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#10

January 1, 2011
through
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IN ACCORDANCE WITH RULINGS OF THE SUFFOLE COUNTY
PUBLIC EMPLOYMENT RELATIONS BOARD
THE FOLLOWING CONTRACT BETWEEN

SUFFOLK COUNTY CORRECTICON OFFICER'S ASSOCIATION

BARGAINING UNIT $#10
AND
THE COUNTY OF SUFFOLE
FOR THE YEARS 2011 - 2018

HAS BEEN APFROVED BY THE MEMBERS

CF BARGAINING UNIT #10
BY THE COUNTY EXECUTIVE AND BY

RESOLUTION OF THE COUNTY LEGISLATURE

FREFACE

Agreements entered into by the Suffolk County
Correction Officer's Association and the County of
Suffolk which modify the Agreement must be signed by the
President of the Association's Board and the Director of
Labor Relations and must be on file in both offices for
these Agreements to be binding on both the Association

and the County.
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AGREEMENT made this 5bth day of June, 2015, between
Suffolk County, a municipal corporation of the State of New York,
having its principal place of business at the Suffolk County
Center, Riverhead, Wew York, as employer (hereinafter referred to
as “the County"”), and the Suffolk County Correction Qfficer's
Lszociation, sald organization being an incorporated association
and an organization having as its primary purpose the Improvement
of terms and conditions of employment of public employees, having
its affice and principal place of business at 1001 Middle Country
Road, Ridge, MY 11961, as an employes organizatien (hereinafter
referred to as “the Association”™).

WITHESSETH

WHEREAS, the County has recognized that the Suffolk County
Correction Officers Association represents the public employees
of the Sheriff's 0ffice of Suffolk County, including Correction
Officer I, Correction Officer II, Correction Officer III and
Correction Qfficer IV, Deputy Warden, and all employees in the
title of Warden on September 17, 2012 | “the employees”): and

WHEREAS, the Association was, on the 5th day of Septemper,
1985, recognized by the Suffolk County Legislature as the
employees’ representative for the purpose of collective
bargaining; and

WHEREAS, the Association has affirmed in writing to the
County that it does not assert the right to strike against any
government, to assist pr particlpate in any such strike, ©or 1o
impose an obligatioen te conduct, assist or participate in such a
strike; and

WHEREAS, the parties desire to enter into a collective
bargaining agreement setting forth the amount of wages to be paid
to the employees and the terms and conditions under which the
employees work and perform their duties;

NOW, THEREFORE, by reason of ne premises and in
consideration of the mutual covenants herein, the parties agree
as follows:

1. Ganeral Cbligation of the Association
The Association obligates itself for its members and the
aemployees that 1t, and each of its members and employees, wWill
faithfully perform all of the terms and conditions of this
Agreement on their respective parts to be performed.




2. PRecognition: Term

Ihe County recognizes the Association as the sole and
exclusive bargaining agent and representative for the employees
of Bargaining Unit #10 and agrees to continue to do so, subject
to the orders of the Suffeolk County Public Employment Relations
Board, courts and any arbitrator acting under this Agreement, for
Che maximum pericd permitted pursuant to the provision of Section
208.2 of the Civil Service Law,

A. Agency Shop - The County agrees to the Agency Shop
provision as per New York State lLaw, and in addition agrees to an
Agency Shop Dues Deduction to be paid directly te the
Association.

B. Legislative Approval Clause

IT 15 AGREED BY AND BETWEEN THE PARTIES THAT ANY
PROVISION OF THIS AGREEMENT REQUIRING LEGISLATIVE ACTION TO
FPERMIT ITS IMPLEMENATION BY AMENDMENT OF LAW OR BY PROVIDING THE
ADDITIONAL FUNDS THEREFOR, WILL NOT BECOME EFFECTIVE UNTIL THE
APFROFRTATE LEGISLATIVE BODY HAS GIVEN APPROVAL.

3. Rights Reserved to the Coun

Except as speclifically abridged, delegated, granted or
modifiead by this Agreement, all of the rights, powers, and
authority the County had prior to the signing of this Agreement
are retained by it and remain exclusively and without limitation
within the rights of management, which are not subject to
grievance procedures or arbitration. This includes the right,
power and privilege, subject to Civil Service Law, and tg the
terms of this Agreement where applicable, to plan, determine,
direct and contrel, or change the nature and extent of all its
operaticens, to promote employvees from one classification to
another, te transfer and assign employees to places or work as it
may elect, to create and abolish positions, and to determine
duties, tours of duties and the manner of the performance of
duties. Tt alase includes the right to demote, discipline, suspend
or discharge employees for cause and to relieve them from their
nermal duties for any legitimate reason, to introduce new
equipment, methods or facilities or change existing methods, and
to make and enforce rules and to carry out the functions of
management .

d. Officars of the Association
The Asscciation wi gend the Office of Labor Relations
a letter of notification by January 15th of each vear, which will
contain a list of names and addresses of the officers of the



Association. The Association will periodically update this letter
of notification to reflect changes of the names and/or addresses
of these officers. No officer of the Association will be
regognized by the County until the County has received
notification of any new appointments or changes.

N. & ation: Re 11:'H!%?5
TEE bi-weekly wages for the period beginning January

1, 2011 and ending December 31, 2018 will be set forth in the
Schedules attached hereto and made a part herecof. All raises set
forth below will become effective on the dates seéet forth belaow,
except that the raises effective in 2014 and 2015 will not be
included in employees’ paychecks until the first pay peried in
2016. Betropactive payments for the raises effective in 2014 and
2015, other than for retroactive overtime payments and
compensatory time payocuts, will be paid upon the employee’s
separation from employment at the employee’s then prevailing
hourly rate, except that these deferred monies may be paid in
2020 at the sole discretion of the County upon the request of a
then current employee.

For all employees hired on or before June 16, 2013,
including those who separated from serviece with the County on or
after January 1, 2014, the percentage raises will be increased
as followed:

AR, Effective January 1, 2013, each step on the annual
salary schedules from January 1, 2012, for the Correction Officer
I title will be increased by 3$625. This raise 1is effective
January 1, 2014.

B, Effective Jume 1, 2013, each step on the biweekly
salary schedules from January 1, 2013; for the Correction Officer
I title will be increased by an additiomal 0.5%. This raise is
effective Januarcy 1, 2Z014.

C. Effective April 1, 2014, each step on the annual
galary schedules from January 1, 2014, for the Correction Officer
I title will be increased by S5875.

D. Effective June 1, 2014, weach step on the annual
salary schedules from April 1, 2014, will be increased by an
additional 0.5% i

E. Effective December 1, 2014, each step on the biweekly
salary schedules from June 1, 2014, for the Correction Officer I
title only, will be increased by an additional 0.5%.



F. Effective April 1, 2015, each step on the annual
salary schedules from December 1, 2014, for the Correction
Officer I title will be increased by an additienal 5900,

G. Effective June 1, 2015, each step on the biweekly
salary schedules from April 1, 2015, for the Correction Officer I
title will be increased by an additional 1.0%.

H, Effectiwve December 1, 2015, each step an the biweekly
salary schedules from June 1, 2015, for the Correction Officer T
title will be inecreased by an additional 1.5%.

I. Effective June 1, 2016, easch step on the biweakly
salary schedules from December 1, 2015, for the Correction
Officer I title will be increased by an additional 3.25%.

J. Effective June 1, 2017, each step on the piweekly
salary schedules from June 1, 2016, for the Correction Officer I
title will be increased by an additional 3.25%.

K. Effective June 1, 2018, each step on the biweekly
salary schedules from June 1, 2017, for the Correction Officer T
title will be increased by an additional 3.25%.

L. The starting salary for employees hired after June
16, 2015, will be 830,000 and will be frozem for the duratien
of the 2011-2018 Agreement. The salary schedule consists of 12
years to top step, incluzive of the starting step, with raises
every six months. See Appendix H. Current employees will
maintain the current pay scales, with steps being increased
each time top step is increased, consistent with preexisting
contract language. The index for all prormotional titles and
assignments te Investigator titles for enployees hired after
the June 16, 2015 are t& be based on the top step CO I salary
for employees hired after the June 16, 2015,

M. Employees hired on or after June 16, 2015, will
have their top step remain at the top step on December 31, 2013,
($78.690) and all other steps will remain frozen in accordance
with Paragraph L herein during the term of the 2011-201%
Agreement, absent a suCcessor agresment or award,
notwithstanding any other prewision contained herein to the
contrary, except as provided in Secticn 5.3,

H. For those employees hired on or aftepr September 17,
2012, the salary schedule will be reconfigured by providing for



equidistant steps. The reconfiguration is permanent and will not
change unless/until a change is negotiated or awarded. It will
change each year by computing the teop and bottom steps and making
the intermediate steps eguidistant.

0. Correction Officer 1T will be indexed at 16% greater
than top step Correction Officer I, and Correction Officer III
will be indexed at 16% greater than Correction O0Officer II.
Effective September 17, 2012, Correcticn Officers IV, Deputy
Warden and Warden will also receive a 16% index from the next
lower rank; exclusive of the stipend in lieu of overtime.

P. Innr&mnntfﬂtnp System Movement - All Iincrements
fateps will continue to be awarded in conformance with the
"Triborough Doctrine;™ as in effect on the date of the signing of
this Agreement, in the event that the Agresment expires befeore a
successor Agreement can be reached.

Upon commencement of employment, all employees will
be pald at the increment/step 1 rate. Upon thelr anniversary
date (one vyear of completed service), they will automatically
advance to increment/step 1A and be paid at the increment/step 1A
rate., Upon thelr second anniversary date (two years of completed
service), they will autematically advance to increment/step 2 and
be paid at the increment/step 2 rate.

After completing two years of service they will
advance through the Lncrement/step system and be paid at the
increment/step 3 rate on January 1, following their second
anniversary date., They will further advance to increment/step 4
the feollowing January 1, and te increment/step 5 rate the
suceseding January 1. They will advance to the top il1ncrement
fstep (step 5) no later than five years from the commencement of
employment.

Any employee hired on or aiter September 17, 2012
will receive step increases on his/her anniversary date instead
of January lst.

Q. Investigator Increments/Step - All employees with
the designation of Investigator will receive, in addition to

their bi-weekly base pay, additional salary as outlined in
Appendix T,

. The official pay rate for Investigators will be
inclusive of their bi-weekly stipend. This pay rate will be
increased by the general wage rate increase thereafter.



Effective December 31, 2010, a fourth step on the
salary schedule will be created that will be 5500 higher than the
third step., Those eligible for this increase must have completed
three years of service as a Correction Officer Investigator.

R. No employee will make an annual salary egual to or
greater than that of the County Executive.

£. Employees receiving a pay raise or a promotion will
receive the new pay rate effective on the date the employee is
appointed to a higher grade.

T. Bl-weekly wages are the official salary rates. All
salary rates will be rounded off to the nearest dollar figure as
per the feollowing: If the amount is $.49 or below, it is rounded
off to the lower dollar figure. If the amount is 35.50 to %.04,
it is rounded off to the next highest dollar figure.

o. All deferrals are intended to be pension neutral.
Nothing set forth in the 2011-2018 ARgreement regarding deferrals
will in any way diminish pension bernefits or the County’s
pension contributions.

5.1 Operational Security/Emergency-Related Services
Stipend - The Bheriff will have the sole discretion to utilize
any unit member for non-traditional duties pertaining to
operational security/emergency-related services including, but
not limited te, gang-related and anti-terrorism recruitment
initiatives and cther non-traditional duties pertaining to the
care and custody of inmates.

. The Operational Security/Emergency-Related Services
Stipend will continue to be a part of the enployee's biweekly
base wages, but there will be no further increase in ths
employee’s base wages unless otherwise negotiated by the
parties. ]

Employees’ duties and responsibilities will be expanded
to include responsibility for homeland security, anti-terrorism
and disaster response, Effective January 1, 2013, for employees
hired before June 16, 2015, top base pay will be increased by
$700. The 5700 increase will not be included in employees’
paychecks until the first pay period in 2016. All ratrsactive
payments for 2015, other than for retroactive overtime payments
and compensatory time payouts, will be paid upon the employee’s



separation from employment at the employea’s then prevailing
hourly rate, except that these deferred monies may be paid in
2020 at the sole discretion of the County upon the reguest of a
then current employea,

3.2 Longevity

A. The longevity pay entitlement for employees is
reflected in the following table, which reflects the amount of
the longevity payment and the number of years of completed
service necessary to gualify for payment. Effective January 1.
2016, longevity pay will be increased by 5125. In addition, a
new year 30 will be added at $3,500, incluasive of the §125
increase. Effective January 1, 2018, longevity pay will be
increased by $200 in years 15, 20, 25 and 30. Iongevity will be
paid as follows:

3 Yaars 10 ¥Ymars 15 Years 20 ¥Years 25 ¥Yaara 30 Toars
1/1/186 S1,000 =1, 500 9,000 52,500 $§,DDG EE,Eﬁﬁ
1/1/18 51,000 21,500 52,200 52,700 £3.,200 23,700

B. For ©purposes of longevity, sarvige must e
continuous, except that leaves of absence for one year or less
will not constitute a break 1in service. Except for military
leaves of absence, no credit will be given for any time or leave

which continues beyond one year. Suspensions will not be deemed a
break in service.

For purposes of longevity, an employee whe had been
on the County's payrell for one year or more or who resigns or is
cerminated and then is re-employed by the County within one year
will not lose previous time, However, the break in service will
ba deducted from the total service time of the emploves. BAn
employee who resigns or 1s terminated and is subseguently re-
employed by the County when the break in service was greater than
one year will not receive credit for prior service.

€. For purposes of longevity for employees hired in the
Sheriff’'s Office prior to January 26, 1983, "service" will mean
service in the County of Suifolk, except that employees who were
transferred into the employ of the County, because of an action
taken by the County will likewise be credited for that service
with Their previous employer for the purpose of determining
entitlement to longevity pay.

For example: An employee of the Port Jefferson Sewer
Dlstrict who was assimilated into the County when the Department
of Environmental Contrpol was established will, for purposes of

7



longevity, receive credit for continued prior years of service
with the Port Jefferson Sewer Digtrict. An employes of a schogl
district who wveoluntarily resigns his/her position and accepts a
position with the County will not be given credit for prior
service with the school district,

Far purposes of longevity, for employees hired after
January 26, 1983, "service" will mean service in the Suffolk
County Sheriff's Office in a title of Correction Cfficer.

D. BAn employee will be deemed to have completed the
appropriate number of years of continuous service on January 1,
of the calendar year in which hefshe will hawve completed that
service. An employee will be entitled te longevity pay if
terminated from service during that year for reasons of death or
retirement. Employees terminated for other reasons will be
eantitled to receive a full year’s longevity pay only if they have
actually completed the appropriate number of years of service, &s
the case may be, at the actual date of termination. For example,
an employee whose date of completion of 15 years of service is
July 1, and who retires on March 1, will hawe his/her full
longevity check to which he/she is entitled upon completicn of 15
years paid to him/her as of the date of retirement. For example:
An employee whose date of completion of 15 years of service is
September 1, and who resigns on February 1, will have his/her
langevity check to which he/she is entitled upon the completion
of 10 years of service, pald to him/her as of the date of his/her
resignation.

E. Employees who are entitled to longevity pay as of
January 1 of any year will be paid by separate check on the
Thursday immediately following the first payday following April 1
¢f that year. An employee must be on the payroll on January 1 to
be eligible for a longevity payment in April. An eligible
employee who i not on the payroll in 2pril when the longevity
payment 1s made will be paid the appropriate amount upon his/her
return to the payroll.

5.3 Edueation

Effective January 1, 2014, for all employees hired
before June 16, 2015, top base pay will be increased by $700 and
the salary scale will be accordingly adjusted. The $700 will not
be included in employees' paychecks until the first pay period
in 201&é. All retroactive payments for 2014 and 2015, other than
for retroactive overtime payments and compensatery time payouts,
will be paid upon the employee's separation from employment at



the employee’s then prewvailing heourly rate, except that these
deferred monies may be paid in 2020 at the sole discretion of
the County upen the request of a then current employee.

Employees hired prior to June 16; 2015, will be given
credit for time served in the Sheriff'sz Office and training
received to date to satisfy their college credit or degrese
cbligation pursuant to this provision.

All employess hired on or after June 16, 2015, will be
required to complete a minimum of 120 college credits or cbtain
a Bachelor's degree. Emplovess who have not satisfied the 120
college credit or degree reguirement by November 1 of any year
after reaching top step pay will have their final holiday check
faor that year reduced by the appropriate amount set forth above
until the requirements are satisfied,

5.4 401 (a)

By December 16, 2015, the County will make every effort
to establish a 401 [a) program for severance deferral. The
program will have no cost to the County. If the parties cannot
agree, then the issue will proceed directly to arbitration
pursuant to the contractual griewvance procedure.

6. nsation: Premium Pay/Overtime

6.1 Overtime
All overtime payments will ke based upon 75 hours
worked per bi-weekly pay pericd, with the County not paying for
meal time unless it is actually worked.

Time and one-half will be paid for all hours worked
in excess of the 7.5 hour normal work day. For all employees who
are hired prior to February 28, 2002, any time off for wvacation,
sick leave, perscnal leave, heolidays, or other leave with pay
will be considered as days worked under this paragraph.

Notwithstanding any inconsistent contract provision
or practice to the centrary, all employees not covered by FLSA
Section 207{k) who are hired on or after February 28, 2009 will
be entitled to overtime as follows: at time and one-half after
actually working 40 hours during the work week (Monday-Sunday).

Notwithstanding any ilnconsistent contract provision
Or practice to the contrary, all employees covered by FLSA
Secticn 207 (k) whe are hired on or after February 29, 2009 will
be entitled to overtime as follows: at straight time for all

a



hours worked after actually working 37.5 hours during the
applicable FLSA work cycle as designated by the County: and at
time and one-half for all hours worked after actually working the
maximum nenmber of hours in the applicable FILSA work cycle as
designated by the County.

It will be management's policy to make payment for
overtime worked no later than the second payday after the date of
submission of the record of the overtime. The Jffice of Labor
Belations will alert all administrators and fiscal functionaries
of this reguirement and to follow up promptly on lapses in this
pelicy.

6.2 Equalization of the Opportunity for & Obligation to
Perform Overtime
Overtime work, as an opportunity, in the same ox
related title, will be equalized among employees as far as
practical. Department heads and supervisors may reguire the
performance of overtime or "call-in" work for reazcnable periods
a8 an obligation in cases where, as because of season or extra
ordinary regulrements related %to the job or bhecause of the
absence of normal personnel for whatever reason; the work 1is
necessary to meet the normal work demands of the function of the
Sheriff’'s Qffice, or some emergency exists. Seniority will be &
criterion in the selection of employees for overtime, provided
that the employees hawve the ability to do the work. Overtime
opportunity will be allocated by seniority on a rotating basis.
Seniority for overtime will be in =zccordance with the signed
Memorandum of Agreement entitled "Overtime for Correction
Qfficers"” (Appendix C).

6.3 Compensation Time/Payment of

Employees will ave the option of choosing
compensatory time off at the rate of time and one~half in lieu of
paid overtime. The option of selecting compensation time or
payment must be indicated when the overtime shift is worked. Each
employee will have the g¢pticon of belng pald for overtime in
his/her bi-weekly paycheck or on a guarterly baslis, which mast be
indicated in accordance with current Sheriff's 0ffice policy. The
employee will be paid for a2ll accumulated compensatory time upon
termination of employment.

This provision is subject to the partiesa' obligation
to comply with the provisions ef the Fair Labor Standards Act.

6.4 Recall, "Called-In" Work & Planned QOvertime
An employee who 1s recalled to work on his/her

i



normal work day or is cglled in or directed to work on any non-
work day will receive a minimum of four hours pay computed at the
evertime rate, and in addition will be granted a fized travel
time allowance on a portal (home) to portal (job site) basis of
cne-half hour each way computed at the overtime rate. The
employee will remain &t his/her job assignment and physically
work for these minimum number of hours. If the employee does not
remain on the Jjob, he/she will only be paid for the hours
actually worked, unless directed to leave by a supervisor, in
which case he/she will be compensated for four hours., Effective
December 31, 2010, employees who do not report for work are
ineligikble for recall pay and are prohibited from grieving the
denial of recall pay. This provision will not apply to split
shift employeas.

Overtime under this provision will be accrued and
payable pursuant to Section 6.1. This provision will not apply
to work performed directly before or after the employee's regular
shift.

For purpeoses of this sectlon, a non-work day will be
defined as a day an employee 153 not scheduled to work, a
scheduled personal day, a scheduled wvacation day, a scheduled
haliday, a scheduled day taken for compensatory time accumalated
or scheduled time worked in lieu of a holiday.

6.5 Night Differential

AR night differential of 10% will be added to an
employee’s base salary for any shift starting at 6 p.m. or later,
or ending at & a.m. or earlier. An employvee who works a majority
of his/her time during the specified evening or night shift will
be entitled to night differential for his/her full pay-
Employeas working rotating shifts will neot receive a night
differential.

6.6 Rotating Shifts

An employee who 1is regularly assigned to a 2-tour
rotating shift will receive an additional 7.5% added to his/her
base salary. An employees who regularly alternates between day and
night shifts during the year will be deemed teée be working
rotating shifta.

Notwithstanding the terms of the 2004-2005 Interest
Arbitration Award, eligible employees will continue to be
entitled to receive, and the County will not seek to recoup, any
night differential or rotating shift differential monies paid to
employees for the period covering December 31, 2005 until the
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implementation ¢f the change in hours in March 2009. Eligible
employees will be deemed to include those employees who worked
and received night differential or rotating shift differential
for the peried covering December 31, 2008 wuntil the
implementation of the change in hours in March 2009,

6.7 Canine Allowance
A Correction DODfficer asaigned a canine by the
Sheriff's ©Office will receive the same canine allowance as
provided by the Suffolk County FPolice Benevolent Association
Rgreement .

6.8 C ensation in Lieu of Overtime Pay for Corzrection
Qfficer IV & EEEEE

All Correction Officers IV, Deputy Warden and Warden
will receive an additional annual $10,108 stipend, payable in
equal quarterly payments of $2,526.50, which will be added to the
bi-weekly wage rate,

In thes case of a Correction Officer IV, Depuby
Warden and Warden who has not served for an entire guarter in
nis/her respective title, the stipend will be prorated for the
partial calendar quarter for which he/she served in that title.

It is agreed that this stipend, together with the
rovisions providing for compensatory time, will be in lieu of
overtime pay. i1t is further understocd that this provision is
subject te the parties' cbligation to comply with the provisions
of the Fair Labor Standards Act and it is intended that, if
applicable, the stipend and compensatory time be used as a set-
off against any overtime liability. It is further understocd
that, if the stipend exceeds owvertime Iiability, it is not
intended to reduce the total received.

€.9 Compensation/Off-Duty Hours

Any employee who is a Peace/Police Officer under
Secticn 2.10, Paragrapn 25 of New York State Criminal Procedure
Law will be entitled to overtime compensation for police duties
rerformed on his/her off-duty hours. The employee will alsc be
entitled to any insurance coverage which the employee would have
had if on duoty at the time, and expenses incurred in performing
Chis duty. Any assistance or testimony subsequently reguired of
the employee in civil and criminal proceedings, administrative
proceedings, ete., resulting from the off-duty action taken by
the employee, will be compensated purswsant to the applicable
provisions of this Agreement. This provision will not be
applicable to any peolice work arising out of the performaznce of
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an off-dury private job in which the duties of the employee are
directly related to investigation, apprehension and/or detention.

Toa be entitled to overtime compensation in
accordance with Section 6.9, an employes will only be compensated
for services performed in Suffolk County and only for services in
connectien with a criminal act. Further, this Section is limited
to those employees who would normally receive overtime under
octher sections of this Agreement.

6.10 Compensatory Time, Use of

A. An employee may elect teo take compensatory time in
lieu of paid overtime to a maximum of 10 days during that
calendar year., He/she will be given an opporcunity to take this
compensatory CLlme at mutually agreed times, during the year in
which it was earned. If it is not taken by the end of the last
full payroll period in MNovember in the year in which it was
earned, the employee will be paid fer it by separate check on or
before December 31. Employees hired prior to February 2B, 2009
may convert any amount of unused accrued compensatory time into

gick leave Lime. Any compensatory Lime earned after the end of
the last full pay period in November will be carried over to the
following year. Compensatory time may not be used in place of

Sick time except in the case of extended illness where an
amployee has exhausted his/her sick leave accruals. In these
cases, the 10 day limit may be extended to the extent necessary;
however, the compensatory time taken will be applied against the
10 day limit.

B, © satory Time C.O. IV & Above - Any employee in
the title of Correction Cfficer 1V, Deputy Warden and Warden will
continue to accrue compensatery time at the =same rate as past
practice. However, thease employeas will he zllowed to accumulate
this time without limitation and may, at the employee's option,
convert up to 75 hours per year to vacation or sick time, at the
end of the year. Also, any time not used or converted by the end
of the year will be lost.

B.11 Stand-by

Any employee designated in writing by the Sheriff or
designee to be on stand-by will be eligible for stand-by pay [two
hours pay for eight hours of stand-by, or part thereof not less
than six hours).

T ﬂgggun:ntinn: Insurance
-1 H Insurance
"The Master SCEMHP Agreement” is hereby incorporatad
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by reference, including the amendments made in the 2012 FEMHEP
extension agreement. The County will continue the several
optional and alternative hospitalization and surgical imsurance
policles presently in effect and available to employees and their
dependents (spouse and children only up to age 19 and for
c¢hildren who are dependent students up to age 25) and will pay
for the coverage elected by the employee from said plans in
accordance with the eligibility requirements set forth by the
State of New York. An employee must earn at least 56,250 per
year or be the head of his/her household to be eligible for
coverage under this section. NAny employee as of December 31,
1280, receiving this benefit will not lose it as long as he/she
continues to work the same number of hours or more.

A. County's Right to Self-Insure Health Benefit - The
Assoclaticon recognizes the County's right to self-inszure, change
carriers or adopt a cembination of self-insurance and a carrier
in place of the current option offered by the State Plan. The
County will provide benefit levels in any new health insurance
Program that will, at all times, be egual to the benefit levels
Provided by the State Plan during the term of this Agreement. The
County's right to have a group health insurance option other than
the State Plan will be contingent upon the County maintaining the
State Plan's terms, cenditions and option regarding retirees. If
the County leaves the Stata Plan, the cash buyout payment will be
continued at the optien of the County. The County Plan would
continue te provide for full cost of coverage under any new plan.

B. Health Insurance Eligibility - All emplovees will be
eligible for health insurance aiter completion of two full months
of service following the month in which they have been hired.
For example: an employee hired on February 15, will be eligible
for health insurance on May 1; and an employee hired on June 2
will be eligible for the benefit on September 1.

The HMOs will be available to all employees covered
by this Agreemesnt at the employee's option and cost, if greater
than the EMHP rate.

The County will continue to allew payroll déductions
for HMOs.

C. Upon the expiration of the current EMHP Memorandum
of Rgreement, the Association has the rich: to recpen for the
purposes of negotiating benefits.
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7.2 Life Insurance
211 employees will receive a term life insurance
policy in the amount of $100,000 and upon retirement this benefit
would be reduced to $50,000 as received by current retirees. The
County will be the socle determinant of the carrier.

7.3 Disability Insurance

E11l employees wWill be entitled to a disability
insurance benefit at the current State weekly rate after 45
consecutive days of disabling illness, as verified by the County,
counting from the €first scheduled work day for up to 78 weeks.
For any disability occurring after May 5, 2009, the waiting
pericd for eligibility for disability will be increased from 45
days to 90 days and the period of coverage will be increased from
78 weeks to 104 weeks.

An employee will receive and be charged 2/3 of a day
from accumulated sick leave, if any, in order to receive a full
day's pay (the total of 2/3 of a sick day and the digability
pay) .

The County will have the option to self-insure this

benefit.

7.4 Workers' :mnantinn
207-c and Workers’ Compensation

Employess whe are injured in the performance of their
duties will be entitled to the provision of 207-c and Workers’
Compensation. Employees injured in the course of employment but
not in the performance of their duties will be eatitled only to
the Workers' Compensation provision of this Agreement and State
Law, Those employees recelving their salary under these
provisions will be taxed per Federal and State regqulations.

The Medical Evaluation Unit in the Sheriff’s Office will
be responsible for the initial determination as to whether an
injury is compensable as defined by 207-c and/or Workers'’
Comperisation Taw. In the event that a determination is adverse
to the employee in relation to 207-c, the employee will be
entitled to a due process hearing to determine causal
relationship. A hearing officer will be appointed by the
Sheriff’s Office and the employee will be entitled to be
represented by counsel, as well as cross-examination of the
County's witnesses and presentation of his/her own evidence.



When it has been determined that the employee is not
entitled to 207-¢ benefits but is entitled to Worksrs’
Compensation, he/she will continue to recelve his/héer normal
full salary for a period net to exceed 12 weeka [effective June
16, 2015, <for all employess not then receiving Workers
Compensation benefits, 26 weeks). In the ewent the
determination is adverse to the emplcyee in respect to Workers’
Compensation, a final determination will be made by the Workers'
Compensation Board as affects Workers' Compensation provisions
only. In adverse situations, until a determination is made in
controverted cases; the employee may wutilize all accrued leave
time allowances and receive pay for days not worked because of
the injury. In the event of finding that the employee is able
to perform “light duty” or in the event of finding a permanent
disability, compensation will no lenger be payable. The
Association recognizes the County’s right to continue to use the
County doctor and te send notification that employeses be
assigned to “light duty” under the Workers' Compensatien
provisions of this Agreement.

Prior to any determination, any employee may utilize
any accrued leave time allowances, Upon a final determination
favorable to the employee, these time allowances will be
reinstated to the emplovee.

In the caze of an employee receiving 207-¢
benefits, where there is a disagreement or difference of opinien
between the employee’s doctor and that of the County as to the
employee’s ablility to perform light duty or the specific duties
Lo be performed, the employse will have the option, in writing,
of electing a due process hearing before a hearing officer
appointed by the Sheriff’'s Office or a due process hearing which
will be a review by a third party doctor and/or medical group,
referred to as the “Medscope Agreement” as detailed in Appendix
B. In this case, the decision of the third party doctor as te
the ability to perform light duty or the specific duties to be
performed will be binding on the County and the employee. The
employee will have the right to the option for each difference
or disagreement.

Should an employee fail to abide by the third pazty
physician’s ecertification to perform special assignment by
failing to appear for duty, the employee will receive direct
compensation payments that he/she may be entitled to and be
removed from the payroll.

An employeeé may not accrue or be paid for any time
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beyond the maximums contained within the Rgreement.

Employees receiving workers' compensation benefits for
more than 12 weeks on September 17, 2012 will not be required to
repay benefits in excess of 12 weeks.

A. Vacation Time - An employes who has been absent for
ane or more consecutive years on 207-c¢ prior to December 31, and
who has reached the cap on accumulated wacatien time, will
thareafter no longer acerue additional wvacatior time until the
employee returns to active duty, at which time the employee will
be credited with prorated vacation time for the then current year
(the calculation Lo be based on the number of complete months the
employee is scheduled to work in the remainder of the year as a
factor of the annual vacation days entitlement for the affected
employes) .

B. Might Differential - MNight differential payments
will c¢ease following the 12™ consecutive month of zbsence from
the effective date of placement on 207-c. Upon return to active
duty, the night differential will enly be paid in accordance with
the employse’s then currently assigned work schedule pursuant to
Section 6.5,

C. Personal Leave - Persconal leave entitlement will
cease to accrue following the 12™ consecutive month of absence
from the effective date of placement on 207-c. Upon return to

active duty, the employee will be credited with one personal
leave day after every two complete months of work during that
calendar year up to the contractual maximum.

D. 8Sick leave - Sick leave entitlement will cease to
accrue following the 1I2™ consecutive month of absence from the
effective date of placement on 207-c. Upon return to active
duty, the employee will be credited with 1.1 sick leave day's
after each complete month of work during the calendar vear up to
the contractual maximum.

E. Clothing RAllowance - Clothirg allowance payments
will cease following the 12 consecutive month of absence from
the effective date of placement on 207-c. Opon return to active

duty, the clothing allowance will only be paid in accordance with
Section 10(B}).

F. Cleaning Allowance - Cleaning allewance rayments
will cease following the 12" consecutive month of absence from

the effective date of placement on 207-c. Upon return to actiwve
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duty, the cleaning allowance will only be paid in accordance with
Section 10(B}.

7.5 Benefit Fund

All employees will have contributions made by the
County to the Suffolk County Association of Municipal Employees
Benefit Fund in the amount agreed to by the Association of
Municipal Employees and the County. Any amounts remaining after
welfare contributions to the Fund may be contributed towards
additional benefits not already covered by those approved by the
Fund.

A. Benefit Fund Options
1. The RAssociation has the option of remaining in
the AME Benefit Fund,

2. The Asscciation has the option of creating a
separate Association Benefit Fund with the approval of the
Director of Lebor Relations, whose decision will not be subject
to any further negotiations or Co the grievance and arbitration
procedure.

3. The Assgciation has the option of Jjoining
another existing County Employee Benefit Tund.

In the event that the Association opts to separate
from the BME Benefit Fund, as specified under Sectlon 7.5 of this
Bgreement, and join an already exlsting fund, the County agrees
that the contribution lewel for employees will be egual to the
contribution level of those employees currently in that fund.

B. Paymaents of Premium - PFayments to the Benefit Fund
by the County will be made in advance on a bi-monthly basis. It
is understood that the amount of this prepayment will be based on
the number of employees on the last payroll preceding the
prepayment. It 18 further understood tThat there will ba a
reconciliation at the conclusion of each two month period whereby
additional payments will be made on a dailv basis for employees
added to the payroll during the two month period, but after the
payment date, and whereby deductions on a daily basis will ke
made for employees who are terminated during the two month
period, but after the payment period.

7.6 Laiability Cowverage
The County will provide liability protection
coverage under its comprehensive liability insurance for
employees acting in the discharge of their duties ‘and within the
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scope of their employment.

7.7 Damage to Personal Items
Damage tc personal items during a job-related
incident will be compensated up to 5500 per year.

8. 1Iime for Performance of Services; Leaves

8.1 Work Week; Work Day

A, The normal work week will be 37.5 hours for all
employees. The weekly work schedule will be five consecutive
days on plus two consecutive days off. Exceptions will ocour only
on written agreement between the Office of Labor Relations and
the Asscciation. Also excepted will be employees assigned to
work a weekly work schedule of five days on, two off, five on,
three off shift.

B. Line-Up - Employses will be paid a stipend of
SB80.23bi-weekly in lieu of lins-up time. This stipend will be
increased by the general wage increase. All officers will be

available for line-up consistent with past practice. The salary
chart for Line-Up Pay can be found in Appendix GC.

C. Breaks - Except for those employees whose jobs
require working steadily through a shift and remaining on the job
site, employees will have, at a time designated by the department
head or supervisor, two 15 minute coffee breaks sach day, one in
the morning and one in the afternoon.

D. TLunch/Dinner Breaks - Payment will not be made for a
meal period unless it is actually worked. Employees required to
work during a meal peried will receive time and cne-half for time
actually worked.

E. TWork Week Schedules - The Associaticn and the County
will continue te discuss flexible work day and work week
schedules. It is expressly understood by the parties that neither
party 1s giving up the rights it has under the bhalance of this
Agreement or rights it has enjoyed in the past,

F. X-Days - Employees working a straight five day fixed
day shift (5 on 2 off; 5 on 2 off} will receive five additional
days, called "X-days", scheduled at the dizecretion of the County.
The fiwve x-days will not apply at locations where employees are
working a 5 on 2 off, 5 on 3 off shift. X-days will be ecredited
to eligible officers on January 1 each year for use througheout
that year. X-days will be prorated in the first and last year
for those entitled. In the event that an officer uses more than
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the prorated entitlement, accruals from other than sick leave
would be used for the balance owed.

8.2 Vacation Accrual Designation
Employees will accrue wacation according to the
iollowing Schedulea:

37.5 HOUR EMPLOYEES

Days At the Completion ExXtra
Fer of Each Full Pay Hours on
: Year Ferlod (Z Weeks) Anniv. Date

Beginning of
Employment izt Annlwv. Dabe 10 215 1.5
1st Anniv. Date 2nd Anniv. Date 1k 3 £.5
2nd w ¥ 3xd L ¥ 12 e Bl 5.5
3rd " N Gth K " 15 4.25 2

Eth N e Ot h oy " 18 L g

Sth - " 10th " " 19 E.25 6
ok iy 11eh " w 20 5.75 4.5
p1En:. " Ly L2k . iy 21 & 1.5
12th ™ i 13th s = 22 6.25 2.5
13th. M ” lith 4 . Bk 6.5 3.5
Idth ™ - 15th n ¥ 24 B.75 &k
1EEh: » " L&th o 25 7 5..h
16th " X 17th = 5 26 it 0

TR, T & 1Btk " i 2T TE I
18th * " 19th N s 28 2 2
isth ™ e Z0ch " “ 29 B.25 3
20th * - Termination of 30 8.5 g
Employment

8.3 Vacation Accruals

A. Acecruals & Carry Over Limits - Vacation time may be
accrued to provide for a %0 day maximum accrual of vacation time
as well as a 390 day maximum pay out upon sSeparation from
employment . Upon written approval of the Director of Labor
Relations, an employee may be permitted to carry over accruals in
excess of 90 days provided that this time will only be available
for use and never for payment upon separation.

B. BEeneficiary Entitlement - In the case of death, the
beneficiary is to receive payment in compensation for any unused
authorized vacaticn time.

C. Illness While on Vacation - Employees who fall i1l
while on wvacation may use their sick leave for the remainder of
the illness, and have their time adjusted, provided proper notice
iz given and a doctor's certificate is prezented.
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D. Reocrued Vacation Selections - Accrued vacations will
be taken by émployees at times and in the manner as assigned by
management which, in making these assignments, must take into
consideration tne employee's seniority as defined in Section 16
in jeb classification subject, however, to the operational
requirements of the work and the jobs to be performed.

Except in the event of a Sheriff's Office need, an
employee will not be recalled during his/her regularly assigned
vacation peried or from his/her compensatory time off and
personal leave days. IE a vacation day is canceled, the employes
will not be charged for the use of the vacation day and will
receive recall pay in accordance with Section 6.4.

E. Notification of Vacation Picks - The County will
determine and notify each employee prior to November 1 of each
year when vacations may be taken, the number of employees that
may take vacations at one time, and the amount of each employee's
vacation accruals of December 31 of the following year. Employees
will submit their wacation reguests to management by December 1
and management will, by January 1, approve or disapprove these
requests. Vacation picks will cover the peried of February lst
through January 31st of the following year. Employees with
vacation time aceruals awvailable will be permitted to make
additional vacation picks after December 1 of that wvacation year
where vacation =slots are subseguently open subject to the scle
discretion of the Sheriff.

Vacation reguests will be submitted to the Sheriff
for his/her personal administrative review of each reguest and a
regquest will not be reasonably denied and a denial will not be
arbitrary or capricious. It will be incumbent upon the employea
to insure that any vacation accrued beyond 90 days by December 31
of the following year has been scheduled by then or that time
will be lpst, Time beyond 90 days which has been schedulecd and
approved and then denied, and not allowed to be rescheduled DY
management, will be permitted to bhe carried over to the following
year. Employees not permitted to reschedule scheduled wacation
time lost due to a workers' compensation absence will not lose
any vacation accruals cover 20 days.

Each employee will ke credited with 50% of his/her
annual wvacation entitlement on January 1, and 50% of his/her
annnal vacation entitlement on July 1, except for the first year
of service, during which time wacation leave will be prorated.
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8.4 Holidays
A. Paid Holidaye - Employees will receive the fcllowing
paid holidays:

1. New Year's Day 7. Labor Day

2. Martin Luther King 8. Columbus Day

3. Lineeln's Birthday 9. Election Day

4. Washington's Birthday 10. Veterans' Day

5. Memorial Day 11. Thanksgiving Day
6. Independence Day 12. Christmas Day

Employees will receive as an additional holiday or
holidays any special day or days declared by the President of the
United S5tates, the Governor of the State of New York, or the
Executive of the County of Suffelk, to be a non-working day for
the majority of other County employees. Employees will celebrate
and receive holiday benefits for these additional holidays in the
same manner as other holidays specifically named herein.

B. Designation of Holiday Observance - Holidays that
fall on a Saturday will be granted on the preceding Friday.
Holidays that fall on a Sunday will be granted on the following
Monday.

Employees who enjoy other days off rather than
Saturday and Sunday in a calendar week will be treated
accordingly. That is, if an employee normally has off Tuesday and
Wednesday and a heliday falls on a Tuesday, the emploves will
enjoy the holiday on Monday.

C. Holiday Payment/Compensation Schedule - 1L
employees, not normally scheduled to work on & holiday, are
required to work on a holiday, they will be entitled, at their
election, either to compensatory time and one-half coff or time
and cne-half in additionm to their normal pay. If an employee
elects to be paid, this payment will be made in accordance with
Section 6.1.

All employees who, by the nature of their duties,
are reguired Lo work on a holiday will, in addition to normal pay
received for working on holidays, as a result of shift
assignment, be paid compensation computed at the rate of time and
one-nalf for each holiday worked or for each holiday that falls
on their normal day off. Payment will be made for this holiday
compensation on the Thursday following the first payday in July
of each year for the holidays which fall during the period
January te and including Independence Day, and on the Thursday

2.



following the first payday in December of each year for the
holidays which follew Independence Day through December 31,

D. For the purposes of holiday compansation described
in C above, for employees who work rotating shifts, the holidey
will be the same as designated for all other County employees.

8.5 Leave with Pay: Personal & Administrative

A. Personal Leave - Five days of personal leave will be
accrued on the first day of employment and on each anniversary
date thereafter. Thig leave, except in ecases of extreme
emergency, will not be taken without the priocr approval of the
Sheriff or designee. Accrued personal leave as a right may not
be carried over from year to year (individual employee work
year), and in ne event may accrued personal leave be taken after
announcement of intention to resign.

For all employees hired prieor to February 28, 200%,
unused personal leave will be converted to sick leave at the end
of an employee's year/anniversary date. Employees will be paid
for any unused personal leave accrued during the year in which
he/she retires.

B. Bereavement Leave - 1In case of a death in an
employee’s immediate family (parent, spouse, sibling, child,
legal guardian, step parent, grandparent, parents-in-law,

grandparents-in law and grandchild), an employee will be granted
three working days or four calendar days leave of absence with
full pay, whichever 1s greater. Employees are expected to notify
the Sheriif or designee as soon as possible. In the case of other
family members (son-in-law, daughter-in-law, brother-in-law,
sister-in-law, foster parent, foster child, unecle, aunt and half
gsibling), two working days leave will be granted.

Also, leave may be granted up to a maximum of three
working days or four calendar days, whichever is greater, in the
event of the death of relatives not identified above who actually
resided in the same household with the employee. This additional
leave may be granted at the sole discretion of the Diractoar of
Labor BRelations.

C. Administrative Lﬂnvufﬂigntintiﬂnﬂ
1. The Associablon's negotlating team will be
granted administrative leave for all time necessary to attend
actual negotiating sessions. This attendance is considered as,
and recognized te be, a part of the reqular County duties of the
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members, notwithstanding position duty statements. The membership
of the negotiating team will not exceed five members, who will be
granted full release for these negotiations. Other members of the
Association's Board may attend these negotiating sessions, but on
their own time.

2. MAdministrative Pool Time - An annual pool of
100 days of release time (elfective June 16, 2015, 200 days
[prorated for 2015]) will be established for conducting unicn
business. These days will be used by Association members
designated by the President of the Association. Any time off for
administrative leave must be requested in writing and be in the
Office of Labor Relationg at least one week prior to the
requested leave date. Failure to do so may result in the denial
of the reguest. In addition; denial of administrative leave
requests may result if the absence of the affected employee(s)
would adversely affect the operationa of the Sheriff's Office.

3. Full-Time Release - The Asscclation's President
will be granted full-time release and will designate two
representatives whe will be recognized as full-time release
mempers responsible for implementing and carrying out the terms
and conditions of the Agreement. These duties will be recognized
as time worked, completing job requirements with the County. The
Representatives so designated will continue to receive all
applicable benefits and protection under the Agreement.

The thres full-time =zrelease members of the
Assoclation will receive compensation in lieu of overtime pay, a=s
set forth in Section 6.8. Effective December 31, 2010, tha COA
Fresident will receive a compensation adjustment of salary at the
next highest indexed rank. All full-time release representatives
will be entitled to receive the highest dlfferential, step,
allowance and stipend for their position. However, this
agreement will not incorporate the following phrase contained in
Sectien 6.8 of the Agreement: "It is further understood that
this provision is subject to the parties’ obligatien to comply
with the provisicns of the Fair Labor Standards Act and it is
intended that if applicable, the stipend and compensatory time be
used as a set-off against any overtime liability.” Further this
agresment reaffirms the parties’ agreement that time worked on
full-time union release, notwithstanding anything to the contrary

in the Agreement, does not count for Fair Labor Standards Act
purposes.

4. The Association's representative to the Joint
Labor/Management Deferred Compensation Committee, as outlined in
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Section 24, will be granted administrative leave to attend
scheduled Committee functions. This leave will net be deducted
from the administrative leave tims pool.

Whenever the designated employee attends a
Deferred Compensation meeting authorized by the panel
chairperson, on his/her regular day off, he/she will receive the
day back in the form of a compensatory day, usable within the
year in which it is earned. If this compensatory day is not used
by vear's end, it will be paid in accordance with Section 6.10.

5. BAny employee utilizing administrative leave,
whether for negotiations, full-time release or administrative
pool time, will not work overtime, eithar wvoluntarily or
mandated, on a day while on that leave.

8.6 Leaves of Absence Without Pay
Ledaves of absence without pay Lor an illness of
disabllity extending beyond an employee’s accrued sick leave
will be granted for & period of up to one year without loss of
Civil Service status. A leave of absence will be granted in
cases of child care in accordance with Appendix A. Leaves for
other reasons may be granted at the discretion of the Sheriff.

If an employee's redquest for a leave of absence
without pay is denied by the Sheriff or designee, the employee
will be entitled to appeal to the Director of Labor Relations
through the President of the Association. The decision of the
Director of Labor Relations will be final and binding.

The Family and Medical Leave Act (EMLA] will ‘be
applicable for issues not coveraed in this Agreement.

8.7 Sick Time

K. An employee hired prior to February 28, 2009 will be
credited with his/her annual entitlement of 13 days on January 1,
except for the first year of service during which time sick leave
will be prorated. I1If all earned sick leawve has been used,
extended sick leave for an illness which lasts longer than 20
work days will be granted aE the rate 9f one pay period at half
pay [or each year ol continuous service completed. BAn employes,
at his/her option, may use accumulated vacation, personal leave
or compensatory time before going on extended sick leave.
Extended sick leave may be utilized only once per calendar vear
per employees. Employees absent from work due to a medically
recognized disability related to pregnancy pricr to the birth of
a child, disability related to childbirth, or any disability
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criginating from childbirth after the birth of a child, will he
entitled to receive those benefits provided in this Agreement
with respect to any other non-occupational illmess or disability.

B. Employees will be allowed teo use up to 10 of their
earned sick days per calendar vyear for an 1illness in the
employee's immediate family or for a relative living within the
employee's household. For purposes of this provision, the
County, after the first five days may, at its option, elect to
require the employee to present a physicizn’s note.

C. Employees hired on or after February 28, 2009 will
be credited with sick time for each day on which they are
actuelly ill and unable to work as determined by the Sheriff or
designee. Employess hired on or after February 28, 2009 must
follow the sick leave usage and monitoring procedures as set
forth in Appendix E, Reporting Sick Policy.

D. Sick Leave Bonus - Employees will be eligible to a
sick leave non-iuse bonus as follows:

Sick Days used 0- i-3 4-6 +
01/01/13 s2,111 51,410 5704 50
06/01/13 82,121 21,417 ST08 S0
04,/01/14 52,145 51,433 5716 50
08/01/14 52,158 51,440 5720 50
12/01/14 S$2,1686 51,447 5724 50
0d/01/15 52,190 51.463 5732 50
06/01/15 52,212 51,478 5739 50
12/01/15 52,245 51,500 5750 50
Ge/01/186 52,318 51,540 £774 S0
06/01,/17 52,394 51,599 5799 S0
06/01/18 52,471 $1.651 5825 50

The sick leave non-use bonus will increase on the same
dates and by the same percentages as the wage rates listed in
Section 5 of this Aqgreement. Payment for this bonus will be made
in the first guarter of the following year. Any employee absent
Irom duty due to a line-of-duty injury, for a cumulative period
not to exceed 10 days, will be eligible for this bonus. An
employee who is absent from duty due to a line-pf-duty injury for
E pericd in excess of 10 days will be sligible for a prorated

onus .,

E. The BSick Leave Management Program set forth in
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Appendix F will be implemented fer all esmployees. Unless
therwise stated in this document, the rules and procedures
relating to sick leave remain in effect for employees.

8.8 Sick Time: Unused, Accumulated

For all employees hired prior to February 28, 2009,
unused accumulated sick leave will be paid for by the County upon
retirement, or upon death to the emplovee’s designated
beneficiary, at the rate of one day te be paid for every two days
accumalated up teo a total of 180 days paid for 360 days
accumalated. Any unused accumulated sick leave over these limits
will be deemed forfeited wupen the employee's retirement
notwithstanding that he/she may subsequently be rehired. There
will be no payment for unused accumulated sick time for any
employee who is hired on or after February 28, 2000,

8.9 Catastrophic Illness
Unused accruzls may be pooled for catastrophic
illness, on an individual case basis, if approved by the Director
of Lakor Relations. Effective June 16, 2015, all donations will
be made and used at the rate of 1:1 rather than 1:2. This
decision will not be subject to the grievance and arbitration
procedures of the Agreement,

8.10Cancer Pool
Employees will be permitted to "voluntarily" donate
"compensable"” time to a pool of hours to be utilized for any
employee who 1s being treated for Cancer and has exhausted
nis/her own accruals. The pocl of hours will also be availabile
for an employee who i1s a primary caregiver or caretaker for a
spouse being treated for Cancer. The following rules and

procedures associated with this program will apply, without
exception:

. Employees can only donate “compensable® time
{accruals that result in County monies being expended, such as
vacation time, compensation time, persconal time and/or lag time,

which would have been paid for upon separatien). If an employes
has both frozen and new accruals to donate, it is at his/her
discretion as to which acecruals will be donated. Time carried

over at the end of the year which has not been used may not be
donated. Sick time may not be donated.

B. Employees wishing to donate their time to this pool
will sign a form stating the type of accruals to be donated, the
amount to be donated and that they understand this time may not
be rescinded. This form will be maintained in the Office of
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Labor Relations. A copy will be provided to the Sheriff's Office
payroll representative so that they may correctly adjust the
affected Ltimesheats.

€. This donated time will be placed in a "special
pool™, which will be maintalned by the 0ffice of Labor Relations.
The pool will be accessed by a committee, which will be comprised
of the Association President or his/her designee, and a
representative of the Dffice of Labor Relations.

D, Once time has been donated;, it cannot be rescinded.

E. FProof of the employee's condition (or his/her
spouse's condition) and & Treatment Plan or schedule must be
provided to the Committee prior tc consideration and approval for
the use of pool hours. Periodic updates will be required [(i.e.,
medical documentation).

F. The employee must exhaust &ll of his/her own
accruals prior to donated time being utilized. Once all accruals
have been exhausted and/or the half leave pay has commenced, the
donated time will supplement the employee's pay up to 100% of the
employees "base pay". Any differentials the employees may have
been receiving will not ba considered. At no time can an
em?lﬂyae's check be more than 100% of his/her normal gross
salary.

G. The Committee will make a recommendation to the
Directﬂr of Lakor Relations. The Director's decision will be
final and binding.

H. The total amount of time an employee may utilize
gonated accruals for is six months.

' Extensions of up to, but not exceeding, six months
may be granted at the sole discretion of the Director of Laber
Relations.

J. Any disagreement concerning the interpretation of
the intent of this section will be resolved by the Director of
Labor Relations, whose decision will not be deemed to be
precedent setting, griewable or arbitrable.

9. Jeob Description
When new positlons are created or the duties of axisting

positions are revised by the County, the County will prepare a
Jjokb  specification sheet for those positions. Bach Job
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specification will indicate what work is done on the job and, in
general, what teels and eguipment are to be used. Each employee
will, wupon request, be furnished with a copy of his/her job
speclification. Sheould a dispute arise as Lo whether or not the
job specification properly describes the Jjob, the employee may
appeal the matter to the Civil Service Department and may be
represented by the Asscociation if he/she so wishes.

10, Uniforms

The County will provide uniforma for all employees who
need unifeorms in their work. Replacement uniforms will be new,
and provided on an "“as needed" basis, The Coanty will alseo
provide protection apparel such as coveralls for all enmployees
who reguire this clething in their work. An employee will be
subject to disciplinary action when he/she does not wear his/her
uniform or protective apparel as directed.

A. Uniform Committee - A joint Labor/Management Uniform
Committes will continue for the purpose of itemizing what
constitutes a uniform, the manner in which these uniforms are
issued and the replacement procedure of uniforms for emplovees.
The Hoint Uniform Committee consists of three members from the
Association, who are to be appointed by the President of the
Association, and three members of management (the Director of
Labor Relations or his/her designated representative and two
representatives designated by the Sheriff).

B. Clean & Clothing Allowance - The annual cleaning
allowance will be £800.

Employess gerving in plainclothes will alsoc raeceive
gn annual clothing allowance of $700 per enmplovee.

Thess allowances will be paid on June 30th of each
year for those employees who are on the payroll on June lst of
that year.

11. Mileage
Mileage reimbursement will be paid at the IRS rate in
effect when the mileage is incurred. Claim wouchers for such
reimbursement will be submitted monthly, The County will make

all reascnable efforts to isaue checks fer mileage reimbursements
within 21 days after submission of properly executed wvouchers as
prescribed by the County.

The official station for employees whp travel on
official business will be the office to which they ordinarily
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report for duty. When an employee is traveling on official
business to parts other than the official station, he/she will be
allowed to claim mileage reimbursement. Effective September 17,
2012, this paragraph will be amended to read: An employee may
claim mileage only in excess of that which he/she normally
travels between his or her home and the official duty station.
This will not apply to mileage incurred on official business
after arriving at his or her official duty station and prior to
leaving his or her official duty station for the day.

12. Retirement
A. Retirement Plan/Tier
1. The employee's retirement plan will be governed
by that section of the Retirement and Social Security Law
applicable to the date of his/her entry into the system, subject
ta &gll other rules governing the payvment of retirement and death
benefits therein provided.

2, If the 20 year Retirement Bill is signed into
Law on the State level, immediately upon the signing the
Azscciation will be entitled to reopen negotiations regarding the
240 year plan.

3. Any employee hired after June 16, 2015, who
becomes disabled as a result of a line of duty injury and who
receives a disaebility pension £from WYS prior te reaching top
step salary, will receive a supplemental payment from the County
egual to the difference between the pension granted and 33.33%,
S0% or 75%, as applicable, of top step at the time the pension
was granted. This supplemental payment will continue in full
force as long as the employee or surviving spouse, or
beneficiary, receives a pension benefit from NYS,

4. Partial Lump Sum Option: The County will, by
no later than September 13, 2015, elect the Partial Lump Sum
distribution of retirement benefit option set forth im Chapter
135 of the Laws of 2014.

B. Firearms - Employees who have been issued sidearms
(Pistels or revolvers) will retain their weapons upon retirement
subject to law and Sheriff’s 0ffice procedures.

C. Pistol Parmit - The Cpounty will issue pistol permits
to pelice/peace officers upon retirement from County service.
These pistol permits will be issued at the employee's own expense

and these employees must also meet the requiremants under Section
400 of the State Penal Law.
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D. Retired/Separated Personnel BRecall - An employes
whose services are terminated for any reason, including cause,
who is called (effective December 31, 2010, by the County)to
testify or assist in any proceeding including, but not limited
tio, criminal and civil cases, administrative nearings,
disciplinary hearings, etc., that he/she investigated or was
involved in prior to the termination of his/her services, will be
compensated for these appearances by a day's pay at the present
prevailing rate with the same compensaticn given to the employess
in the rank heéfshe immediately held pricr to terminatiocn.

13, Disputes: Grievance & Arbitration Procedure
Bny and all disputes arising out of or concerning Lhe
interpretation or application of the terms of the Agreement will
be adjusted as follows:

A. Grievance Procedures - An employes whe feals
aggrieved, and has been unable to resolve the matter informally,
will fill out four copies of the standard grievance form which
will be available from the Sheriff’s Office, the Association
and/or the Director of Labor Relations. Two copies of the
written grievance will be presented to the employee's immediate
supervisor with one being retained by the Sheriff’s Office
throughout each step of the grievance procedure. The thira copy
of the grievance will be submitted to the Assoclation, The
fourth copy will be retained by the employee.

s 1: The employee will submit the written
grievance to his%her immediate supervisor. Upon receipt of the
grievance, the supervisor will answer the grievance within five
working days. The supervisor will sign and date the written
grievance; which will contain his/her answer, Failure t¢ answer
the grievance will not be deemed a breach of this Agreement, IT
no answer is given, or if the grievance is not resolved, the
employee will, within five additional working days from the time
of the submission of the grievance, proceed te Step 2. Fallure
by the employee to proceed to Step 2 within this period will be
deemed acceptance of the answer, if any, and will in any event
par further processing of the grievance,

Step 2: If the grievance is unresolved, the
employee may, within the additional five working days specified
above, submit the griewance to the Sheriff or his/her designee.
If a econference is scheduled by the parties to resoclve the

grievance, it will be held at a mutually convenient time and
iocation.
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The Sheriff or his/her designee will, within 10
working days from the time the grievance is submitted to him/her,
answer the grievance and record the answer on the written
grievance form, Failure te¢ answer the grievance will not be
deemed a breach of this Agreement. If the grievance is still
unresolved, or if no answer is given the employee, within five
additional working days from the time of submission to the
Sheriff or his/her designee, the employee will procead ta Step 3.

Failure by the employee to proceed to Step 3 within this pericd
will be deemed acceptance of the answer, if any, and will in any
event bar further processing of the grievance.

Step 3: If the grievance 1s unresolvad, the
employee may submit the written grievance to the Director of
Labor Relations. The Director of Labor Relations will hawve 10
working days from the time the griewvance is submitted te him/her
in which to endeavor to resolve and/or answer the grievance in
writing. If the grievance remains unresclved, either party may,
within five additional working days from the time of =he
submission of the grievance to him/her, submit the dispute to
arbitration. The cost of the arbitration will be borns egually
by the Association and the County. 1f the employee fails to
proceed to arbitration within this period, he/she will be barred
from submitting the grievance to arbitration. However, if the
decision of the Director of Labor Relations is satisfactory to
the grieved party or parties, the decision will he final and
binding eon the County and its representatives.

B. Grievance Arbitration - BArbitration will be invoked
Dy the Association or the County with notice to the other party.
A1l demands for arbitration will be processed through a panel of
three arbitrators: Howard Edelman, David Stein, and Arthur
Biegel. The Association and the County, on an annual basis, may
meet to discuss the panel of arbitrators and, by mutual consent,
add and/or delete an arbitrator from the panel, The arbitrators
will be chosen on a rotating basis. The costs of the arbitration
will be shared equally by the parties. The arbitrator will hear,
decide and render his/her decision with respect to the dispute
within 60 days from the close of the record, except if otherwise
actually agreed upon by the parties.

1. The arbitrator will have the power to summon,
question and examine any employee and to require production of
books, papers, or other evidence as he/she may deem necessary.

2. Should an arbitrator indicate his/her
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unavailability to hear, decide and render a decision with respect
to the dispute, that arbitrator will be eonsidered ineligible to
serve in that capacity and the next arbitrater will be selected
from the list.

3. The arbhitrator will make final and binding
decisions on all matters of procedure bhefore him/her.

4. The arbitrator will have the opportunity to
make a final and binding decision upon any Gtimely and properly
presented claim by either party that the other has wviclated this
hqgreement, except that the arbltrator will not have this
authority respecting any matter as Lo which (a) the Counlky
retains exclusive rights under Section 3 of this Agreement or by
oparation of law or otherwise; or (b} ancther method of review 1is
prescribed or made applicable by law or ruole or regulation having
the force and effect of law. ThHe arbitrator will be without
power or authority to make any decision which reguires the County
to commit an act prohibited, or to refrain from taking an act
affirmatively permitted, by law or rule or regulaticon have the
force and effect of law, or which wviolates or adds to any
provision of this Agreement or any validly existing rule or
requlation of the County. On application of either party Lo the
New York Bupreme Court within 90 days after its delivery, the
decision of an arbitrator may be vacated on the ground upon which
relief may be sought under Sections 7511 ox 7803 of the Civil
Practice Law and Rules.

5. Findings and decisions are to be transmitted to
the Aesociation and the County and will be enforced by them
respectively, as the case may be.

C. Attendance at Hearings - The employee will not
suffer a 1loss of pay as a resalt of time spent attending
grievance or arbitration meetings or hearings between the
parties.

D. Representation - The employee, if he/she chooses,
may be represented by an Association representative at cach step
of the grievance and arbitration procedure.

E. Time Limits - In the interest of uniform procedure
and expedient handling, employees are expected to present their
problems or grievances through regular supervisory channels in
accordance with the procedure set forth herein and within 60 days
from the incident complained about or from the date the incident
should have bsen known to the grievant, or the grievance will be
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deemed waived.

F. Multiple Grievances - In case of grievances
involving & group of employees, the Association may initially
present the grievance at the Third Step of the Grievance
Frocedure. The parties agree that they will not uonreasonably
refuse to consolidate grievances relating te or dealing with the
same subject matter. The Assoclation and County will, in advance
of the Third Step of the Grievance Procedure, to the extent
possiple, identify those emploveas by name and title for whom the
grievance has been presented and the exact nature of the
grievance.

It is agreed that in all arbitrations brought uonder
this Agreement the legasl principle of binding precedent will
control as it would in a court of law.

G. ?Eg_ﬂﬂd Overtime Grievances

. Bypassed overtime grlevances will continue te
be submitted at Step 1 of the grievance procedure. If the
Sheriff's Dffice finds that the grievance has merit, this
bypassed overtime procedure will be invoked and the grievance
will be withdrawn. If the preocedure is invoked, but ultimately
the issue remains unresolved, the grievance will proceed to the
next Step and the time frames will be deemed as waived. Finally,
if the griesvance 15 denied outright, it will proceed in
accordance with Section 13, however, this procedure may be
invoked as a remedy at a later step in the grievance process.

2. Within twe weeks of notification of concurrence
of the grievance, the officer involved will make arrangements
with the Operations Supervisor at his/her facility to schedule a
tour{s) commensurate with the number of hours agreed to as
bypassed overtime. If these arrangements are not successful, the
grievant may reinstate  his/her grievance. However, any
discussions or decisions reached attempting to resolve the
grievance pursuant to this Agreement will not be cited in any
arbitration i1f the parties are unable teo schedule the hours of
bypassed ovartime.

3. Any overtime worked under this Agreement will
have ne bearing on “work week status” as set forth in Appendix C.
Also, no overtime worked herein will impact on crew overtine
except when used to prevent “forced” overtime. Further, any
overtime worked under this Agreement will neot be subject to any
grievance or arbitration procedure.



4. The parties will meet on a quarterly basis to
review and discuss the Agreement and all pending bypassed
overtime grievances.

14. Dues and Insurance Deductions
A. The County agrees to deduct from employees' salaries
membership dues and/or life, sickness and accident premiums for
the Association from employees who weluntarily and individually
authorize the County to deduct and transmit monies to tha
Assgoclation and in a manner consistent with the law.

B, The County agrees to deduct from the salaries of its
employees premiums for personal lines of Casualty Insurance, such
as Autoc, Homeowners; etc., for the Association from employees who
voluntarily and individually authorize the County to deduct and
te transmit monies to the carrier or agent designated by the
Aszociation. The carrier or agent designated for this program by
the Association may be changed by mutual agreement between the
County and the Association.

C. Deductions authorized by any employee will continue
as so authorized unless, and until, the employse notifies the
County Comptroller, in writing, as teo his/her desire to
discontinue or to change the authorization.

D. The Association assumes full responsibility for the

disposition of the funds so deducted once they are turned over to
the Association,

15. Protection of Employees
A. All permanent full-time employees will ba entitled
to the Progressive Discipline Systems, and changes thereto, as
developed and directed by the Office of lLabor Relations.

Notwithstanding any prior court decisions,
arbitration awards or practices to the contrary, this section
will be interpreted so that all employees are covered by and
subject to the County’s Disciplinary Manual and amendments made
thereto by the Office of Labor Relations. Howewver, under no
circumstances will a full-time, permanent employee be terminated
for disciplinery reasons unless he/she is given the opportunity
for & Sectiom 75 Hearing. All Section 75 Hearings will be
processed through the Office of Labor Relations, The Sheriff or
designee will appoint, in writing, the Director of ILabor
Relations or his/her designee to serve as the Hearing Officer,

1. The employee may aelect to proceed Lo
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arbitration in lieu of a Civil Service lLaw Section 75 hearing,
but only where the Sheriff's Office is seeking termination of the
employee. In these cases, arbitration will be inveked within 10
days after charges are served and an arbitrater will be aelected
from a panel as set forth in Section (A) (3). Tlie cost of the
arbitration will be shared equally by the parties. Should the
Atsoclation elect to proceed to arbitration, the employee and the
Association will execute a complete waiver of any right as
provided by New York State Civil Service Law Section 75 and
Section 76 or similar law to appeal an adverse determination by
executing the waiver at the time of exercising the arbitratieon
option.

2. If an employee is suspended without pay pending
a disciplinary hearing, hefshe will not lase, during the peried
of suspension, any health/medical benefit to which he/she would
be entitled as of the time of suspension.

3. If arbitration is inwoked, the parties will
utilize an expedited arbitration process by selecting an
arbitrator from the standing panel of five arbitraters as
established in Section 13(B).

4. If the penalty sought is less than termination,
then the Sheriff's Office will conduct a Section 75 nearing.
However, at the completion of the hearing, if the employee is
found guilty of the charges, the penalty to be impeosed will not
be termination.

16. Seniority
subject to the following conditions, the seniority date

of each employee is the date he/she was Ffirst employed as a
Correction Officer within the Sheriff's Office.

A. Beniority List - A seniority 1ist will e
established and maintained on a continuous basis. It Will
include the name, seniority date, title and social security
number of all the employees, The President of the Assoeiation
may request and receive a copy of the ecurrent seniority list
during July and December. ‘This list will be used to determine
individual employee preference in vacation, leave rule decisions,
job  security and transfers in accordance with Sectien
20 {F) (2) (b} .

B. ZIransfers or Interruption of EEEEEIEEEE
1. 1II, prior te dJanuary 26, 1883, an employeae
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originally commenced employment with the County in the Sheriff's
Qffice as a police/peace officer and interrupted that employment
by transferring to another department or title within County
employment, or by leaving County employment completaly, and
returned to the Sheriff's Office as a police/peace officer, and
if the interrupticn exceeded one year, the asecond employment date
within the Sheriff's Office will be used as the seniority date.

2. If, prier to¢ January 26, 1983, an employee
originally commenced employment with the County in the Bheriff's
Office as a police/peace officer and interrupted that employment
by transferring to another department or title within County
employment, or Dby leaving County employment completely and
returned to the Sheriff's Office as a police/peace officer, and
if the Interrupticon was less than one vyear, the eriginal
employment date with the BSheriff's Office will be used as the
seniority date.

3. LE., after MNovember 23, 1985, an employes
originally commenced employment with the County in the Sherlff's
Office as @ Correction Officer and interrupted that employment by
transferring ¢to another department or title within County
employment, or by leaving County employment completely, and
returns to the Sheriff's Office as a Correction Officer and if
that interruption exceeded one year, tha second employment date
within the Sheriff's Office will be used as the seniority date.

4. Ii, after November 23, 1985, an employes
criginally commenced employment with the County in the Sheriff's
Office as a Correction Officer and interrupted that employment by
transferring to another department or title within County
employment, or by leaving County employment completely, and
returned to the Sheriff'=z Office as a Correction Officer, and if
that interruption was less than cne year, the original erployment
will be used as the seniority date.

C. Promotions - The seniority date for employees
promoted to a higher rank is that date upon which they were
promoted to their present title.

D. Prior Employment - If, pricr to January 26, 1983, an
employee was employed by the County in some other department
priocr to employment in the Sheriff's Office, or if the employee
was employed in the Sheriff's Office in some other title prior to
employment as a police/peace officer, the original date of County
or Sheriff’s Office employment will be used in determining the
amount of wvaeation and extended sick leave accrued by the
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employee and may be considered for retirement purposes if the
retirement plan selected by the employee permits this
consideration. Any employee hired after January 26, 1983, will
have his/her senlority date calculated as his/her griginal
commencement of employment as a Correction QOfficer with the
suffolk County GSheriff's Office and will not be permitted to
garry over accruals from prior employment with other departments
of the County.

E. Abolishment of Pogition Guidelines - Any permanent
ermployee whose position is to be abolished will be given &0
calendar days' notice, in writing, by the Office of the County
Executive and will be gilven firat preference for any vacant
positiens in the same or related title areas within the County.

In the ewvent that the County abolishes any Jjab
categories which actually result in the termination of any person
a= an employee of the County, the parties agree to negotiate
concerning fthe effect of the termination on the affected
employees.

17. Eligibility for Benefits
Z1l full-time employees receive the full henefits.
Permanent, part-time budgeted employees will partiecipate in all
time accrual benefits proportionate to the number of hours worked
pexr day.

18. Personnel Files
A. Upon request and at reascnable intervals of time, an
employvee will be permitted to examine his/her official Sheriff's
Office personnel file.

B. Employees will be permitted to reproduce, once a
year, upon thelr reguest, any material in thelr personnel file,.

C. There will be only one BSheriff's Office "employee
personnel file" except as otherwise agreed upon by the Director
of Labor Relations and the President of the Azssociation.

D. Ho material will be placed in the file unless the
employee has had an opportunity to read the material, and affix
his/her signature on the actual copy to be filed, with the
understanding that such signature merely signifies that he/she
read the material to be filed and does not necessarily indicate
agreement with 1ts contents. If the employee refuses te sign the
copy, the supervisor may insert the material in the file after
adding to it and signing the following statement: "I hereby
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certify that the employee named above has seen and read this
material but has refused to affix his/her signature hereta”,
Wlitnessed by an Association official .

E. The empleyee will hawve the right to answer any
material filed, and his/her answer will be attached to the filed
copy. The employee has 30 calendar days of the date on which the
material is placed in the persocnnel file within which to answer,
if he/she so chooses. .

18. Bill of Rights

All employees will be entitled to the protectiocn of what
will be hereafter termed as the "Bill of Rights" and which
provides as follows:

The Sheriff's OQffice will establish the follewing
procedures to gevern the conduct and contrel of investigations.
The wide ranging powers and duties given to the Sheriff's Office
and its employees involve them in all manner of contacts and
relationships with the public and inmates committed teo care and
custody of the Sheriff. Out of these contacts come many questions
concerning the actions of employees. These guestions often
require immediate investigation by officers designated by the
Sheriff. 1In an effort to ensure that these investigations are
conducted in a manner which is conducive to good order and
discipline, the following guidelines are promulgated;

A. The interrogation of an employee will be at a
reasonable hour, preferably when the employee is on duty, unless
the exigencies of the investigation dictate otherwise. Where
practicable, interrogations should be scheduled for daytime. TIf
overtime is incurred by reascon of an interrogation, the employee
will be given all overtime compensation as set forth in this
Agreement .

B, The interrogaticns will take place at & location
designated by the investigating officer. Usually it will be at
the command to which the investigating ocfficer is assigned or at
the site within which the incident allegedly occurred.

C. The employee will be informed of the rank, name and
command ef the officer in chazge of the investigation, as well as
the rank, name and command of the interrogating officer and of
all persons present during the interrogation, and will be advised
Oof his/her right to adjournment in order to have his/her counsel
and/or Association representative present.
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If an employee is directed to leawve his/her post and
report for Interrogation to another command, his/her command will
be promptly notified of his/her whereabouts,

D. The employee will be informed of the nature of the
investigation before any interrogation commences, including the
name of the complainant. The address of complainants and/or
witnesses need not be disclosed; however, sufficient informatien
to reasonably apprise the employee of the allegations should he
provided. If it is known that an employee being interrogated is
the target of a criminal investigation or & witness only, he/she
should be s¢o informed at the initial contact.

E. The questioning will not be overly long. Reasonable
respites will be allowed. Time will also be provided for personal
necessities, meals, telephone calls and rest periods as are
reasonably necessary.

F., The employee will not be subjected to any offensive
lenguage, nor will he/she be threatened with transfer, dismissal
Oor other disciplinary punishment. No promises of reward will be
made as an inducement to answering guestions,

G. The formal interrocgation of an employee whe is the
subject of & diseciplinary investigation will be recorded
mechanically. All recesses called during the guestioning will be
entered on the record. The employee or his/her counsel may
request of the Sheriff and receive a recording of the record at
the employee's expense within a reascnable time after the
interrogation. This re-recording will be made in the presence of
the Association repregentative during the period of
administrative leoave.

H. If an employee is under arrest or is likely to be,
that 1s, 1f he/she 1is a suspect or target of a eriminal
investigation, he/she will be given his/her rights pursuant to
the Miranda decision.

I. Except as provided in "H"™, the law imposes no
obligation, legal or otherwise, on the Sheriff's Office to
provide an opportunity for an employee to consult with ceunsel or
anyone else when guestioned by a superior officer about his/her
employment or matters relevant te his/her continuing fitness for
duty. Nevertheless, in the interest of maintaining the usually
nigh morale ¢f the force, the Sheriff's Office will afford an
oppeortunity for an employee, if he/she sa regquests, to censul:
with counsel and/or with a representative of the Associatien
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before being questioned concerning a serious wiolation of the
Rules and Procedures, provided the interrcgation is not unduly
delayed. However, in these cases, the interrogation may not he
postponed for purposes of consultation past 10 a.m. of the day
follewing the notification of interrogation. The employes will
have the right to hawe his/her counsel andfor the Association
representative present to assist him/her during the
interrogation. During the interrogation, the Association
representative will act as an observer only.

J. The Sheriff’s Office will not administer the
polygraph to employees for any reason.

20. Migeallaneocus

A. 1. B8Bhift Change _Hotification w Whenever
practicable, the County wlll give 10 working days' written notice
Lo an employee before changing his/her shift. Notice may be

waived by the mutual consent of the Sheriff’s Office and the
employee. The County will bear the burden of proving that it was
impractical to give the 10 days' notice. This will not be used
as a device for discipline.

2. Shift &Assi t - B5hift assignments will be
determined on the basis of 5an§ﬂrity as defined in Section 16 and
job classification.

B. ©New Employee Orientation - & representative of the
ILssociation will be permitted to make one contact during regular
Rours with each new employee to explain the Association's role as
the employee's bargaining agent and to orient the enployse with
respect Lo benefits available, The Association's representative
will make this contact during his/her allotted release time. The
new employee will be using his/her own time (for example: coffee
break, lunch break) and not County time. The Association will be
notified of each new employee not later than the end of the first
pavrcll period.

C. Training
1. A mandateory training program will be developed
for peace/police officers, which will be implemented as soon as
practical after hiring and will consist of appropriate training
programs.

2. Firearms Training - All employees will receive
Firearms Training once per year. Employees receiving Firearms
Training on a non-work day will receive pay at time and one half
for all hours engaged in the training, with mileage te and from
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the site in addition to 4 meal allowance to be reimbursed bY the
County, 10 accordance with 20 (") (1) - gffective June 16, 2015,
rravel Time and mileade, if applicable, will be waived should
the Sheriff’s nffice conduct firearms training at F6 labs in
Nassau County.

3, Training Committee - The parties will establish
a Committee o ne made UpP of three rapreaentativas designated bY
fhe Bssociation president, One Labor Relations rapresentative and
two Sheriff’s gffice representatives, to discuss and prnmulgate
the implementatiun of annual trainind procedures. This Committee
will meet no less than four Limes per =alendar year-

p. Off-Duty Wea g - 1t will Dbe eptional for 2
police/peace officer to CArTY his/her weapon when not on duty.

F. Emergency Conditions - The Sheriff will be notified
py the County Executive OI Ts/her designee +hat, dve to 20

emergency condition, certaln and/or all of the employees may
leave a wWOrk aite. It will pe solely determined by the County
Exacutive OF nis/her designee 2z to whether the employees will be
required to rharge the rime to thelr accruals.

Those employees who are required to stay on duty
will Teceive only their regular pay- The assignment of those who
stay on the jeb site will be done on 2 rotating Dasis.

F. Tx-nn!nrsfﬂnu Positions oOr Yacancies
: Rna:ui s ©OF Promotions - In the ayent that

an employee 18 teassigned Or promoted ithin the career ladde!
Eyom cne position +g anothel within the sheriff's Office, th

employee will transiex with all aarned privileges, persanal days
wvacation and sick time accrued by him/her.

ay When & full-time employes recelves
promoticn, he/she will move to the appropriate ~ate of his/he
title.

b) When an enployee 18 appointed ta 2 positic

coverad by the Agreement, he/she will be placed in the entl
1avel step of +hat position.

a) Only the President of the aszociation &
the Director of Labor Relations may reallocate & grade, grades
a step or SLeps of all titles covered by This Agreement .

d) When a new title is approved by Civ
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service, if this title appropriately is covered by this
Agreement, the President of the Association and the Director of
Labor Relations will determine what grade this new title will be
placed in.

®) 1) The Sheriff will have the sols
authority to assign designated employees to perform duties
fassignments as directed by the Sheriff, with thea assignments
being in the nature of an aide.

2) These assignments will be at the sole
discretion of the Sheriff regardless of rank and/or seniority.

3) There will be no more than four
employees assigned in this capacity at any time. Effective May
5, 2009, the Sheriff, in his/her sole diseretion, may designate
one additional employee of the pargaining unit (for a total of
five) to work in the Administration Office of the Sheriff,
notwithstanding any contrary contract provision or practice
ineluding, but not limited to, transfers, shifts, seniority,
posting; ete.

4) The Sheriff retains the sole right to
reassign an individual out of this special assignment at his/her

sole discretion.
£) Supervis Agsi ts
1) The Sherifr will have the sole

authority to assign Sergeants to perform duties/assignmenta as
directed within the Unit Supervisor work group.

2) The Sheriff retains the sole right to
reassign any individual within the Unit Supervisor work group.

3) Units gan be created, modified, and/er
eliminated based on the needs of the Sheriff's Office, at the
sole discretion of the Sheriff.

4) Unit BSupervisors may be assigned to
preclude forcing,

5) Any permanent charige  in shift
assignment will be in accordance with this Agreement .

6) The parties can meet any time within

the Ffirst six months of this assignment to confer en the
continued assignment of an employee in the Unit Jupervisor work
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greup. Should this conference result in the reassignment of the
employee from a Unit Supervisor position to a previous Crew
assignment, then the employee, the warden or designee, and an
Associatien representative (at the employee’s request) will be
present. Should the parties still neot agree, the Sheriff, in
his/her sole discretion, will make the final! determination.

7y If an emploves is reagsaigned from a
Unit Supervisor position te a Crew Supervisor peosition within the
first six months as described above, then the next senior
applicant from the original 1list will be assigned as a Unit
supervisor. Should a vacancy come into existence after the 5ix
month pericod, a new posting will be reguired.

B) Lieutenants will cont inue to be
assigned in accordance with past practice, as it has been
practiced since February 2003. Overtime and vacation picks will
ba in accordance with past practice.

9) Neo assignments under this Section will
pe for punitive reasons.

2. Notifieation - The RAssociation recognizes the
County's right with regard to transfer, The parties agree,
however, that a substantial degree of stability is desired.
Therefore, (a) notice will be presented by posting, a copy
forwarded to the Associatien, for impending aor existing vacancies
prior to the filling of such vacancies, as soon as notice can be
reasonably given; and (b) in filling these positions and in the
case of transfer, strict Egnicrity will pravail wunless the
Sheriff's Office establishes that the senior applicant does not
possess the minimum gualifications for the job.

3. Postings - The Sheriff’'s Office will post new
positions or vacancies %ur a4 period of not less than five warking
days.

4. Temporary Transfers - Temporary assignment
provisions including, but not limited <to, all temporary
positiens, must have a 45 calendar day limit, or be re-posted for
A permanent position. Except for training, hardship or medical
disability, all contractual posting/seniority provisions will
apply,

G. Travel loyees Outside of Suffolk Coun
1. When an employee 1is assigned to transport a
prigoner from Suffolk County to an institution ocutside Suffsik
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County and to transport the priscner to Suffolk County, and when
the assignment will rconsume more than one working day, advanced
traveling expenses will be provided in the fellowing manner;

a) Prior to receiving a travel advance, the
Sheriff’s Office will determine the monetary needs of the
assigned employeas. They will be required to sign a travel
advance form, furnished by the Sheriff's Qffice, acknowledging
the obligation to repay funds not spent and to make an accounting
to the Sheriff's Office’s Accounting Department within 48 hours
of their return te Suffolk County and further acknowledging the
penalty for non-payment of advanced funds to the Accounting
Department.

b) When the assignment requires two continuous
working days, or a significant part thereof, each employee so
assigned will be supplied with an advanced meal allowance for
four meals at the rate in Secticn 20(H). FEach employee so
assigned will be furnished with an advanced lodging allowance of
550 for one night; one employee so assigned will be supplied with
the necessary tolls needed to complete the assignment: and one
employee so assigned will be provided with a brown pag meal
allowance of $3 for each prisoner to be transported, provided the
prisoners are not furnished a meal from tha institution they are
leaving, and further provided the Prisoners are actually in the
employee’s custedy during a substantial pericd of time which
includes a traditional meal period, when a denial of a light
collation would subject the prisoners to undue hunger or
discomfort.

c) When the assignment reguires thres
continuous working davs, or a significant part thereof, each
employee sc assigned will be supplied with an advanced meal
allowance for eight meals at the rate in Section 20(H). Each
employee sc assigned will be furnished with an advanced lodging
allowance of $100 for two nights, one employee so assigned will
be supplied with the necessary tolls necded tn complete the
assignment; and one employves so assigned will be provided with a
meal allowance of 53 for each prisoher to be transported under
the same conditions referred te in part (b) of this section.

The wvalue of the employee's meal allowance
is subject to the conditiens stated 1in other parte of this
Agreement.

2. The repayment process must commence immediately
upon completion of the assignment. Not later than the work day
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follewing the assignment's completion, each employee 1s reguired
to furnish the Accounting Department with a properly completed
work sheet and signed Claim Voucher. This wvoucher will also be
signed by the Sheriff's Office and forwarded to the BSuffolk
County Department of &Audit and Control for payment. All
requirements and regulations o©f the Department of Audlit and
Control which are associated with the proper submitting of claim
vouchers for payment by the County must be complied with. This
includes the regquirement that receipts for all expenditures of 51
or more must be included. If receipts are not attached, payment
for the unsubstantiated amount will not be regquired by the
Sheriff's Office and that portion will be the responsibility of
the employee submitting the voucher.

Should the employee spend more than the
original allocation, an additional claim voucher will be made out
for the excess amount spent and such voucher will be paid to the
employee from the Sheriff’s Office’s Petty Cash Fund,

At the time the employee 1s reguired to
complete the work sheet and claim voucher, reimbursement should
be made to the Sheriff's Office for any advancement menies for
which there are no receipts available, or which have not been
spent. Failure to do so will result in the immediate withholding
of the employes’s next payrell check until £full payment is
recelved. The employee’s payroll check will then be released.

Emplovees are eligible for a meal allowance on
County business in or outside of the County. It has been the
practice of the County to make payments for meal allowances when
an employee is regquired to perform his/her duties outside the
County during his/her meal peried.

Since c¢ertain employees work a shift which 1s
other than the normal shift worked by other County employees
required to be out of the County during their lunch period, the
following will clarify:

H. 1. Meal Allowance While Outside the County - /An
employee will be entitled to meal allowances when working outside
of the County as long as hesshe is absent from the County no
sogner than 3 1/2 hours from the start of his/her shift and/or
does not return to the County more than 5 1/2 hours from the
start of that shift. Therefore, an employee out of the Couniy
from 3 1/2 hours from the beginning of his/her shift to 5 1/2
houre from the beginning of that shift;, will be entitled teo a
meal allowance.
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Mote: It is understood that this provision applies
only te those employees working other than a normal shift who are
required to be out of the County during their lunch peried.
Employees working within the County receive meals in accordance
with the evertime provisions of the Agreement.

2. Meal Allowance/Overtime While in the County -
Employees will receive a meal allowance when they are required to
work four consecutive hours either before or after a normal work
day or are required to reporfl to work on a regular day off or a
scheduled holiday. The amount of the meal allowance will be 512,

Those employees who normally are supplied with
a meal |in-house or out-of-house) may continuve to receive these
meals in lieu of varisus allowances.

I. Tuition Reimbursement
1. The County will establish rules and regulations
on which an in-service program of training will operate, pursuant
to which the County will provide 75% of the cost of approved
courses of study upon the successful completion thereof by the
amployee.

a) PReimbursement will be approved on & course
of study basis and will include all recuired courses mandated by
the educaticnal institution for the completion of the course of
study approved.

b) Required classes, which comprise the
requirements necessary to c¢btain a certificate, will be inclusive
of the terms for other approved courses of study.

¢) Rate of reimbursement will be at 75% of the
eost per credit hour in addition to any agreement batween the
County and the institution attended (e.g., reduced tuitieon rate}.

d) Each participant in the program will be
eligible for reimbursement for a total of 12 credit hours per
fiscal year.

J. Association Notices and Communication - The
Agsociation will have the right to post notices and other
communications for a reasonable period of time dealing with
proper legitimate RAsgociation business, on Plexiglas bulletin
boards supplied by the Associatien in areas as mutually agreed
upon. These boards remain the exclusive property of the



Asscclation., The notices will show a date upon which the notices
are to be removed from the bulletin boards by the County. In the
event that the nolLice contains no date of removal, the County may
remove the notices at its discretion.

K. Health & Safety Procedurea - If an employee helieves
that a condition hazardous to health and safety exists, then the
employee will follow the Healbth and Safety Grievance Preogedurae
set forth in Suffolk County Local Law 7-1380, as amendesd.

L. Catastrophic Event - In case of & catastrophic event
(@.g.; suicide), the employee(s) directly Iinvolved will ke
permitted the remainder of his/her shift and the next day off on
administrative leave.

M. Civil Service Promotional IList - The President of
the Assogiation, or his/her designated representative, will bLe
permitted upon regquest to inspect and copy the Ciwvil Serviece
promotional list during regular office hours of the Civil Service
Department.

H. Missing Payroll Check - If a check is not given to
an employes on a payday and the employee has complied with all
necessary requirements ¢f the County, the following will be done:

1. The employee will notify his/her Payroll Clerk
no later than 2:30 a.m. of the next work day.

2. The Payroll Clerk will notify Audit and Control
ng later than 1l a.m. of that same day.

3. A replacement check will be issued no later
than 4:30 p.m. of that s=same day. The employee will be

raesponsible to pick up his/her replacement check, with no loss in
time.

0. County Tie-Line - The County will provide a County
telephone line 1in the Asscociation office to be used by the
Association Officers fo administer this Agreement and to execute
the duties of their offices.

P. Sheriff's Office Vehicles - All newly ordered radio
patrol cars, both marked and unmarked, will be provided with air
conditioning and split front seats,

Q. Clarification of Existing Conditions - Except as
otherwise herein specifically provided, nothing herein will be
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deemed to impair any existing conditions of employment more
berneficial than those provided hearein.

R. Drug Testing - S5ee procedure in Appendix D.

S. Transportation - The assignment of prisoner
transportation to any employee will be at the sole discretion of
the Sheriff.

T. Printing Agreement - The parties agree that, within
& reasonable period of time after the approval by the County
Legislature, printed copies of the fully executed Agreement will
be made available to both parties.

U. Direct Deposit - All employees will be offered the
gpportinity to participate in a direct deposit program.

V. Utansils - The County will provide a ceontinuous
supply of eating utensils that will be available on a daily basis
in the Officer’'s dining room at each facility. Should a dispute
arise concerning this clause the parties agres to submit the
dispute to Arbitrator Elliott Shriftman.

W. Orders, Directives & Policies - The Association will
be furnished with a copy of all general, special and personnel
orders, directives and policies issued by the Sheriff’'s CQffice.

X. Effective June 16, 2015, all contractual provisions
for spouses will be axtended to domestic partners if certified
or qualified pursuant to the requirements for healthcare
pursuant to the EMHP agreement {effective 1/1/2012) or any other
NYS or federal healthcare plan. A domestic partner recelwving
surviving spouse benefits must annually certify that s/he is not
in a domestic partnership or married.

¥. HNo employee will be subject to layoff for reasons
including, but not limited to, budgetary, policy, legislative,
executive, pension cost, healthecare cost, inflation, revenue,
staffing needs, contraets, privatization; ete. It is the intent
of the parties to list all possible bases for layoff of
employees 1in accordance with NYS statutory and case law ard
decisions.

21. Labor Management Committees
A Labor Management Committee will be formed to meest as
necessary for the purpose of discussing matters of mutual
interest invelving employer/employee relaticnships. This
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committee will consist of three representatives from management
{one will be from the Office pf Labor Relations) and three
nembers of the Association (one of whom will be the President of
the Association).

22. Probation
Employees will serve a 12 month probationary period.

23, Laws (Applicaeble tc Agreement)

This Agreement and all provisions herein are subject to
ail applicable laws and, in the event 2any provision(s) of this
Agreement is determined to be invalid or in wviolatien of any law,
the provision(s) will not be binding on either of the partiss but
the remainder of this ZAgreement will remain in full force and
effect as if the invalid or illegal proviszion(s) had not been
part of this Agreement. In that event, the parties will commence
bargalning for the purpose of agreeing upon a substitute valid
provision(s), which willl then be included in this Agreement. II,
within 60 days of the commencemsnt of this bargaining, the
parties are unable to reach agreement on a substitute wvalid
provision(s), then the matter will be referred to arbitration in
acdcordance with provisions of this Agreement.

24. Deferred Compensation

The County agrees to¢ continue oIfering the Deferred
Compensation Program to all employees. The Deferred Compensation
Program will have an oversight panel to make recommendations to
the County Executive for his/her da=zignation of financial and/or
administrative providers. The panel will also review and render
final determinations regarding hardship matters, carry out any
other responsibilities as provided for in State Finance Wo, 5,
the Rules and Regulations promulgated thereunder and any other
applicable Federal or State laws, rules; or regulations, as well
as any other matters mutually agreed to by the parties. The
Asscciation will have a representative on the oversight panel.

25. Court Obligations/Jury Duty

Employees who are called in to serve jury duty or who
are subpoenaed for court appearances in connection with their
official County duties will centinue to receive their regular pay
notwithstanding required absences from the job. In the case of
the employee's call to jury duty, the pay he/she receives for
this service on schetduled duty days is te be turned inte the
County, but any mileage allowance may be retained by the
employee., Thiz Section does not apply to court appearances
regarding perscnal concerns of the employee.




26. Egggggg%

== 7he ~ Bssociation will be entitled to re-open
negotiations over terms and conditions of employment in the
swvent that +he DSPBA agrees to a collective bargaining agreemant
ar is awarded through interest arbitration a change in overall
rerms end conditions of employmsnt for the period 2011-2018
inconsistent with +he pattern set forth inm the 2011-2018

Lgreement .

27. Tarm of gggg%ﬁggt
Except a5 otherwise provided herein, the terms of this

Agrsement will become effective for an eight wyear period from
January 1, 2011 through December 31, 2018.

TM WITHESS WHEREQF, the parties have duly executed this
Agreement this day of . 2016.

SUFFOLE COUNTY CORRECTION

OFFICER'S ASSCOCIATION: COURTY OF SUFPOLE:
Py == e |
odts Viscudsi, Steven Bellone,
SCCOA President suffolk County Executive
F a gf McHNamara, EsQg.,
Directar

Office of Labor Relations
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ndix A

CHILD CARE LEAVE

A. Child Care Leaves, Generally:
T. Leaves will be granted by the Sheriff’s Qffice for child
care in accordance with the following rules and requlations.

2. The employee should give reascnable notifisation of
intent to take the leave so that arrangements may be made by the
Sheriff’s Office for a necessary replacement of the employes
during the period of leave.

B. Child Care Leave:;

1. A child care leave will be granted upon application in
accordance with these guidelines to a matural or adoptive parent
of either sex. A child care leave will be granted in the case of
an employee and/or multiple bdirths 4in accordance with the
following:

2, Only one parent may be on a child care leave at any
given time.

3. A child care leave may commerice no earlier than the date
of the birth of the child.

a. The commencement of a child care leave in connection
with an adopted c¢hild will be directly related to the date tha
child is placed in the home.

4. Child care leaves may be granted to a maximum of 12
months.

a. However, in no case will an employee be permitted a
combination of disability and child care leave which extends
beyond a one year period inclusive of any disability leave (e.qg.,
an employee who starts a disability leave four weeks before the
date of delivery and uses accumulated time for the first aight
weeks after the birth, may only take a child care leave of up to
nine months).

b. Any employee who does not commence child care leave
immediately upon termination of a disability leawve and/or any
emcloyee who does not commence child care leave upon the birth of
the child and/for any adoptive carent employee will have the
length of child care leave computed as follows:



Age of Child Upon Maximum Permissible

Start of Leave Child Care Leave
Birth up to 2 months 10 months
3 months S months
4 months 8 months
J months T months
& months & months
T months 5 months
g months 4 months
9 months 3 months
10 months 2 months
11 months 1 menth

c. HNo chlild care leave will be permitted for a child
one year or older, except:

1} Where there are mitigating ecircumstances (such
as, an infant who has required extensive hospitalization) and
where the employee has returned to work and did not awvail
her/himself of a child care leave; the employea may make
application to the Office of Iabor Relaticns for apecial
consideration for a child care leave extending beyond the child's
first birthday.

2) Where an adoptive parent can show that an
adoptien agency necessitates the adoptive parent to be at home
with an adoptive child over the age of one year, the adoptive
parent may make application to the Office of Relations for a
child care leave of a four week period.

d. HNo employee will be permitted to use any type of
leave accruals during a child care leave, except where an
employee has a pre-scheduled vacation period falling within the
time period for which he/she has been granted a child care leave.
The employee will be entitled to utilize that vacation accrual
during the child care leave period. An emplovee is not permitted
to use other type of leave accruals immediately preceding or
after the leave, except a disahled employee may utilize all
applicable disability 1leave accruals (regardless of type)
immediately before or after child care leave.

®. MNothing herein will be construed as to contradict

the minimum benefits regquired under the Family and Medical Leave
Acr.



APPENDIX B

Medscope Agreement

1. The purpose of this Agreement is to enable the Sheriff's
Gffice and the Association to resclve disputed cases of illnesses
or injuries (physical or mental) resulting from incidents which
reportedly occurred while employess were performing their
official police/peace duties whether on or off duty. Section
207-c of the General Municipal Law ("207-¢”) requires a due
process hearing to resolve these disputes. The parties wish to
resolve these disputes in a prompt, fair and eguitable manner and
consequently have agreement that these issues in dispute may be
resolved through the use of an employee option to utilize an
independent medical consulting service and/or arbitration in lieu
of the above-stated due process hearings.

2. Issues which will be affected and/or determined by the
use of an independent medical facility are as follows:

(&) Whether a physical illness or injury [physical or
mental] suffered by an employee was incurred in the performance
of his/her duties.

(b) Whether a current illness or injury (mental or
physical) is a recurrence or aggravation of a prior illness or
injury (mental or physical) which cccurred in the performance of
police/peace duties,

(e} Whether an employee who incurred an illness or
injury (mental or physical) as the result of the performance of
polica/peace duties has sufficiently recovered and is physically
and mentally able for either temporary limited duty assignments
or full-duty.

For the purposes of this Agreement, temporary limited
doty will ke determined by the hearing officer or medical
consulting service.

3. The Sheriff's Office may dispute the validity of an
employee’s original illnmess or lnjury allegedly incurred in the
performance of police/peace duties, as sst forth in paragraph
Z2(a) above, within 30 calendar days of the date the Sheriff's
Office is potified of the illness or injury. The employee may
elect to have the dispute resolwved at 2 due process hearing
conducted pursuant te 207-c¢ or by an independent arbitrator
selected pursuant te Section 13(B} of this Agreement. 1In
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addition, at the regquest of either the Sheriff's Office or the
Association, the employee may be required to submit on a timely
basis to the designated medical consulting service described
hereafter for a full medical evaluation, which will be submitted
inte evidence at the arbitration proceeding or 207-¢ hearing
establishecd o resolve the causal connection dispute. The
decision of the arbitrator or hearing officer designated to
conduct the arbitration or the 207-c¢ hearing will be final and
binding on the Sherifffs COffice and the employee with respect to
the issue of causal connection.

4, In cases where an employee alleges a recurrence or
aggravation of a prier line-of-duty injury as set forth in
paragraph 2(b) above, which is disputed by the Sheriff’'s 0Office,
the employes may elect to have the dispute resolved at a due
process hearing cenducted pursuant te 207-c or by the medical
consulting service. The decision of the hearing officer
designated to conduct the 207-c hearing or the medical consulting
service will be final and binding on the Sheriff’s office and the
employee.,

5. 1In disputed cases where the Sheriff’s O0ffice believes
that an employee who has been out of werk as a result of a prior
line-of-duty injury or illness [mental or physical) is capakble
both physically and/or mentally of performing either temporary
limited duties or full duties az set forth in paragraph Z(c}
above, the employee may elect to have the dispute resolved at a
due process hearing conducted pursuant to 207-¢ or by the medical
consulting servies. The decision of the hearing officer
degignated to conduct the 207-c hearing or the medical ceonsulting
service will be final and binding on the Sherifffs Cffice ana the
enployee.,

6. Upon the election of the options described in paragraphs
3, 4 and 5, the employee must waive his/her right to appeal any
adverse determination, as well as any other rignt as may be
granted by 207-c. Within 48 hours after notification by the
Sherifffs Office to the employse and the Association of the
existence of a disputed dinjury or dilloness as described in
paragraphs 3, 4, and 5, the employee, or the Association acting
onn his/her behalf, must select an option. If an employee, or the
Association acting on his/her behalf, fails to select an option
within the reguired time frame, the Sheriff’'s Difice may proceed

with a hearing as provided for under 207=-c. Appointments with
the medical consulting service will be scheduled within sgeven
calendar days following the selection by the employee. An

employee, upon written reguest, will be granted a delay in the
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scheduling of the appointment for the purpose of securing medical
reports as described in paragraph 10. The parties agres,
however, that the employee must submit to an examinatioen within
28 calendar days of the date the dispute arose notwithstanding
whether the records have been cbtained.

T. BAny dispute as set forth in paragraph 2 above will be
resolved in accordance with the terms of this Medscope Agresment.

8. The use of a medical consulting service will be estab-
lished by separate letter agreement, the terms of which will
coincide with the time periods of the collective bargaining
agreement . The medical facilities being utilized to carry out
the intent of this Agreement may be changed at any time with the
consent of the County and the Association. If the parties are
unable to agree on the selection of a medical Faeility; then the
parties will select an arbitrator pursuant to Seetion 13(B) of
the Agreement. At the arbitration of the issue, both parties will
submit the names and qualifications of those medical facilities
located in MNassau or Suffolk Counties. The arbitrator will
conduct a hearing and make a determination regarding the
selection of the facility to be utilized during the existing term
of the collective bargaining agreement.

$. The medical consulting service will determine an
employee's inability or fitness to perform temporary limited duty
or full-duty and whether the condition i1s of a temporary or

permanent nature, 1f the condition is considered to be of a
limited duration, then the medical consultant will establish a
date for that officer's re-evaluation. The parties agree that

the examining physician assigned by the medical consultant
service will complete ‘the MEMBER'S PHYSICAL COMDITION AND
RESTRICTIONS REPORT upon completicn of the evaluation. The
Sherifi’s Office will assign officers limited to restricted duty
Lo duty assignments consistent with the rastrictions noted an the
report. Disputes concerning restricted duty assignments will be
resclved In an expedited basis by Arbitrator Martin Scheinman.

10. Medical consultants, pricr to making their determina-
tion, will receive copiez of the employes's diagnostic reports,
x-rays, lab reports, hespital records and other clinical evidence
@5 the parties may deem relevant, - which would enable the
consultants to render their own pbjective determinatien. Records
may not be unilaterally submitted to the medical consultants. ALl
records will first be screensd at a Jjoint meeting ef the
Iepresentatives of both parties who will +then forward ths
documents to the medical consulting service.
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11. The ©Sheriff’s Office agrees to retain all employees
subject to the medical disputes described in paragraph 2(c) on
full pay, line-of-duty injucy status (401, 207-c), until the date
on which a decision is renderad by the hearing officer,
arbitrator or medical consultant. The parties agree, however,
that if the Sheriff’s Office prevails on the issue, then the
employee will be transferred from 401 to 301 status effective the
date the decision is rendered or the 15th calendar day after the
dispute arose, whichever occurs sconer, However, in the event
the medical consultant does not render a decision on or bhefore
the 15th calendar day after the dispute arese, through na fault
of the employes, including the procurement of medical
documentation or statements, the transfer from 401 to 301 status
will be effective the date of the decision,

12. If it is determined that an employee is not entitled to
207-c  benefits, but is entitled to workers' compensation
benefits, he/she will continue to receive his/her normal Ffull
salary for a period not to exceed 12 weeks|effective June 16,
2015, 26 weeks for any employee not then on Workers'’ Compensation
banefits. Employees receiving workers’'’ compensation benefits
for more than 12 weeks on September 17, 2012, will not be
required to repay benefits in excess of 12 weeks). In the event
that the determination is that the employee is not entitled to
workers’ compensation benefits, the workers' compensation board
will make a final determination that will affect workers'
compensation benefits only. Until the fimal determination is
msde in controverted workers' compensation cases, employees may
utilize all accrued leave time allowances and receive pay for
days not worked because of the injury. In the event of a finding
that the employee is able to perform “light duty” or in the ewvent
of finding of a permanent disability, compensation will no lenger
e payable. The Association recognizes the County’s right te use
the County doctor and to send notifieation that employses are
beling assigned to light duty under the workers' compensation
provisiens of this Agreement.

13. The ©Sheriff's Office agrees that upon a favorable
determination to the empleyee stemming from a dispute described
in paragraphs 2{a) and 2(b), the employee will be credited with
line-of-duty illness or injury status retrosctive to the date of
the illness or injury or recurrence of same.

14. Following the return te work by an enployee in a limited

or restricted duty capacity, the effect of which subsequently may
render the employee incapable of performing limited or restricted
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duty, the employee will be re-examined by the medical consultant
service, provided that the officer presents to the Sheriff’s
Qffice at his/her own expense a detailed report from a medical
decter specifying the changes that occurred in the employee’ s
conditicn since his/her prior examination by the medical
consultant service and how these changes have resulted in a
deterioration of the condition. The parties agree that the
erployee will remain on 301 status while out of work and be
charged with a reduction of leave accruals during the pendency of
this re-examination period. Should the employee be found unfit
for limited duty upon re-examination due to the line-of-duty
injury or illness, then his/her sick leave deductions will be
restored retroactive to the date the Sheriff's Office was
notified by the physician of the change in condition.

15. The Association will reimburse the County for fees
incurred up to a maximum of $700 per year.

16. The Independent Medical Facility (IMF) will set forth a
time period when the employee will again be re-evaluated. The
Sheriff’s Office’s Medical Evaluation Unit (MEU) may re-evaluate
the employee within cne month of the date set by the IMF.

17. Re-evaluation by the MEU may be included in the package
sent to the IMF for subseguent re-evaluation, but may ncot change
the employee's current status.

18. Sheriff's Office personnel will continue to schedule
appointments with the IMF.

18. Labor Relations will continue te act as the lizison in

settling internal Medscope disputes betwsen the Assoclation and
the Sheriff’'s Office.
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APPENDIX C

THE OFPORTUNITY FOR AND OBLIGATION TO PERFORM OVERTIME FOR
CORRECTION OFFICERS EFFECTIVE SEFTEMBER 9, 1996
(REVISED JULY 1999)

OVERTIME STATEMENT:
Quvertime opportunity or obligation will be allocated by seniority
on a rotation basis.

OVERTIME PROCEDURE:

1. The job site wvolunteer list will be established using
the following:

A. First preference by senierity will be given to the
personnel regularly sssigned to the job site crew or unit that
immediately precedes the shift requiring the overtime position or
positions.

B, II there is not a sufficient amount of wvolunteers an
the shift immediately preceding the shift requiring the overtime,
volunteers who are regularly assigned te that job site crew cr
unit and who are on the following tour to the shift requiring the
overtime positions, and who are on the wolunteer list, will be
called in to work, by seniority, on a rotating basis.

C. If there are still not encugh volunteers, preference
by seniority will be given to regular assigned job site personnel
who have volunteered from other crews or job assignments. This
group would also include "break in service" personnel.

D. If there are still not encugh volunteers, preference
by senicrity will be given to the job-site personnel on ragular
days off.

E. If there are still not enough wolunteers, preference
by seniority, will be given to alternate job-site perscnnel
working adjacent tours.

{1} Preceding tour.
{2) Following tour.

F. If there are still not enough volunteers, preference
by senigrity, will be given to alternate job-site personnel en
regular days off.

, &. If there are still not enocugh volunteers, preference
by senigrity, will be given to regularly assigned -ob-=zite
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personnel who have volunteered and are on vacation, compensatory
time, personal time and/or X-days.

B. If there ars still not enough volunteers, preference
by seniority will be given to alternate job-site personnel who
have wvolunteered and are on vacation, compensatory time, personal
Cime and/or X-days.

1. After the above outlined procedures have been
exhausted, this 'will now, for all other applications, be
considered the bottom of the wvolunteer list,

2, Personnel must be specific and clear as to Jjob-site and
amount of overtime that they are volunteering for, First or
second preference of overtime hours to be worked. Example: lst
choice, 5 hours, 2nd choice, 7.5 hours (5/7.5 hours). Personnel
must sign up for volunteered overtipme by:

1:00 p.m. on the 7=3 shift
6:30 p.m. on the 3-11 shift
2:00 a,m, on the 11-7 shift

There will be no excuses nor excepticns in that everyone
has ample opportunity to sign up for overtime,.

3. Reverse doubles constitute a double ghift

4. Special service units on the site will have a separate

senlority list., These special areas will utilize their own
personnel for overtime 4in their areas before utilizing the
regular crews. Personnsl assigned to special service units will

be afforded the cpportunity for overtime regardless of work week
assignments. Should a situation arise thar warrants overtime in
@ special service area, and no permanent special service
personnel are available; then the overtims for that shift may be
selected from the regular crew volunteer list by senierity., On
site special service officers may volunteer for out of unit Jjob-
site positions after the procedures outlined in sections "1&" and
"1B"™ of thie Appendix have bheen exhausted. Volunteers will he
selected by seniority on a rotating basis. The following Special
Service Unit volunteer 1ist protecol will be used:

A. PRegularly assigned unit parsonnel  immediately
prececing overtime position.

B. Regularly assigned unit personnel immediately
following overtime po=ition.

&0



C. Regularly assigned unit personnsl from other non-
adjacent job assignments ([break in service).

D. &All job-site unit personnel on RDO's.

E. Alternate job-site unit personnel working adjacent
tours.
(1) Preceding Tour.
(2) Following Tour.

F. Alternate job-site wnii personnel on RDQ's.

G. Regularly assigned <job-site unit personnel an
vacation, compensatory time, personal time or X-days.

H. Alternate job-site unit personnel on vacation,
compensatory time, personal time or X-days.

I. Crew personnel from the job-site volunteer list.

5. Regardless of shift assignment, if there is any break in
service between an employee’s regular shift and the shift
requiring overtime, the procedure in Section "I1C" of this
Appendix will apply.

6. Yard officers working in BHiverhead or Yaphank are
considered day workers. Yard perscnnel will be utilized in their
own area first. Yard personnel's seniority will be recognized
with the 7-3 shifts they are working with. Example: A vyard
officer wants to volunteer for overtime after his/Her regular 7-3
shift, he/she can volunteer using his/her seniority for 5 or 7.5
hours; conversely he/she is also forcible in his/her seniority
order (3, 7.5 hoursy.

7. Each Jjob site, Correction Facility in Riverhead and
Yaphank, Hospitals, DWI Facility, Academy, etc., will maintain
its own overtime list (wvolunteer/force! in accordance with
Sections "1A" through "1I" above.

8. Call-in Velunteers: The most senior employee will be
the first to be called for an overtime assignment. Should there
be no answer at his or her home, or if the employee daclines, the
Lieutenant {or officer making the call} will soc note and call the
second most senior employee, If a message is left with the
employee’s spouse or on the employee’s answering machine, that
employee will have 10 minutes to return the call and accept the
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overtime or the next senior employee will be called. If 2 sepnior
employze had wvolunteered for a preferred number of overtime
hours, and when called those hours were not available, but
afterwards those hours do become available (e.g. late sick call,)
that employee will be called back and afforded the preferred
nours.,

9. All volunteers must be called at home for the 11-7 tour
ne earlier than 6:30 p.m. All volunteers must be called at home
for the 7=3 shift no earlier than 5:30 a.m.

10. Any overLime worked on a day off will have no bearing on
seniority status before or after a work shift. (Example: An
enployee can volunteer for overtime on the first day of his/her
reqular working shift having worked the day before on his/her
last dey off.) Any employee may wolunteer during his/fher days
off using his/her seniority every other day. Overtime worked
during days off will have no bearing on the work week status.
(Bxample: An employee may be forced on the first day of his/her
work shift even though he/she worked previously on the last day
of his/her days off. Employees on their day off working on the
Jjchb-site for overtime may wvolunteer for an additional owvertime
but must be placed in position as defined by Seections
1{D} {F] (G) &(H) as appropriate.

1l. Eligibility to work overtime will be determined as
follows:

R. An employee's work week will consist of workdays 1
through 5, no reference will be made to calendar dates.

B. Any overtime shift worked (before or after a regular
shift) will be c¢redited to the workday of the regular shift.
(Example: Officer Jones on shift 1 working 3-11, regardless of
overtime being done on the (7-3) or the (11-7). Officer Jones
will be credited for having worked overtime on day 1.)

C. When an employee worked overtime on day 1 of his/her
work week, he/she will be placed on the bottom of his/her section
of the overtime list on day 1. This employee will again be
placed in his/her regular seniority position for overtime shifts
prior to or immediately following his/her reqular shift on day 3.

D. Irn & forcible situation, ne consideration will be
given to an employee as to whether he/she worked cvertime before
or after a shift. (Bxample: BHothk Officers Jones and Smith are
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working 3-11 on day 3 as their reqular work day. Officer Jones
works overtime prior (7-3) to his/her regular shift. Officer
Smith works overtime after (11-7) his/her regular shift. Both
officers are forcible on day 5 of their reqular shift.}) Overtime
will be assigned strictly according to senierity.

E. 2 worked overtime will be congidered as a worked
evertime regardless of the amount of overtime worked (5, 7.5).
Any overtime under 5 hours does not count as a qualified overtime
in a force situation. (Example: Officer Jones worked 2 hours
overtime on day 3. Officer Smith works 7.5 hours on day 3. Both
officers are forcible on day 5 regardless of the amount of hours
worked by both officers. Their overtime status will be assigned
solely on the number of gualified overtime worked and seniority
on day 5.

F. All lists for overtime will ba maintained by the
duty lieutenant or his/her designee ag follows: The duty
lieutenant, or his/hHer daesignee, will bhe responsible for
recording all overtime worked during his/her weekly work shift.
After the senior employee has worked an overtime shift, he/she
will then be placed at the bottom of the applicable portion of
the wolunteer overtime list for the next day. This 1list will
rotate every other day, {Example: A senior employees may be placed
at the top of the list every other day.) Should there be no
volunteers, the least senior employee will be ordered to work.
Any employee who has not worked a qualified overtime within thar
five day work week will be forced to work ovartime accordingly to
his/her ranking before foreing an employee who has already worked
a qualified overtime that week. All overtime worked will be
recorded by the duty lisutenant or his/her designee, for each
Specific work shift. Before an employese is to be forced for a
second or third time, each employes on that specific crew must
have worked a second or third time. (Bxampla: Badge # 254 has
worked two overtimes. In order for # 254 to be forced a third
time, each employee has to have worked twice). After the on-site
volunteer and force lists have been exhausted and more employeecs
on the job-site are needed for overtime, the least senior ranked
employee will be forced from an alternate job-site. {(Example:
Riverhead to Yaphank and vice varsa.) The amount of gqualified
overtime shifis worked will apply for each employee to determine
the amount of hours that the employee will be forced to work.

12. No one will be permitted to wvolunteer after hefshe has
worked 16 consecutive hours, or to volunteer for mora than 186
Aours in any 24 hour period except in the case of an extreme
emergency (only the Sheriff nMay declare such an emergency) .
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13, Insofar as possible, a lisutenant will be replaced by a
lieutenant, a sergeant will be replaced by a sgergeant and =
correction officer I will be replaced by a correction officer I.
(Example: a duty lieutenant in Yaphank is needed and no other
lisutenant 1= available in Yaphank, then a lieutenant from
Riverhead must cover the overtime Position and vice wversa.) This
procedure will hold true for each position correction officer,
sergeant and lieutenant.

14. Forced Overtima:

A. When a forced overtime situation exists, the duty
ligutenant will combine the volunteer 1list and the force list to
arrive at the desired number of personnel needed to complete a
shift. The wvoluntesr list and the force list will be combined
regardless if one or 20 employees are needed. Employees will be
ranked in this combined list by the number of qualified overtime
shifts they have worked in the weak and oy their badge number.

B. Overtime will be assigned with the most/least hours
sccording to the following formula: the number of gqualified
overtime shifts worked that week and tneir badge number.

EXAMPLE OF FORCE LIST

CTS WOREED THIS WEEK NAME BADGE # HOURS FORCED

0 14 117 150
0 28 040 T .0
3 JA 165 TiB
L 44 125 1.5
£ 448 356 -
2 (sF2) 214 5.0
i A 429 5.0

Needed for overtime: 2 at & hours and 5 at 7.5 hours.

Even though an employee has velunteered, it does not
exempt him/her from being forced and placed in the combined list
by the above formula. If an officer wolunteers and is not
forcible, he/she may decline the overtime for that shift he/she
nas wvolunteered, if he/she cannot get his/her preference by
his/her ranking and shield number, When a wolunteer opts not to
work, the duty lieutenant will then go to the on-site force Jlist
to obtain additional employees. However, if additional employees
are still needed, all alternate Job-sites will be contacted to
obtain additional perscnnel, Should still more employees be
regquired then special service unit personnel will be used, first
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on-site then alternate site unit personnel.

15. When an employee is by-passed for overtime due to an
error, that employee will be credited with 7.5 hours {credit for
purposeé of the following days forced overtime) as if he/she had
worked & double shift and cannot be forced to work a double the
following day except at his/her option. However, he/she may
volunteer for overtime the next day. Al]l employees will have tha
right to inguire as to why they were bypassed. If the supervisor
concurs that an employee was by-passed by error, he/she may
afford that employee priocrity placement for a like overtime.

16. No employee will be forced to work back to back., Back
Lo back, meaning after having worked a gualified overtime shift
(inciusive of reverse doubles). This emplovee cannot he forced to
work past his/her regular shift the following day. Howewver,
he/she may volunteer.

17. In regards to ungqualified overtime (anything less than
Zive hours), it may be volunteered by seniority every date of the
work week. In the event that, during a series of working
ungualified overtimes, an employee works & qualified owertime
he/she will be placed at the bottom of the appropriate portion of
the wvolunteer list the following day. [(Example: Officer Smith
works two consecutive 2.5 hour overtimes on days 1 and 2,
volunteers and works day 3 for 5 or more overtime hours; he/she
must be placed at the bottom of the applicable section of the
volunteer list for day 4.)

18. All of the above is subjsct to change in times of
EMergency or unusual circumstances. The determination as te what
constitutes an emergency or unusual circumstance will only be
determined by the Sheriff, In this case; the Sheriff may have
the option toc cancel vacations,

19. Only in cases of special need will ability to do the job
also be a consideration. (This special need will be determined
by the Warden's Office.)

20. Break in Service: Any ermployees that find themselves
with a break in service between their regular shift and the next
shift for overtime will be included and selected from the call=in
1ist by their seniority, (Example: An employes works 11-7 and
wants to wolunteer for an 8-4 overtime position. There is a
break in service for a period of one hour. That employee will be
placed on the call-in list and selectad for the 8-4 position by
the above established procedures (Sections 1(C) er 4(C).)
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21. The ability to perform the entire =hift will not be a
consideration.

22. Where it has been proved that a duty officer blatantly
disregarded this overtime procedure, he/she will be subiject to
disciplinary action.

23. The following positions may be covered at the discretion
of the Warden's 0Office:

A, Operations

B. Laundry Supervisor

C. Ouartermaster

D. Record Room Supervisor

E. FRehabilitatien Supervisor
F. (Classification Supervisor
G. Medical Supervisor

H. FProcessing Supervisor
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APPENDIX D
SUBSTANCE ABUSE TESTING

Policy Statement

In order to detect the use of illegal drugs by employees,
the following procedures will be utilized. The County's random
drug testing program for employees will test for i1llegal
controlled substances as incorporated in the Mandatory Guidelines
for Federal Work Place Drug Testing Programs administered by the
Substance Abuss and Mental Health Serwvices Bdministration, Health
& Human Services (S5AMHSA, HHS). The County will direct the
Sheriff with regard to the scheduling and administration of
screening tests as set forth in the following procedures.

The County can order an employee to submit to drug, alcohol
and, sterold testing as follows:

1. At any time for probatienary employees,

2. For reasonable suspicion, i.e., the ability of a
supervisor to articulate a reason why he or she wishes to test
the employee for drugs, stercids and/or alcohol.

3. Random Drug Testing.

4. Results of drug, steroid and/or alcohol tests will be
used for administrative purposes only (e.g. discipline),

5. The County will hawve the authority to test for steroids
and alcohol as part of the random drug test. Any disputes with
regard to the implementation of this provision will be referred
te Arbitrator David N, Stein for a final and binding
determination,

Selection of Personnel for Random Drug Testing

1. 3election of personnel for testing will be accomplished
Dy a secure randomized computer process. This procedure will be
performed by a representative of the Sheriff and will be
witnessed by an HRssociation representative designated by the
Association President.

2. There will be a ninimum of one selection per month
consisting of 10-25 employees being tested per selection. Once
Lhe random list of employees to be tested has been provided to
the Bheriff's Office and to the Association, all employees on the
list will be tested within 72 hours of recaipt of the Llist,
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There will be no minimum or maximum percentage of employees to be
tested. If no more than 25 employees are scheduled on a tour,
then the Sheriff's Office will have the right tao test up to 50%
cf those emoloyvees scheduled. The random selection of an
employee will not result in the employee’s nanme being removed
from any future selection process. After notification of the
assigned test, the employee will be required to report for a test
unless a County physician directs that he/she is unable to do =o.

3. The following procedure will be followed whenever the
County elects to request & random selection of more than 25
Correction Cfficers for a random drug test:

A, At the testing site and prior to the commencement of
testing, the Office of Labor HRelations and the Sheriff’s Office
will meet with the representative from the Assocciation to
determine which employees are scheduled te werk and are available
for testing during the 72 hour window. The Office of Labor
Relationa will bkring to the testing site the random, non-
alphabetized list generated by the Third Party Provider and an
alphabetized list. Copies of both lists will be provided to the
representative of the Assocliation and to the Sheriff’s Office.

B. The non-alphabetized list will be used to determine
the order of selection for possible testing. The alphabetized
list is for informational purposes only and will be used to aid
in determining work schedules. 1In the event that more than 25
Correctieon Officers remain on the non-alphabetized list after thes
Sheriff"s Office has determined which emplovees are available for
testing, the parties will refer to the random, nen-alphabetized
list generated by the Third Party Provider. The Sheriff’s Office
will, then, eliminate the appropriate number of employees
{excluding those who have already been eliminated by virtue of
their unavailability] beginning with those at the bottom of the
non-alphabetized list until there are no more than 25 remaining
employees on the list.

C. The Sheriff's Office will thea schedule Lests,
beginning with the first Correction Officer listed on the random,
non-alphabetized list generated by the Third Party Provider who
is awailable during the 72 hour window. IT, &and when, 25
Correction Officers have been selected as being available the
list will be deemed exhausted.

D. When all random drug testing has been completed
during the 72 hour peried, the list of tested Correction Officers
will be provided to the Asscciation.
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Testing Procedures
1. The sample collection process will be confidential and

will be performed in accordance with standards promulgated by
SAMHSA, HHS.

2. The employees will provide a urine sample at the
designated testing area. The employee will provide & sufficient
amount of the sample to allow for an 1lnitlal screening, and for
later testing, if requested by the employee.

3. 1Initial drug screening will be done by Enzyme Multiple
Immunoassay Testing (EMIT). No sample will be further tested
upon a negative screening for illegal econtrolled asubstances.
After the negative scoreening, +the second sample will be
destroyed.

4. Each and every positive EMIT test will be confirmed
using a Gas Chromatography — Mass Spectrometry test. Only if
confirmed will a test result in a positive report. The Medical
Feview Officer (MRO) will contact the Office of Labor Relations
of a positive test result. Labor Relstions will notify the
Sheriff's Office’'s designee of a positive test. The Sheriff
Cffice will provide the employee tested with a report of a
positive test.

3. During the testing process, the employee will cooperate
with requests for information concerning use of medications and
with the other regquirements of the testing process, such as an
acknowledgement of giving of & urine specimen.

6. The inteqrity of the testing process will be maintained
with the utmost consideration for the privacy of the employee
being tested. Only cne person, of the same sex as the employes
being tested, may be present at the testing site during the
collection of a urine specimen. If the necessary precautions to
ensure legitimacy of the sample can be arrangsd without undo
cost, an observer will not be required.

7. The collector must collect a sufficient sample and split
that sample into two separate containers. Each container will
have affixed a code number of the date of eollection. Both
centainers will be gsealed in the presence of the employee being

tested, and will be maintained ir & manner consistent with
SAMHSA, HHS guidelines.

8. Aftaer a confirmed positive test result, the MRO will
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contact the employee to discuss the test results. The MRO will
make a final decision regarding the test results. If the final
teat results remain positive, the employse will be informed that
he/she has 10 days to reguest an analysis of the split specimen.
The rost of analyzing the split sample will be paid by the
amp loyeea.

9. Drug testing will be performed by a laboratory licensed
or certified by SAMHSA, HHS.

Chain of EuaFEgg
The chain of custody block of the drug testing custody and

control form will be properly executed by authorized collection
site personnel upon receipt of specimens. Handling and
transportation of urine specimens from one authorized individual
or place to ancther will always be accomplished through chain of
custody procedures. Every effort will be made ta minimize the
number of persons handling the specimen.

Reporting Results

Before any test result is reperted to the County, 1t will be
reviewsd and the test certified as an accurate report by the
responsible individual (MRO). The report will identify the
drugs/metabolites tested for, whether positive or negative and
the drug testing laboratory specimen ldentification number
{typically, the employee's social security number). The
laboratory will report as negative all specimens Lhat are
negative on the initial test or negative on the confirmatory
test. Only specimens confirmed positive will be reported positive
for a specific illegal controlled substance. Those test results
which do not indicate the presence of an illegal controlled
substance will be sealed and there will be no indication of
testing in the employee’s personnel file.

The laboratory will report test results to the MRO withir
five working days after receipt of the specimen by the
laboratory. The MRD, who will be selected by the County, must be
a licersed physician with knowledge of substance abuse disorders
ard the appropriate medical training to interpret and evaluate
test results. If the MRO receives a positive test result, he/she
will interview the employee in guestion, review the employee’ &
medical history and review other relevant biomedical information.

The MREO will evaluate these factors to determine whether a wvallc
justification exists for the positive test result. 1f the MR(
determines that walid justification exists, the test result will
be treated as a negative test result and may not be released for
purposes of identifying illegal controlled substance use. If ¢
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positive teat is confirmed, the MRO will contact the Office of
Labor Relations. Labeor Relations will contact the Sheriff’s
Office's designee.

Administrative Provisions

1. BAny violation of the confidentiality provisions of this
Appendix, if committed by an employee of the County, will be
grounds for disciplinary action against the employee. The County
will alse take appropriaste action against a person and/or
organization not employed by the County for wviolation of the
confidentiality reguirements.

2. JAmendments to these procedures must be in writing and
signed by the Association and the County's designated
repregentative.

3. Separability - If any clause or provision of this
Appendlx or any addition thereto 1is decided by a court or
administrative agency of competent Jurisdiction to be 1in
viplation of any federal, state or Lecal law, the remaining
clauses and provisions of this Appendix will remain in full force
and effect.

4, Disputes concerning the interpretation or application of

this Appendix will be subject to the contractual grievance
procedure.

5. Any discipline resulting from this procedure will be
processaed in accordance with the disciplinary pracedures of the
Agreement.

Alcohol Testing Procedures

1. The eguipment to be wutilized must, at all relewvant
times, be an approved evidentiary breath testing device (EBT)
listed won the National Highway Safety BRdministration’s

"Conforming Products List of Ewvidential Breath Measuorement
Deviceg”.

2. Any alcochol testing equipment utilized pursuant to
paragraph one above will, at all times, bhe accuracy tested,
cleaned and in all respects tested and maintained in ac¢cordance
with the quality assurance plan promulgated by the manufacturer
of the egquipment. Any alcohol testing eguipment utilized will
immediately ©be accuracy tested following any positive test
result.

3. Any alcgchel testing will only be administered by
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technicians with wvalid training certifications frem the
manufacturer or a certified Breath Alcohol Technician (BAT)
trainer which will be in accordance with Department of
Transportatien (DOT) Regulatiocns.

4. No employee will be ordered to administer, observe or
otherwise assist in any way in alcohol testing pursnant to this
procedure.,

5. All testing pursuant to this procedure including, but
not limited to, screening or initial testing and confirmatory
testing, will be performed in compliance with the collection,

testing and other requirements promulgated by the U.S. Departmernt
of Transportation, Federal Highway Administration.

6. Random alechol testing will only be performed
simultaneously with, and upon the same individuals selected for,
random drug testing pursuant to this Agreement. It is further
agreed that reasonable suspicion alecohol testing will be
performed pursuant to the same procedures as reasonable suspilcion
drug testing pursuant to this Agreement. Nothing contained herein
in any way modifies the County’s right to undertake appropriate
disciplinary action and/or seek termination for a firat or
subsegquent offense with regard to soch a pasitive result.

7. Positive Alcchol Test
R. Employees, who test positive for the use of aleschal,
after being interviewed by the BAT, will be relieved of duty.

1) TIf the Breath Alcohnl Content (BAC) test reaylt
i1s less than .08, but .04 or greater, then the non-probationary
employee will be suspended without pay for five working days.

2) If the employee has a BAC of .08 or greatar, or
has a second positive alcohol test {including a second BAC test
result of .0B or greater), then the employee will be suspended
without pay fer 30 calendar days and directly referred to and
immediately enrolled in an Employee Assistance Program (EAP). The
employea will fully and satisfactorily participate in any drug
and/or aleohol abuse treatment plan specified by the EAP and wilil
not return to wark.or be restored to the payroll until he/she has
fully end satisfactorily completed the course of Creatment. The
employee may utilize his/her accruals during any period of time
suspended without pay and/or while enrolled ir the EAD. In
adcition, the employee will fully execute & consent form to be
provided by the County as a condition of the County’s willingness
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not to proceed immediately to a disciplimary hearing against the
snployee. If the employee ever revokes his/her consent, or
refuses to fully execute subsequent consent forms deemed
necessary by the County in order Ior it to satisfactorily confirm
the employee's full and satisfactory compliance with this
procedure, then the County will have the right, upon prior
written notice to the employee, to immediately proceed to
terminate the employee's employment, subject to any applicable
due process disciplinary hearing procedures. In this event, the
employee hereby waives any and all rights he/she might othesrwise
have pursuant to any applicable law, rule, regulation or contract
provision to assert the applicable statute(s) of limitations, to
which he/she might otherwise be entitled relating to the
termination of his/her employment.

3) If the employee has a third positive aleshol
test; or is & probationary employee, the employee will be
dismlssed from employment, subject to any applicable due process
disciplinary hearing procedure.

B} The employee may exercise rights under this

Agreement to challenge the basis for, and wvalidity of, the
testing.

C) The employee will be restored to the payroll for any
period of time not covered by a suspension without pay and during
which he/she has not been approved by the SAP to return to work,
urnnless the delay iz the fault of the emploveae.

D) Any test result with a blood alcechol concentration
below .04 will constitute and be reported as a negative test.
This result will not be reflected in any respect, in any
Personnel or other Sherliff's Office’s file.

E) The penalties set forth in this procedure pertain
only to positive alcohol tests and are separate and distinct from

penalties which may be imposed as a result of a positive drug
test or other basis for discipline.

F) BAny employee who tests positive for aleshol will be
required te submit to and pass a return to work alcochol test
before returning to duty. This test will be administered a= =oon
as practical upon the employee’s return te work and will bBe
performed in conformity with the guidelines established in this
procedure. If the employee tests positive on a return to work

alcohol test, the positive result will constitute an additional
offense under this procedurs.
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G) Fallure to comply with any provision of this
procedure will nullify the applicable test results.

Stercid Testing Procedures

1. The County may include steroid testing as a part of
the normal drug testing procedure. The County may elect not to
test for steroids at each scheduled drug test, however, when the
decision has heen made to test for steroids as part of a
particular drug test, all zffected employees must be included in
the steroid testing. Notification that testing will include
stercid testing will be made to the COA as part of the
notification that a drug test has been scheduled.

2. The Sheriff’s Office will test for those steroids and
masking agents in accordance with Schedule IIT of the Code of
Fedaral Regulationsg’ Schedules of Controlled Substances
("Schedule III"), az amerided from time to time.

3. All other procedures regarding drug testing as
outlined in Appendix D of the CBA, including Selection of
Personnel, Testing Procedures, Chain of Custedy, Reporting
Results and Administrative Provisions, will be followed for
steroid testing., However the discipline that may result from this
procedure in accordance with paragraph 5 under Administrative
Provisions of the appendix will be in accordance with the
provisions of this procedure.

4. Effective November 1, 20089, any employee who
voluntarily comes forward prior to being netified that he/she is
to be a subject of testing and admits to use of any prohibited
substance from Schedule ITI will not be subject tao discipline
solely for that reason, but will instead be directed to and must
immediately enrsll 4in an Employee Assistance Program. The
employee will fully and satisfactorily participate in any
treatment plan specified by the EAP and will fully execute a
consent form to be provided by the County. Failure to comply
will be treated as a positive test. TIf the employee ever revockes
his/her consent, or refuses to fully execute subseguent consent
forms deemed necessary by the County in order for it to
satiafactorily confirmm the employvee’s full and satiasfactory
compliance with this procedure, then those actions will be
treated as & positive test. In this event, the employee heraby
walves any and all rights he/she might otherwise have pursuant to
any applicable law, rule, regulation or contract provision to
assert the applicable statute(s) of limitatien, to which he/she
might otherwise bhe entitled relating to the termination of
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hiz/her employment. Finally, the employee will be subject teo
testing, at the discretion of the Sheriff’s Office, for the
remainder of his/her employment with the County. This paragraph,
including the period of exemption from discipline for using a
prohibited substance, will expire and become null and wvoid at
11:589 p.m. on December 31, 200%.

5. Effective November 1, 2008, the Sheriff's Office will
include Prohibited Drug (ineluding Stercids) and Alcochol
Awareness Training as part of its Academy training program. This
program will include discussion about the dangers and
consequences of using Stercids as well as an explanation of the
sheriff's Office Steroid Testing Policy.

6. Effective January 1, 2010, the current provisions of
this Agreement, including Section 20(R)and Bppendix D, will b=
amended tTe provide that any employee who tests a confirmed
positive for illegal drugs or stercids will:

a. Be suspended immediately without pay for a period
of 60 calendar days.

b. Be offered the opportunity te immediately enrall
in an Employee RAssistance Program acceptable to the County. The
employee will fully and satisfactorily participate in any
treatment plan specified by the BAP and will fully execute a
consent form te be provided by the County. Failure to comply
will be Ereated as a positive test. If the employee ever revokes
his/her consent, or refuses to fully execute subsegquent consent
forms daemed necessary by the County in order for it te
satisfactorily confirm the employee’s full and satisfactory
compliance with this procedure, then that action will be treated
ds a second positive test.

C. Be subject to drug and/or steroid testing, at the
discretion of the Sheriff’s Office, for the remainder of his/her
employment with the County.

d. In the event that the employee has successfully
availed him/herself of the EAP option set forth above, and the
employee subsequently tests (or is deenmed, vursuant to the
provisions of this policy and the parties’ CBA as though he/she
nas tested] a confirmed positive for illegal drugs or steroids,
the employee will be provided with notice and an opportunity to
respond to same (including all challenges regarding vioclations of
the procedures described in Appendix D of the CBA) before the
Sheriff, whose decision on guilt or innocence and the penalty
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uEFIDpriate for same will be final and binding and not subject to
- 1 party (including, but not limited to, court, PERB,
grievance/arbitration) review for any reascn. This procedure
will be in lieu of any other applicable procedural due process
procedure such as Civil Service Law $§% 75 and/for 76 and/or
binding arbitration pursuant te the Agreement,

2. In the event that the employee has chosen not to
avail him/herself of the EAP opticn set forth above, the employee
will be provided with notice and an gpportunity to respond to
same (including all challenges regarding wviolations of the
procedures described in BAppendix D of the CBA)! before the
Sheriff, whose decision on guilt or innocence and the penalty
aEPrﬂpriata for same will be final! and binding and not subject to
37 party {ircluding but not limited +to court, PERB,
grievance/arbitration) review for any teason. This procedure
will be in lieu of any other applicable procedural due process
procedure such as Ciwvil Service Law $5 75 and/or 76 and/or
binding arbitration pursuant to the . Agreement.
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AFPFENDIX E

REPORTING SICE POLICY

Employees hired on or after February 28, 2009, must follew
Lhe following sick leave Usage and monitering procedure:

PURPOSE
To notify the Sheriff’'s Office when an employee is unable to
perform duty due to illneas, injury or any other condition.

DEFINITION

Sick Excusal - A sick excusal for one tour, when the Office
determines that it does not require a wisit to tha Office-
designated Physician. A request for szick excusal must be made
at least two hours prior to the start of the tour for which the
leave will be granted, An employee must report for duty on the
next scheduled tour following the excusal. However, if the
sickness continues into the next day, the employee may request a
second sick excusal at least two hours prior to the naxt
scheduled tour. The first and secand slck excusals will count
48 one sick incident.

Sick Excusal is NOT authorized for:

a, Inijuries:

b. Employees designated as an abuser/chronic abuser in
accordance with the $ick Leave Management Program;

<. Dental problems;

d. Major illness:

@. When, in the judgment of the supervisor, it is
appropriate,

FROCEDURE
When sickness, injury or any other condition prevents the
performance of duty:

All Employaees

1. Report sick, by talephone, in pPerson, or by competent
messenger, at least twe hours before the gtart of a scheduled
tour, wunless disability prohibiting same geccurs during such
peried, as follows:

a. All employees will report sick to the designated
supervisory officer at their assigned command:

b. Employees designated as =ick abusers will report
sick directly to Medical Evaluation.
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NOTE: When reporting sick within Cwo hours of commencement of
the teur, the employee must notifly thelr assigned command before
notifying Medical Evaluation. In all ecases, the employee will
immediately, after reporting sick, notify hisfher asgigned
command and supply the sick serial number.

2. Have a responsible person make telephone ecall if
physically unable to eall,

1. Inform emploves to whom re erting sick of any pending
! P
asslgnment.

4. BRemain at residence or other authorized location unless
permission to leave is granted by the Office-designated
Physician or Medical Evaluation sSupervisaor.

5. Advias Medical Evaluation and Office-designated
Physician of any change of address/location oFr telephone number.

a. Obtain name of Medical Evaluation Supervisor and
time notified.

SUPERVISOR ACCEPTING SICK REPORT

6. Makes return telephone call to verify that the employes
is at the stated location.

a. Desk officer/supervigar will record such
verificatien on SICK REFPORT FORM.

NOTE : If an employee iz not at the stated location,
notification of same will be made to a Madical Evaluation
supervisor for referral to Internal Affairs,

T Notlfy Medical Evaluyatien wher :
8. BAn employee is confined and the Office requests a
visit because of urgent need for medical attention;

OR
b. An employee is suspected of malingering.
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SICK EXCUSAL FROM SICK LEAVE (SEE DEFINITION, PAGE 1):

MEDICAL EVALUATION UNIT

B. Offer the employee a Sick Leave Excusal in cases of
minor non-line-of-duty illness, if qualified.

a. RAdvise employee concerned:
{1) That each administrative excusal is for one
tour;
{(2) To comply with step 4 for each sick excusal.

SUPERVISOR OFFERING SICK EXCUSAL

9. WNotify Medical Evaluation that the employee has
accepted Sick Excusal.

10. Indicate on pertinent records that the employee has
docepted Sick Excusal

11. Prepare SICK REPORT FORM.
a. Indicate if the employee has accepted Sick Excusal.

EMPLOYEE ON SICE EXCUSAL

12. Notify command and Medical Ewaluation at 1least twa
hours before scheduled return to duty if unable to report due to
continuation of illness.

SUPERVISORY EMPLOYEE

13. Direct employee on Sick Excusal who is unable to report

for duty as scheduled to wvisit the Office-designated Physician
at next office hours.

14. Notify Medical Evaluation to cancel Sick Excusal,

NOTE: An employee will continue on sick report (this eounts as
one Sick time).

MEDICAL EVALUATION

15. Notify the permanent and Cemporary commands of an
employee reporting sick and obtain the name of the supervisor
notified if notification is made by telephone.
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SUPERVIEOCR RECEIVING SICK REPORT

16. Telephone information on SICKE REPORT FORM to Medical

Evaluation and obtain serial number for entry on SICKE REPORT
FORM.

a. SICEK REPORT FORM will be kept at command and placed
in the employee's personal file when the eamployee returns to
duty.

REPORTING TO OFFICE DESIGNATED PHYSICIAN:

ALL EMPLOYEEZ

17. Report to Medical Evaluation or other location to see
designated Office Physician at the designated time at next
regular office hours  if ineligible for, or declining, Sick
Excusal, EXCEPT:

a. An employee unable to travel will remain at place
of confinement and phone Medical Evaluation.

NOTE : When an enmployee reporting sick informs Medical
Evaluation of an inability te wvisit Medical Evalpation or the
designated ©Physician, Medical Evalvation will direct the
employee to notify the employee’s commanding officer of the
fact. The commanding officer will make an entry on TIME AND

ACCRUAL RECORD and caprion it “Investigation Interview”
concerning the interview and probable date of visit to Medical
Evaluation or Office physician. When an emplovee reports sick

to an assigned command, the supervisor accepting the sick report
will make required entries.

Employees are NOT to bring their children to Medical
Evaluation or the COffice physician, out of consideration of the
fact that children and employees present in the waiting room can
be susceptible to illness.

COMMANDING OFFICER

18. Telephone Medical Ewaluation, in all cases, if an
employee has been on sick report for five work days, ascertain

estimated date of return, and enter information on TIME AND
ACCHEUAL EBEFRCORD.

UPON BEING DIRECTED TO RETUREN TO DUTY BY MEDICAL EVALUATION
OR Office DESTGNATED PHYSICIAN:
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ALL EMPLOYEES

19. Immediately contact their Command Supervisor, Dby
telephone, and determine the time and date to report for duty.

NOTE : All employees will notify a supervisory officer
assigned to the command at the first available opportunity. The
supervigory officer will document the notification as provided
for by the commanding officer.

20. EReport for duty when pordered.

DESK OFFICER/SUPERVISOR

21. Make entry indicating the employee’s return te duty:

NOTE : Verify return of duty with Medical Evalwation if the
message has not been received and the employse has reported for
duty.

ACDDITTONATL DATA

Employees who have not been classified as abusers/chronic
abusers, or who have not been referred for supervision, and who
have any of the following medical conditions, as per the
designated QOffice Physician, will NOT be the subject of routine
supervisory visits or telephone calls:

a. Heart condition;

b. Broken limbs:

c. Post-surgical convalescence;

d. Illnesses diagnosed by designated Office Zhysician
as likely to be of a duration in excess of six
months, after conferral with Medical Evaluation
Supervisor:

a. Pregnancy

Correction Officers on sick leave in any of the above
categories may be given a 16 hour pass. Howewver, should the
Cffice-designated Physician determine that issuance of such a
pass would adversely affect the employee’s health or impede the
employee’s recovery; the pass may be reduced acpcordingly. Once
the pass is issued, it will not be revoked unless the employea:

a. Engages in activities which would tend to prolong
or aggravate the disability;

b. Fails to cooperate with a physician or Medical
Evaluation;
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c. Falls te comply with orders or directions eor
viclates any provision of the Office Rules and
Procedures relative to sick leave.

Employees whose medical condition is NOT listed in paragraph
1, subdivisions ™a” through “e” abowe may also be granted
permigsion te leave their residence while on sick report for a
period of time as determined by Medical Evaluation. Prior to
granting such permission, the Medical Evaluation must certify

that:
a. It will not adversely affect the employee’s health;
b. It will not prolong or impede the employee’s return

te duty.

The permission granted may be revoked at any time by Medical
Evaluation upon appropriate notice to the employes.

In case of sericus need or emergency, an emplovee may
request permission to leave his/her residence at a time other
than that specified by Medical Evaluation. This reguest should
be directed to the Warden or designes. In addition, requests to
leave reszidence to obtain medical services, food, housahold
necessities or religious observance, voting, ete. are routinely
granted by Medical Evaluation. Parmigsion to leave residence
should be denied or revoked only if & vwiolatien of the
guidelines takes place or iIf activities requested would hinder
recovery. Medical Evaluation will notify the Designated Office
Fhysician when permission is granted, to ensure that leaving
residence is not inconsistent with the emplovese’'s medical
condition and/or had not previcusly been denied, Designated
Office Physicians are responsible for notifying Medical
Evaluation of the identities of employees granted:

Section: Persconal Matters
a. Non-supervisory privileges;
b. Permission to leave his/her residence on specific
dates and times which will he indicated on
PERMISSION TO LEAVE RESIDENCE WHILE ON SICEK REPORT,
@ copy of which will be given to the sick enployees.

Ar employee on sick leave may not leave the confines of
Suffelk County, or the County of residence if it is not Suffolk
County, without the approval of the Warden or designee. Reguest
for this permission is made through Medical Evaluation on
ABSENCE FROM COUNTY WHILE ON SICK LEAVE FORM, Employees will be

contacted on a weekly basis by Medipal Evaluation during absence
from residence counties,
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Correction Officers will not be permitted to report sick
with a self-claimed diagnosis of “reococurrence of
injury/illness” for absence. Designation of “reoccurrence of
injury/illness™ for a specific sick event will be granted only
upon examination and interview of the requesting employee by a

Designated Office Physician. This will in no way hinder an
employese’s ability to report asick. it merely placezs the
determnation, and subsequent approval or disapproval of

“reoccurrence of injury/illness” designation, within the purview
of the Designated Office Physician,

FORMS AND REPCRTS
ABSENCE FROM COUNTY WHILE ON SICK LEAVE
TIME AND ACCRUAL RECORD
PERMISEION TO LEAVE RESIDENCE WHILE ON SICK REPORT
SICK REPORT FORM
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Appendix F
Sick Leave Management Program
The following Sick Leave Management Program is established
for Correction Officers. Unless stated in this document, the

Rules and Procedures relating to sick leave remain in effect for
Correction Officers,

A. Effectivae Dates
1. The Sick Leave Management Program does not limit the
Sheriff's Office from taking diseiplinary action against any
employee where the Sheriff's Qffice deems it to he appropriate.

2. An employee will be designated a Sick Leave Abuser
or a Chronic Sick Leave Abuser as determined by the Sheriff's
Office in accordance with Section B.

B. Definitions
1. BSick Leave Abuser — An employee who has five or mere
occcurrences of sick leave, ar eight ar more non=gonsecutive sick
days, or a combination of occurrences and non-consecutive sick
days that equal eight, during any l2-month period.

2. Chronic Sick Leave Abuser - An emnployee who has
either:

a. been a Sick Leave Zbuser for LB consecutive
months from the date of the first uss of sick time during the 12
month period, or

b. 1l or more occurrences of sick leave, or 16 or
mere non-consecutive sick days, or a combination of oCCurrencaes
and non-congecutive sick days that equal 16, during any 12 month
period.

3. Occurrence - Includes any partial day or more than
e g Y 5
one consecutive sick day. Ocecurrence includes only noen-line pf

duty illnesses and injuries.

4. Sick Day - Includes full tour of duty on sick leave,
Sick day includes only non-line of duty illnesses and injuries,

5. Included as an ocecurrence 1s any patteérn of use of
s1ck leave.

6. Discipline may be initiated by the Sheriff’'s Office
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at any time 1if they deem it necessary and any designations as
utilized in this program will not negatively impact such
discipline.

7. Family Sick Leave - Use of Family Sick Leave in
accordance with Section B.7 |A) of the Agreement will not he
conslderad in determining an abuse under this sick leave
management program.

8. Report to the Medical ZEvaluation Unit - Unless
otherwise stated, means to report immediately, when a
Doctor/Medical Personnel are avallable. When a Doctor/Medical
Personnel are not available, report at the beginning of the next
operating hours of the Medical Evaluation Unit. Employees will
not be entitled to any overtime for said reporting teo the Madical
Evaluation Unit.

9. Approved Family Medical Leave Acl (FMLA) time taken
in accordance with the County procedures will not be considered
in determining abuses in accordance with this program,

C. BRules Sick and Chronic Sick Leave Abuse
1. Employees designated as Sick Leave Abuser or Chronie
Sick Leave Abuser, will repeort te the Medical Evaluation Unit
gach time they call in on sick leave.

2, Employees who are designated a Sick Leave Abuser or
a8 Chronic Sick Leave Bbuser will not:

a. work overtime, unless approved by the Sheriff
or his/her designee based on operational needs.

b. gwitch a tour of duty.

&, apply for preferred assignments or
designations.

d. apply for a new tour schedule if an opening
QeCUrs,

@. will not receive night differential while on
sick leave.

£, Applies to Chronic only - will not receive
night differential pay while on vacation

D. Duties
1. The Commanding Officer of the Medical Evaluation
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Unit will monitor the sick leave system and identify Correction
Officers whe should he desgignated or relieved as Sick Leave
Abusers and/or Chronic Sick Leave Abusers, and will:

a. notify an employee and his/her Commanding
Officer when a member ig identified as a Sick lLeave dbuser or a
Chronic Sick Leave Abuser,

b. notify an employse and his/her Commanding
Officer when a member iz designated or relieved as a Sick Leave
Abuser or Chronic Sick Leave Abuser.

c. inform an employes in writing of his/her rights
and restrictions.

d. notify an employee in weiting of final
determinations on appeals.

@, monitor those who are designated as abusers for
purposes of maintaining or removing from designated status.

(1} Remove designation as a Sick Leave Abuser
when an employee uses no sick leave during six consecutive months
of active duty {(i.e., not on wvacation or other types of paid or
unpaid leawve) following the designation as a Sick Leave Abuser.

(2) Remove designation as a Chronic Siek Leave
Abuser when an employee uses no sick ieave during six consecutive
months of active duty (i.e., not on vacation or other types of
paid or unpaid leave) following the designation as a Chronic Sick
Leave Abuser. Employees will then ke designated - a Sick ILeave
Abuser.

2. The Medical Evaluation Unit will receive appeals
frem employess requesting that tours of sieck leave no- be
considered when designation or removal a5 a Sick Leave Abuser or
Chronic Sick Leave RAbuser is determined.

3. Commanding Officers ensurs that the commznd has in
place a system to implement and moniter the Sick Leave Management
Program, and

@. ensure that the direct Superviser is notified
when a Correeticn officer is tdesignated or relieved as = Sick
Leave Abuser or a Chronic Sick Leave Abuser.

b. prepare written internal correspondence to +he
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sherlff or his/her designee when an ineligible employee receives
overtime.

c. deny applicatiens for preferred assignments
from ineligible emplaoyees.

d. deny reguests for switching tours of duty or
picking new tour schedule, from ineligible employees.

4. Supervisors will monitor the Sick Leave List, for
ineligible employees prier to scheduling overtime, and

a. mnotify the Sheriff or his/her designee when an
ineligible employee is ordered to work scheduled overtime.

b, deduct night differential when an employee is
not eatitled.

e. notify the Sheriff or his/her designee when an
ineligible employee receives scheduled overtime,

E. Restrictions to Residence - During a day where their
regularly scheduled tour of duty Falls, all employees designated
as Sick Leave Bbusers or Chronic Sick Teave pbusers will be
confined to their residences between 9 &.m. and 5 p.m., except
where eXcused from same by the Sheriff/sSheriffrs designee and/or
the Medical Evaluation Unit due to, for example, attendance at
other matters that cannot be dttended to at ancther time and
which has been approved by the Sheriff’s Office pursuant to its
guidelines regarding same.
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