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PREAMBLE

This agreement entered into by the Town of Bloomfield, hereinafter referred to as the "Town"
and The Fraternal Order of Police / Lodge #36, hereinafter referred to as the "Union" has as its purpose
the promotion of harmonious relations between the Town and the Union: the establishment of equitable
peaceful procedures for the resolution of differences, the establishment of rates of pay, hours of work,

and other conditions of employment.

ARTICLE I - RECOGNITION

The Town hereby recognizes the Union as the exclusive collective bargaining agent for the
unit consisting of all police officers, detectives, dispatchers, animal control officers, sergeants and

Captains.

ARTICLE II - MANAGEMENT RIGHTS

Except that to the extent expressly modified by a specific provision of this agreement, the
Town of Bloomfield reserves and retains solely and exclusively all of its rights of authority
conferred by the Charter of the Town of Bloomfield, Connecticut, or the Connecticut General
Statutes, as such rights existed prior to the execution of this or any other previous agreement with
the Union or its predecessor including, but in no way limited to, the direction of its affairs and

working forces, and maintaining of discipline and efficiency of employees.

ARTICLE III - UNION SECURITY

Section 1. The Town agrees to deduct from the wages of all employees covered herein, who
authorize such deductions from their wages, such dues as may be fixed by the Union and allowed by
Statutes. The Town will remit a monthly report to the Union with the amounts collected once each
month, together with a list of employees from whose wages these sums have been deducted. The
Union agrees that it will indemnify, defend and hold the Town harmless from any and all claims for
damages or any and all suits or other causes of action against the Town or its agents based upon action
by the Town to comply with the provisions of this article. Any action requested of the Town by the

Union for purposes of enforcing the provisions of this article shall be requested by the Union in



writing. In the event an employee receives no pay on a payday in which Union dues are deducted, the

deduction(s) shall be made from the next regular pay period.

ARTICLE IV - NO STRIKE OR SLOW DOWN OR SICK OUT

The Union and the Town recognize that strikes and other forms of work stoppages by
employees are contrary to law and public policy. The Union and the Town subscribe to the
principle that differences shall be resolved by peaceful and appropriate means without interruption
of the operation of the department. The Union, theréfore, agrees that there shall be no strikes, work
stoppages, or other concerted efforts to hamper operations of the Police Department by employees
covered by this agreement.

Subject to the above, however, the Union shall be permitted to engage in peaceful and orderly

picketing.

ARTICLE V - EMPLOYEE RIGHTS AND REPRESENTATION

Employees have, and shall be protected in the exercise of, the right without fear of penalty or
reprisal, to join and assist the Union. Freedom of employees to assist the Union shall be recognized as
extending to participation in the management of the Union and acting for the Union in the capacity of

a Union officer or representative.

ARTICLE VI - UNION BUSINESS LEAVE

Section 1. The three members of the Union negotiating committee and its alternate member
shall be granted leave from duty with full pay for all meetings between the Town and the Union
for the purpose of negotiating the terms of an agreement when such members are scheduled to be

on duty.

a) It is agreed that should any negotiating session take five (5) or more hours and a
member or members of the negotiating committee and its alternate member are required
to remain at such a long bargaining session, and are scheduled to work the A Shift, they

shall be excused from work on the A Shift.

Section 2. Three members of the Union Bargaining unit shall be granted leave from duty with

full pay for all meetings between the Town and Union for the purposes of processing grievances



and municipal prohibited practices.

Section 3. The three members of the Union Bargaining Unit described above in Section 2 who
will be granted leave to process grievances and municipal prohibited practices shall have such leave
limited to situations that progressed to Section 3 of Article XX of this agreement. Any grievance or
municipal prohibitive practice (M.P.P.) that falls within the realm of either Section 1 or Section 2 of
Article XX will allow only one member of the Union Bargaining Unit to be granted leave.

Section 4. Such officers and members of the Union as may be designated by the Union shall be
granted leave from duty with full pay for Union business such as attending Union meetings,
conventions and educational conferences. One officer or more per shift may be granted such leave at
the same time. During any fiscal year, no more than a total of six (6) days for all members shall be
granted for such purposes. Such leave shall be contingent upon a written request by the member(s)
two (2) weeks in advance of the requested leave dates. If circumstances do not allow two (2) weeks’

notice, such leave will be granted with the approval of the Chief of Police.

ARTICLE VII — WORK WEEK AND OVERTIME

Section 1. Regular Work Period. The regular work period shall consist of an average of forty

(40) scheduled hours over a seven (7) day period. This does not apply to members attending service

schools or a Police Academy.

Section 2. Work Week. The work week shall be five (5) consecutive eight (8) hour work days

and the current swing shift for dispatchers, unless alternate working schedules are mutually agreed
upon between the Union Executive Board and the Chief of Police, and providing that days off are

consecutive. Consecutive days off shall be specifically excluded from schedule change over time.

Section3,  Pay Period. Itis understood that the normal work week begins on Sunday and ends

on Saturday, that a pay period is a two-week period as established by the Town, and that

consideration for overtime will be computed at the time in excess of forty (40) scheduled hours in

any seven (7) day period.
Section 4. Overtime Computation. Overtime shall be computed to the next nearest one-
quarter hour.



Section 5. Compensatory Time. Employees may state a preference in payment for overtime
by either monetary reimbursement or accrual of compensatory time, for overtime earned as the
result of department-generated overtime. However, compensatory time and payment for overtime
may not both be given for the same work assignment unless the hours worked during the work
assignment exceed the maximum allowable accrual of compensatory time. In this circumstance,
the employee may elect to receive compensatory time for hours up to the maximum accrual and
will be paid overtime for the remaining hours worked during the work assignment that are above
the maximum allowable accrual. No employee may accrue more than one hundred twenty (120)

hours at one time without specific permission of the Chief of Police.

Section 6. Overtime Rate. All employees covered by this contract shall be compensated for

all overtime at the rate of time and one-half of their regular pay for all hours in excess of forty (40)
scheduled hours in a seven (7) day period, changeover time exempted, except that employees shall
be compensated at the rate of two times any such employee's then regular pay for work on

Christmas Day and New Year's Day.

Section 7. Leave without Pay. In the event that an employee does not have accrued time,

including sick time, compensatory time, perfect attendance time, personal time, or vacation time
and that employee is permitted to take time off, the hours taken will be docked from his/her regular

pay and will impact his/her ability to earn overtime as specified in Section 3 of this article.

a) An employee who is suspended without pay or on leave without pay status is not

eligible for overtime or accrual of perfect attendance time during that period.

b) An employee who is on sick leave is not eligible for voluntary overtime for a twenty-
four (24) hour period, beginning eight (8) hours immediately prior to and eight (8)
hours immediately after his/her regularly scheduled shift.

Section 8. Involuntary Overtime. In the event that sufficient personnel do not accept offered

overtime on a voluntary basis or in the event of an emergency situation where time is of the essence
in executing overtime work, such additional personnel as are deemed necessary by the Town will

be required to work and will be compensated at their overtime rate.

a) The Union agrees that it will in no way discourage or attempt to discourage any



member of the bargaining unit from accepting voluntary overtime.

Section 9. Overtime Call-In/Shift Hold Over. Employees called back to work shall be paid a
minimum of four (4) hours at their overtime rate; however, employees who are called in within
two (2) hours of the start of their shift will be paid a minimum of two (2) hours at their overtime
rate. Employees held over will be paid for time worked. Travel time is excluded from
compensation calculations, except that EST members and detectives will be paid two (2) hours at
their overtime rate of pay if, after leaving their house for a call-in, they are notified that the
assignment has been cancelled, and the cancellation occurs prior to arriving at the Police

Department.

Section 10. Departmental Meetings.

a) There may be a maximum 6f three (3) department meetings during the calendar year
called by the Chief of Police or his/her authorized designee. The Town shall provide at

least two (2) weeks' notice of any such meeting.

b) At those department meetings in subsection (a), compensation will be paid at one and
one half (1!/2) of the individual's hourly rate for the actual hours of the meeting for

those individuals called in from non-duty time for the meeting.

¢) Any other staff meeting shall be at one and one-half (1'/2) of the individual's rate of

pay for persons called in for actual hours spent in meeting.

Section 11.  Shift Exchange. Nothing contained herein shall prevent the voluntary exchange of

one employee for another to work a shift within a division. Such voluntary substitution or exchange
shall not impose additional cost upon the Town and shall be posted on the schedule. Regularly
scheduled shift exchanges shall fall within the same pay period. Scheduled overtime exchanges

will be granted to those who are eligible, without regard to pay period boundaries.

Section 12.  Modification of Normal Shift. An employee's normal shift shalt not be reduced, altered

or modified during any fourteen (14) day period in order to eliminate the payment of overtime, provided
that the Detective Division and Administrative Services Division need not be staffed at normal levels

on paid holidays.



Section 13.  Distribution of Voluntary Overtime. A system (standard operating procedure) for

the equitable distribution of authorized voluntary, non-emergency overtime shall be created and
adhered to by the department. This system will be mutually agreed upon between the Union and
the Chief of Police.

Section 14.  Error in Administration. In the case of an error in the administration of the voluntary
overtime system, the perceived error must be reported and if the error cannot otherwise be corrected,
the aggrieved party shall receive two hours of compensatory time. All employees have an affirmative
responsibility to immediately report any perceived error to a supervisor, whether they are personally
impacted or not. Supervisors, upon learning of the perceived error, have an affirmative responsibility
to immediately address the matter. In cases of overtime that occur with little advance notice, the
department will endeavor to distribute this overtime on an equal and equitable basis among members

of the police department willing to take such assignment.

Section 15.  Training/Contract Jobs. Employees who are required to return or hold over for

Training will be compensated at one and one half (1%4) of the employee's regular rate for a
minimum of two (2) hours. Individuals who are scheduled for training contiguous with their
scheduled shift will be paid for the training at one and one half (1%) of the employee's regular rate
for hours actually worked. Employees will be compensated at the rate of one and one half (1),

calculated to the nearest quarter hour.

The following are excluded from one and one half (1'/2) of the employee's rate consideration:

contract jobs and any special jobs where special rates of pay are established in this agreement.

Section 16.  Court/Administrative Hearings. Employees who may be required to attend court

hearings with court officials, administrative officials or administrative hearings for any purpose
directly related to their employment as a Bloomfield Police Officer during their off duty hours
shall be compensated at one and one-half (1 .1/2) the employee's hourly rate of pay for hours actually
attended. The pay as set forth herein shall in all cases be a four (4) hour minimum, and an eight
(8) hour minimum if said employee is not scheduled to work the A, B, or C shift during the twenty-
four (24) hour period during which he or she is so called to testify.



ARTICLE VIIT — PAY SCHEDULE AND RATES

Section 1. Pay Scale/Step Increases.

The pay scale is attached as Appendix I.

o Detectives receive 105% of top Officer's pay. Effective July 1, 2027, Detectives will receive
106% of top Officer's pay.

e Sergeants receive 116% of top Officer's pay.

e Captains receive 125% of top Officer's pay.

Police recruits hired after the effective date of this agreement and who are currently CT P.O.S.T.
certified and have no less than two (2) full years of Field Patrol experience, may submit a request to
the Chief of Police requesting a one time salary increase, by one "Step". Requests may be submitted
upon successful conclusion of the Field Training Program, but no later than the next natural "Step"
increase date. If the request is approved, the increase will take effect for the remainder of the "Step"
period and is not subject to back-pay to any preceding date.

a) Step increases for employees shall be effective on the employee's anniversary

b) Annual percent raises are as follows:
Effective upon execution and retroactive to July 1, 2025, for employees of the payroll as
of execution - 2.5% GWI
Effective July 1, 2026 — 2.9% GWI, remove step 5 and reduce scale by one step, from
9 steps to 8 steps
Effective July 1,2027 —2.9% GWI
Effective July 1, 2028 — 2.9% GWI

See Appendix I.

c) Specialty Position Detectives will be paid at the detective rate of pay for the duration
of their tenure in those respective divisions and will be returned to their appropriate

rate of pay upon the completion of the assignment or re-assignment.

Section 2. Cancellation of Contract Job. If a contract job is canceled and the information is

not passed on to the assigned officer by the Town, that officer shall be compensated with four (4)
hours, at straight time pay, with no work assignment. Notice of cancellation shall be considered to

be "passed on" if a telephone call is placed to the employee's residence or to an alternate number



provided by the employee, at least four (4) hours prior to the scheduled commencement of the job.

Section 3. Special Job Rates. All voluntary overtime jobs shall be paid at one and one half
(1'/2) the maximum officers' rate, with the exception of Detectives, Sergeants, and Captains, who
will be paid at one and one half (1!/2) of their actual rate of pay, as follows, unless otherwise stated

in this section or elsewhere in the contract:

Five Hours minimum Five (5) hours minimum at the rate described above, and

hour by hour thereafter, for jobs generated outside the police

department.

Contract Jobs Four (4) hour minimum,
Over 4 hours — eight (8) hour minimum,
Over 8 hours — twelve (12) hour minimum, and hour by

hour thereafter.

Section 4. Reimbursement for Detectives' expenses. All officers assigned as detectives shall

be eligible for reimbursement for approved expenses made in the conduct of their assignments.

Section 5. Tuition Reimbursement. The Town shall provide an education incentive to all

employees who wish to actively pursue a college education to benefit their current employment,
at a nationally accredited institution, in areas of study approved in advance by the Chief of Police,
up to and including the achievement of a Master's Degree. Employees must notify the Director of

Human Resources by December 31% of the classes that (s)he will be taken in the following fiscal.

a) Reimbursement shall be at the rate of 80% reimbursement of tuition per semester, up
to nine (9) credit hours per semester, not to exceed eighteen (18) credit hours per fiscal
year, based upon the cost of credit hours at the University of Connecticut, Storrs

campus.

b) Unless exempt by subsection b of this section, if otherwise qualified under this section,
an employee will receive a one-time, lump sum Degree Bonus upon proof of

completion and receipt of a diploma, on the following schedule:



Associates Degree = $450.00
Bachelors Degree = $650.00
Masters Degree = $850.00

Section 6. Longevity. The Town shall pay a longevity bonus to all employees, for years of

continuous service with the Bloomfield Police Department, on the following schedule.

Five (5) full years of service......... $ 400 per year
Ten (10) full years of service.........5 600 per year
Fifteen (15) full years of service.....$ 900 per year
Twenty (20) full years of service....§1,050 per year

a) The longevity bonus will be made in one lump sum as part of the employee's regular
pay check, the pay period following the employee's anniversary date of hire, providing

the employee is an active employee on his/her anniversary date.
b) No longevity bonus will be paid to employees hired on or after October 19, 2012.

Section 7. Administrative personnel, which includes Detectives, Sergeants (except for Patrol

Sergeants), Captains, Community Service Officers, and the Court Liaison/Evidence Officer, may
adjust or flex their hours with the permission of the Chief or designee to work private duty based
on the operational needs of the Department. Nothing shall prevent an administrative officer from
using personal, vacation, or compensatory time to work private duty with the permission of the

Chief or designee. The decision of the Chief or designee, as set forth herein, may not be grieved.
ARTICLE IX - SICK LEAVE

For the purposes of this section, "sick leave benefits" shall mean receipt of regular base pay when
absence from work is caused by personal illness, non-compensable bodily injury or disease and

for absence because of enforced quarantine.

Section 1. Accrual. Each employee shall be entitled to earn sick leave benefits at the rate of one

(1) and one-quarter (1 %) days per month during the term of this contract, and such sick leave may
accumulate without a maximum. One day shall mean eight (8) hours for those assigned to the 8-hour

day, 5 day week; and one day shall mean ten (10) hours for those assigned to the 10 hour day, 4 day



week. Sick leave shall continue to accumulate during workers' compensation leave, vacation time and

sick leave, but shall not accumulate during suspension for cause or for unpaid leave of absence.

Section 2. Workers' Compensation. No sick leave shall be charged for injuries sustained in

the line of duty.

Section 3. Doctor's Certificate. The employee may be required to furnish a doctor's certificate

to substantiate the sick leave if the employee has been under the care of a physician during his/her
illness or if he/she is absent for three (3) or more working days. The Chief of Police may require
a doctor's certificate from any employee when the employee's attendance record indicates possible

abuse of sick leave.

Section 4. Sick Leave for Family Members. Sick leave or any other accumulated time may

be allowed for illness in the family requiring the personal attention of an employee that qualifies

for FMLA.

Section 5. Medical Appointment Scheduled During Work Hours. Sick leave will be charged

if an employee requires a medical appointment during the tour of duty, and authorization is granted

by the shift commander.

Section 6. Maximum Accrual/Payout of Sick Leave. Sick leave may accumulate without a

maximum. Upon death, thirty (30) days accrued sick leave shall be converted into cash and shall
be paid to the employee or beneficiary of the employee. Dismissal, under Article XXI, shall result

in forfeiture of all accrued sick leave.

a) Bargaining unit employees hired on or after July 1, 1995 shall be paid for unused sick

leave upon resignation in accordance with the retirement schedule.

Section 7. Recordkeeping. The employer shall maintain an accurate and up to date record of

each employee's sick leave.

Section 8. Perfect Attendance.

a) Each employee shall be entitled to one-half (1/2) day off for each period of forty (40)
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consecutive days of perfect attendance without any time missed from work because of
illness/injury, FMLA leave, lateness for work, suspension. Discretionary leave, as
defined in Policy #2-05, and jury duty will not be counted as time missed from work.
Any employee who has perfect attendance for any full year shall be given one (1) extra
day off with pay.

b) Employees hired prior to October 19, 2012 may accumulate a maximum of twenty (20)
perfect attendance days which upon termination, retirement or death shall be payable
at the rate of one (1) day's pay for each day of perfect attendance, rounded off to the

next higher number for fractional days.

¢) Employees hired on or after October 19, 2012 may accumulate a maximum of fifteen
(15) perfect attendance days which upon termination, retirement or death shall be
payable at the rate of one (1) day's pay for each day of perfect attendance, rounded off

to the next higher number for fractional days.

d) Employees hired on or after October 25, 2021, will not be eligible to receive perfect

attendance.

ARTICLE X - EMPLOYEE GROUP INSURANCE

The Town agrees to provide the following insurance benefits for employees and enrolled

dependents as follows:

Section 1. Medical. The Town shall provide the current Cigna Open Access Plus PPO or

equivalent coverage. In addition, the Town shall also provide an HDHP plan with a Health Savings
Account ("HSA") or equivalent coverage. There will be a $2,000 deductible for individual coverage
and a $4,000 deductible for coverage for a single plus one or family coverage. The Town will
contribute 50% of the applicable deductible. Beginning July 1, 2027, and each fiscal year thereafter, 72
of the Town’s contribution will be paid in July, and the remaining % will be paid in January of each
fiscal year. Employees are responsible for the remaining 50% of the deductible. Bargaining unit
members and their eligible dependents may enroll, on an annual basis in this plan. If a newly hired
employee chooses to enroll in the HDHP, (s)he will be reimbursed in accordance with a Health

Reimbursement Arrangement (HRA) up to 50% of the applicable deductible for the fiscal year in
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which (s)he begins employment; in each fiscal year thereafter, the employee may enroll in an HSA.
See Appendix IV, PPO and HDHP Plan Summaries. Employees who are covered by the HDHP in
retirement will receive Town contributions to their HSA as set forth above. If the employee is not
legally eligible for an HSA, the Town will reimburse the employee up to the same percentage set

forth above pursuant to a Health Reimbursement Arrangement (“HRA”).

Section2.  Dental. Cigna Full Service Dental Plan with Flex plan. (Diagnostic/Preventive
Benefits from Full Dental — 100%, Basic - Benefits from Rider A - 80%, Additional Benefits —
Benefits from B & C — 80%, Orthodontics — 50% to $1,000 lifetime Maximum for children to
age 26)

Section 3. Vision. Cigna Vision Rider

Section 4. Life Insurance. Life Insurance policy will be funded on the basis of double the base

salary rounded to the nearest $1,000.00.

Section 5. Premium Share. The employee premium share is:
Effective upon ratification - PPO -27.0%
and approval HDHP —20.0%
Effective July 1, 2026 - PPO -28%
HDHP —20.0%
Effective July 1,2027 - PPO - 29%
HDHP —21.0%
Effective July 1, 2028 - PPO - 30%
HDHP —21.0%
Section 6. Retiree Medical. Medical Insurance for retirees will be governed by the provisions

set forth in the Retirement Contract.

a) For employees who retired before 6/30/1989, the Town will continue to pay fifty
percent (50%) of the retiree's premium and fifty percent (50%) of the additional cost of

dependent coverage and the retiree shall pay the rest. Employees who retire and who
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choose to be covered by the HDHP in retirement will receive the same Town
contributions to their HSA as set forth above in Article X, Section 1. If the employee
is not legally eligible for an HSA, the Town will reimburse the employee up to the same
percentage set forth in Article X, Section 1, pursuant to a Health Reimbursement

Arrangement (“HRA”).

b) Employees hired after December 30, 2014 will have 3.5% deducted from their gross
paycheck each pay period to be put into a Town fund used for retiree medical coverage
(3% plus .5% for Medicare insurance). Employees hired after January 9, 2017 will have
4% deducted from their gross paycheck each pay period to be put into a Town fund
used for retiree medical coverage (3.5% plus .5% for Medicare insurance). Employees
hired on or after ratiﬁca;tion and approval of this Agreement that expires on June 30,
2029, 4.5% deducted from their gross paycheck each pay period to be put into a Town

fund used for retiree medical coverage (4% plus .5% for Medicare insurance).

- Section 7. Insurance Carrier. The Town may, at its discretion, change the identity of insurance

carriers provided there is no reduction in insurance coverage available to bargaining unit members
as a result thereof. Questions concerning whether or not a change from one cartier shall be subject
to the grievance and arbitration procedures of this agreement and any arbitration shall take place

before an arbitrator with-knowledge and experience of the insurance industry.

Section 8. In-Lieu Of. The Town of Bloomfield will offer an option to those who have the

ability to obtain health insurance coverage from another source. For those who opt out of the Town's
health and dental insurance plan, the Town will credit the employee the sum of $3,000.00 (three
thousand dollars). For those who opt out of the medical coverage only, the Town will credit the
employee the sum of $2,600.00 (twenty six hundred dollars). The credits will be paid to the
employee in the same manner as deductions into the plan are made for other employees and will
show as additional compensation of approximately $115.39 (one hundred fifteen dollars and thirty
nine cents) or $100.00 (one hundred dollars) respectively per bi-weekly pay period. To take
advantage of this provision, proof of coverage must be provided to the Town of Bloomfield. A
bargaining unit member will not receive an opt out payment if his/her spouse or a retiree is/was an

employee of the Town of Bloomfield or the Bloomfield Board of Education and (s)he is eligible
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for insurance benefits.

Section 9. Long-Term Disability. The Town will maintain a LTD (Long Term Disability)
insurance plan for union members (not applicable to dependents) that are: Profession Based,

66.67% up to a monthly maximum of $5,000.

Section 10.  Wellness Program. The Town will provide a Wellness Program. Compliance with

the program for participants in the PPO will result in up to two (2) gift cards of $50.00. Compliance
with the program for participants in the HDHP will result in up to two (2) deposits of $125 into
the employee's HSA account. See Appendix V.

ARTICLE XI - VACATION

Section 1. Vacation Schedule. Employees will be granted vacation benefits as follows:
YEARS OF CONTINUQUS SERVICE VACATION TIME EARNED
Six month anniversary ‘ 40 hours
One year anniversary 40 hours
Two year anniversary 80 hours
Five year anniversary 120 hours
Ten year anniversary 160 hours
Fifteen year anniversary = - 200 hours
Twenty year anniversary 240 hours
Section 2. Carry-Over. Employéees may carry over accrued vacation time equal to two (2)

times their annual accrual rate each year, No more than ten (10) days can be taken at one time
without prior approval of the Chief of Police or his/her designee. The approval may not be

arbitrarily or capriciously denied. Vacation time for part time employees shall be pro-rated.

Section 3. Use of Time. Vacation time may, at the employee's option, be taken a day at a

time, if the employee gives prior notification of his/her intent and gains the approval of the Shift

Commander.

Section 4. Payout of Accrued Vacation. Upon death, resignation or retirement, accrued

14



vacation time shall be paid to the employee or his/her beneficiary. Dismissal, under Article XXI,

shall result in the forfeiture of all accrued vacation days.

Section 5. Bargaining unit employees resigning or retiring will be paid for accrued but unused

vacation leave.

ARTICLE XII - WORKERS' COMPENSATION

Employees covered by this agreement will come under the terms of the Workers' Compensation Act
for injury incurred in the line of duty and will be retained on the regular payroll status for a period of
up to eighteen (18) months over a rolling twenty-four (24) month-period. "Regular payroll status"
includes all time during which an employee is unable to return to full duty status. The Town shall
have the right to demand an examination every three (3) months of said employee, and the employee
so injured shall; be required to have his/her own compensation doctor furnish to the Town a statement
indicating that he/she cannot return to work in the medical opinion of the said doctor. It is further
agreed that in the event that said employee can retumn to work in a limited capacity, he/she may return
to work, once certified by his/her workers’ compensation doctor and/or the doctor for the Town. In
the event that any employee shall fail to furnish the certificates as specified above, or shall fail to
submit to the quarterly examinations which the Town may require, then and in that event, that
employee shall lose any additional Workers' Compensation benefits to be paid by the Town and shall

be limited in his/her recovery to only those benefits payable under the Workers Compensation Act.

Any employee who is absent from work for a period of eighteen (18) months over a rolling twenty-
four (24) month period will be required to submit a note from his/her treating physician stating
that (s)he will be able to return to work, without restrictions, within thirty (30) calendar days. If
" the employee’s treating physician states that (s)he will be able to return to work, without
restrictions, within thirty (30) calendar days, the employee’s j ob will remain open. If, however,
the employee’s treating physician states that (s)he will likely not be able to return to work, without
restrictions, within thirty (30) calendar days, his/her employment with the Town will be separated.
Further, it is understood that if it is determined at any time during the employee’s absence that
(s)he, because of his/her injury, will never be able to perform the essential functions of his/her

position, his/her employment with the Town will be separated.
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_In the event that an employee is involved in a suit with a third party relative to a compensable injury,
written notice of such suit shall be furnished to the Town Manager through the Police Chief. The Town
shall be entitled to reimbursement for any payment made under this Section should the employee
have recourse against a third party in accordance with the procedures contained in the Workers’

Compensation Law.

The method of payment shall be: An employee, out on job related injury time, will continue to receive
his/her regular paycheck. After the claim is processed, and the insurance check is issued, the Town
will adjust future payroll to accommodate the amount of the insurance check. Thus, the employee
receives uninterrupted pay and the benefit of the tax free Workers' Compensation amount. Any

Workers' Compensation benefits for lump sum awards are excluded from this section.

ARTICLE X1IT — HOLIDAYS/ PERSONAL TIME

Section 1. Holiday Schedule. Each employee shall receive the following thirteen (13) paid

holidays during the fiscal year:

New Year’s Day Independence Day

Martin Luther King Day Labor Day

President’s Day Veteran’s Day

Juneteenth Thanksgiving Day

Good Friday Day following Thanksgiving
Easter Sunday Christmas

Memorial Day

Section 2. Personal Time. On July 1% of every year, forty (40) hours of Personal Time shall

be credited to each employee. Personal time shall be granted if such request is made no less than
six (6) hours in advance of the requesting employee's next scheduled shift, unless the following
exceptions exist: (1) Days may not be taken consecutively, (2) No greater than two (2) personnel
may be granted personal time per day, per shift/assignment, (3) Discretionary time-off has been
restricted for the requested shift, or (4) An emergency situation exists or is reasonably anticipated
to exist, Personal time is not cumulative, cannot be applied to the next fiscal period, and is prorated

for new personnel hired after July 1st of each year according to the following schedule:

16



July, August, September 40 hours

October, November, December 30 hours
January, February, March 20 hours
April, May, June 10 hours

Section 3. Holiday Pay Rate. An employee working on a holiday shall receive his/her holiday

pay plus regular pay at the rate of one and one-half (1'/) times the current salary of said employee,
except when an employee works on Christmas Day or New Year's Day, in which case he/she shall
receive his/her holiday pay plus regular pay at the rate of two (2) times the current salary of said

employee.
a) Animal Control Officer will not work holidays unless ordered to do so.

Section 4. Holiday Pay Period. For the purpose of Holidays, the pay period will be by shift -
starting with the beginning of the Midnight Shift (for example, 2230, 2245, 2300, or 0000 hours
or any time within that period) to the end of the Evening shift, covering a 24 hour period.

Section 5. Holiday During Sick Leave/Vacation. When a holiday falls during any period of

an employee's paid sick leave or vacation, it shall not be charged against vacation or sick leave,

but charged as a holiday.

Section 6. Specially Declared Holidays/Days of Mourning. In addition to those holidays

enumerated in Section 1 of this article, holidays shall include any specially declared holidays or
days of mourning, insofar as they are so declared by the President of the United States, the
Governor of the State of Connecticut, Mayor or Town Manager of the Town of Bloomfield,
Connecticut, if such declaration provides other Town employees a holiday. Weather and/or related

emergencies are excluded.

Section 7. Adequate Coverage. If there is adequate coverage in the opinion of the Chief or

his/her designee, employees may elect or may be required to take a holiday off when they are

scheduled to work on that holiday.

Section 8. Forfeiture of Unused Holidays. Dismissal, under Article XXI, shall result in the

forfeiture of all unused holidays or personal holidays.
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ARTICLE XTIV - FUNERAL LEAVE

Section 1. Amount of Leave. An employee shall be allowed five (5) scheduled working days

off with pay following the death of a member of his/her immediate family, provided the employee

is actually in attendance at the funeral or engaged in activities in connection with it.

Section 2. Immediate Family. Immediate family, as used in Section 1 above, shall include spouse,

child, mother, father, brothers, sisters, step-child, step-parent, legal guardian, father-in-law, mother-in
law, grandchild, grandparent, legal ward, brother-in-law, sister-in-law, aunt, uncle or with the approval

of the Chief or his/her designee, another person living in the household.

Section 3. Leave for Other Than Immediate Family. An employee shall be allowed one (1)

day off with pay to attend a funeral where a death of a person in the employee's family, other than

his/her immediate family, occurs.

ARTICLE XV - PROMOTIONS

Section 1. Compliance with Town Charter. All promotions shall be filled and made pursuant

to the Bloomfield Town Charter and Personnel Rules and Regulations and the laws of the State of

Connecticut.

Section 2. Detective Positions. Promotions to the rank of Detective, Sergeant, and Captain

shall be made on a competitive basis.

a) Three (3) Permanent Detective positions will be established and filled in accordance

with the promotional process set forth in this contract.

b) One (1) additional position may be filled within the Detective Unit in accordance with
the Special Assignment Selection Process, and for which selected personnel will
receive the Detective rate of pay for only that time they are actually assigned to the

Detective Unit in a full time, temporary capacity.

Section 3. Administration of Examinations. All phases of all police promotional examinations will

be administered for the Town of Bloomfield by the Town of Bloomfield Human Resources Department.
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Section 4. Qualifications for Promotions. In order to qualify for promotion to Sergeant or

Detective, the applicant must have a minimum of four (4) full years as a Police Officer with two (2)
full years as a Bloomfield Police Officer. In order to qualify for promotion to Captain, the applicant
must have a minimum of five (5) full years as a Police Officer with three (3) full years as a Bloomfield

Police Officer and two (2) of the three (3) years as a Bloomfield Police Officer at the rank of Sergeant.

a) Proper notice of a forthcoming promotional process will be posted at an appropriate
place within the police department, no less than fourteen (14) days prior to the

application closing date.

Section 5. Promotional Process.

a) Promotional examinations for Sergeant, Detective, and Captain shall include a written
test. In addition to the written test the process may also include either an oral panel or
assessment center evaluation. The written test, oral panel, and assessment center

passing score is 70%.
1) The written test shall weigh at 50% of the total score.
2) The oral or assessment center shall weigh at 50% of the total score.

3) For promotions to Sergeant and Detective, the top twelve (12) candidates will
proceed to the next step within the process when more than one testing method

is used.

4) Service points shall be added to the overall score at the completion and scoring of
the written and oral or assessment center, at a rate of one-half (1/2) point for each
full year of service as a Bloomfield Police Officer, to a maximum of five (5)

points.

5) Ifthree (3) or less candidates apply for a promotional exam, each candidate will

be placed on the eligibility list and proceed to Section 8, subsection b.

Section 6. Eligibility to Proceed in Process. Candidates must successfully pass each section

of the promotional process to be eligible to proceed in the process, and/or to qualify for the
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eligibility list, except as provided in Section 5 of this Article.

Section7.  Ranked List of Eligible Candidates. At the completion of a promotional process, a
list will be created based upon the final overall score earned in the process. A ranked list of eligible
candidates will be maintained by Human Resources for two (2) years from the date of the process
application closing date, or until there are less than three (3) eligible candidates on the list, at which
time the list shall expire. The Town shall strive to maintain a list of those candidates eligible for

the position of Detective, Sergeant and Lieutenant.

Section 8. Confirmation of Testing Scores/Overall Rank. At the conclusion of a promotional

process, each applicant will be mailed a confirmation letter stating his/her testing scores and his/her

overall ranking.

a) The Department and Union will be furnished a list of personnel who comprise the
eligibility list, according to their final score. As promotional opportunities arise,
Human Resources will advise the Department as to which candidates are eligible for

an interview.

b) The Chief of Police, with the approval of the Town Manager, maintains the right to
promote any person who scores within the top three (3) if one position is open, or within

the top four (4) if two positions are open.

c) The Chief of Police or the Town Manager will give a brief written explanation to an
employee not promoted in the order he/she appeared on the promotional list, if

requested. This explanation is intended to be advisory only.

Section 9. Review of Written Examination. The Town will make every effort to allow the

candidates to review their performance on the written exam in all promotional processes.

Section 10.  Temporary Promotions. If a Temporary Promotion becomes necessary, one (1) of the
top three (3) highest ranked candidates on the most recent applicable promotional list shall l;e offered
the temporary assignment by the Chief of Police. If an individual elects not to take advantage of this
opportunity, the person will be passed without prejudice and the Chief of Police will offer the
assignment to one of the two (2) other candidates in the top three (3). If the top three (3) candidates
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all decline the assignment, the Chief of Police shall offer the assignment at his discretion.
ARTICLE XVI - STABILITY OF AGREEMENT

No amendment, alteration, or variation of the terms of this agreement shall bind the parties hereto

unless made and agreed to in writing by both parties.

ARTICLE XVII - RULES AND POST ORDERS

Section 1. Requirement to Provide Copies. The Town agrees to provide to any member of the

bargaining unit, upon the specific request of said member, up-to-date copies of all rules,

regulations, general orders, and special post orders in force on the effective date of this contract.

Section 2. Posting. Any rules, regulations, general orders or post orders adopted subsequent

to the effective date of this contract shall be posted at an appropriate place within headquarters.
This posting shall occur within a reasonable time prior to the effective date of such rule, regulation

general order or post order.

Section 3. Implementation of New Rules. Prior to implementing any non-emergency new

rule, regulation, general order, policy or post order, or changes or amendments thereto, the
department will meet and confer with the Union Executive Board before said item becomes
effective. When any such rule, regulation, general order, policy or post order conflict with this
agreement, this agreement shall supersede. If they conflict with State or Federal Law or regulation,

said law or regulation shall supersede.

ARTICLE XVIII - UNIFORMS AND EQUIPMENT

Section 1. Supply of Equipment. The Town shall supply each new employee with mandatory

uniforms and equipment.

Section 2. Damaged. All worn-out or damaged clothing and/or equipment including but not

limited to personal items such as wrist watches and eye glasses damaged in the line of duty, as
well as those items listed in Section 1 will be repaired or replaced at the Town's expense for all
employees after inspection and approval by the Chief of Police or his/her designee. Equipment

and or personal items (see above) lost in the line of duty will be replaced after an investigation
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by the Chief or his/her designee. If it is determined that the loss is due to negligence, personnel

may be held responsible.
Section 3. Ownership. All uniforms and/or equipment will remain the property of the Town.
Section 4. Cost_for Cleaning Uniforms/Clothes. Cleaning of uniforms for uniformed

personnel and cleaning of civilian clothing for plain clothes personnel will be provided by the Town.

Section 5. Cost for Change in Required Uniform. Any change of style, type or color of

uniform or attire or any change of equipment or accouterment authorized by the Town shall be paid

by the Town.

Section 6. Cost for Required Equipment. All flashlights, batteries and any equipment required

of members of the department shall be supplied by the Town at no charge to the employee.

Section 7. Reimbursement for Civilian Clothes. Employees assigned to duty in civilian

clothes capacity will be eligible for reimbursement of clothing expenses in an amount up to
$1,000.00 per fiscal year. This does not apply to light duty assignments. Clothing must be approved
by the Division Commander in accordance with General Order 2-32 and original receipts must be

submitted for reimbursement.

Section 8. Exemption from Clothing Allowance. Specifically exempt from any consideration

of clothing allowance as specified in Section 7 will be attendance at any Police School.

Section 9. Patrol Cars. The Town agrees to provide properly maintained and serviced patrol

cars. The responsibility for bringing any mechanical or operational problem with said motor -
vehicle to the attention of the Shift Commander, which problem may occur between regular service
stops (including but not limited to condition of tires), shall be upon the employee operating said
vehicle. Any problem that could have been discovered by an employee on a previous shift and not
reported, which problem results in the inability to use said vehicle by the next subsequent shift,

may be cause for disciplinary action.

ARTICLE XIX - PROBATIONARY PERIODS

Section 1. Police Officer. There shall be a one (1) year probationary period for all sworm
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police officers from the date of successful completion of instruction required by the Bloomfield
Police Department's Field Training Program. The probationary period will be extended by each
day an officer is out of work in excess of ten (10) workdays during the probationary period. An
officer who receives disciplinary action up to and including termination of employment during the
Connecticut Certified Police Training Academy or during their one (1) year probationary period
shall be permitted to file a grievance; however, said grievance shall not be processed to arbitration.
The Town will not hire new police officer candidates until they determine the employee's potential

beginning training date at a Connecticut Certified Police Training Academy.

Section 2. Animal Control Officer. The Animal Control Officer shall serve a probationary

period of one (1) year from the date of hiring. The probationary period will be extended by each
day the Animal Control Officer is out of work in excess of ten (10) workdays during the
probationary period. An Animal Control Officer who receives disciplinary action up to and
including termination of employment during probationary period shall be permitted to file a

grievance; however, said grievance shall not be processed to arbitration.

Section 3. Promotions. There shall be a six (6) month probationary period for employees

promoted to a new rank. The probationary period will be extended by each day the promoted
officer is out of work in excess of ten (10) workdays during the probationary period. An officer
who does not successfully complete the probationary period, as determined by the Chief or
designee, shall be returned to their prior rank.

Section 4. Dispatcher. Dispatchers will serve a probationary period of one (1) year from the

completion of the training program. The probationary period will be extended by each day the
dispatcher is out of work in excess of ten (10) workdays during the probationary period. A
dispatcher who receives disciplinary action up to and including termination of employment during
the probationary period shall be permitted to file a grievance; however, said grievance shall not be

processed to arbitration.

ARTICLE XX - GRIEVANCE PROCEDURE AND ARBITRATION

Any grievance or dispute which may arise between a member of the bargaining unit and/or the

Union and Management concerning the application, meaning, interpretation of this agreement, or
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any questions of favoritism or equal application of the rules and regulations, unless excluded from
this agreement by virtue of the management rights provision hereof, shall be settled in the

following manner:

Section 1. Definitions. A grievance is defined as a written claim filed by a member of the

bargaining unit and/or the Union concerning the application, meaning or interpretation of any article
or section of this agreement, unless specifically excluded by virtue of the management rights provision

set forth elsewhere in this agreement. "Business Days" are Monday through Friday.

a) Step I All grievances, after the member first attempts to remedy his/her concern at the
lowest possible level and preferably with the direct supervisor involved, in order to be
valid must be filed in writing and submitted to the Chief of Police or his/her designee,
within thirty (30) calendar days of the date of the action which prompts the grievance.
Said grievant must set forth the article and sections of this agreement claimed to have been

violated, together with a brief summary of the alleged violation and the relief requested.

b) The Chief of Police shall answer the grievance in writing within ten (10) business days

from its receipt, unless an extension is mutually agreed upon.

Section 2. Step II. If the employee or the Union is not satisfied with the decision rendered by

the Chief of Police it may be submitted in writing to the Town Manager within ten (10) business

days. The Town Manager shall render his/her decision in writing within ten (10) business days.

Section 3. Arbitration. If the Union is not satisfied with the decision rendered by the Town

Manager, the Union shall have the right to submit the grievance to Arbitration to the State Board
of Mediation and Arbitration within ten (10) business days after receipt of the written decision of
the Town Manager. The Union shall also have the right to utilize mediation services of the State
Board of Mediation and Arbitration. A request for mediation must be filed with the board by the
Union simultaneously with the demand for arbitration. It is understood that mediation should be
utilized in an effort to resolve the grievance while the arbitration is awaiting hearing. The decision

of the Board shall be final and binding on both parties, subject only to court appeal of the decision.

It is the function of the arbitrator to interpret the Agreement.. S(h)e shall make and issue decisions
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only regarding matters expressly submitted to her/him within the written terms of this Agreement.
Her/His decision or award, not inconsistent with the terms of this Agreement, shall be final and
binding upon the parties hereto. The arbitrator has no authority or power to add to, subtract from,
disregard, or alter any of the written terms of this Agreement. The arbitrator’s power and authority ‘
shall be limited to the application and interpretation of this Agreement as applied to the subject of

the particular involved.

Section 4. Grievance Submitted At Next Higher Level. Any grievance concerning the specific

person who is charged in the said grievance shall commence at the next higher level of the

grievance procedure.

Section 5. Copies of Reprimands. Copies of all reprimands or accusative letters shall be given to

the member if placed in the personnel file. This shall include all evaluations by superior officers.

Section 6. Memoranda of verbal reprimand, written reprimand or accusative letters shall be
issued or placed in a member's personnel file without prior notice to the member and an

opportunity for the member to respond in writing.

Section 7. Complaints of Discrimination. Union members shall not be discriminated against.

Except as set forth below, complaints of discrimination shall be subject to the grievance procedure
‘set forth in this agreement. The Town shall render its decision along with a full copy of the
investigation to the complainant within fourteen (14) days. The agreement shall be construed as
requiring Town officials to follow the procedures, agreements and policies prescribed herein, to

the extent they are applicable in the exercise of the authority conferred upon them by law.

A claim of discrimination that can be brought before the CHRO and/or the EEOC may be
processed up to the step of the grievance procedure in which a decision is made by the Town
Manager. However, said claim shall not be processed to arbitration. Rather, the employee can

choose, at any time, to file a claim with the CHRO and/or the EEOC.

ARTICLE XXI- DISCIPLINARY ACTION

Section 1. Pre-Disciplinary Hearings. Except as hereinafter provided, no non-probationary

employee shall be dismissed, discharged, suspended, fined, reduced in rank, or otherwise
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disciplined without just cause, prior notice of the charges and an opportunity for a pre-disciplinary
Loudermill hearing thereon. In those cases where an employee is subject to termination, dismissal,
demotion or a suspension of greater than five (5) working days said employee shall be provided
with an opportunity for a hearing thereon. The Town shall promptly furnish the employee with the
written notice containing the time, place and location of the hearing and a statement of the charges
against the employee. Such notice shall be furnished to the employee no less than five (5) business
days prior to the date of the hearing and shall be either personally delivered to the employee or
~ sent by certified mail, return receipt requested, to the employee's last known address. A copy of
such notice shall be sent to the Union. The disciplinary hearing may be waived by mutual

agreement.

a) The Town Manager shall preside over such Loudermill hearing, shall receive evidence
and shall render a final written decision on such charges, including the action, if any,
to be taken against the employee, within ten (10) business days following the close of

hearing.

b) At such hearing, the employee shall be represented if she/he so desires by an attorney
of his/her own choice, and for which the employee shall be responsible for payment, if

the Union signs a waiver allowing the attorney to represent the employee in its place.

¢) Such hearings shall be closed to the public, including the press, unless such employee

or the Town shall request that it be an open hearing.

d) The final written decision by the Town Manager may be grieved in accordance with

Article XX of this agreement.

Section 2. Rescheduling Hearings. The Town or the Union, for good reason, shall have and

enjoy the right of rescheduling the pre-disciplinary hearing or hearing date, as referenced above.
Such pre-disciplinary hearing or hearing, as referenced above, may be continued for a maximum

of five (5) business days or to a date set by mutual agreement.

Section 3. Civilian Complaints. Whenever a civilian complaint is made against a member or

group of members of the department relating to his/her or their conduct as an officer, or the manner

in which such officer discharges his/her duties, and such complaint results in a formal hearing or
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formal inquiry, said member shall be entitled to be represented by, if he/she so desires an attorney
of his/her own choice and for which attorney he shall be responsible for payment if the Union signs

a waiver allowing the attorney to represent the employee in its place.

Section 4. Informal Investigations. It is expressly understood by the Union and the Town that

the provisions of Sections 1 and 3 of this Article specifically exclude the informal demand or
request by the Chief or his/her designee for a full report of all facts pertaining to the specific
incident from the member about whom said complaint or accusation has been made when such
request or demand by the Chief is for the purpose of fact gathering or information which will allow
the Chief or his/her designee to determine whether or not said inquiry shall be carried to a more
formal level. The Union agrees that its members will cooperate with informal investigations. Union
members who are the subject of an investigation shall enjoy all their rights provided to them by

the Constitution of the United States and the Constitution of the State of Connecticut.

Section 5. Right to Grieve. Nothing herein shall be construed to limit a member from

grieving, in accordance with said Article XX, any other disciplinary action taken by the Town

against such employee.

Section 6. Remedy by Hearing Authority. Any employee who has been disciplined or

discharged and is subsequently exonerated shall be entitled to an appropriate remedy as determined

by the hearing authority which may include reinstatement with or without back pay.

ARTICLE XXII - SAFETY AND HEALTH

Section 1. Cooperation. The Town and the Union shall cooperaté fully in matters of safety,

health and sanitation affecting employees.

Section 2. Inclement Weather. The Town recognizes that long exposures to inclement

weather might be injurious to employees' health, and will, where practical, accomplish adequate

relief for those employees so exposed.

Section 3. Union/Management Committee. It is the express intent of the parties to this contract

to secure a working environment within which the efficiency and safety of the police department and

the Town are optimum, In this regard, there shall be created a Union/Management Committee which
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shall meet at the request of either party as necessary to discuss problems relating to any area of the
operation of the police department, including but not limited to health, safety, morale, and potential
grievances. In no event shall this provision supersede, replace or alter the grievance procedures set

forth in this contract.

Section 4. Arrest Warrants. No less than two (2) sworn Bloomfield officers shall be sent to

serve an arrest warrant outside of Hartford County.

ARTICLE XXTIT - GENERAL PROVISIONS

Section 1. Insurance Against False Arrest Suits. The Town shall ensure each member of the

bargaining unit against false arrest suits, on or off duty, but only while acting as a police officer.
Such insurance shall be secured with an insurance company authorized fo do business in the State
of Connecticut. Each employee shall be protected to a minimum sum of $1,000,000 each
incident/$1,000,000 aggregate dollars. Each employee agrees to abide by the teﬁns of said policy.

The Town shall fund the premiums of this insurance policy.

Section 2. Seniority Computation. Seniority of employees shall be computed according to

continuous service in each rank. For employees hired prior to 7/01/2000, seniority shall be computed
by continuous service in each rank except for an Officer and Animal Control Officer, where seniority
shall be computed according to continuous service from the date of the original employment by the
Town; provided, however, as to any employee whose employment is interrupted for active service in
the Armed Forces of the United States, such service shall be considered part of said employee's
continuous service. Prior service with the Town of Bloomfield in some other department, or some other
police department of another city or town, or Police Auxiliary time, shall not be considered in

determining an employee's seniority with the police department.

a) Seniority Accumulation. Seniority shall accumulate during absence because of illness,

injury, vacation or other paid leave.

b) Seniority-Dismissal/Layoff Seniority shall be broken when a police officer is dismissed

for just cause, resigns his/her employment, is laid off in excess of two (2) years and
one (1) day or fails to report without justifiable cause upon receiving a recall notice or

upon conclusion of authorized leave.
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d)

Master Seniority List. A master seniority list shall be established by the Human

Resources Department comprised of all members of the police department, which shall
be maintained at all times on a current basis. This list shall be posted each year from
July 1st until July 31st in a conspicuous place at headquarters. Objections to the

seniority list shall be reported to the Chief of Police within sixty (60) days of posting.

Order of Layoff. In the event of a layoff, the employee with the most recent date of

hire shall be laid off first, regardless of his/her assignment. An employee in a laid off
position may bump another employee with a more recent date of hire in an equal or
lower classification. Whenever an employee may be laid off, such employee shall have
the opportunity of returning to his/her former position or rank before any new person

is employed. For the purpose of this section, rank shall not prevail.

Seniority-Date of Hire. Application: In the event of a dispute concerning layoff or

recall not covered by the terms of this agreement, all other things being equal, date of

hire shall prevail.

Recall Rights. Employees who are laid off under this article shall have recall rights

as follows:

1) For aperiod of two (2) years and one (1) day, the affected employee shall have
the right to be recalled to the rank from which he/she was laid off, if a position

should become vacant or be reinstated, or to a position in a lower rank.

2) Employees who are bumped to a lower rank shall have recall rights to their former
rank. When an employee is bumped to a lower rank, he/she shall be placed on the
appropriate pay scale and step that represents the least reduction in pay to the

employee.

3) No person shall be newly employed, either full time or part time, until all persons
on the recall list have been notified by certified mail and such persons either are
offered re-employment or decline such employment offer. An employee who
declines an offer of re-employment in the same rank as previously employed shall

forfeit recall rights. Failure to respond in writing to a notice of an opening within
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ten (10) working days after mailing thereof shall be deemed a refusal to accept re-
employment.

g) Work Performed by Non-Bargaining Unit Employees. In the event of a layoff, no

non-bargaining unit employees will be used to perform police work normally

performed by members of the bargaining unit.

h) Maintenance of Health Insurance. In the event of a layoff, the Town will help maintain

current insurance for the employee and family members in accordance with the following
schedule: first sixteen (16) weeks - 90% town pay, next ten (10) weeks - 50% town pay. If
the laid off employee accepts employment with a new employer who provides a medical
insurance package, the former employee must accept the offered package and leave the
Town coverage, even if the new coverage is not as good as that formerly provided by the
Town. In the weeks in which cost of coverage is shared, failure to pay by the former

employee will result in cancellation of coverage.

Section 3. Invalid Contract Provisions. If any article or section of this agreement is declared

invalid by a court of competent jurisdiction, said invalidity shall not affect the balance of the

agreement.

Section 4. Unlawful Discrimination. The Town and Union agree that, in accordance with the

provisions of applicable Federal and State law, there shall be no unlawful discrimination against any
employee, including discrimination based upon marital status, age, race, creed, religion, color, sex,
Union activity or national origin, either by the Town or by the Union or its members. If the Union files
a grievance claiming a violation of this Section, the grievance can be processed to Step II but shall not
be processed to arbitration. The CHRO and the EEOC have jurisdiction over claims of unlawful

discrimination.

Section 5. Copies of Contract. The Town shall give each present employee, and each member

subsequently hired, a copy of this contract.

Section 6. Use of Bulletin Board/Meeting Rooms. The Town shall permit the Union to have

the reasonable use of the bulletin board located in the police station for the posting of notices

concerning Union business and activity. It is agreed that the Town, upon one (1) weeks' notice,
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will also provide a meeting room, which may be the training room, at least twice per month for
meetings of Union members, when such room is available. The Union shall endeavor to give one

(1) weeks' notice to the Town for such meetings.

Section 7. Birth or Adoption Leave With Pay. Employees shall be granted five (5) scheduled

work days off with pay for a birth or adoption in the immediate family. Immediate in this regard

will be construed to mean the employee and/or the employee's spouse.

Section 8. Review of Personnel File. Each employee, upon a request made to the Director of

Human Resources, or his/her designee, may review his/her personnel file. The Town agrees that it
shall maintain each employee's departmental personnel file in an orderly manner, as up-to-date as
possible and with correct information. No document shall be placed in any member's file without
his/her knowledge, and if a document is requested by an employee, it may be made public. Said
items may be subject to challenge under the grievance procedure. Only one departmental personnel

file shall be maintained by the employer and this file shall be open to inspection by the employee.
| The training portion of the personnel file will be maintained in the training division and shall be

open to inspection by the employee.-

Section 9. Supervision on Duty. Except in cases of emergency or unusual circumstances, the

Town will make every reasonable effort to have a supervisory officer on duty for each shift.

Section 10.  Pay Rates-Amount of Service/Step Increases. All members of the various ranks listed

in the pay schedule shall be paid at a rate in accordance with the amount of service they have in that
particular rank, except that any member advanced or promoted to a higher rank shall be paid the next
higher rate of pay, not step, over that which he/she was receiving at the lower rank.

Section 11.  Masculine vs Feminine Gender. When the context so requires, the masculine gender

shall include the feminine and the feminine shall include the masculine, the singular shall include

the plural and the plural shall include the singular.

Section 12.  Discussions with Media. Neither party to this contract, or any designees, agents or

representatives of either shall, before or during the pending of any grievance procedures, discuss
the matter with the press or other forms of media, until the grievance is settled, or Article XX,

Section 4 of the grievance procedure has been commenced. To the extent that this provision
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conflicts with Article XXI, Section 1 of this agreement, it shall not, in that specific instance of

conflict, be effective.

Section 13.  Distribution of Payroll Checks. The town shall distribute payroll checks on a bi-

weekly basis. Overtime pay and contract jobs will be included in the bi-weekly check. The checks
will be distributed on Thursdays at 0900 hours. In the event a holiday falls on a Thursday payday,
the checks will be distributed on the Wednesday before the holiday at 1500 hours.

Section 14.  Military. Any employee, who is an active member of the Connecticut National

Guard, or a Federal military organization, shall be relieved of his/her duties, upon request, to
serve under orders on training duty. The employee will be compensated by the Town, that
difference between his/her guard pay or other military pay (as the case may be) and his/her normal
police salary. The period of such relief shall include the eighty (80) working hours (for the
mandatory two week training period). If an employee's drill weekends fall on his/her regularly
scheduled workdays, the employee will be granted the time off at no cost to the employee, limited
to one weekend per month. Any such absence shall not be deducted from the-employee's accrued

time.

ARTICLE XXIV — EVALUATIONS AND COUNSELING

Section 1. Members shall receive an annual evaluation, within twenty (20) working days of
their anniversary date (at their current rank). The evaluation will be assigned to and prepared by
the employee's most direct supervisor. This supervisor will compile input from all supervisors, and
upon completion, he/she shall submit the evaluation to his/her immediate supervisor for review

and for additional comments.

a) Evaluations are not to be used for disciplinary purposes; they are to establish goals to

develop weaknesses, to expand on strengths and to develop goals for the following year.

b) An evaluation period begins on a member's anniversary date, at rank, and runs through

the day prior to his/her next anniversary date.
¢) The original evaluation will be filed in the employee's personnel file.

d) The department shall utilize the mutually agreed upon evaluation format and process.
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ARTICLE XXV. PHYSICAL FITNESS & FITNESS FOR DUTY PROGRAM

Section 1. All officers shall remain physically fit so that they are able to perform the essential
functions of a police officer. If the Chief of Police or designee believes that an officer is unable
to perform the essential functions of a police officer, the officer will be sent for a physical
examination in accordance with the Americans with Disabilities Act to determine whether the
officer is able to safely perform the essential functions of a police officer with or without a

reasonable accommodation.

Each fiscal year, beginning in FY 2026, the Town will schedule the Cooper Standard for Law
Enforcement Physical Assessment Test (“Cooper Standard Test”), which may be taken once per
fiscal year on a voluntary basis by all officers in the Department. The test will be scheduled in
April, with a backup date in May, and will be overseen by an Officer who is certified in the Cooper
Standard Test. Each officer who passes the Cooper Standard Test with a score in the 40® percentile
or better will receive an additional one-time payment of $500 in the second pay period following
notification in writing of the officers who scored in the 40™ percentile or better to the Town’s
Finance Office. Further, an officer who scores in the 40™ percentile or better who applies for a
promotion within the bargaining unit within twelve (12) months following the backup date for the
test in May will receive an additional point added to their final score. Officers who voluntarily
take the Cooper Standard Test will not be on working time and, therefore, will not be paid for the
time it takes to take the test.

ARTICLE XXVI - DURATION OF AGREEMENT

Section 1. The effective date of the agreement shall be upon execution, and the agreement

shall remain in force until June 30, 2029.

Section 2. This agreement shall remain in force after that date during negotiations until

agreement is reached to amend, modify or supersede this agreement.
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In Witness Whereof, the parties hereto have caused this agreement to be signed and dated this

i1 day of 1y2pambel 2045,

FOP Lodge #36 Town of Bloomfield
By: : By:
Alvin D. Schwapp’ Digitally signed by Alvin D.
R . Schwapp, Jr.
A # / QO Ir. .+~ Date:2025.12.11 14:42:02 -05'00’
Robert Wilkins Alvin D. Schwapp, Jr.
Union President Town Manager
FOP Lodge #36
Witnessed By: Witnessed By:
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APPENDIX I



Town of Bloomfield Police Department

Step Increase Schedule - Effective July 1, 2025 (2.5%)
Title/(Job Class/Salary Code)] Step1 | Step2 | Step3 | Step4 | Step5 | Step6 | Step7 | Step8 | Step 9
Patrol Officer (P810/8P1)
Annual 84,950 87,607 90,258{ 92,916| 95,571 98,226| 100,879 103,535 106,189
Bi-Weekly 3,267.31| 3,369.50| 3,471.46| 3,573.69| 3,675.81| 3,777.92| 3,879.96| 3,982.12| 4,084.19
Hourly 40.84 42 .12 43.39 44.67 45.95 47.22 48.50 49.78 51.05
Dispatcher/SACO (P820/8P2)
Annual 68,255 70,387 72,522 74653 76,787 78,918| 81,054 83,186/ 85318
Bi-Weekly 262519 2,707.19| 2,789.31| 2,871.27| 2,953.35| 3,035.31| 3,117.46| 3,199.46| 3,281.46
Hourly 32.81 33.84 34.87 35.89 36.92 37.94 38.97 39.99 41.02
PT Dispatcher/SACO (P825/8P2P) S
Annual 34,125 35,193 36,258| 37,323 38,392 39,459 40,525| 41,591| 42,657
Bi-Weekly 1,312.50| 1,353.58| 1,394.54| 1,435.50| 1,476.62| 1,517.65| 1,558.65| 1,599.65| 1,640.65
Hourly 32.81 33.84 34.86 35.89 36.92 37.94 38.97 39.99 41.02
Animéi Control (P‘840'178P§) .. 7
Annual 59,305 61,170| 63,035| 64,877| 66,743 - 68,584| 70,452| 72,291 74,161
Bi-Weekly 2,280.96| 2,352.69| 2,424.42| 2,495.27| 2,567.04| 2,637.85| 2,709.69| 2,780.42| 2,852.35
Hourly 28.51 29.41 30.31 31.19 32.09 32.97 33.87 34.76 35.65
Detective (P70/P4)
Annual 111,502
Bi-Weekly 4,288.54
Hourly 53.61
Sergeant (P6O/P5) | T
Annual 123,185
Bi-Weekly 4,737.88
Hourly 59.22
Captain(PSOP8) | | B B - ] o
Annual 132,734
Bi-Weekly 5,105.15
Hourly 63.81

K:\Salary Schedules-Rate of Pay\2025\Updated 12-25 Police Wages 2025- 9 steps 2.5%




Town of Bloomfield Police Department

Step Increase Schedule - Effective July 1, 2026 (2.9%) 8 steps

Title/(Job Class/Salary Code) |  Step 1 Step 2 Step3 | Step4 | Step5 | Step6 | Step7 | Step 8
Patrol Officer (P810/8P1)

Annual 87,414 90,147 92,876| 95611 99,025| 102,440] 105,854| 109,268
Bi-Weekly 3,362.08 346719 3,572.15| 3,677.35| 3,808.65| 3,940.00 4,071.31| 4,202.62
Hourly 42.03 4334 4485 4597 4761 49.25 50.89 52.53
Dispatcher/SACO (P820/8P2) |

Annual 70,234 72,428 74625 76,818] 79,561| 82,305 85,049] 87,792
Bi-Weekly 2,701.31 278560| 2,870.19| 2,954.54| 3,060.04| 3,165.58| 3,271.12| 3,376.62
Hourly 33.77 34.82 35.88 36.93 38.25 3957  40.89]  42.21
PT Dispatcher/SACO (P825/8P2P) -
Annual 35,115 36,214 37,310 38408] 39,778 41,150 42,522| 43,894
Bi-Weekly 1,350.58 1392.85| 1,435.00 1,477.15] 1,529.92| 1,582.69| 1,635.46| 1,688.23
Hourly 33.76 34.82 35.88 36.93 38.25 3957  40.89]  42.21
Animal Control (P840/8P3)

Annual 61,025 62,944 64,863 66,750 69,147| 71,535| 73,923] 76,311
Bi-Weekly 2,347.12 242092| 2,494.73| 2,567.65| 2,659.50| 2,751.35| 2,843.19| 2,935.04
Hourly 29.34 30.26 31.18 32.10 33.24 34.39 35.54 36.69
Detective (P70/P4) .

Annual 114,731

Bi-Weekly . 4,412.73

Hourly 55.16

Sergeant (POIP5) | o -
Annual 126,751

Bi-Weekly 4,875.04

Hourly 60.94

Captain (P50/P6)

Annual 136,585
Bi-Weekly 5,253.27
Hourly 65.67

K:\Salary Schedules-Rate of Pay\2026\Police Wages 2026~ 8 steps 2.9%




Town of Bloomfield Police Department

Step

Increase Schedule - Effective July 1, 2027 (2.9%) 8 steps

Step 6

Titfe/(Job Cla;ss/.éaléry Cé&e) Step 1 Step 2 Step 3 Step 4 Step 5 Step 7 Step 8
Patrol Officer (P810/8P1)

Annual 89,948 92,762 95,569 98,384| 101,897 105,410( 108,924 112,437
Bi-Weekly 3,459.54 3,567.77| 3,675.73| 3,784.00f 3,919.12| 4,054.23| 4,189.38 4,324.50
Hourly 43.24 44.60 45.95 47.30 48.99 50.68 52.37 54.06
Dispatcher/SACO (P820/8P2) 7 N v
Annual 72,271 74,528 76,789 79,045 81,869 84,692 87,515 90,338
Bi-Weekly 2,779.65 2,866.46| 2,953.42| 3,040.19| 3,148.81f 3,257.38| 3,365.96 3,474.54
Hourly 34.75 35.83 36.92 38.00 39.36 40.72 42.07 43.43
PT Dispatcher/SACO (P825/8P2P)

Annual 36,133 37,264 38,392 39,519 40,931 42,343 43,755 45,167
Bi-Weekly 1,389.73 1,433.23| 1,476.62| 1,519.96| 1,574.27| 1,628.58| 1,682.88 1,737.19
Hourly 17.37 17.92 18.46 19.00 19.68 20.36 21.04 21.71
Animal Control (P840/8P3) ]

Annual 62,795 64,769 66,743 68,695 71,152 73,610 76,067 78,525
Bi-Weekly 2,415.19 2,491.12| 2,567.04| 2,642.12| 2,736.62| 2,831.15| 2,925.65 3,020.19
Hourly 30.19 31.14 32.09 33.03 34.21 35.39 36.57 37.75
Detective (P70/P4) - "

Annual 119,183

Bi-Weekly 4,583.96

Hourly 57.30

Sergeant (P6OPS) o B o

Annual 130,427

Bi-Weekly 5,016.42

Hourly 62.71

Captair; (1;5_01;6)

Annual 140,546

Bi-Weekly 5,405.62

Hourly 67.57

K:\Salary Schedules-Rate of Pay\2027\Police Wages 2027- 8 steps 2.9%




| |
Town of Bloomfield Police Department
Step Increase Schedule - Effective July 1, 2028 (2.9%) 8 steps

Title/(Job Class/Salary Code) | Step 1 Step 2 Step3 | Step4 | Step5 | Step6 | Step7 | Step8
Patrol Officer (P810/8P1)
Annual 92,557 95,452 08,341| 101,237| 104,852 108,467| 112,083 115,698
Bi-Weekly 3,559.88 3,671.23| 3,782.35| 3,893.73| 4,032.77| 4,171.81] 4,310.88 4,449.92
Hourly 44.50 45.89 47.28 48.87 50.41 52.15 53.89 55.62
Dispatcher/SACO (P820/8P2) - i ) A ’
Annual 74,367 76,690 79,016| 81,338| 84,243| 87,148| 90,053 92,958
Bi-Weekly 2,860.27 294962| 3,039.08| 3,128.38| 3,240.12| 3,351.85| 3,463.58 3,575.31
Hourly 35.75 36.87 37.99 39.10 40.50 41.90 43.29 44.69
PT Dispatcher/SACO (P825/8P2P) s -
Annual 37,181] 38,345 39,505| 40,666| 42,118 43,571 45,024 46,477
Bi-Weekly 1,430.04 147481 1,519.42| 1,564.08| 1,619.92| 1,675.81| 1,731.69 1,787.58
Hourly 17.88 18.44 18.99 19.55 20.25 20.95 21.65 22.34
Animal Control (P840/8P3) :
Annual 64,616 66,648 68,680 70,687 73,216 75,744 78,273 80,802
Bi-Weekly 2,485.23 2563.38| 2,641.54| 2,718.73| 2,816.00| 2,913.23] 3,010.50 3,107.77
Hourly 31.07 32.04 33.02 33.98 35.20 36.42 37.63 38.85
Detective (P70/P4) - »
Annual ’ 122,639
Bi-Weekly 4,716.88
Hourly 58.96
Sergeant (P6O/PS) - B o
Annual 134,209
Bi-Weekly 5,161.88
Hourly 64.52
Captain (P50/P6) B
Annual 144,622
Bi-Weekly 5,562.38
Hourly 69.53

[__~

K:\Salary Schedules-Rate of Pay\2028\Police Wages 2028- 8 steps 2.9%




APPENDIX II
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AGREEMENT

" This Agreement is entered into by duly authonzed representatives of the Town of
Bloomfield, ("Town") and The Connecticut Independent Police Union, Local 14 ("Union'")
- resolve discussions which have been underway between them regardmg certain pohce

department matters. It is agreed as follows:

1.

Y

7

This Agreentent must be ratified by the Union and by the Town before it becomes
finaly

It is agreed that when the employee currently serving jn the position of Deputy
Chief vacates this position, the Deputy Chief's position will not be filled, and the
Town will replace that position with a new/reinstituted position of Captain, which
will be a non-bargaining unit position. Town and Union representatives agree to
meet and confer as to the minimum gqualifications for the position of the Captain
position before they are finalized, In filling the Captain position, the Town agrees to
provide internal preference to applicants who are Supervisors on the Bloomfield
Police Department before seeking any outside candidates for the position. When the -
Captaincy has been filled, the Chief of Police will fssue an updated organizational
chart for the Department. The position of Captain, once it becomes available
following the departure of the ineumbent Deputy Chief, will be ﬁ]led within a
reasonable period of time; .o

" The organizational chart prepared by the Chlef dated September 8, 2003 (copy

attached as Appendix A) will be placed in effect as the current organizational chart
for the department

Within twelve months after the ratification and signing of this Agreement, the Town
will create one (1) additional position of Sergeant, which position will be filled in
accordance with contract and Town personnel rules and procedures. Upon the

“appointment of the additional Sergeant, all Patrol Sergeartsshall work a 4710

schedule, a copy of which schedule is attached at Appendix B, and all
Administrative Sexgeants shall work a 9/80 schedule, a copy of which is attached at
Appendix C. Both schedules will be reviewed and discussed between the Chief and
the Union after six months of implementation to address concerns about the
schedule(s). The additional Sergeant's position shall be filled within 2 reasonable
period of time after its creation. Without prejudice to the Town's position on the
scope of its duty to bargain with the Union, the Town agrees that the additional -
Sergeant position and the Sergeant schedule changes will remain in effect for at
least 12 months from the date this agreement is signed, unless mutualiy agreed
otherwise;

[

For the future, General Order 2.1.1 and related Ordexs dealing with the
organizational status and structure of the Bloomfield Police Department (G.O.s
2.6.1, 2.12.1, and 3.1.2) will be rescinded and a new General Order will be issued to
the effect that the Chief of Police will publish and post an organizational chart as




changes are made within the Department, to ensure that all personnel and the
- - public are familiar with the structure and areas of responsibility within the

- Department. The new General Order, G.O. 1/210, is attached as Appendix D. The
Town agrees that, prior to making any changes in the organizational chart, it will

“notify the union of the changes contemplated and, apon the written request of the
union filed within 10 calendar days of receipt of the notice, meet and confer with
Union representatives concerning the contemplated changes before they are
implemented: On the request of the Union, filed within 10 calendar days of receipt
of thie notice from the Town, negotiations over the impact of the changes on the
bargaining, if any there be, will be commenced to the extent required by law. The
Town also agrees to furnish the President of the Union with copies of changes in
bargaining wnit job descriptions. '

6. All pending grievances, prohibifed practice charges, and any other claims against
the Town concerning Police Department, Organization are hereby withdrawn;’

7. This Agreement is without prejudice to the position of the Town that the creation
and elimination of positions covered by the bargaining unit is a managerial
prerogative, and that the decision to create or eliminate is not negotiable, provided

" that the Town will be required to negotiate over any impact or effects as required by
law. This Agreement is also without prejudice to the position of the Town that it
need not negotiate with the Union concerning non-bargaining unit positions.
Further, this Agreement is also without prejudice to the rights of the Uniox as to the
above jssues in this paragraph.

As indicated, this Agreement, in order 1o be valid, must be ratified within a reasonable
period of time after signing.

Signed by the authorizedLrepresentatives of the Town and the Union at Bloomfield, CT on
jy\ : ?; 2004 , 28657 sy

For the Town of Bloomfield For The Conﬁecticut Independent Police Union’
Local 14
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APPENDIX C

9/80 WORK SCHEDULE
- Administrative Sergeants

An Administrative Sergeant is defined as any Sergeant assigned o a special

assignment, and not assigned as a patrol Sergeant. To date, these assighments are
the’ Community Services Sergeant, the Professional Standards Sergeant and the
Detective Sergeant.

In each pay period, an Administrative Sergeant will work the 9/80 work schedule,
as follows:-

One week, Monday through Friday, consisting of five 9 hour days.

One weel, Monday through Thursday, consisting of three 9 hour days and one 8
hour day. The eight hour day will be the day prior to their first day off.

The PSU and Detective Sergeant will have pay day Friday’s off,

The CSU Sergeant will have non-payday Friday’s off.

. The actual hours will be consistent with the assignment,

Example:

Sun Mon Tues Wed Thurs. Eri Sa

OFF 0800~ 0800- 0800~ 0800~ 0800- OFF
1700 1700 1700 1700 1700

OFF 0800- 0800- 0800- 0800- OFF OFF
1700 1700 {1700 1600 :




N - VOLUME [ haiéap;z}}tidn ynd Furbtiond
S P

" 210 Organizafional Structure.; .. ' fIWR ™. ' APPENDIX D
Department will publish and post i
organizational chart, as changes are made
within the organization, to ensure that all
personnel and the public are familiar with the
structure, and areas of responsibility within
the department.

Amends and re-numbers G.O. Z.Z.JJ Zolpal - 9. 12‘.‘1 J. ?). Lz

Revised 7/21/03 Bloomfield Police Department Manual of Policy and Procedure
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Memorandum of Agreement
Between
The Town of Bloomfield
And
UPSEU/COPS Local 14

The Town of Bloomfield (the “Town”) and UPSEU/COPS Local 424 (the "Union") hereby agree to
the following:

1. The Union will withdraw grievance #17-002, with prejudice.

2. The Town will pay Officer Teixiera the amount of $101.25 which represents 2 hours at time
and one-half (1 %) at the regular hourly rate of pay he received in December 2017.

3. The language set forth in Article VII, Section 6 will be applied as follows: .

a. Bmployees will be compensated at a rate of time and one-half (1 ¥s) their
regular hourly rate of pay for all overtime in excess of forty (40) scheduled
hours in a seven day period for the following work:

o Patrol, Support Services, Professional standards, Bus Duty (1
hour).

e Concerts on the Green, Mountain Bike Patrol and Juvenile
Review Board will be paid at a rate of one and one-half (1 '2) the
officer’s regular hourly rate of pay, for a minimum of four (4)
hours.

4. The language set forth in Article VIII, Section 3 will be applied as follows:

a. Employees hired to work an overtime job generated outside the Police
Department will be compensated at a rate of one and one-half (1 ¥2) the
maximum officers’ hourly rate of pay for a minimum of five (5) hours. “Jobs
generated outside the police department™ are as follows:

o Board of Education sponsored work; Department of Public
Works® generated work; Election Day generated work; Town
sponsored parades; and Town events approved by the Town
Manager.

5. For scheduling purposes, the time reflected in Telestaff (the electronic scheduling
system) shall reflect the actual time of the event rather than the compensable hours
associated with the event.

6. Officers who are working a special job, as set forth in Paragraph 5, who are ordered on an
involuntary basis to work additional hours after completion of the special job will be
compensated from the time of the order at a rate of one and one half (1 %2) their regular
hourly rate of pay for time worked on duties that are not related to the original special job
assignment.



7. Officers who voluntarily work additional hours that overlaps with the original special job

assignment minimum, will not receive additional compensation until they have actually
worked in excess of the minimum number of hours associated with the special job
assignment.

8. This Agreement supersedes any previous agreements entered into between the Town and
the Union, either verbal or written, regarding the contents set forth herein.

TOWN OF BLOOMFIELD UPSEU/COPS UNIT #14

il

Date

!éw/&ﬁ@:za/? Date g5/t /L8

%
w
/7
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Town of Bloomfield Police Plan Summary -

APPENDIX IV
PPO HDHP with HSA
Type of plan CP PPO HSA
HSA Funding N/A 50%
In Network
Deductible N/A $2,000/4,000
(combined w/ OON)
Coinsurance N/A 0%
Out of Pocket Maximum $6,850/13,700 $2,000/4,000
Preventive Care No charge No Charge
Mammography No charge No Charge
Office visit copay $20 0% after ded.
Specialist visit copay $20 0% after ded.
X-ray & Lab No copay 0% after ded.
(stand alone facility)
High Cost Diagnostic No charge : 0% after ded.
Vision Exam No charge 0% after ded.
Outpatient Rehab $20 0% after ded.
Chiropractic $20 0% after ded.
Emergency Room $75 0% after ded.
Urgent Care $50 0% after ded.
Outpatient Surgery No charge 0% after ded.
Inpatient Services $100 0% after ded.
Out of Network
Deductible $250/500/625 $2,000/4,000
(combined w/ IN)
Coinsurance 20% 20%
Out of Pocket Maximum $1,250/2,500/3,125 $4,000/8,000
(includes Ded and
OON coinsurance)
Prescription Drugs
' Retail
Generic $5 0% after ded.
Listed Brand $20 0% after ded.
Non Listed Brand $35 0% after ded.
Mail Order
Generic $5 0% after ded.
Listed Brand $20 0% after ded.
Non Listed Brand $35 0% after ded.
Annual Rx Maximum Unlimited Unlimited

Cigna Rx Rider PS2 PS2
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il To: All Benefited Employees

il From: Human Resources

il Subject: Employee Wellness Program 2025-2026

All benefited employees are invited to participate in the Town's Wellness Incentive Program. Participation in this
Il program is voluntary and confidential. The incentives are based on what healthcare plan you choose.

CIGNA OPEN ACCESS PLUS (PPO) PLAN

Il If you are in the PPO plan, you can earn up to (2) $50.00 checks from Accounts Payable. You must complete
Il these steps:

e Get a yearly checkup with your doctor and earn one $50.00 check.
o Fill out a Health Assessment form on CIGNA’s Website and earn another $50.00 check.

CIGNA CHOICE FUND (H.S.A/HRA) PLAN

Il Ifyou are in the CIGNA CHOICE FUND H.S.A/HRA Plan, you can earn up to $250.00. You must complete these
il steps:

o Get a yearly checkup with your doctor and receive a $125.00 deposit into your account.
o Fill out a Health Assessment form on CIGNA's Website and receive an additional $125.00 into your
H.S.A/HRA account.

| The deadline for completing this process is June 30, 2026.

| If you have questions about this program, you may contact Human Resources at (860) 769- 3544.

hr/wellness program/wellness 2025-2026wellness incentive cover sheet




Employee Attestation Incentive Form
Dear Medical Professional:

Each employee covered by the Town of Bloomfield Health Plan has been asked to have an annual
routine physical examination performed during the 7/1/2025 to 6/30/2026 plan year. This routine physical
should consist of the items listed below as deemed appropriate by the member’s physician.

Once the exam is complete, please sign and date this form and return it to the employee so they
may turn it in to the Town of Bloomfield as confirmation. You may also mail the form directly to
the Town. Please do not fax the form — we need the original signature.

The Routine Physical Exam Must Include the Following (if appropriate):

o Preventive Physical Exam, which includes medical and family health history, assessment of
lifestyle (diet, stress, exercise, etc.) general system examination (heart, lungs, throat, thyroid,
ears, skin, joints, etc.). and measurement of height and weight
Routine blood pressure and urine screenings
Cholesterol and lipid level screenings
Blood glucose screening
Eye chart vision screéning
Immunizations (tetanus every ten years, others as appropriate)

Pelvic examination, Pap Smear, and Mammography screenings (females only — may be done in a
separate visit to an OB/GYN)

Prostate examination and prostate specific antigen blood test (PSA) (males only)

Colorectal cancer screening — health care provider will determine which one of several types of
screenings is most appropriate and at what age it should be done.

| certify that | performed a routine physical exam on the Town of Bloomfield employee listed below and
that the exam included the age appropriate items listed on this form.

Employee’s Name:

Cigna Plan You are Participating in: (Circle one)

Physician’s Name:

Physician’s Signature: Date of Physical:

If second physician is seen:

Physician’s Name:

Physician’s Signature: Date of Physical:

Date Received: (HR Use)




APPENDIX VI



Memorandum of Agreement
Between
The Town of Bloomfield
And
UPSEU/COPS Local 14

The Town of Bloomfield {the “Town”) and UPSEU/COPS Local 424 (the "Union") hereby agree to
the following:

Employees of the UPSEU/COPS Local 14 shall maintain a level of mental fitness which will allow
them to effectively and safely perform their job duties. If a question arises as to an employee’s
mental fitness, they may be required to submit to a psychological examination.

WHEN MENTAL FITNESS MAY BE EVALUATED:

Due to the highly sensitive and potentially dangerous positions held by employees of the
Bloomfield Police Department, and recognizing the Department’s legitimate interest in
protecting members of the Department and the public, it may be necessary that actions be
taken when an employee’s questionable and/or erratic behavior presents a perceived threat or
is indicative of an employee’s inability to safely or effectively perform their duties.

REPORTING RESPONSIBILITIES:

When to report: All employees recognizing what they reasonably believe to be an emotional or
mental problem which will affect a co-workers ability to safely perform his/her essential job
duties, shall report such observations to a supervisor. Indicators of emotional/mental fitness

include but are not limited to:
e Paranoia, delusions and/or hallucinations
e Unusual/excessive hostility
e Use of excessive force
e Lack of emotional control
e Abrupt and negative change in customary behavior
e [rrational verbal conduct or behavior
e Suicidal statements and behaviors
e Unexplained tiredness or hyperactivity
e Dramatic change in eating patterns resulting in sudden weight loss
e Change in behavior regarding inattention to personal hygiene and health
e Expressions of depression and/or serious personal problems
e Inappropriate use of alcohol, medications or other drugs, including symptoms of illegal
drug use.



e NMemory loss

e Impatience or impulsiveness especially with loss of temper

e A pattern of conduct indicating an inability to defuse a tense situation and a tendency to
escalate such situations and create confrontations

s Unexplained and inappropriate tardiness and absenteeism

A single event demonstrating one of the above factors may not be indicative of a need for a
fitness examination. However, a combination or repetition of the above-referenced factors
shall be sufficient to warrant reporting of a potential emotional/mental condition warranting
examination.

Reporting Process:

Employees shall report credible information or observations concerning a fellow employee’s
emotional/mental stability to their immediate supervisor. The ‘sup‘éfvi§6‘r"may, in his/her
discretion, discuss the concerns with the employee suspected of having emotional/mental
problems. If the discussion does not alleviate the supervisor of his/her concerns or if no
discussion takes place he/she shall provide a written report to the Chief of Police for a
determination as to what further action should be taken.

RELIEF FROM DUTY

When an employee’s conduct is perceived by a supervisor to be an immediate threat to the
safety of other employees or the public, a supervisor may immediately relieve the employee
from duty, in the case of a sworn officer, seize the officer’s weapon and badge, and inform the
officer not to exercise their official powers. Every effort shall be made to ensure that the
employee is treated with dignity and that he/she is provided assistance in returning home, to a
medical facility or to another safe location. Notification regarding the employee will be made
through the Chain of Command to the Chief of Police or his/her designee as soon as possible.

Prior to the employee’s next shift, the Chief of Police or his/her designee shall make a
determination as to whether the employee shall return to his/her regular work duties, be
reassigned or placed on administrative leave pending a resolution of the matter.

ORDER FOR EVALUATION

The Chief of Police or his or her designee, may in his/her discretion determine whether a fitness
for duty evaluation is warranted. The Chief should request voluntary cooperation from the
employee to submit to a fitness for duty evaluation. If the employee refuses, the Chief of Police
or his/her designee may order the employee to undergo an evaluation. Failure of the employee
to report for or cooperate with an evaluation shall result in disciplinary action.



The employee shall receive a written order specifying the date, time and place of the
evaluation. The order shall also designate the name of the psychologist conducting the
evaluation and a directive to cooperate with the psychologist and/or staff and notice that the
evaluation is being conducted for use by the Police Department and shall remain confidential in
accordance with this order and state statute.

The Office of the Chief of Police will schedule the evaluation with the Department’s Employee
Assistance Provider who has been mutually agreed upon between the Department’s
Administration and the Union Executive Board. An attempt will be made to schedule the
evaluation during the employee’s normal work day; however, if the evaluation is scheduled
during the employee’s regular day off or time off, the employee shall be compensated for
his/her time in accordance with the collective bargaining agreement. The employee shall incur
no expenses for the evaluation and shall be reimbursed for all personal costs directly associated
with the evaluation.

REPORT AND RECOMMENDATIONS

The employee shall be informed that the examiner will provide a written report to the Chief of
Police to determine if the employee is fit for duty. If the employee wishes to appeal the
report/recommendation, he/she will have the opportunity to meet with another examiner who
is mutually agreed upon between the Department’s Administration and the Union Executive
Board.

Confidentiality: Psychological reports are to be kept confidential and used only by personnel
authorized by the Chief of Police. A report shall be disclosed only when necessary to achieve a
legitimate departmental purpose. The report shall be maintained in the Chief’s office until a
final disposition of the matter. Once the issue of the officer’s fitness has been determined, and
all actions regarding such fitness disposed of, a report will be placed in a sealed envelope and

retained in the employee’s file in the Human Resources Department.

POST EVALUATION ACTIONS:

Psychological fitness for duty evaluations shall not be used as a sole basis for administrative

action. After considering the fitness for duty evaluation and other associated factors, the

Chief of Police may:

e Return the employee to full duty;

e Place the employee on temporary or modified duty;

e Place or continue the employee’s administrative leave with pay pending treatment and
reevaluation;



e Institute other administrative actions including counseling, training, discipline or other
appropriate administrative action;
e Institute actions consistent with separation of employment.

Whenever possible, it will be the Department’s intent to rehabilitate the employee and return
the employee to full duty status.

TOWN OF BLOOMFIELD UPSEU/COPS UNIT #14

Date_,o? ~ </~ 70/ Date I@»/A%Ez



