other terms and conditions as provided by the carrier. It is further agreed that
upon commencement of payments under the Long-Term Disability Policy, no employee shall
utilize accumulated sick leave time for additional payment in excess of the two-thirds (2/3) of
income provided by the carrier, notwithstanding any other provision of this Contract.

Section 5: Employer shall provide, at its sole expense, a short-term disability benefit for all full-
time employees covered hereunder with a third-party insurance carrier authorized to do
business in the State of Michigan for non-occupational ilinesses or injuries only. Such policy
shall provide payment of two-thirds (2/3) of the employee’s salary (calculated at the time of
disability), with such payments commencing after a seven (7) day exclusion period after the
approval of the disability by the carrier. It is further agreed that upon commencement of
payments under the short-term disability policy, employees will be required to use paid time-
off to supplement their pay to their regular gross earnings. Taxes will be withheld from short-
term disability payments pursuant to IRS guidelines.
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Section 6: THIS AGREEMENT Entered into this 22nd day of August 1985, between the CITY OF
PORTAGE, (hereinafter referred to as "City") and the PORTAGE POLICE COMMAND OFFICERS
ASSOCIATION, (hereinafter referred to as the "Association").

In consideration of the promises made to each other contained in a collective bargaining

agreement entered into on the 22nd day of August 1985, to be effective July 1, 1985, and
amended on January 24, 2012, the parties hereto agree as follows:

1.

The Association will establish a Money Purchase Plan, (hereinafter referred to as "MPP")
for its members.

That all of the members of the Association agree to withdraw from the defined benefit
pension plan established for them by the City and give evidence of their consent.

Upon receipt of the consent of all members, the City will transfer funds to the MPP
investment designate in accordance with the Pension and Group Services determination
of fund assets dated 07/02/85 upon a schedule approved by the City and Union. Such
schedule shall reflect any penalties charged for termination of the Bankers Life Contract.
The City will forward to the MPP investment designate the $44,657.00 accrued
employee contribution for the defined benefit pension plan year ending June 30, 1985,
less the proportional amount allocated for two non-union police inspectors.

Future contributions to the MPP shall be paid by the City to the designated fund
administrator on behalf of each bargaining unit member in accordance with the
following:

a. Effective January 1, 2000, for bargaining unit employees hired by the city before
January 1, 2012, the Employer shall contribute eighteen (18%) percent of the
employee’s base salary, specified in Appendix A, each year to this money purchase
pension plan. For bargaining unit employees hired by the city on or after January 1,
2012, the Employer shall contribute fourteen (14%) percent of the employee’s base
salary, specified in Appendix A, each year to the money purchase pension plan.

b. The payment specified in subparagraph (a) above shall be made on a monthly basis,
i.e. one-twelfth (1/12) of eighteen (18%) or one-twelfth (1/12) of fourteen (14%)
percent, as defined above, of the employee’s base salary shall be paid by the 15% of
the month for the preceding month.

c. For employees who are not employed for the full month, the contribution in that
instance will be prorated accordingly.

d. The union will notify the Finance Department 14 days in advance of any change in
the pension bank transit and account number.

MPP shall be established and administered by the Association.

The City shall have no responsibility whatsoever for the administration of the plan,
including providing any payroll deduction services for voluntary employee contributions.
The City shall have no periodic reporting obligation to the union or trustee beyond what
is required by law.

The defined benefit pension obligation of the City to any current unit employees shall be
totally dissolved.
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10. The City shall not be obligated to execute the MPP Document or the Trust Agreement
Document.

11. The Association shall provide annually to the Finance Director of the City an annual
financial report on the plan accompanied by an audit report prepared by an
independent public accountant, following the normal annual audit performed on behalf
of the PPCOA.

12. The Association, its officers and agents, hereby agree to indemnify and hold harmless
the City, the City Council, its City Manager, Finance Director, Director of Public Safety -
Police/Fire Chief, Director of Human Resources, and all other employees individually and
collectively from and against any and all claims, loss, damages, expense, and liability
arising from any aspect of the establishment and administration of said MPP.

13. Each employee who receives any form of monetary value under this concept shall
execute an authorization form which releases the City and its agents, consultants and
insurance companies from any and all further liability or claim, either past, present or
future.

14. Any agreement reached shall be contingent upon the approval of the State of Michigan.

15. It is acknowledged that the MPP is in lieu of the defined benefit plan that was in effect
prior to the inception of the MPP.

16. The Portage Police Command Association shall agree not to propose a supplemental
defined benefit pension plan to supplement this money purchase plan for the duration
of the existence of the Money Purchase Plan.

17. That if the Association, or its officers or agents, ever attempt to seek an increase in said
contribution amount that the expense of such potential increase in said contribution
amount shall be considered as part of any wages and/or salary bargained
contemporaneously, paid to employees of the Association.

18.  All expenses related to the plan conversion shall be paid from fund assets prior to the
determination of individual allocation of assets.

19. The Association shall notify the City of any employee withdrawals from the defined
contribution plan for purposes of coordinating with LTD and Worker's Compensation
benefits.

This agreement is signed on behalf of the respective parties this 22nd day of August, 1985.
(Signatures on file)

20. It is agreed that a money purchase defined contribution pension plan shall be implemented
in lieu of the defined benefit 55/25 plan effective July 1, 1985, in accordance with the terms
and conditions as set forth in Appendix "C" which by this reference is made a part hereof.

(a)  Contributions to the "Money Purchase Plan" shall be paid by the City to the
Money Purchase Plan investment designated on behalf of each officer on an

annual basis in accordance with the following schedule:

Effective January 1, 2000, for bargaining unit employees hired by the city before
January 1, 2012, the Employer shall contribute eighteen (18%) percent of the
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employee’s base salary, specified in Appendix A, each year to this money
purchase pension plan. For bargaining unit employees hired by the city on or
after January 1, 2012, the Employer shall contribute ten (10%) percent of the
employee’s base salary, specified in Appendix A, each year to the money
purchase pension plan.

(b)  The payment specified in subparagraph (a) above shall be made on a monthly
basis, i.e., one-twelfth (1/12) of eighteen (18%) percent of the employee’s base
salary shall be paid monthly, by the fifteenth (15%) of each month for the
preceding month.

(c)  For employees who are not employed for the full month, the contribution in that
instance will be prorated accordingly.

(d)  The City will provide payroll deduction services for members wages to be placed
in the members' pension account. The amount will be limited by the members'
pension plan and Federal law. The City will deposit these funds into the
members' pension plan on a monthly basis in accordance with State and Federal
guidelines. Contributors will be paid for the current period, not a quarter in
advance.

(e)  The union will notify the Finance Department 14 days in advance of any change
in the pension bank transit and account number.

ARTICLE XX!I - DRUG AND ALCOHOL POLICY

Purpose of Policy

The City of Portage is committed to the establishment and maintenance of a drug and alcohol-
free work environment. As the Police Department is charged with the responsibility of
enforcing and administering various drug and alcohol laws and regulations it is critical that
standards be established and maintained to guard against substance abuse within the Police
Department. Parameters established with this policy ensure that the Portage Police
Department will retain the respect of the community and at all times maintain and protect the
integrity of Police Department personnel.

Policy Coverage

This policy shall be applicable to all employees of the City of Portage employed in the PPCOA
bargaining unit.

Policy Content

1. Current Employees of Police Department
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Employees of the Police Department are strictly prohibited from any statutorily defined
illegal use, sale, manufacture or distribution of drugs, whether at work, or not at work,
and during the entire course of their employment. On the job drinking, possession or
ingestion of alcohol, drugs, or other controlled substances without a current valid
prescription, or reporting to work while under the influence of alcohol, drugs, or other
controlled substances without a current valid prescription is strictly prohibited on city
time, premises, or equipment. The Director of Public Safety - Police/Fire Chief shall
have final authority on these activities for undercover operations.

Reasonable Cause Testing

If management has reasonable cause to believe, based upon observation or
information, that an employee, while present on city property and/or on duty for the
city, is being influenced by the use of illegal or controlled drugs or alcohol, the
following procedures would be used as appropriate to the circumstance.

(A) The employee will be immediately placed on administrative leave with pay until
notified of any disciplinary suspension or action resulting in cessation of pay.
Promptly after placement on administrative leave, the employee will be given a
hearing with the following persons present:

1. Employee;

2. Employee’s Union representative, if applicable;

3. Employee’s supervisor; and

4, Director of Public Safety - Police/Fire Chief, or designee.

(B) The facts forming the basis for reasonable cause shall be disclosed to the
employee at the commencement of the hearing and the employee shall, at the
same time, be given the opportunity to explain his or her behavior or actions.

() If it is determined by the Director of Public Safety - Police/Fire Chief, or
designee, that the reasonable cause to believe is substantiated, the employee
will be placed on administrative leave, with pay, pending the results of an
appropriate test.

(D) Said employee shall be required to submit to an immediate urine and/or breath
test to determine whether or not the employee is under the influence of
alcohol, a controlled substance, or illegal drug(s).

(E) Such test shall be given pursuant to the testing procedure as outlined in this
policy.

(F) The employee shall submit to such test and release of test results to the city;
failure to do so shall be a presumption that the employee has violated the Drug
and Alcohol Policy. The employee will then be subject to disciplinary action, up
to and including discharge.
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(G)

After the test has been given and the results known, the employee:

(2) will be put back to work with full pay for time lost, should the test
results be negative; or

(2) will be subject to discipline, up to and including discharge, should the test
results be positive as indicated in paragraph #8 of this policy.

3. Random Testing

Within the Police Department positions exist which, by their very nature, expose
employees assigned to said positions to illegal drugs and to persons who deal or use
such illegal drugs. For the protection of employees working in these positions, the City
of Portage will maintain a random drug testing program which shall apply to all
employees represented by the PPCOA. The random drug testing procedure is as
follows:

(A)

The City of Portage Human Resources Department shall furnish the city’s
physician with employee lists. The city’s physician shall enter employee names
into his or her computer program for random testing selection. At
unannounced times spread throughout the year (at least once per month), the
city’s physician shall have his or her computer randomly select covered
employees for testing. The number of annual computer selections shall be 25%
of the total pool, tested annually. Once computer selections are made, the
city’s physician shall furnish the Director of Human Resources with the name(s)
randomly selected. The Director of Public Safety - Police/Fire Chief, or
designee, shall be notified of testing and either he or she, or designee, shall
privately, on a one-on-one basis, notify the employee(s) that he or she has been
selected for random testing and instruct said employee(s) to report for testing.
If the randomly selected employee is not scheduled for duty or is absent from
work that name will be dropped and the Director of Human Resources shall ask
for another randomly selected alternate name. Once selected, the testing
procedures shall be in accordance with the testing procedures contained in this

policy.

4, Testing Procedures

(A)

(B)

Laboratory Selection

The laboratory selected to conduct the test analysis shall be certified by the
National Institute on Drug Abuse and/or MLEOTC. In addition, the laboratory
selected shall use Smith-Kline Laboratories security procedures or equivalent.
Any and all costs associated with testing shall be paid by the city.

Obtaining Urine Samples
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(C)

(D)

(1)

(2)

(3)

(4)

All sample collection shall occur at the medical clinic, doctor’s office, or
laboratory designated by the city as its testing facility. When the
employee reports to the testing facility he or she must be identified
prior to any sample being given.

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. 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 a confirmation test will serve to
establish use of drugs currently taken under medical supervision.

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

Processing Samples

(1)

The testing or processing phase shall consist of a two-step procedure:

(a) Initial screening step, and
(b) Confirmation step.

(2) The sample is first tested using a screening procedure. A specimen testing

(3)

(4)

positive will undergo an additional confirmatory test. An initial positive
report should not be considered positive; rather, it should be classified
as confirmation pending.

A confirmatory test shall be done by chromatograph/mass
spectrometer. In those cases where the second test confirms the
presence of drug(s) in the sample in excess of the confirmation levels
listed below, the sample will be retained for twelve (12) months to allow
further testing in case of dispute. After a confirmed positive test, the
employee has the right to receive a sample from the specimen by
directing the City’s designated laboratory (in a signed writing), to send
the sample directly to another certified laboratory.

If the initial screening test is positive, the confirming test shall be run by
a second certified laboratory.

Chain of Evidence/Storage
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(1) Where a confirmed positive report is received, urine specimens shall be
maintained under secured storage for a period of twelve (12) months.

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

(3) Inthe event of a positive drug test, the employee shall have the option of
reporting for a second test within 24 hours of the first test.

5. Drug and Alcohol Cut-Off Levels

(A)

(B)

The initial and confirmatory drug test “cut-off” levels shall be as follows:

Drug/Metabolite Decision Level GC/MS Confirmation
Amphetamines 1000 ng/ml 500 ng/ml
Barbiturates 300 ng/mi 200 ng/ml
Cocaine metabolites 300 ng/ml 150 ng/ml
Marijuana metabolite 50 ng/ml 15 ng/ml
Opiates - Codeine 2000 ng/ml 2000 ng/ml

- Morphine 2000 ng/mi 2000 ng/ml
Phencyclidine (PCP) 25 ng/ml 25 ng/ml

Tests for alcohol levels shall be considered to verify impairment when the blood
alcohol level is .04 percent or higher.

6. Effect of a Confirmed Positive Drug or Alcohol Test

(A)

(B)

(€

An employee who has a confirmed positive test for illegal or controlled drugs
shall be subject to discipline up to and including discharge.

After a test showing a blood alcohol concentration of 0.04 or greater, the
employee will be immediately removed from his or her assignment and will not
be permitted to return to his or her assignment for at least twenty-four (24)
hours (absent available sick or vacation leave, the time will be unpaid), and is
subject to discipline up to and including discharge.

Any employee who returns to work following a confirmed positive drug or
alcohol test shall be subject to unannounced follow-up testing for twelve (12)
months.

Prescription Drug Use

An employee may possess and use a drug or controlled substance, provided such drug
or controlled substance is dispensed to said employee pursuant to a current valid
medical prescription in the employee’s name.
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(A) Should the employee’s prescribing physician indicate that the known side
effects of the drug make it dangerous for the employee to safely work, the
employee shall notify the employer or supervisor.

Self-Recognized Substance Dependence

Should an employee recognize himself or herself to be substance dependent (including
alcohol), and if he or she asks the Chief or designee for a leave of absence (the request
cannot be made at the time the employee is directed to submit to an appropriate test),
he or she will be granted a leave of absence (the employee must first exhaust his or her
accrued sick leave, and may use vacation leave as part of the approved leave time)
consistent with the city’s FMLA policy, while under the care of a city-recognized
rehabilitation program (the cost, if not covered by insurance, to be borne by the
employee). Upon successfully completing the rehabilitation program, and/or upon
passing an appropriate return-to-duty test, the employee will be returned to duty from
said leave. After returning to duty, the employee will remain on probation for one (1)
year during which time he or she must remain substance free and will be subject to
random unannounced testing at least once each three months in accordance with the
testing procedures set forth in Section 5 of this policy. Should the employee test
positive during the one (1) year probation period he or she shall be subject to
disciplinary action up to and including discharge.

Policy Implementation

This Drug and Alcohol Policy was negotiated with the express intent that the entire
Police Department is committed to the establishment of a drug and alcohol free
workplace.

ARTICLE XXII - MISCELLANEOUS

Section 1: Employees shall be expected to suggest meaningful ways of improving the quality
and efficiency of the Police Department and to give their total support to new practices and
procedures implemented by the Employer.

Section 2: This Agreement supersedes any and all rules, regulations, or practices of the
Employer which are contrary or inconsistent with the terms and provisions herein contained.
The Personnel Management Plan (City Ordinances), Personnel Rules, Portage Police
Department Rules and Regulations, and applicable Administrative Orders of the City shall be
applicable to employees within the bargaining unit unless such plans, rules, or orders have
been specifically limited or abrogated by the terms and conditions of this Agreement.

Section 3: The clothing allowance for the Command Officers assigned to duties involving the
utilization of civilian clothing shall be one thousand forty-six dollars & seventy-six cents
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($1046.76) per year paid on a bi-weekly basis (540.26 per pay period) provided that an officer
is assigned to such duty for more than sixty (60) days each fiscal year. The Employer shall
continue to assume the same responsibility for cleaning, laundry, and maintenance for all
police officers as has been the practice immediately prior to the signing of the Agreement. The
payment of the clothing allowance shall be subject to the rules and procedures outlined

below. The payment shall never exceed $1046.76for any twelve-month period. If the
employee fails to complete sixty (60) days in the assignment, the employee agrees to pay back
the full amount of the clothing allowance through a payroll deduction of $50.00 per pay
period. The clothing allowance plan is taxable.

Employees entering the assignment will be eligible to receive the clothing allowance on the
payday following the first full pay period in assignment. Upon separation of employment, the
benefit will be paid only if a full two-week period is due to the employee.

Section 4: The Employer shall give immediate notice to the Association of any change in the
insurance coverage of the Employer as it affects the members of the Association.

Section 5: In the event of a vacancy for Lieutenant in the Portage Police Department a posting
shall be placed on the board for internal applicants. Only those applicants who have
completed two years of service as a Sergeant with the Portage Police Department will be
eligible for promotional consideration. The posting, announcing the opening, will include the
date of the written examination, if necessary, and the applicable reading list.

(a) The written examination will be a valid assessment for the position of
Police Lieutenant and will be administered by the Department of Human
Resources. The date of the test, if necessary, will not be sooner than 30
days following the posting of the vacancy announcement.

(b) City of Portage Sergeants will only be required to pass the written
examination for Lieutenant on one occasion in order to be considered for
future promotion to Lieutenant. Sergeants who have yet to satisfy the
two years of service requirement may take the test prior to completion of
the two-year period when given but are ineligible for promotion
consideration until after the two-year requirement has been satisfied.

(c) Tests will be scored, and the results will be posted. There will be a five-
day rebuttal period following the posting of the scores. Rebuttals must be
provided in writing to the Department of Human Resources within the
rebuttal period. Those candidates who have passed the written
examination will be presented to the Director of Public Safety - Police/Fire
Chief for interview and selection.
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(d) Internal applicants will be given first consideration. In the event there are
no internal applicants, the city shall conduct a public recruit for the vacant
position.

Section 6: Employees will not smoke, vape, or chew while in a City vehicle, building or within
public view.

Section 7: The Command Officers agree to follow the Personnel Performance and Evaluation
System as established in the Portage Police Department Order 200-11, dated July 17, 2002.

Section 8: The introduction of the 12-hour shift schedule is intended to neither add to or
detract from the benefits, wages, conditions of employment contained in the July 1, 2019
Labor Agreement.

Section 9: Specialty Sergeants
(a) Positions:
e Training Sergeant
e Community Engagement and Resolution Team Sergeant
e Administrative Sergeant

(b) Assignment:
The appointment as a Specialty Sergeant shall be made by the employer
based on qualifications and ability as determined by the Director of Public
Safety — Police-Fire Chief.

A Specialty Sergeant assignment shall be for a period of up to thirty-six (36)
months outside of the patrol division with the possibility, as determined by
the Director of Public Safety, for up to an additional twelve (12) month
extension for a maximum assignment of forty-eight (48) months.

e When a Specialty Sergeant’s term expires, the holder may not re-
submit for that same position unless there are no other applicants OR
at least on other Sergeant has occupied the position after them.
However, they can apply for one of the other Specialty Sergeant
positions if they are vacant.

A Specialty Sergeant assignment is not a promotion and no change in rate of
pay shall be made other than the normal raises to which the assigned
sergeant may become entitled.

(c) Selection:
All qualified candidates who have expressed interest in an available Specialty
Sergeant position will be interviewed by a panel appointed by the Director of
Public Safety.
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Based on the interview and the overall qualifications of the candidate, the
interview panel will provide a recommendation to the Director of Public
Safety who will then select the candidate to fill the position.

The Director of Public Safety will make the final determination of the need to
continue, discontinue, or eliminate any or all Specialty Sergeant positions.

(d) Miscellaneous:
In the event the current holder of the Specialty Sergeant position is not
interested in requesting an extension to remain in that assignment or in the
event of a vacancy where there are no applicants for that position — the
Public Safety Director will make an assignment from the current Sergeants
ranks.

The Public Safety Director reserves the right to temporarily re-assign the
Specialty Sergeant back to the patrol division in times of emergencies,
staffing shortages, or other extenuating circumstances that may require a
temporary reassignment.
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ARTICLE XXIII - DURATION

This Agreement shall become effective as of the first day of July, 2025 and shall remain in full
force and effect through the thirtieth day of June, 2027 and from year to year thereafter
unless either party hereto serves a written notice upon the other of at least sixty (60) calendar
days prior to the thirtieth day of June, 2027, or sixty (60) days prior to the expiration of any
subsequent automatic renewal period of its intention to amend, modify, or terminate this
Agreement.

COMMAND OFFICERS ASSOCIATION CITY OF PORTAGE

CNRoQuo  Gz2s I L

Craig Begﬁn, President Date Patricia Randall, Mayor Date

?%’ F-12- 25~ buoe 288

Ronald Clark, Secretary Date Erica Eklov, City Clerk  Date
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