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AGREEMENT

This Agreement is entered this 9th day of June 2026 by and between Yale University and the
Yale Police Benevolent Association.

ARTICLE I. UNION RECOGNITION

Section 1. Pursuant to the certification issued by the National Labor Relations Board dated
April 6, 1988 in NLRB Case No. 39-RC-808, the University recognizes the Union as the sole and
exclusive representative for purposes of collective bargaining with respect to rates of pay,
wages, hours of employment and other conditions of employment of the employees in the
bargaining unit: all sworn police officers and detectives of the University Police employed by
the University at its New Haven, Connecticut location but excluding all police personnel at or
above the rank of Sergeant; special assistants to the Chief of Police; temporary employees;
casual employees; employees who are Yale undergraduates; dispatchers; clerical and technical
employees; managerial and professional employees; employees who are represented by Local
35 or Local 34; confidential employees; and professional employees and supervisors as
defined in the Act.

Section 2. The terms and provisions of the Agreement shall be binding upon the University
and the Union and each employee in the bargaining unit described herein. The term
"employee" is used in this Agreement to mean a University employee who is employed in the
bargaining unit described above. This Agreement has no application to anyone who is not a
member of the bargaining unit as described above.

Section 3._Neither the University nor the Union shall discriminate against any employee on
account of race, religion, color, sex, marital status, national origin, veteran's status, sexual
orientation, union membership or non-membership, or age.

Section 4. Except in cases of emergency or unavailability of bargaining unit Police Officers,
supervisory employees shall not be assigned to bargaining unit work. The University will not
assign non-police personnel to respond to police calls for service, to pursue and apprehend
suspects, collect evidence and/or to interview victims, suspects or witnesses (not including
obtaining public safety statements). The University will not use non-police personnel to
displace Bargaining Unit members from working overtime work they currently perform. Such
overtime will include events held on Yale’s New Haven campus hosted by event planners
internal and external to the University. Event planners internal and external to the University
will be required to register their events with Yale’s Public Safety Department as a condition of
their use of Yale-owned facilities/properties and will be required to hire bargaining unit
members to provide police services at such events, if the Department determines that such
police services are necessary. If the Department becomes aware of an event that was not
registered and determines the event requires police services, the Department will only use on-
duty officers to cover such event until an off-duty officer can be hired on an overtime basis to
cover such event. Ifitis determined that an event was not registered, the Department shall
conduct a threshold inquiry to determine why the event was not registered, and notify the
Bargaining Unit, and take appropriate corrective action. The University will not reduce the



number of seventy-one (71) bargaining unit positions during the life of the parties’ 2023 to
2028 Collective Bargaining Agreement.

ARTICLE ll. MANAGEMENT RIGHTS

Section 1. Subject to the restrictions specifically imposed by the express language of this
Agreement, Yale University and the Yale Police Department retain the exclusive and unilateral
right to manage their operations, determine their policies, budget and operations, the
manner of exercise of their functions and the direction of their work force, including but not
limited to: the right to hire, promote, demote, transfer, evaluate, classify and assign
employees; to discipline, suspend, and discharge employees; to layoff employees; to
determine the size and composition of the work force; to promulgate and enforce rules of
conduct, procedures, and regulations; to organize its departments and to determine work to
be done therein; to determine the number of hours of work, starting and quitting times, and
number of shifts per workweek; to establish and change work schedules and assignments; to
determine types of uniform, equipment, and facilities; to introduce new methods of
operations; to eliminate, contract, relocate, or transfer work; to promulgate standards of
productivity and efficiency; and to enforce standards of competence and performance.

ARTICLE lll. UNION MEMBERSHIP AND CHECK-OFF

Section 1. On or after the effective date of this Agreement, all employees, as a condition of
employment, shall within thirty (30) days after their date of hire, commence paying monthly
membership dues or uniformly assessed service fees to the Union in an amount which the
Union shall certify represents only its cost of collective bargaining representation. The
amount of the monthly membership dues or uniformly assessed service fees are to be set by
the Union from time to time.

Section 2. The University agrees to deduct from the wages of employees who so request
either uniformly assessed monthly Union dues or a uniformly assessed monthly service fee
provided that the University receives voluntary individual authorizations signed by such
employeesin the form which has been agreed to by the University and the Union. (See
Check-Off Form attached as Exhibits A, B and C to this Agreement.)

Section 3. The deduction of the monthly dues or service fees and initiation fees shall be
made from the wages received by the employee. If insufficient wages are payable to an
employee in such week, the University shall have no further responsibility to make the
deduction for such week.

Section 4. The University shall remit to the Treasurer of the Union once each month the
deductions made monthly together with a list of the employees from whose wages
deductions have been made and the amounts deducted. The Union agrees to refund
promptly to the University any dues or service fees found to have been erroneously or
improperly deducted.

Section 5. The Union shall agree to indemnify and save the University harmless from and



against any and all claims, demands, suits or other form of liability that may arise out of or by
reason of action taken by the University for the purpose of complying with any provisions of
this Article.

ARTICLE IV. UNION BUSINESS LEAVE

Section 1. The Union may select one employee from each shift to be the Union Steward
representing such shift. The Union may designate one employee from each shift to serve as
alternate Union Steward.

Section 2. The Union Steward, the Union Officer, and the grievant shall be granted leave
from duty without loss of pay for attendance at grievance meetings or arbitration
proceedings pursuant to Article XVI (Grievance Procedure) of this Agreement.

Section 3. A Union Steward or Union Officer from a shift will be excused from duty without
loss of pay if required to attend an investigatory interview pursuant to Article XVI, section 9.

Section 4. No Union Steward shall engage in activities on behalf of the Union during the
Steward's working time or interfere with the working time of any employee except as
specifically authorized by the Agreement.

Section 5. Upon request by the Union to the Chief of Police, or his/her designee, the University
will excuse employees from scheduled duty with pay for the purposes of Union business which
is not inconsistent with the Agreement, such as Union conferences, training programs,
representation of bargaining unit members at Workers” Compensation hearings, review of
new/revised general orders, investigation of pending grievances other union business and
similar activities. Such excused time will not exceed a total of 300 hours for the entire
bargaining unit in any contract year and shall be limited to no more than two (2) employees
from the bargaining unit at any one time, and no more than two (2) employees from any shift
at any one time. The University will give reasonable consideration to any such proposed
absence, provided that such request is made at least two days in advance, and if excusing such
absence would not unreasonably interfere with performance of required work. The above time
is exclusive of paid time given Union members for bargaining sessions, grievance meetings and
investigatory interviews. Any hours of Union Business Leave not used during a contract year
may be carried over to the next contract year, but must be used prior to June 30 of the final
contract year.

Section 6. Subject to operational requirements, the University will grant an unpaid leave of
absence for up to two (2) calendar weeks for each of two employees identified by the Union
prior to the expiration of this Agreement. Said leaves will be permitted within one year prior to
commencement of contract negotiations. The Union shall be required to give two (2) weeks’
notice identifying the individuals who are seeking such leave and the requested schedule for
the leaves.

Section 7. The University will provide the facility for a Union office in the new Police
Department building. The location and size of such office space will be designated by the



University and may be changed by the University upon prior notification to the Union. The
University maintains the right of access without notice under emergency conditions and has
the right to periodically inspect this space for maintenance of condition provided a twenty-
four hours’ notice is given to the Union, and the Union has the right to have a representative
in attendance.

Section 8. The Union President shall be assigned to the 7:00am to 3:00pm shift and shall work
Monday through Friday so that he/she may be available for meetings during normal business
hours.

Section 9. The University will provide an additional total of 48 hours of union release time per
year (no carry-over) for the sole purpose of allowing the YPBA's President and Vice-President to
attend monthly general membership meetings.

ARTICLE V. RULES AND REGULATIONS

Section 1. The University agrees to provide to the Union and all members of the bargaining
unit up-to-date copies of all rules and regulations of the Yale University Police Department.

Section 2. Except as modified by this Agreement, all directives, rules, and regulations of the
Yale University Police Department will remain in full force and effect subject to the future
modification and/or amendment pursuant to Article Il (Management Rights). Such
modifications and/or amendments will be made consistent with this Article.

Section 3. Management will provide prior notice to the Union of new and/or changed policies,
procedures, rules, regulations and other matters that will impact the working conditions of
bargaining unit members. It is understood that prior notice may not be possible in limited
circumstances (e.g., the expedited implementation of the Department’s immigration policy).
The Department will give due consideration to the Union’s comments, if offered, before
implementation.

Section 4. Unless operational circumstances do not permit (e.g., the expedited implementation
of the Department’s immigration policy), the Union will be given a reasonable amount of time
to review any proposed new or changed policy, procedure, rule, regulation or other matter and
prepare comment for subsequent discussion with Department representatives. The Union may
also comment on matters promulgated without prior notice.

Section 5. Both parties acknowledge and agree that the Department retains its rights
concerning management of the Department and the Union retains the right to bargain over
the impact of decisions that affect the working conditions of its members.

Section 6. Representatives of the Department and the Union, not to exceed five (5) from each
side, including the Chief, will meet quarterly, during regular business hours, or more
frequently by mutual agreement, to share information, resolve problems and discuss matters
of interest, including improving the Union/Management relationship. The parties agree to
work in good faith to resolve issues at all such meetings.



Meetings will be planned and led by co-chairpersons designated by the department and the
Union. The co-chairs will prepare an agenda for each meeting and will be responsible for
ensuring effective meeting process.

The Union’s representatives who attend during their working hours shall not suffer a loss of pay
for attending such meetings.

Section 7. A representative designated by the Union, may attend Department General Staff
Meetings. It is understood that the level of Union involvement in matters discussed at staff
meetings will vary depending on the following considerations:

a. The extent to which the matter affects the Union’s
representational/institutional concerns;
b. The Union’s expertise concerning the matter

It is also understood that the Union will not attend in discussions concerning confidential or
sensitive Departmental matters.

Section 8. The Department will administer its rules and regulations in a reasonable, non-
arbitrary and non-capricious manner.

ARTICLE VI. SAFETY

Section 1. The University shall recognize a Safety Committee which shall consist of four (4)
persons. Two (2) shall be bargaining unit members appointed by the Union, and the others
shall be representatives of the University appointed by the Chief of Police or his/her
designee. The Safety Committee shall meet quarterly and additionally as needed. The
Union’s representatives who attend Safety Committee meetings during their work hours shall
not suffer a loss of pay for attending such meetings. Union Representatives to the Safety
Committee who are normally scheduled to work a shift non-concurrent with regular business
hours shall be allowed to switch their work shifts/day off in order to attend the meeting.

Section 2. To promote the safety of bargaining unit employees:

(@) No police officer shall be required to operate a vehicle in the performance of any
police function when, in the judgment of the Safety Committee or of the shift
commander, further operation of the vehicle is demonstrably unsafe.

(b)  All mechanical equipment, including tires on police vehicles, shall be kept in good
working order. A vehicle with a major defect shall not be operated until such defect
which renders said vehicle unsafe to operate has been corrected. The Department
will observe the minimum safety standards established by the Connecticut
Department of motor vehicles.

(c) All emergency equipment, such as sirens, emergency lights, first aid equipment, fire



extinguisher, flares, and a suitable radio, must be in good working order.

(d) Itis to be the responsibility of whoever operates the vehicle to bring any defect to the
attention of the Chief of Police or his/her designee. The vehicle operator will make a
written report or log entry of such defect.

(e) The Department will not establish an operating policy that would unnecessarily expose
an officer to biological, chemical, radiological, electrical, asbestos, exposed dangerous
mechanical equipment or construction-related hazards. The Department shall continue
to comply with laws and regulations governing safety or working conditions, and will
otherwise provide so far as possible for protection of the health and safety of
employees.

(f)  Nothing in this section is to be construed as dealing with emergency situations which
would normally be considered to be Police duty.

(g) The Department will provide personal protective equipment (PPE) (e.g., latex gloves and
masks) for the purpose of protecting officers from contracting life threatening infectious
diseases while in the performance of their duties. PPE will be stored in each police
vehicle.

(h) If an officer in the performance of his/her duties suffers a significant exposure to a life
threatening infectious disease, he/she will be entitled to reasonable testing to
determine if he/she contracted the life threatening infectious disease at no cost.
Testing for life threatening infectious diseases pursuant to this provision will be
performed as soon as practical after the exposure and will be at no cost to the officer.

(i)  Officers may be tested for tuberculosis once per year at no cost to the officer.
Additional testing may be provided, at no cost to the employee, if there is a reasonable
basis to believe the officer was exposed to tuberculosis —in such instances testing will
be performed as soon as practical after the exposure and will be at no cost to the
officer.

Section 3. The Safety Committee shall function to recommend that reasonable standards of
safety in operation and cleanliness in maintenance are followed. The Union and the University
each shall have the right to replace its appointee at any time.

Section 4. Any recommendations of this Committee as to safety matters shall be made to the
Chief or his/her designee. The Chief or his/her designee will consider all such
recommendations.

Section 5. Employees shall not be required to shovel snow, hand-wash police cars, change
tires, install or remove chains, make mechanical repairs, move or transport the speed trailer;
carry, load, unload or physically deliver barricades; or perform any other non-police duties,
except in an emergency or as the parties may agree in writing. Nothing in this section shall be



construed to limit the Department’s right to require employees to assemble, position or re-
position barricades; however, barricades shall be delivered and retrieved as close as
practicable to the location where they will be utilized.

Section 6. Bargaining unit employees shall observe all safety rules and requirements or be
subject to disciplinary action. Employees shall report as soon as practicable to their
supervisors any job-related accident, injury, or illness.

Section 7. A grievance claiming a violation of Article VI may be filed initially to Step 2 of the
grievance procedure.

Section 8. Employees shall not, except in cases of emergency, be required to transport
persons in police motor vehicles when it is known, or reasonably believed, that such persons
are suffering from serious communicable diseases. Whenever persons meeting this health
description are in police custody, and it is necessary for Department employees to be in close
proximity to such persons, the Department shall provide such employees with protective
equipment and take any other measures that will tend to safeguard the health of the
employees, in compliance with OSHA rules and regulations.

ARTICLE VII. WAGES.

Section 1. Effective as of July 1, 2023 members of the bargaining unit shall be paid according to
the following schedule of annualized rates: ?

Level July 2023 July 2024 July 2025 July 2026 July 2027
5.85% 3.25% 3% 3% 2.75%
Patrol A | $101,994.94 | $105,309.78 $108,469.07 $111,723.14 $114,795.53
Patrol B $88,825.09 | $91,711.90 $94,463.26 $97,297.16 $99,972.83
Patrol C $80,769.90 | $83,394.92 $85,896.77 $88,473.67 $90,906.70
Detective | $109,474.30 | $113,032.22 $116,423.19 $119,915.88 $123,213.57

Section 2. Upon completion of one (1) year as a Patrol Officer "C," an employee shall become
a Patrol Officer "B." Upon completion of one (1) year as a Patrol Officer "B," an employee
shall become a Patrol Officer "A."

Section 3. All adjustments shall be granted at the beginning of the payroll period closest to
the scheduled date of the adjustment.

Section 4: Effective January 1, 2024, bargaining unit employees with 10 years of service shall
receive an annual seniority stipend as follows:

1 Wage rates in effect as of July 1, 2025, for bargaining unit members who reached ten (10) years of seniority
during the term of the 2016-2023 collective bargaining agreement are set forth in the attached Exhibit C.



Effective 7/1/2023 — S850
Effective 7/1/2024 — $900
Effective 7/1/2025 — $950
Effective 7/1/2026 — $1,000
Effective 7/1/2027 — $1,050

Section 5. Effective July 1, 2023, officers who work the evening shift shall be eligible for a shift
differential that equals two and three-quarters percent (2.75%) of the officer’s base hourly rate
of pay for all hours worked during the evening shift. The hours of the evening shift are
currently 3:00 p.m. to 11:00 p.m. or 6:00 p.m. to 2:00 a.m. Effective July 1, 2023, officers who
work the night shift shall be eligible for a shift differential that equals three and one-quarter
percent (3.25%) of the officer’s base hourly rate of pay for all hours worked during the night
shift. The hours of the night shift are currently 11:00 p.m. to 7:00 a.m.

Section 6. Effective beginning July 1, 2025, in addition to the increases detailed in the other
sections of this Article, effective on the date that general wage increases take effect, all
individual salaries shall be further increased by a percentage equal to one-half (1/2) of the
difference between 4.5% and the 12-month percentage change in the CPI-W from the second
previous May to the immediate previous May. This adjustment will be made only if the CPI-W
increased by more than 4.5%. CPI-W is the Revised CPI-W published by the U.S. Department of
Labor, Bureau of Labor Statistics (1982-84=100), and will include revisions made to that index in
the future.

Section 7. Any employee who is a bona fide member of the reserve corps of any branch of the
armed forces of the United States, as defined in C.G.S. 27-103, will be excused from duty while
he/she attends required field training. The University will supplement the military pay received
by an employee for his/her required field training so that the employee receives the same base
salary he/she would have received as Yale police officer during the required field training
period. The University will supplement an employee’s military pay for required field training for
a maximum of 30 days per calendar year. If an officer’s military pay exceeds the amount
he/she would have received for his/her service as a Yale police officer, the University will not be
required to supplement his/her pay. The employee’s accrued paid leave time will not be
charged for absences pursuant to this provision.

ARTICLE VIIl. HOURS OF WORK

Section 1. The regular work week shall be forty (40) hours per week, eight (8) consecutive
hours per day. Except as provided in Article IX (Overtime), Section 2, nothing in this
Agreement shall be construed as a guarantee to any employee of any particular number of
hours of work per week. The University will not apply the language of this Section arbitrarily,
capriciously, or for punitive reasons.

For employees assigned to a rotating work schedule, that schedule shall consist of a pattern of
“5 days on, 2 days off; 4 days on, 2 days off” and the following provisions shall apply:

a) Employees so assigned will be eligible only for the recess day that occurs on the



Friday following Thanksgiving.

b) Employees on this rotating schedule shall receive an additional eight (8) hours pay
for those weeks in which, due to the rotating schedule, are regularly scheduled for
four (4) daysin a pay week. For purposes of overtime calculation, these days are
considered as work time.

Section 2. Any permanent change in working hours, work shifts, and periods shall be made
only after reasonable notice.

Section 3 Temporary changes in working hours, work shifts and periods may be made on
a non-overtime basis with respect to employees from any shift with 48 hours’ notice to
the employee under any one of the following circumstances:

(@)  such change occurs during freshmen arrival, commencement, or baccalaureate, or
(b)  such change is made for the purpose of training.

Such temporary changes will be made on the basis of inverse seniority.

Section 4. In the case of temporary changes which are not made under the circumstances
described by Section 3(a) and 3(b) of this Article, the Department may use available
employees on the 6:00 p.m. to 2:00 a.m. shift on a non-overtime basis to make temporary
changes. This selection will be made on the basis of inverse seniority and shall be limited to
no more than two (2) officers at any one time. The Department may also use other
employees from any shift on an overtime basis to make temporary changes.

Section 5. Notwithstanding the provisions of Sections 3 and 4 of this Article, the Department
may temporarily change the working hours, work shifts and periods of detectives, crime
prevention officers, and officers assigned to the street crime unit insofar as the regular duties
of such employees require. The Department will provide as much notice of such changes as is
practicable. It is understood by the parties that these officers will not be used to replace
patrol officers on other shifts except in cases of emergency.

Section 6. Nothing in this Article shall be construed to limit the Department's right in its sole
discretion to use on a non-overtime basis employees who volunteer for a temporary change
in working hours, work shifts or periods. The Department has no obligation, however, to use
volunteers when making temporary changes.

Section 7. In the case of bona fide emergencies, the Department may make changes in the
working hours, work shifts, and periods of any employee on any shift on a non-overtime basis.
Nothing in this Article shall be construed to limit the Department's authority to make such
temporary changes.

Section 8. The current regular permanent non-rotating work shifts as of the effective date of
this Agreement are:



7:00 a.m. to 3:00 p.m.

3:00 p.m. to 11:00 p.m.

11:00 p.m. to 7:00 a.m.

6:00 p.m. to 2:00 a.m.

9:00 a.m. to 5:00 p.m. (Detective Division)

4:00 p.m. to 12:00 a.m. (Detective Division)

If the University determines to fill vacancies on these shifts (except Detective Division), they
shall be filled by bid on the basis of seniority. Three times each year, shift preference shall be
open to bid and shall be determined on the basis of seniority with the shift assighnments to
begin on the second Sundays of January, May and September.

Shifts shall be bid in the following manner:

(1) A minimum of forty-five (45 days) prior to the implementation of bid shifts, shift
selection forms shall be distributed to all eligible members.

(2) All eligible members shall return the shift selection form thirty (30) days prior to the
new bid period.

Fifteen (15) days prior to the implementation of the new bid period, shift schedules shall be
posted accordingly.

Personnel assigned to the Investigative Services Unit may periodically flex their work
schedule by up to two (2) hours with the permission of the Executive Officer. Such hours
cannot be adjusted earlier than 7:00 am or later than 7:00 p.m. In the case of personnel
assigned to the 4:00 p.m. to 12:00 a.m. shift, the hours cannot be adjusted earlier than 2:00
p.m. or later than 2:00 a.m. The Executive Officer shall have the absolute authority to grant
or deny such requests and the Executive Officer’s decision shall not be subject to the
grievance/arbitration procedure.

Section 9. There shall be a paid thirty (30) minute lunch period.

Section 10. When required, officers must attend a ten-minute roll call prior to the start of
their shifts. Time spent at roll call shall be compensated at the applicable rate pursuant to
Article IX (Overtime). Current practice regarding which officers are required to attend roll call
shall continue for the duration of the Agreement.

Section 11. Employees will be allowed to swap shifts and/or work days with fellow officers up
to two (2) times per month with the requirements that:

(a) Prior permission is obtained from the scheduling officer;

(b) No additional cost is incurred by the University;

10



(c) Verifiable illness will be the only acceptable reason for absence by either officer
involved in the shift and/or workday swap.

ARTICLE IX. OVERTIME

Section 1. All overtime duty shall be paid at the rate of time and one-half for all hours
worked in excess of eight (8) hours per day.

Section 2. When an employee is required to return to duty to perform overtime duties,
including appearances and trial preparation for criminal, civil and administrative proceedings
as aresult of his or her duties as a Yale Police Officer, and when the overtime hours so worked
are not contiguous with said employee's regular duty hours, he/she shall be paid not less than
four (4) hours pay at the applicable rate.

Overtime pay shall not be subject to the minimum hour provisions when such overtime
results from extending a tour of duty on any shift to complete an investigation or work
assignment.

Notwithstanding Section 6 below, in the case of the foregoing, an officer who is later assigned
to a recoverable work assignment that overlaps with the officer’s original overtime duty shall
receive overtime pay for the newly assigned work, in addition the officer’s guaranteed four (4)
hours of pay for the original assignment.

Section 3. For the purpose of computing overtime, all paid time shall be considered worked
time.

Section 4. Insofar as practicable, all overtime work shall be distributed equitably to all
employees without regard to seniority.

Section 5. The Union may designate an employee of the bargaining unit as Overtime Liaison
Representative who will have access to the scheduling officers for the purpose of obtaining
information and offering comment on upcoming overtime assignments.

Section 6. Compensation shall not be paid more than once for the same hours under any
provision of this Article or Agreement. This provision shall not apply to overlapping
recoverable overtime assignments as specified in Sections two (2) and nine (9) of this Article.

Section 7. The University agrees not to arbitrarily change an employee's normal work schedule
for the specific purpose of avoiding the payment of overtime (e.g., reducing hours of work in
one day because of overtime worked in another).

Section 8. When an employee works two or more hours of a non-recoverable patrol-related
assignment (i.e., which includes line patrols, holdovers, early call-ins, visiting dignitaries and
special events, but does not include assignments for which the cost is billed to the organization
or department requesting the police service) contiguous with his/her eight hour shift he/she
shall be entitled to a payment of $30.00.
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Section 9. When an employee is scheduled to work a recoverable overtime job (defined as an
assignment for which the cost is billed to the organization or department requesting the police
service) and reports for duty, but the job is cancelled, he or she shall receive a minimum of four
(4) hours’ pay, with the Department reserving the right to require the officer to stay up to
ninety (90) minutes pending confirmation of cancellation. Except in cases of bona fide
emergency, the employee shall not be assigned to alternative patrol duties because of the
cancellation of the recoverable overtime job. Notwithstanding Section 6, if an officer’s
recoverable overtime assignment is cancelled or completed before four (4) hours has elapsed
and the officer is then assigned to a different recoverable overtime assignment, the officer shall
be paid his/her guaranteed (4) four hours of pay and overtime pay for the duration of the newly
assigned recoverable overtime assignment. If an officer completes a recoverable overtime
assignment in less than four (4) hours and is subsequently assigned to work a patrol shift, the
officer shall be entitled to his/her guaranteed minimum four (4) hours pay and pay for the
eight-hour patrol shift.

Section 10.  Time spent during required training or other required assignments (i.e., travel to
provide urine specimen) is compensable time under this Agreement, including time spent
traveling to and from training locations, but only to the extent such time exceeds an officer’s
normal commute time to the police department. In cases of out-of-state training that requires
overnight stays, officers will be compensated in accordance with requirements of the Fair Labor
Standards Act, §§ 29 U.S.C. 201 et seq. and its applicable regulations.

Section 11.  In rare instances, the University may declare an emergency (due to an
unpredicted event or a predicted event such as a hurricane or blizzard) that results in a
University-wide emergency closing of operations. The decision to declare an emergency and
close its operations falls within the exclusive authority and judgment of the University President
or their designee(s).

In the event that the University President or the President’s designee(s) issues an emergency
declaration as described above, which includes a full or partial closing of the campus and/or a
delayed opening or early dismissal, members of the Bargaining Unit who work during a
University-wide emergency closing shall be paid a premium rate of one and one-half (1%) times
the officer’s regular hourly rate of pay for all hours worked during the emergency closing;
provided further that overtime payments made in accordance with this provision shall not
extend past the one hundred twenty (120) hour period immediately following of the
declaration of the emergency closing. If circumstances warrant an extension of the University-
wide emergency closing beyond one hundred twenty (120) hours, the University will engage in
effects bargaining with the YPBA over its decision to extend the emergency closing.

Premium pay for delayed openings and early dismissals shall be paid as follows. If, for example,
the University delays opening until 11:00 AM, officers who work the 6:30 AM to 2:30 PM shift

would receive overtime pay for the hours worked between 6:30 AM and 11:00 AM. Conversely,
if the University determines that operations should stop early at 12:00 PM, employees working
the 6:30 AM to 2:30 PM shift would receive overtime pay for the hours worked between 12:00
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PM and 2:30 PM.

ARTICLE X. TEMPORARILY WORKING OUT OF CLASSIFICATION

Section 1. An employee, temporarily assigned to perform the duties of a higher classification
shall immediately be paid at the rate of the higher classification. The employee's pay shall be
determined as if he/she had been promoted to the higher-level position.

Section 2. The employee must assume and/or perform the responsibilities and duties that
distinguish the higher classification from the employee's classification.

Section 3. All temporary assignments to higher level classifications shall be in writing, and
shall be made at the discretion of the Chief of Police or his/her designee. Any temporary
assignments to a higher classification shall not exceed eight (8) months in duration.
Employees assigned to a higher classification on a temporary basis may not be subsequently
assigned for a period of eight (8) months following completion of their temporary assignment,
unless all other interested bargaining unit personnel with satisfactory performance (i.e., has
no record of oral counselings or disciplinary action in his/her personnel file) and satisfactory
attendance (in accordance with Article XXVII, section 4) have been offered the assignment.

Section 4. Temporary assignments to permanent vacancies in a higher classification shall be
subject to the following:

(a) No more than one (1) employee may be temporarily assigned at any one time
to fill a permanent vacancy in a higher classification. This limitation shall be
suspended for a period of up to four (4) months if two (2) or more permanent
vacancies occur within thirty (30) days of one another and no promotional
eligibility list exists.

(b) Subject to the limitations of section 3, the Employer may fill a permanent
vacancy in a higher classification through temporary assignment for a
maximum period of sixteen (16) months. At such time, the position must be
filled permanently in accordance with contractually-required promotional
procedures or remain unstaffed.

(c) Nothing contained in this Article shall require the Employer to permanently or
temporarily staff vacant positions or guarantee a minimum number of
positions. However, the Department shall not refuse to fill a permanent
vacancy in a higher classification for the purpose of defeating the rights of an
employee to appointment under an existing eligibility list.

Section 5. While in a higher classification, the employee shall receive compensation for paid
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benefit time, if used, at the higher rate.

Section 6. For the purposes of this Article, higher classification shall be defined as the
Detective classification (Crime Prevention Unit and Investigative Unit), members of an External
Task Force, Sensitive Crimes, and Support Services Coordinator or any subsequently created
bargaining unit promotional opportunity within the Yale University Police Department.

Section 7. Temporary assignments to higher classification shall not be arbitrarily rescheduled
to avoid temporary assignment pay as provided above.

ARTICLE XI. OUTSIDE EMPLOYMENT

Section 1. No Article or Section of this Agreement shall prevent any employee from holding
outside employment, other than police duty, as long as such employment does not conflict
with his/her duties as a police officer. Officers shall notify the Chief of Police or his/her
designee as soon as practicable, but in no event later than five (5) business days prior to the
commencement of contemplated outside employment. Such notice shall be provided in
writing on the Notification Form provided by the Department for such purpose. The Chief or
his/her designee shall promptly notify the employee in writing within five (5) business days of
his/her objection to the contemplated outside employment, with a copy provided to the
Union. Such statement of objection shall state with particularity the reason(s) for the
Department’s objection An objection to the contemplated outside employment shall be
appealable directly to arbitration.

Continuing outside employment shall be verified annually. Verification is intended to be an
informal process via telephone, email or in-person communication to confirm that there are
no substantive changes to the work being performed that creates a conflict of interest. If the
Chief of Police, or his/her designee, determines that substantive changes to the work being
performed create a conflict of interest, then the Chief of Police, or his/her designee, may
object to the outside employment using the same process outlined above.

ARTICLE XII. VACATIONS

Section 1. Employees hired before October 1, 2011 shall earn vacation at the rate of two (2)
working days per month for each month employed up to a maximum of 22 working days per
year. An employee hired on or after October 1, 2011 shall earn vacation based on his/her
years of service as of the end of any fiscal year according to the following schedule:

Continuous Years of Service

As of the end of the Fiscal Year Vacation Allotment
Less than 1 year Pro rata share of 10 days
1to4d 10 days
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5to9 15 days
10to 19 20 days
20 or more 25 days

Section 2. The accrual period is the fiscal year beginning on July 1 and ending on June 30. For
new employees the accrual period begins on the first day of work. For terminating
employees, the accrual period ends on the last day of work.

Section 3. Employees employed prior to October 1, 2011, upon completing 15 or more years
of employment, will be entitled to bonus vacation days. These extra days will be granted once
during each five-year period following 15 years of regular employment.

Years of Total One-Time Bonus
Service Completed Vacation Days
15 5 days
20 10 days
25 20 days
30 25 days
35 30 days
40 35 days
45 40 days
50 45 days

Employees will become eligible for these extra days on the day they complete the required
cumulative years of service.

Section 4. At the close of each fiscal year, the employee is credited with the vacation time that
was earned in that year. Any unused vacation time from previous years may be added to that
amount and the total, not to exceed 44 days, may be carried over into the next fiscal year. If
an employee has completed ten or more years of total service, he/she may carry over an
additional five unused days per year, to an additional maximum of 20 days. Notwithstanding
the foregoing, employees who are absent from work due to a work-related injury or iliness
(i.e. on Workers’ Compensation) at the close of the fiscal year or within forty-five (45) days
thereof shall be allowed to carry over all vacation time accrued during said absence into the
next fiscal year. Upon return to work, the employee must meet promptly with the scheduling
officer to schedule all of his or her vacation time accrued in excess of the aforementioned
limits.

Section 5. Employees should request vacation time as far in advance as possible, and requests
made less than twelve (12) hours in advance of the requested vacation time need not be
granted by the Department. Such requests shall be answered in a prompt manner. Insofar as
practicable, vacation time will be scheduled to suit the needs of the employee provided the
needs of the department are also met. Preference for vacation time shall be by seniority.
Unless authorized by a supervisor, a new employee may not take vacation time during the first
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six months of employment.

Section 6. Terminal vacation pay for accumulated vacation time will be paid to:

a. Employees with at least six months of continuous service who resign or who are
terminated for cause.

b. An employee’s survivor or estate in the case of an employee’s death while an
active employee.

c. Employees whose positions are terminated by the University regardless of length
of service.

d. Retiring employees.

e. An employee who is receiving Worker’s Compensation benefits and attains MMI but is
unable to return to work and transitions to Long-Term Disability.

Employees who give at least two weeks notice of resignation will receive a pay check for
terminal vacation pay on the next payroll cycle following termination.

ARTICLE XIIl. HOLIDAYS AND RECESS DAYS

Section 1. The following holidays shall be recognized as being within the terms of this
Agreement:

New Year's Day
Independence Day

Dr. Martin Luther King Jr. Day
Labor Day

Good Friday

Thanksgiving Day

Memorial Day

Christmas Day

Juneteenth

For employees working the rotating schedule as defined in Article VIII, Section 1, the above
holidays will be observed on the day of the week they occur. For all others, if a holiday falls
on Saturday, it will be observed on the preceding Friday; if a holiday falls on Sunday, it will be
observed on the following Monday.

When any of the above holidays are observed on an employee's regularly scheduled work day,
Sunday through Saturday inclusive, such employee, if he/she does not work, shall be entitled
to pay at his/her regular straight-time hourly rate for the number of straight time hours
he/she has not been permitted to work by reason of the observation of the holiday, such pay
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to be called "holiday pay."

Section 2. All work performed on the above holidays will be paid for at one and one-half
times (1 1/2) the employee's regular straight time hourly rate of pay in addition to his/her
holiday pay. To qualify for holiday pay, an employee is required to be present on the
working days immediately before and after a holiday unless absent because of bona fide
illness or other approved paid benefit time, unless otherwise provided by the Agreement. The
employee may apply to the Chief of Police for permission to take a compensatory day off at a
later date in lieu of receiving one and one-half (1 1/2) times his/her regular rate for working.
In such cases, the officer will receive twelve (12) hours of compensatory time to be paid at
their straight-time regular hourly rate of pay. Such time may accrue subject to Section 6
hereof. Employee requests to take compensatory time off in lieu of cash payment shall not
be denied arbitrarily or capriciously. Compensatory time must be taken by October 1 of the
fiscal year which immediately follows the fiscal year in which the time is accrued. During the
period between August 15" and September 15%, any officer who is not absent due to a
Worker’s Compensation injury or illness may, in lieu of utilizing compensatory time, request
that the Department payout the officer for his or her unused accrued compensatory time
balance. Any compensatory time earned in the fiscal year prior to October 1, that an officer
who is not absent due to a Worker’s Compensation injury or illness has not used, or for which
such officer has not requested payment, will be paid out to the officer by the Department in
the first full pay week following October 1.

Section 3. When a holiday is observed while an employee is absent on authorized sick leave,
no charge against his/her accrued sick leave will be made for that day. He shall receive eight
(8) hours of holiday pay instead.

Section 4. Should a holiday fall on an employee's regular day off, said employee shall be
granted eight (8) hours of holiday pay for that day or, in the alternative, may elect to accrue a
compensatory day for use at a later date in the amount of eight (8) hours. Such time may
accrue subject to Section 2 and 6 hereof.

Section 5. Should a holiday occur on an employee’s regular day off during an employee's
paid vacation, said employee shall be granted eight (8) hours of holiday pay for that day, or,
in the alternative, may elect to accrue a compensatory day for use at a later date in the
amount of eight (8) hours. Such time may accrue subject to Section 2 and 6 hereof.

Section 6. Subject to Section 2, 4 and 5 hereof, an employee may accumulate up to eighty (80)
hours of compensatory time for use at a future date. An employee may not accrue additional
compensatory time unless the total of his or her accrued compensatory time has been reduced
below eighty (80) hours through actual use of the time. An employee may only accumulate
eighty (80) hours of compensatory time; therefore, any compensatory time in excess of eighty
(80) hours shall be paid-out to the officer. The Department will approve or deny requests to
use compensatory time based on operational needs.

Section 7. An employee absent from work due to a work related injury, (i.e., on Workers’
Compensation,) accrues compensatory time for Holidays and Recess days that occur during the
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employee’s absence from work. This compensatory time accrues at the rate of eight (8) hours
per day, and such employee may accumulate compensatory time in excess of 80 hours. Upon
return to work the employee must meet promptly with the scheduling officer to schedule all of
his or her unused accrued compensatory time in excess of 80 hours. In lieu of scheduling the
use of all unused accrued compensatory time, an officer may request that the Department
payout the officer for all or part of the officer’'s compensatory time balance. If an officer
requests payment for a portion of the officer’s compensatory time balance, then the officer
must schedule the use of the remaining balance with the scheduling officer. In any event, such
employee will not be permitted to accrue any additional compensatory time until the aggregate
total of accumulated time is reduced below 80 hours through the actual use of such time. In
the case of an employee who is receiving Worker’s Compensation benefits and attains MMI but
is unable to return to work and either transitions to the Long-term Disability or retires, the
employee shall be paid for all accumulated Compensatory time.

Section 8. In addition to the above listed holidays, the Friday after Thanksgiving, the last
weekday before the day officially observed as the Christmas holiday, and the four (4) working
days that fall between Christmas and New Year's Day are recognized as recess days and shall
be compensated in the same amount and manner as the listed holidays, except as modified by
Article VIII, Section 1(a).

Section 9. No pyramiding of compensatory days is permitted.

ARTICLE XIV. PERSONAL BUSINESS TIME

Section 1. Each employee, after completing 90 days of employment, may take personal time
and receive pay for straight-time hours not worked while on such personal time for up to four
(4) days of absence during each University fiscal year (July 1-June 30). Notwithstanding the
foregoing, an employee absent from work due to a work-related injury or illness (i.e. on
Workers’ Compensation) at the close of the fiscal year or within forty-five (45) days thereof
shall be permitted to carryover personal time into the next fiscal year. Upon return to work,
the employee must meet promptly with the scheduling officer to schedule all of his or her
remaining personal time.

Section 2. An employee must give his/her supervisor as much advance notice of the desired
personal time as is practicable. Requests for use of personal business time will be granted
based on the department's operational requirements and shall not be denied arbitrarily or
capriciously. The creation of overtime shall not be a valid reason to deny a request for personal
day.

Section 3. Personal business time shall not be used to extend a vacation except by mutual
agreement of the employee and the employee's supervisor, nor shall they be counted in
computing terminal vacation pay.

ARTICLE XV. PROBATIONARY PERIOD

Section 1 A newly-hired non-POST-certified employee shall be employed on a probationary
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basis for eighteen (18) months from his/her date of employment. A newly hired POST-certified
employee shall be employed on a probationary basis for twelve (12) months from his/her date
of employment. During the probationary period the University may terminate the
employment of an employee for any reason and such termination may not be challenged
through the grievance procedure provided by this Agreement. Any leave of absence granted
during this probationary period shall result in an extension of the probationary period for a
period equal to the length of such leave, and for any officer who is in their probationary period
and is temporarily restricted from working full duty, the probationary period for that officer
shall be extended for a period equal the length of the restricted duty.

ARTICLE XVI. GRIEVANCE PROCEDURE

Section 1. A grievance, for the purposes of this Article, is a claim that the University has
violated this Agreement.

Section 2. Grievances shall be handled in the following manner:

Step 1. The affected employee, with or without his/her Steward, shall promptly discuss the
grievance with the Captain or his/her designee. The supervisor may have a representative of
the University's Department of Human Resources present at this discussion if the supervisor
desires. If the grievance is not settled, the grievant may reduce the grievance to writing.

The written grievance must include:

Name of the grievant;

Date of the incident complained of;

Section of the Agreement allegedly violated;

The facts which constitute the wrong complained of; and
The relief sought.

®ao oo

The supervisor will provide a written answer to the grievant within seven (7) days of receipt of
the written grievance.

By mutual agreement, the parties can agree to forgo Step 1 of the grievance procedure and
proceed directly to Step 2 of the grievance procedure.

Step 2. If the grievance is not resolved at Step 1, the employee may file a written grievance
with the Chief of Police, or his/her designee, within fourteen (14) days after the receipt of the
first step response. The written grievance must include the same information described in
Step 1.

Within seven (7) days after receipt of the written grievance, the Chief of Police, or his/her
designee, and a representative of the University's Department of Human Resources shall meet
with the grievant and the Union Steward to discuss the grievance, and the Chief of Police shall
provide a written response to the grievant within seven (7) days of this meeting.
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Step 3. If the grievance is not resolved at Step 2, the Union may appeal the grievance to Step 3
by giving a written notice of such appeal to the University's Associate Vice President for Human
Resources, or his/her designee, within seven (7) days of the written response from Step 2. The
Deputy Vice President for Human Resources, or his/her designee, shall meet with the grievant,
the Steward, and an Officer of the Union to discuss the grievance within seven (7) days of the
Union's appeal to Step 3, and shall give the Union a written answer to the grievance within
seven (7) days after such meeting.

Step 4. If the grievance is not resolved at Step 3, the Union may appeal the grievance to
arbitration by giving written notice of such appeal to the University's Deputy Vice President for
Human Resources, or his/her designee, within fourteen (14) days of the written response from
Step 3.

Section 3. The YPBA and the University will employ a mediation process on a case-by-case
basis when they mutually agree to do so, to take place after Step 3 but before any Arbitration
Hearing in Step 4 of the Grievance Procedure. The process to be employed is the one
outlined by the Federal Mediation and Conciliation Service (FMCS) in the “Mediation
Agreement” described in Appendix | of this Agreement. It is understood that the required
“Mediation Agreement” as referenced may change from time to time as the FMCS may deem
necessary and that any such changes will be incorporated in this Agreement as a modification
to Appendix I.

Section 4. Grievances appealed to full arbitration shall be handled in the following manner:

(a) When a grievance is appealed to arbitration, the parties shall request a panel of
arbitrators from the Federal Mediation and Conciliation Service within ten (10) days after
receipt of written notice provided in Step 4 above. Either party may reject the first panel
of arbitrators in its entirety and request a second panel of arbitrators within seven (7) days
of the receipt of the first panel. From the panel to be used each party shall alternately
strike, and the name remaining shall be the arbitrator for the grievance. The party to strike
first from the panel shall be decided by coin flip.

(b) Hearings shall be held on campus at a mutually agreed time.

(c) Any briefs to be filed shall be filed within thirty (30) days after the end of the hearing.
Reply briefs may be filed within thirty (30) days after post-hearing briefs are due.

(d) Each party shall bear the expenses of its representatives and witnesses, except as
follows: The University shall grant up to a maximum total of two days of paid leave time for
union witnesses per arbitration case, when such witnesses are working their normal work
shift.

(e) The parties shall split the fees, subject to the provisions of Section 17 of this Article,
and expenses of the arbitrator and the costs, if any, of the hearing facilities.
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(f) The arbitrator shall have no authority to add to, subtract from, or modify any
provision of this Agreement.

(g) The award of the arbitrator shall be final and binding on these parties, subject to an
appeal under Connecticut General Statutes Section 52-418 and/or controlling precedent
established by the United States Supreme Court for review of an arbitration award.

(h) Nothing herein shall prevent the parties from mutually agreeing upon an
arbitrator.

(i) Either party may request that a stenographic record be kept of the arbitration
proceeding. The party requesting the stenographic record shall bear the costs of the
stenographic services, its own transcript and any transcript to be provided to the arbitrator,
if so requested. The non-requesting party shall be responsible for the costs of its own
transcript. If, however, the parties agree that a stenographic record is warranted for a
particular arbitration hearing or the arbitration hearing involves a suspension, demotion or
termination of a bargaining unit member pursuant to Article XVII, the University will bear
the entire cost of the stenographic record and copies thereof.

(j) Where the arbitrator determines in cases of discipline or discharge that the University
has failed to meet its burden of establishing just cause, the arbitrator’s award shall address,
based on evidence proffered at hearing, the employee’s right to reinstatement, treatment
of his/her seniority in the event of discharge and entitlement to back pay, overtime
equalization and reimbursement of medical and life insurance premiums.

Section 5. The Union may elect at Step 4 to submit a grievance to an Expedited Arbitration
Procedure subject to the following terms. A grievance subject to expedited arbitration includes
a disciplinary action up to and including termination, disputes arising out of outside
employment matters pursuant to Article Xl or any claim that the University has violated this
Agreement. Notwithstanding the foregoing, cases involving challenges to Management’s Rights
and cases deferred to arbitration by the National Labor Relations Board are not subject to the
Expedited Arbitration Procedure.

Section 6. Grievances appealed to expedited arbitration shall be handled in the following
manner:

(a) When a grievance is appealed to expedited arbitration, the parties shall request a panel
of fifteen (15) arbitrators from the Federal Mediation and Conciliation Service within ten
(10) days after receipt of written notice provided in Step 4 above. Within the rules
permitted by the FMCS, each party may submit names of arbitrators to be excluded from
the list to be supplied. Each party shall alternately strike, and the name remaining shall be
the arbitrator for the grievance. The party to strike first from the panel shall be decided by
coin flip. In the event an arbitrator so selected is not available, the parties may repeat the
process to select another name from the same panel.
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(b) Hearings shall be held on campus at a mutually agreed time. Awards are expected to be
completed as soon as possible after the close of the hearing, and these awards are expected
to be brief, concise, without the need for extensive written opinion or research time.

(c) Unless it is mutually agreed otherwise, all hearings will be conducted within one day, and
no post-hearing briefs will be filed.

(d) Each party shall bear the expenses of its representatives and witnesses, except as
follows: The University shall grant up to a maximum total of two days of paid leave time
for union witnesses per arbitration case, when such witnesses are working their normal
work shift.

(e) The parties shall split the fees and expenses of the arbitrator, subject to the
provisions of Section 17 of this Article, and the costs, if any, of the hearing facilities.

(f) The arbitrator shall have no authority to add to, subtract from, or modify any
provision of this Agreement.

(g) The award of the arbitrator shall be final and binding on these parties, except that either
party may seek review of the award under Connecticut General Statutes Section 52-418
and/or in accord with precedent established by the United States Supreme Court for review
of an arbitration award.

(h) Nothing herein shall prevent the parties from mutually agreeing upon an
arbitrator.

(i) Unless the parties mutually agree otherwise, no stenographic record or
transcript will be kept of the arbitration proceeding.

(j) A pre-arbitration discovery meeting shall be required between the parties prior to any
expedited arbitration hearing. Unless otherwise agreed, the pre-arbitration meeting shall
take place a minimum of ten (10) days before the scheduled arbitration date. At the pre-
arbitration meeting, both parties shall be required to:

i. Present and mark exhibits to be used at the hearing;

ii. Present witness lists and summary of testimonial evidence;

iii. The parties shall attempt to arrive at stipulations of fact and frame the
Statement of Issue(s). In the absence of mutual agreement, the issue will
be defined by the Arbitrator.

iv. Only materials, witnesses and issues disclosed at the pre-arbitration
discovery meeting shall be admissible at the hearing, except that

materials or witnesses identified after the pre-arbitration meeting shall

22



be admissible provided the opposing party is placed on notice of the
materials or witnesses as soon as practicable once identified and
disclosure is made pursuant to 6(j)(ii) and 6(j)(iii).

v. Pre-hearing disputes regarding discovery matters shall be resolved by the
assigned arbitrator.

(k) Where the arbitrator determines in cases of discipline or discharge that the employer
has failed to meet its burden of just cause, the arbitrator’s award shall address, based
on evidence proffered at hearing, the employee’s right to reinstatement, treatment of
his/her seniority in the event of discharge and entitlement to back pay, overtime
equalization and reimbursement of medical and life insurance premiums.

Section 7. When the University fails to render a decision within the time limits specified in
the Grievance Procedure, the Union may proceed to the next step of the Grievance
Procedure.

Section 8. Time limit extensions beyond those stipulated in the Grievance Procedure may be
arrived at by mutual agreement of both parties concerned and in writing.

Section 9. Any employee may request a Union representative at any investigative interview
which he/she reasonably anticipates may lead to disciplinary action against him/her, as
prescribed by applicable decisions of the National Labor Relations Board and the United
States Supreme Court.

Section 10. The Union shall be entitled to submit grievances in the name of the Union
concerning violations of this Agreement.

Section 11. A grievance affecting more than one (1) employee or a class of employees may
initially be presented by the Union at Step 2, subject to the time limits that apply to that step.
In processing such grievance through the procedure, one grievant shall represent the class of
employees identified as grievants. Grievances regarding disciplinary suspension, reduction in
rank, or termination taken by the Chief of Police or the Assistant Chief(s) of Police, may be filed
initially to Step 3. Grievances regarding any other actions directly taken by the Chief of Police or
the Assistant Chief(s) of Police also may be filed initially to Step 3.

Section 12. Any grievance not grieved in writing within twenty-eight (28) days from the date
the grievant or a Union representative or Steward knew or through reasonable diligence should
have known of the first occurrence of the event or condition giving rise to the grievance shall be
waived except that grievances filed regarding disciplinary action must be filed within twenty-
one (21) days of the employee having been notified of the disciplinary action.

Section 13. This Grievance Procedure shall not prevent any employee from dealing directly

with a supervisor concerning any problem, provided that no grievance can be settled without
the Union’s consent.

Section 14. Nothing in this Agreement shall be construed to modify, nullify, amend, or
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subtract from the functions and procedures of the Police Advisory Board, unless so specified.

Section 15. For the purposes of this Agreement, days shall mean calendar days, unless
otherwise specified

Section 16. The parties will endeavor to consolidate two or more grievances arising out of the
same or similar fact pattern(s) and involving the same issue(s) to a single hearing before the
same arbitrator.

Section 17. In arbitrations filed pursuant to either Section 4 or 6 of this Article, the parties shall
bear the fees and expenses of the arbitrator in the following manner: In arbitrations
concerning the suspension and/or termination of bargaining unit members, the University will
pay 80% and the Union will pay 20% of the arbitrator’s fees and expenses. For each contract
year (commencing on 7/1/18), the University will pay 75% and the Union will pay 25% of the
arbitrator’s fees and expenses for a total of 2 additional arbitration cases per contract

year. The date on which the YPBA files its demand to arbitrate will be used to determine the
applicable contract year. The foregoing will apply to any arbitrations for which the parties are
billed for at least one day of arbitration fees, regardless of whether the arbitration takes place.
These provisions shall apply only to arbitrations initiated by the Y.P.B.A. on behalf of its police
officer/Detective members. The parties shall split the costs equally, if any, of the hearing
facilities.

Section 18. If either party related to the grievance process desires to meet for the purpose of
oral discussion, a meeting shall be requested and scheduled. Such procedure shall not extend
the time limitations stipulated in the above grievance procedure.

ARTICLE XVII. DISCHARGE, DISCIPLINE AND CIVILIAN/INTERNAL COMPLAINTS

Section 1. The University shall not remove, dismiss, discharge, suspend, fine, reduce in rank,
or otherwise discipline any employee in the bargaining unit who has completed his/her
probationary period except for just cause and such employee shall have the right to grieve
disciplinary action through use of the grievance procedure (Article XVI). All matters of
discipline shall be administered solely by Yale University. The Chief of Police, or his or her
designee, shall be responsible for administering discipline for all members of the bargaining
unit.

Section 2. If any disciplinary investigation (defined as an investigation or inquiry into a
complaint or event, of which the employer had knowledge, and/or evidence, which can
reasonably be expected to result in discipline), including, but not limited to, EEO complaints,
workers’ compensation and HR investigations, is initiated by the University against any
employee on the basis of a charge or complaint, such charge or complaint shall be put in
writing and the employee involved will be provided a copy of said charge or complaint within
three (3) business days of the University’s receipt of same.
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If the complaint is in writing, the employee involved shall receive a copy thereof (with names,
addresses and other personally identifying information redacted) as soon as practicable, but no
later than three (3) business days after the University’s receipt of same. If the complaint is not
in writing, the Supervisor who received the complaint will complete a Complaint Intake Form
(with names, addresses and other personally identifying information redacted), and will provide
the employee with a copy of the same no later than the outset of the investigation. No
disciplinary action shall be based solely upon an unsworn complaint or statement, nor shall
prior unsubstantiated, unfounded or withdrawn complaints be the basis for any such finding or
recommendation.

Officers under investigation for potential violations of departmental rules and/or regulations
shall be notified of the rules and/or regulations that are alleged to have been violated as soon
as practical, but in no event later than 24 hours prior to an investigatory interview. Nothing
herein shall preclude the department from charging for violations of other rules and/or
regulations found to have been violated through the course of the investigation, provided the
officer has been notified of the alleged violations at least 24 hours in advance of an
investigatory interview.

The term “complaint” as used in this Article will include any allegations by the Department that
an employee has violated a rule, regulation or other written directive and will include a
summary description of the basis and nature of complaint.

Section 3. Employees who are subject to an investigatory interview or inquiry (including, but
not limited to, internal affairs, workers’ compensation, EEO and HR investigations) as a result of
a complaint filed under Section 2 above will be given a copy of such complaint or Complaint
Intake Form (with names, addresses and other personally identifying information redacted) at
least twenty-four (24) hours before his/her investigatory interview and will be allowed Union
representation at his/her interview. If mutually agreed to by the parties, additional time may
be allotted.

If, prior to interviewing a subject officer as part of a disciplinary investigation, the Department
receives notice of a new complaint(s) pursuant to Section 2 above, the Department will provide
the employee with a copy of the complaint containing the new allegation(s) or Complaint Intake
Form (with names, addresses and other personally identifying information redacted) at least
twenty-four (24) hours before an investigatory interview regarding the new allegation(s).

Interviews will be narrowly focused on the activities, circumstances, events, conduct or acts
which are the subject of the investigation. Nothing in this section, however, will prohibit the
Employer from questioning the employee about information which is developed or disclosed
during an investigatory interview.

The above-noted twenty-four (24) hour notification requirements will not apply to any
discussion or questioning of an employee in the normal course of duty, counseling, instruction,
or informal verbal admonishment by, or other routine contact with a supervisor.
Notwithstanding the foregoing sentence, an employee may request a Union representative
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during any such interaction, if he/she reasonably believes it may lead to disciplinary action
against him/her.

Employees who are subject to an investigatory interview, whether or not in the context of an
internal affairs investigation, shall be allowed Union representation upon request. A request
for representation may not unduly delay the interviews, which delay, in any case, shall not
exceed four hours, unless there are extenuating circumstances.

When the University believes that the substance of an investigative interview is likely to lead to
criminal charges, the interview will either be discontinued or the employee will be advised of
his/her constitutional rights and will be afforded his/her privilege against self-incrimination.

In cases in which the facts, in a claim against an employee, if proven, would constitute criminal
behavior, the employee may refuse to answer questions on the grounds that the answer would
tend to incriminate him or her, unless the University elects to provide protection under the
Garrity doctrine to the extent provided under the law. It is understood that the decision to
invoke Garrity is at the sole discretion of the University.

No more than two (2) interviewers may question an employee at one time during any
interaction/investigatory interview conducted pursuant to this Section.

Any discipline issued to an employee will include a list of the rules and regulations and/or
written directives, the Department alleges the employee violated.

Section 4. When an employee is ordered to respond to an investigatory inquiry in writing,
such employee will be permitted to discuss the matter with a Union representative prior to
submitting the written response, provided that such discussion shall not delay the written
response, which must be provided within twenty-four hours of the end of the employee’s
work shift. However, officers who believe that additional time is needed to respond to an
investigatory inquiry may request up to an additional twenty-four (24) hours, and, provided
that such delay will not unduly hinder the investigation, the Department agrees to grant such
requests. A request for the additional time shall not be arbitrarily or capriciously denied.

Section 5. Where consistent with applicable law, if a police officer uses deadly physical force
upon another person which results in the death or serious injury of such person, he or she
shall have the right to postpone rendering a statement to the University on the matter for up
to 24 hours, during which time he or she may consult with an attorney, which will not be at
the University’s expense.

Section 6. Whenever a civilian complaint is made against an employee or group of
employees of the department relating to his or their conduct as an officer, or the manner in
which such employee discharges his/her duties, and such complaint results in a hearing
before the Police Advisory Board, or subcommittee thereof, said employee shall be entitled
to be represented by, if he/she so desires, an attorney of his/her own choice and for which
attorney he/she shall be responsible for payment. An employee may, for good reason,

26



request rescheduling his or her hearing date and such request shall not be arbitrarily or
capriciously denied. Five (5) days prior to the notice to appear before the Police Advisory
Board, the employee and his/her representative shall be provided with the discovery
accorded in Section 16(b) of this Article.

Section 7. In the event that a Police Advisory Board recommendation results in disciplinary
action against an employee, it is understood that any disciplinary action issued as a result must
meet the standards of just cause as described in Section 1 of this article. An employee’s sole
recourse within the University for appeal of such action shall be the grievance procedure of
this Agreement.

Section 8. The University will provide the Union annually with a list of the Police Advisory
Board members and the current Rules and Procedures of the Board. Any revision or
modification of the current Rules and Procedures of the board shall be negotiated with the
Union.

Section 9. An employee who is absent from work without leave for five (5) or more
consecutive working days without notifying his/her supervisor shall be deemed to have
voluntarily resigned his/her employment with the University, unless the employee shows
good cause why he/she could not notify the University.

Section 10. If, during an investigatory interview, the University chooses to tape record either
the interview of or a statement by the accused, the Union shall also be allowed to tape record
the same proceeding. No recording or transcription will be made without the knowledge of all
participants in the investigative interview.

Section 11. The employee shall be advised as promptly as possible of the result of the
investigation and any future action to be taken on the incident. No disciplinary action shall be
issued for any offense known to the University which occurred more than forty-five (45)
scheduled working days prior to the date of the disciplinary action. This section shall only
apply to non-criminal investigations

Section 12. Whenever it becomes necessary for a supervisor to discipline an individual
employee, the supervisor shall endeavor to conduct the disciplinary discussion in a fashion
calculated to avoid embarrassment and public display.

Section 13. The department will remove records of oral counselings and disciplinary action
from employee personnel files for the purposes of progressive discipline and promotional
decisions consistent with legal requirements, as follows:

e Oral Counseling: One year of active duty (e.g., not on leave of absence), provided the

employee was not disciplined during the intervening twelve months from the date of
issuance of the oral counseling.
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e Oral Reprimand: One year of active duty (e.g., not on leave of absence), provided the
employee was not disciplined during the intervening twelve months from the date of
issuance of the oral reprimand.

e Written Reprimand: Eighteen (18) months of active duty (e.g., not on leave of absence),
provided the employee was not disciplined during the intervening 18 months from the
date of issuance of the written reprimand.

e Suspension: Three years of active duty (e.g., not on leave of absence), provided the
employee was not disciplined during the intervening 36 months from the date of
issuance of the suspension. Such removals in these circumstances do not include
retroactive pay.

The aforesaid expunged records of Oral Counseling, Oral Reprimand, Written Reprimand and
Suspension shall not be utilized by management, including the Chief of Police, in contemplation
of any future discipline or progressive discipline. In addition, management, including the Chief
of Police, shall not utilize said expunged records in any fashion or manner during a grievance or
arbitration proceeding, except for purposes of impeachment and/or satisfying notice
requirements. In any arbitration proceeding where the arbitrator is required to determine
whether disciplinary action is supported by just cause, the arbitrator may not consider any
material from the expunged disciplinary record, except where such material is relevant to
impeachment or satisfying notice requirements.

Notwithstanding the foregoing, employees may petition the Chief of Police for the removal of
any disciplinary or other adverse information from their personnel files. Such petition should
be processed through the Chief of Police. Each petition shall be reviewed upon its individual
merits. It is understood by the parties that the documents removed from a personnel file shall
be retained in a sealed file maintained by the Director of Labor Relations until such time as
permission is granted for the destruction of such document(s) by the Public Records
Administrator of the State of Connecticut. For purposes of this provision only, it is understood
that that the “personnel file” referred to above includes and employee’s personnel file and his
or her internal affairs file. The Chief of Police shall have the absolute authority to grant or deny
a petition and the Chief’s decision shall not be grievable.

Section 14. The Department may remove an employee from active police duty pending
investigation provided the conduct which is the subject of the investigation could significantly
impact the employee’s ability to perform his/her duties as a police officer. Whether a matter
significantly impacts a police officer’s ability to perform his/her duties shall be assessed based
upon an objective standard. In such instances, the employee shall, at the option of the
Department, either (1) be assigned to administrative duty in the Department or (2) be placed
on administrative leave with pay pending completion of the investigation. Such pay may be
interrupted or discontinued in the event of “unreasonable delay” by the employee or his/her
representative in connection with the investigation, as that term is defined under the National
Labor Relations Act.
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Notwithstanding the foregoing, if an officer is arrested for a Class A or Class B felony, then the
Chief of Police shall have the right to place that officer on administrative leave without pay
immediately. The Chief shall notify the Union if he/she places an officer who is arrested on
administrative leave without pay. During any time that an officer is on administrative duty, on
administrative leave without pay, or is suspended with or without pay, the University shall
continue to pay its portion of the cost of health benefits for the officer provided that the officer
pays his/her premium cost-share. If an employee is suspended without pay pending the
outcome of criminal charges and is thereafter not convicted, he/she will be made whole by the
University for any lost pay resulting from the unpaid suspension. Employees may use
accumulated vacation time, personal time or compensatory time to cover any period of unpaid
suspension until a final disciplinary action is imposed. Notwithstanding the foregoing, the
Department maintains its management right to discipline the employee (e.g., suspension
without pay, termination, etc.), for violations of University or Department policy.

Section 15. No employee shall be requested to sign a statement of an admission of guilt to be
used in any disciplinary proceeding without having consulted with a Union steward, an
Executive Board Officer or legal counsel; or having signed a written waiver of rights to
representation.

Section 16. Suspension/Termination Meeting

(a) When the Chief is considering serious discipline (suspension for three (3) days or more
or discharge) of an officer, the Chief shall hold a pre-disciplinary meeting prior to the
imposition of discipline. At this meeting, the parties will review the employer’s
evidence, including the reason(s) for the suspension/termination. The Chief shall give
the employee and the Union at least five (5) business days’ written notice of such
meeting. The Department shall be deemed to have complied with the deadline set forth
in Section 11 of this Article by providing notice of suspension/termination to the
employee and the Union.

(b) With the notice, the employee and his/her representative will be provided with a copy
of the charges, reasons for the proposed disciplinary action, copies of relevant
documentary evidence, including investigative reports and a copy of the report of an
Internal Affairs investigation, if any, concerning the matter, any pertinent police report
and/or tape recordings, the names of all witnesses, witness statements, if any, and the
substance of their testimony against the employee and which was relied upon by the
Department in arriving at its determination. The employee and his/her representative
shall have the right to present evidence and argument on the employee’s behalf,
including a Statement of Position. An employee’s participation in the
suspension/termination meeting shall be voluntary, and neither the employee nor the
Union waive any rights they may have to challenge the suspension/termination decision
under the grievance and arbitration procedure by participating in the meeting.

Section 17. The University will notify subject employees of the disposition (e.g., founded,
charges preferred, unfounded, not sustained, exonerated, or withdrawn), of any administrative
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and/ internal affairs investigation upon its completion. Any records or documents associated
with a complaint that is adjudicated as unfounded, not sustained, exonerate or withdrawn will
not be placed in the employee’s personnel file. When the investigation results in charges being
preferred against the employee, he/she, upon his/her request, will be provided with a copy of
the investigation file, including police reports and/or tape recordings at no cost within 14 days
of the request. The employee will also be given the names of all withesses and complainants
who will appear against him/her as well as such witness’s and complainant’s statements. All
disciplinary investigations (as defined under Section 2 above), shall be handled in a confidential
manner. Except as required during their investigatory activities, Departmental investigatory
staff shall not disclose details of an investigation with non-investigatory staff, including
members of the Bargaining Unit and members of the command staff, excluding the Chief of
Police and/or the Assistant Chief of Police. Supervisory/managerial staff who may have
knowledge of said disciplinary matter shall maintain confidentiality and shall not disclose such
knowledge to other person(s).

Upon receipt of a complaint or information that may lead to a criminal investigation of an
officer’s conduct, the supervisor/manager receiving such notification shall notify only the
Professional Standards Officer (POS), the Chief of Police and/or the Assistant Chief(s) of Police.

Section 18. The Department will give the Y.P.B.A. a copy of the annualized report prepared by
the PSO pursuant to G.0. 207 listing all complaints and their ultimate dispositions. Any
complaints involving non-YPBA members will be redacted from the list.

Section 19. Whenever an Internal Affairs investigation and/or a Civilian Complaint is made
against a member or group of members of the Bargaining Unit relating to his or her or their
conduct as an Officer, or the manner in which such Officer discharges his or her duties, and
such complaint results in a hearing or inquiry, said member shall be entitled to be represented
by the Union attorney, a Union representative or an attorney of his or her own choosing at his
or her own expense.

ARTICLE XVIII. LAYOFF AND RECALL

Section 1. For the purposes of Sections 1, 2, and 3 of this Article the term "layoff" refers only
to an action taken by the University to reduce the size of the workforce. If the University
determines that it is necessary to make layoffs, employees shall be laid off in the inverse
order of their seniority.

Section 2. Employees physically able to do the work to the same extent that they were able to
do the work at the time of layoff, shall be considered for recall from layoff according to their
seniority and shall have such recall rights for a period not to exceed two (2) years. Upon
recall, the employees shall be restored to the rate of pay for their classification and shall
receive seniority credit for the period of said layoff.

Section 3. Non-probationary employees must be given written notice of an impending layoff
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as soon as practicable but not less than sixty (60) calendar days prior to the effective date. If
the University Police Department wishes to do so, it may provide the employee with pay in
lieu of notice, but such pay should ordinarily not be for more than thirty (30) calendar days.
Exceptions must be approved by the Director of Labor Relations, Department of Human
Resources.

Section 4. A laid-off employee shall be eligible to receive wage continuation payments equal
to one week's wage for each completed year of service. Such payments may continue for the
duration of the layoff, but in no case may exceed the employee's eligible number of weeks.
Weeks of eligibility for which the employee has already been paid may not be re-counted or
re- used for additional layoff periods.

ARTICLE XIX. INDEMNIFICATION

Section 1. The University will provide indemnification for all employees to the extent
required under applicable Connecticut law.

Section 2. In the event that an officer becomes subject to disciplinary proceedings by the New
Haven Department of Police Services as a result of conduct while in the course of performance
of the officer's duties, the officer may secure the assistance of legal counsel. The University
Police Department, to the extent permitted by the Connecticut General Statutes, Sections 33-
1116 to 33-1125, shall reimburse the officer for the reasonable costs of counsel in the event
such disciplinary or other proceedings terminate without a formal finding that the officer
committed a wrongful act. "Reasonable costs of counsel" under this paragraph shall be
determined in consultation with appropriate University officials, if possible prior to
commencement of the proceedings. In extraordinary circumstances, the Police Advisory
Board may recommend to the Secretary of the University that the University pay the
officer's legal fees (in whole or in part) in those cases in which such payment would not
ordinarily be required under the terms of this paragraph.

ARTICLE XX. SENIORITY

Section 1. Seniority will be used to determine preference among equally qualified employees in
the same job classification when opportunities for changes in shift occur pursuant to the
provisions of Article VIII (Hours of Work), to determine the order of layoff and recall of
employees pursuant to the provisions of Article XVIII (Layoff and Recall), and the assignment of
vacation and holiday preference.

Section 2. The Yale University Police Department shall furnish the Union with an up-to-date
department seniority list for the bargaining unit, together with the classification and rate of pay
of each employee on such list. Said list shall also be given to the Union President not less
frequently than annually.

Section 3: Seniority for employees in the bargaining unit shall be defined as the total length of
continuous service with the Yale University Police Department since the employee’s most
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recent date of hire. Whenever more than one person is hired on the same day, seniority shall
be determined by the date/time of the employee’s initial submission of his/her first fully
completed application for employment as a Yale University police officer.

Section 4. Seniority shall be broken only by discharge for just cause, resignation, voluntary
quit, unauthorized absence, layoff in excess of two (2) years, retirement, or leave(s) of
absence in excess of five (5) years.

Section 5. Seniority shall also be used to determine issuance of new/upgraded equipment,
except where issued to replace damaged or malfunctioning equipment for an individual
employee.

Section 6. Shift supervisors will continue the informal practice of considering seniority when
assigning employees to bicycle and motorcycle patrols on their regular shifts. This provision
will not be subject to the Agreement’s grievance and arbitration procedure. Union
leadership and management will address disputes arising under this provision as they arise.

ARTICLE XXI. PENSION

Section 1. The University will maintain the Yale University Retirement Plan for Staff
Employees in full force and effect, subject to the currently applicable eligibility and other
provisions of such Plan and to any amendments necessary to conform with applicable state
and federal regulations.

Section 2. Effective July 1, 2004, the minimum retirement age for employees retiring under
the Yale Staff Retirement Plan is age 50, subject otherwise to the “Rule of 70,” and the
pension multiplier that applies will be 2.5% for all salary ranges. In the event an employee is
actively employed as of and retires on or after July 1, 2023, a 3% multiplier will apply to any
benefit-eligible police service in excess of 20 years.

Section 3. Effective July 1, 1993, Section 5.6 of the Yale University Retirement Plan for Staff
Employees (Suspension of Benefits on Re-employment) will only apply if the retiree is re-
employed to a YPBA bargaining unit position.

Section 4. An Employee retiring on or after July 1, 2004 will be paid out 25% of the Employee’s
accumulated sick time at retirement and the 75% balance will be applied toward the
Employee’s years of service as specified below. Any Employee retiring on or after January 20,
2008 will be paid out 50% of the Employee’s accumulated sick time at retirement and the 50%
balance will be applied toward the Employee’s years of service as specified below. Such
retiring Employee shall receive additional pension service credit for the amount of calendar
time covered by working days equal to the balance of accumulated unused sick leave days that
the Employee may have. An employee who terminates while vested and begins immediately
to collect a pension benefit from Yale may either retire earlier than otherwise by an amount of
time equal to the sick leave credit provided in this paragraph, and begin immediately to collect
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a pension in the same amount that the employee would otherwise have received if retiring at
the scheduled time, or may retire at the scheduled time and receive additional service credit
based upon the additional credit provided by this paragraph. Although no pay will be received
for the amount of additional credit provided by this paragraph, the employee’s pension
amount will not be reduced because this period of additional credit is unpaid.

Section 5. Effective December 2, 1998 the supplemental retirement program will be modified
so that the University will provide, for employees age 45 and over with at least 5 years of
service, a dollar-for-dollar match of employee contributions up to 4% of the annual salary of
the employee and for any other employee with at least 2 years of service, a dollar-for-dollar
match of employee contributions up to 2% of the annual salary of an employee.

ARTICLE XXII. HEALTH INSURANCE
Section 1. Employees will have the following health insurance options:

A Employees may enroll in the Yale Health Plan and shall contribute to the full premium
consistent with the following schedule:

Effect. Effect. Effect. Effect. Effect.
Coverage January 1, July 1, January 1, @ January 1, : January 1,
2024 2025 2026 2027 2028
Employee 0%
Employee & 6% 6% 6% 6% 6%
Child(ren)
Employee & Spouse 6% 6% 6% 6% 6%
Employee & Family 6% 6% 6% 6% 6%
B. Employees hired after October 1, 2011 may enroll in the Legacy Point of Service plan

(Aetna Choice POS Il) after three (3) years of employment. Prior to reaching three (3) years of
employment, such employees will only be eligible to enroll in Yale Health subject to the terms
set forth in section 1A above or in the alternate health plans available to Managerial and
Professional employees (currently Aetna Choice POS and Aetna Smart Care) under terms and
conditions applicable to Managerial and Professional employees.

C. Employees hired before October 1, 2011 may enroll in the Aetna Legacy Point of Service
plan.

Employees who enroll in the Aetna Legacy Point of Service plan will pay the following premium
contributions:

Effect. Effect. Effect. Effect. Effect.
Coverage January 1, July 1, January 1, @ January 1, @ January 1,
2024 2025 2026 2027 2028
16% 16% 16% 16% 16%
Employee
Employee + 13% 13% 13% 13% 13%
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Child(ren)
Employee + Spouse 13% 13% 13% 13% 13%
Employee & Family 13% 13% 13% 13% 13%

Following the 2020 open enrollment, any employee enrolled in the Aetna Legacy Point of
Service Plan who voluntarily opts to enroll in a different plan offered by Yale will be
permanently precluded from re-enrolling in the Aetna Legacy Point of Service Plan.

D. If an employee elects any other Health Maintenance Organization (HMO) offered by the
University in lieu of the above plans, and the subscription charge required for the Employee's
participation in the HMO is greater than the amount required under Section 1A, the University
will pay each month in advance an amount equal to what it would have contributed under
Section 1A above and the employee will contribute an amount equal to the balance of the
required premium.

E. In all cases where payment by an employee is required for participation, the University
will deduct such payment from the employee’s wages upon receipt of authorization of such
purpose from the Employee. Payments for the plans described in Sections 1A through 1C will
be scheduled on an appropriate weekly basis.
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Section 2. Plan Design

A. The co-pays and fees for employees enrolled in Yale Health will be:

In-Network
2024 2025 2026 2027 2028

Deductible (S/F) N/A

Coinsurance N/A

Out-of-pocket limit N/A
[Office Visits | T

Preventive S0

PCP & Mental

Health 50

Specialist (including %0

Urgent Care)

Referral required Yes

Emergency Room! $70

Urgent Care S0

Hi-tech imaging

S0

(e.g., MRI, CT scan)

Late

Cancellation/No $25

Show Penalty?

Hospital/lab/all

A $0

| otherservices N ]
L RX il

| Preferred $10 $10 $10 $10 $10

Il Alternative $30 $30 $30 $30 $30

Il Non-preferred &

Specialty $50 $50 $50 $50 $50

3 Month Mail/Yale 2% 2% 2% 2% 2%

Health?

DAW Rule: Any prescription that has a generic equivalent will automatically be substituted by a generic
Mandatory generics equivalent unless the prescribing clinician indicated DAW and provides documentation that the name-brand
medication is medically necessary, in which case the member will pay only the appropriate tier copay.

1. Emergency Room copay waived if admitted or referred by Yale Health

2. Applies to diagnostic imaging, endoscopy, Physical Therapy. Fee waived in cases of legitimate emergencies or cancelation 24 or more
hours in advance. Fee waived for first missed or late PT appointment.

3. Up to a 100-day supply
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B. The co-pays and fees for employees enrolled in the Aetna Legacy will be:

6. No changes to existing deductible, coinsurance and out of pocket maximum.

1. Emergency Room copay waived if admitted only

2. Existing DAW - Any prescription that has a generic equivalent will automatically be substituted by a generic equivalent unless the
prescribing clinician indicated DAW and provides documentation that the name-brand medication is medically necessary, in which case the
member will pay only the appropriate tier copay.

3. DAW3: Any prescription that has a generic equivalent will automatically be substituted by a generic equivalent unless the prescribing
clinician indicated DAW and provides documentation that the name-brand medication is medically necessary. Member pays Tier copay plus
price difference. Price difference waived in cases where clinician provides documentation that the Tier medication is medically necessary, in
which case the member will pay only the appropriate tier copay.

Employees enrolled in Aetna will retain the current Aetna formulary with no out-of-pocket
maximum for Base Rx co-pays. The University will retain current out-of-pocket maximums for
members who participate in the Alternate Rx benefit.
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Section 3. Employees may enroll in the vision plan under the same subscription terms and
conditions applicable to other Yale employees.

Section 4: Employee's and dependents coverage under the applicable medical plans shall
cease at the end of the next month following the month in which the Employee ceases to be an
Employee, except that a former Employee may convert the applicable group coverage to direct
payment personal coverage where that option is available or to continue to participate, under
COBRA, in the applicable plan typically for up to eighteen (18) months after termination by
paying the full cost of coverage. The University shall continue to contribute its share of the
premium of the applicable plans for an Employee who is laid off for the month in which the
Employee is laid off and for the following month. An employee granted a leave of absence may
continue participation in the plans in accord with University policy.

Section 5. The University and the YPBA will form a Joint Committee to discuss issues related to
health insurance benefits. The Committee will be comprised of two (2) members of the YPBA
bargaining unit and two (2) members of Human Resources and will meet quarterly. The
Committee may also invite subject matter experts (e.g., Benefits staff and external consultants)
to attend Committee meetings as needed. The Union members of the Committee will be given
paid release time to attend such meetings. All such time granted pursuant to this provision will
be in excess of the total included in Article IV, Section 5.

The University will convene joint meetings between the YPBA Health Insurance Committee and
HBET to discuss topics of mutual interest. Such topics will include, but not be limited to, an
annual review of health plan premium increases and/or meetings to discuss changes to Yale
Health’s pharmacy program. All such time granted pursuant to this provision will be in excess
of the total included in Article IV, Section 5.

Section 6.

(a) All benefits provided by this Article are subject to the provisions of the
applicable insurance policy or plan.

(b) ) The University may change or renew the carriers used to provide any group
insurance plan benefits or may self-insure any of such benefits; provided, however,
the University will not diminish the benefits or unduly complicate the claims
handling procedures except pursuant to agreement with the Union.

(c) The University will not diminish the benefits provided Employees by the Yale Health
Plan except pursuant to agreement with the Union.

Section 7.
(a) For retirees with ten or more years of service and who commence receiving benefits

under the Yale Staff Retirement Plan, the University will continue to make available at
no cost to the employee the health insurance benefits the employee and spouse were
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(b)

(c)

(d)

eligible to receive before retirement.

The University will continue to pay the Medicare Part B premium contribution for
retirees age 65 and over and their eligible dependents.

Retirees age 65 and over and their eligible dependents will have the following two
Medicare Coordinated Health Insurance options:

(i) A no contribution Medicare Advantage Plan that will have copays and primary
features at least equivalent to the Aetna Medicare PPO Plan plus an unlimited
prescription rider after a prescription copay and out of network option after copays
and deductibles are met. Among plans meeting these criteria, the primary selection
criteria will be objective evidence of quality of care and strong panels in primary
care and important specialties in Connecticut and especially in the New Haven area.
If these are also relatively equal, secondary selection criteria may include premium
cost and easily available shorter term out of state coverage;

The University shall give serious consideration to any advice or comments from the
Union in connection with any renewal of or change of carriers for the Medicare
Advantage Plan.

or

(ii) A Retiree Supplemental Health Plan for a monthly premium of $64.82 (as of January
1, 2025) for the retiree and $64.82 (as of January 1, 2025) for the spouse. Premiums
will increase annually by the same percentage as the underlying plan.

In item 7(c)(i) above, the benefits of the plans will be defined in terms of the current
level of benefits as provided by United Healthcare Medicare Advantage plan (Policy No.
12402). Initem 7(c)(ii) above, the benefits of the plans will be defined in terms of the
current level of benefits as provided by The Hartford’s Senior Medical Insurance plan
(Policy No. APG-1816) and Aetna Medicare Rx plan with $800 Maximum Out-of-Pocket
provision (as described in Exhibit A, 2018 Prescription Drug Schedule of Cost Sharing for
"Yale-YPBA Retired Before 04-01-09")

ARTICLE XXIIl. LIFE INSURANCE

Section 1. Effective at the start of the month following the month in which an employee
completes ninety (90) days of employment, the University will provide a $50,000 life insurance
benefit, at no cost to the employee. If the University increases the current $50,000 life
insurance benefit for any employee group(s) during the life of the parties’ 2023 to 2028
collective bargaining agreement, it will provide the same increase to bargaining unit members.

Section 2. An employee may elect to purchase term life insurance coverage equal to either
one (1); two (2), three (3), four (4) or five (5) times the employee's annual salary. During the
first sixty (60) days of employment, life insurance up to two (2) times annual salary may be
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purchased without a physical examination. Thereafter, the insurance company may require
that the employee take and pass a physical examination to be eligible to purchase this
insurance.

Section 3. The salary of a full-time employee who dies shall be continued for what would have
been the employee's workdays, holidays, and recess days falling within thirty (30) days after
the date of the employee's death. This amount and any unused and unforfeited vacation and
sick time shall be paid to the employee's spouse, estate, or other beneficiary designated by the
employee to receive such payment.

Section 4. For an employee with ten (10) years of credited service who both retires from the
University and commences receiving benefits from the Yale Staff Retirement Plan on or after
October 1, 2011 the University will provide a life insurance policy in the face amount of $10,000.

ARTICLE XXIV. DENTAL INSURANCE

Section 1. The University shall continue to make available to employees a Dental Care Plan
providing dental benefits comparable to those currently available to employees in the
bargaining unit (Policy No. 4630). The schedule of dental benefits currently available to
employees is attached hereto as Exhibit B. Employees who wish to have eligible dependents
covered by the plan may elect to do so by contributing the cost of such additional coverage, but
Employees who have completed eighteen (18) months or more of continuous service at the
time of election are required to pay only one-half (1/2) of the additional cost of such dependent
coverage. Any additional payments by the employee will be through payroll deductions.

Effective January 1, 2025, dental benefits will be expanded to include Dependent Child (under
age 19) Orthodontia coverage: 50% of charges covered up to a $1,500 lifetime maximum
benefit.

Section 2. Retiree Dental Continuation Plan. For an employee with ten (10) years of credited
service who both retires from the University and commences receiving benefits from the Yale
Staff Retirement on or after July 1, 2016 will be able to continue dental coverage for employee
and eligible dependents (including a surviving spouse) covered at the time of separation under
the following conditions: coverage will be same as available to active YBPA employees;
coverage must be in effect at time of separation; timely payment of 102% of full premium
(COBRA rate) is required; coverage can be canceled or reduced by retiree; and coverage cannot
be expanded or reinstated.

ARTICLE XXV. LONG TERM DISABILITY

Section 1. The University will continue to provide long-term disability (“LTD”) insurance at no
cost to the employee. The provided insurance program is the "Yale University Long Term
Disability Plan" (Current Policy No. 642971-A) that is currently provided for exempt University
employees. The University may change or renew carriers used to provide the LTD benefits or
may self-insure any such benefits; provided, however, the University will not diminish the
benefits or unduly complicate the claims handling procedures except pursuant to agreement
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with the Union.

Section 2. For employees injured in the line of duty (defined as sustaining an illness or injury
while on duty and acting in the scope of their employment, but excluding illnesses not directly
arising out of police activities and chronic illnesses or conditions such as heart or
hypertension conditions) the following enhancements will be provided when the LTD benefit
commences and will continue for as long as the LTD benefit is provided:

a. An affected employee will be eligible for health insurance benefits in the same
manner and at the same employee contribution rates as are in effect for active
employees. If and when an affected employee becomes eligible for alternative health
care coverage, he or she shall elect such coverage if, and only if, such alternative
coverage is substantially equivalent to the pre-selection coverage provided by Yale
University, as to benefits, access, co-pays, co-insurance, and employee premium co-
shares. When such alternative coverage ceases, the LTD recipient shall revert back to
the Yale insurance coverage.

b. An affected employee with less than 25 years of pension service credit will accrue
additional pension service credit at the rate of one year of service for every year he
or she receives the LTD benefit. An employee’s accrual will continue in this manner
until he or she reaches a total of 25 years of service.

Section 3. An employee injured in the line of duty (as defined in Section 2 above) and
collecting a LTD benefit will be permitted to earn 100% of his or her former earnings, as
indexed in the LTD plan, in a combination of LTD benefits plus additional earnings before a
dollar-for-dollar reduction of the LTD benefit takes place.

Section 4. An employee who receives income under the Federal Social Security Act as a result
of an acute Injury; exposure to toxic fumes or poison, contagious disease or illness; or PTSD
arising out of or in the course of performance of the material duties of their position as a Yale
police officer, including acting pursuant to C.G.S. 54-1f, will not have such income deducted
from their LTD income replacement benefits.

Section 5. (a) The University will provide an additional extra LTD payment to a narrow subset of
police officers who both (i) fit within the definition below; and (ii) also qualify for LTD benefits
under section 2, above (such payments hereinafter referred to as “Section 5 LTD Payments”).
To qualify for Section 5 LTD payments, police officers must become disabled from working as a
police officer as a result of a physical injury that directly results from the police officer’s duties
in responding to suspected criminal activity or other emergency on or around the Yale
University campus, and that is not the result of an accidental injury incidental to the
performance of their police duties (as may qualify them for LTD benefits under Section 2
above). In these narrow circumstances, the University agrees to make payments to the police
officer additional to payments the police officer receives under the terms of the University’s
long-term disability insurance policy for police officers (described in Section 2, above). Such
Section 5 LTD payments shall be equal to fifteen percent (15%) of the payments that the officer
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receives under the University’s long-term disability insurance policy.2

(b) By way of example and for avoidance of all doubt, a police officer injured because of a
physical assault while effecting an arrest, or who is injured in a motor vehicle accident while
responding to a 911 call, would be eligible for Section 5 LTD payments. In contrast, and for the
avoidance of doubt as to when Section 5 LTD payments are available, a police officer who is
injured while on duty because of a fall or similar accident would not be eligible for Section 5
LTD payments but may be eligible for LTD payments pursuant to Section 2, above.

ARTICLE XXVI. UNIFORMS AND EQUIPMENT

Section 1. As soon as is practical after being hired, a Police Officer will be issued uniforms and
equipment in accordance with the Department's published "Initial Issue of Uniforms" list, which
will include Class A uniforms. Annually thereafter non-probationary officers may use a clothing
allotment for the purpose of uniform replacement. Officers may use the allotment to purchase
authorized items from approved vendors, as specified in the Department's general orders. The
list of authorized items includes both the "Initial Issue" list and a list of "Additional Items."
Additions and deletions may be made by the Department as needed, and the Department will
consider suggestions from Officers regarding the selection of authorized items. As an
alternative to purchasing uniform and equipment items from the Department’s approved
vendors, an Officer may buy such items directly from other vendors and receive reimbursement
from the Department for their costs. To obtain reimbursement, Officers must produce an
itemized receipt showing that the items purchased are from the Department’s authorized list
for approved uniforms and equipment.

Section 2. The "Additional Items" list shall include bulletproof vests and work shoes, subject
to Department specifications.

Section 3. Officers will be required to maintain their clothing and equipment in a manner
deemed acceptable by Department standards.

Section 4. Detectives may use their clothing allotment on items other than those listed on the
authorized lists, subject to Department approval.

Section 5. The annual clothing allotment for patrol officers will increase according to the
following schedule:

Effective 7/1/23 increase to $1,650
Effective 7/1/24 increase to $1,700
Effective 7/1/25 increase to $1,750
Effective 7/1/26 increase to $1,800
Effective 7/1/27 increase to $1,850

2. The applicable formula for the new Section 5 benefit is 15% multiplied by the standard 60% LTD benefit.
Assuming an officer earns $100,000 per year, they would receive $60,000 (the standard LTD benefit) plus an
additional $9,000 Section 5 payment (5% of $60,000) for a total annual payment of $69,000.
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The annual clothing allotment for detectives will increase according to the following schedule:

Effective 7/1/23 increase to $1,900
Effective 7/1/24 increase to $1,950
Effective 7/1/25 increase to $2,000
Effective 7/1/26 increase to $2,050
Effective 7/1/27 increase to $2,100
Section 6. The annual cleaning allowance, according to the following schedule, will be paid out
in a lump sum in the pay period next following July 1 of each year.

Effective 7/1/23 increase to $1,150
Effective 7/1/24 increase to $1,200
Effective 7/1/25 increase to $1,250
Effective 7/1/26 increase to $1,300
Effective 7/1/27 increase to $1,350

Section 7. Once during the period encompassed by this Agreement, each employee who
purchases a bullet-proof vest shall receive a one-time stipend of $300.

Section 8. In conformance with General Order #304, during each contract year, the University
will repair or replace personal clothing, eyeglasses and watches not to exceed the actual cash
value of such items or currently $500, whichever is less, that are damaged, destroyed or lost
in the line of duty. In the event of a dispute, the dispute shall be subject to the grievance
procedure.

ARTICLE XXVII. SICK AND INJURY LEAVE

Section 1. After ninety (90) days of continuous service an employee required to be absent
from work because of the employee's iliness or injury shall be entitled to sick leave with pay
for the straight-time hours not worked by the employee due to such illness or injury to the
extent of the employee's sick leave allowance.

Section 2. An employee's sick leave allowance shall be twelve (12) days per fiscal year (July 1-
June 30), except that, for the fiscal year in which the employee is hired, the employee's sick
leave allowance shall be one (1) day for each month in which the employee has worked. Sick
leave unused in any fiscal year may be carried forward to succeeding fiscal years, up to a
maximum accumulation of two hundred and forty (240) days.

Section 3. An employee required to be absent due to illness or injury must notify his/her
supervisor and shall use his/her best efforts to give such notice at least four (4) hours prior to
the commencement of such absence and thereafter as is reasonably required by the supervisor
during the duration of the absence. The employee shall use his/her best efforts to notify
his/her supervisor at least four (4) hours prior to returning from such absence.

Section 4. To qualify for sick leave pay, an employee is required to be in fact unable to work
due to illness or injury. The University may require an employee to submit medical proof of
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absence if reasonable grounds exist that his/her absence was not due to illness or injury. The
University may also require proof, before an employee returns to work, that he/she is
physically fit to return. Any employee who is found to have obtained sick leave pay under
false pretenses is subject to discipline.

Section 5. If an employee with at least one (1) year of service dies while on the active payroll
of the University, the employee's designated beneficiary shall be paid any unused
accumulated sick leave pay which would have been payable to the employee if the death had
not occurred.

Section 6. No sick leave shall be charged for injuries sustained in the line of duty. If the
employee loses time because of an injury or occupational disease as defined by the Workers'
Compensation Act for the State of Connecticut, the University shall supplement Workers'
Compensation by an amount which makes up the difference between Workers'
Compensation and the employee's regular straight time rate of pay until he/she achieves
maximum medical improvement or returns to work or receives a service-connected disability
pension.

Section 7. An employee who reports a non-work-related illness or injury and who has
exhausted his or her accumulated sick leave will, at his or her option, be entitled to use
accrued vacation or personal time. The employee must present a valid physician’s statement
indicating that the employee is unable to work due to the illness or injury.

Section 8. Employees shall be charged the amount of hours actually used as sick time when
they do not complete their full shift.

Section 9. The University shall continue in effect for bargaining unit members the sick leave
policy that allows employees to use their accrued sick leave to care for eligible family
members to the same extent and at the same levels as it continues in effect for other
University employees.

Section 10. The University will ensure that bargaining unit employees who sustain a mental or
emotional impairment arising from such members’ use of deadly force or exposure to the use
of deadly force in the line of duty will receive necessary mental health treatment by a licensed
social worker, psychologist and/or psychiatrist, at no cost to the employee. Such treatment will
be provided through the University’s employee assistance program and/or other benefits
programs. Employees shall be allowed to attend such counseling sessions on duty if necessary.

Section 11. Bargaining unit members shall be allowed to participate in a Short-Term Disability
Plan (administered by Aflac, Inc.) under the same terms and conditions as are currently offered
to Local 34.

Section 12.
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a) The parties agree to the establishment of a voluntary sick leave bank program under
which bargaining unit police officers may contribute unused accrued sick leave for use by sick
leave bank members who experience a personal medical emergency and are approved by the
university’s Third-Party Administrator (“TPA”) for a continuous medical leave, and who have
exhausted their available PTO accruals (sick, vacation and personal time), except for five (5)
days of accrued vacation time.

b) Participation in the sick leave bank program shall be voluntary and is open to all
bargaining unit police officers who have completed at least ninety (90) days of employment.

c) Officers interested in participating in the sick leave bank program may do so within
thirty (30) days from the date the program becomes operational. Thereafter, beginning on July
1°t annually, officers will have up to thirty (30) days to elect to participate in the voluntary sick
leave bank program. Newly hired police officers will have up to thirty (30) days from their
ninetieth (90™") day of employment to elect participation in the program.

d) Officers wishing to participate in the sick leave bank are required to make an initial
contribution of sixteen (16) hours of accrued sick time. Officers can cease their participation at
any time by notifying the Department in writing. However, contributions to the bank are not
refundable.

e) All contributions to the sick leave bank must be made in eight (8) hour increments.

f) At no time shall the balance of hours in the sick leave bank exceed one thousand five
hundred (1500) hours. Should the bank’s balance fall below two hundred (200) hours, then all
participating officers who desire to continue their participation in the sick leave bank shall
contribute eight (8) hours of accrued sick time to remain a participant in good standing.

g) Participating officers may draw from the sick bank when necessary for continuous
medical leaves of absence. Participating officers may not use sick bank time to cover lost time
from work for intermittent or reduced schedule leaves.

h) Sick leave bank members who have exhausted their available PTO accruals (except the
above-referenced five (5) vacation days) are eligible to receive up to twenty-five (25) days of
sick leave from the sick leave bank for a qualifying medical emergency. A lifetime limit of
seventy-five sick days shall apply to individual sick leave bank members. Any member who
reaches the lifetime limit will be discontinued from the program.

i) To obtain benefits from the sick leave bank, a member must be approved for a
continuous medical leave of absence by the University’s third-party leave administrator, which
shall be based solely upon medical necessity, as certified by a physician. Requests for use of sick
leave bank time shall be submitted to the Employee Service Center (“ESC”). The Union shall be
notified of all requests and the action taken on such requests.
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i) The University will maintain appropriate records documenting sick leave bank balances,
transactions, participation, etc. and the Union, upon request, shall be provided access to such
records.

k) The sick leave bank program will become operational no later than TBD.

ARTICLE XXVIII. DISABILITY LEAVE

Section 1. A disability leave of absence without pay shall be granted for non-job-related
illnesses or injury, including disability related to pregnancy and childbirth. Absences due
to work-related disability are covered by Workers Compensation policies and procedures.

Section 2. A disability leave for non-job-related iliness or injury shall be granted for up to 12
months and will be extended upon request for additional periods of 12 months, up to an
aggregate total of five years, if the disability continues.

A physician's statement is required prior to the granting of a disability leave. The length of
the leave granted may depend upon physicians' statements as to the employee's condition or
as otherwise provided. Use of sick, personal, or vacation time accumulated prior to the
commencement of a disability leave of absence is at the employee's discretion provided it is
used within the first twelve (12) months of the Leave of Absence.

Section 3. The University will continue to pay all group welfare benefits for the employees
during the first twelve months of disability leave. Thereafter, COBRA benefits, if applicable,
may be used. The employee shall continue to receive pension credit per the provisions of the
Staff Retirement Plan for the initial twelve (12) months of the leave.

Section 4. An employee on disability leave will continue to accrue vacation and sick time

during the first twelve (12) months of the leave for use after the employee has returned to a
regular position, but at least 30 calendar days must elapse after return before such time can
be used. Seniority will also continue to accrue for the first twelve (12) months of the leave.

The employee is not eligible for pay for any holidays or recess days that occur during the leave
nor for tuition assistance.

Section 5. An employee may return to work from a Leave of Absence of 12 months or less
provided he or she is capable of doing the work and is certified or able to be certified as a
Police Officer. In addition to these requirements, for an employee returning from a Leave of
Absence extended beyond 12 months, there must be an existing vacancy available. If no
vacancy exists, he or she shall be treated as a laid off employee pursuant to Article XVIII.

The Department will apply to POST, the state certifying agency for police officers, for
certification extensions in order to accommodate an officer’s re-certification.

The returning employee must confirm his/her intention to return by informing the
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department supervisor at least two weeks prior to the end of the leave.

Upon return from a disability leave for non-job-related illness or injury, the University may
require medical certification or an examination by the University Health Service to be certain
that the employee's health permits safe return to work.

If a dispute exists as to the employee's ability to return safely to work, the physician
representing the University and the physician representing the employee shall mutually select
a third physician, at the University's expense, to render an opinion. The decision to permit
the employee to return or not to return to work shall be based on a preponderance of the
medical evidence.

Section 6. An employee who accepts employment elsewhere, except as approved by the
University in advance of the leave, applies for Unemployment Compensation in Connecticut
or any other state, or fails to return to work on the date agreed upon, is considered to have
voluntarily resigned.

Section 7. An employee may apply for and receive LTD benefits while on a disability leave of
absence.

ARTICLE XXIX. CHILD-REARING LEAVE

Section 1. Child-rearing leave without pay is available to non-probationary employees who
wish to devote their time to caring for a newborn or newly adopted child. A parent wishing to
remain home with a newborn or newly adopted child shall be granted such a leave.

Section 2. Child-rearing may extend for up to six months. In instances of maternity, child-
rearing leave is granted in addition to the period of pregnancy disability. An employee may
use accumulated vacation, personal, and sick time at the commencement of the leave, but in
no event can the total absence exceed six months, including any paid time taken.

Section 3. The University will continue to pay all group welfare benefits for employees on
child-rearing leave, for a period not to exceed six months. An employee on child-rearing
leave will continue to accrue vacation and sick time for use after the employee has returned
to a regular position, but at least 30 calendar days must elapse after return before such time
can be used. While on leave the employee is not eligible for pay for holidays or recess days
which occur during the leave or for tuition assistance.

Section 4. The returning employee must confirm the intention to return by informing the
department supervisor at least two weeks prior to the end of the leave.

Section 5. An employee who accepts employment elsewhere, except as approved by the
University in advance of the leave, applies for Unemployment Compensation in Connecticut
or any other state, or fails to return to work on the date agreed upon, is considered to have
voluntarily resigned.

Section 6. Employees will be provided with family and medical care leaves to the extent
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required by federal and state law.

ARTICLE XXX. BEREAVEMENT LEAVE

Section 1. In the event of a death in the immediate family, leave with pay not to exceed three
(3) days shall be granted to employees. The immediate family shall include parent, parent-in-
law, legal guardian, stepparent, brother, sister, spouse, domestic partner, child, grandparent,
grandchild, or person in an equivalent relationship or other person living in the employee’s
household. In the event of the death of an employee’s spouse, brother, sister, child (including
stepchild) or parent, the employee will be eligible for leave with pay for up to two (2) additional
days.

If additional time is necessary, an employee may apply to the Chief of Police for permission to
use personal business time. In his/her sole discretion, the Chief of Police may also allow the
employee to use vacation time or may approve a personal leave.

ARTICLE XXXI. JURY DUTY.

Section 1. An employee who is absent from work because he/she was required to serve on a
jury shall be paid the difference between the jury duty pay (excluding any travel allowance)
and his/her regular straight time pay.

ARTICLE XXXIl. SCHOLARSHIP PLAN FOR SONS AND DAUGHTERS OF THE FACULTY AND STAFF
OF YALE UNIVERSITY/TUITION REIMBURSEMENT

Section 1. Yale University maintains a scholarship grant program for sons and daughters of
eligible University staff. Under the Plan, the University makes grants of tuition and certain
fees up to stated maximums to the institution of attendance. To qualify, both employee and
child must satisfy certain criteria:

a. The parent must be a full-time member of the staff and have completed six
continuous years of full-time service or alternative service as defined in
Section IlI.B of the Plan.

b. The student applicant must be admitted to a bachelor's degree program in an
accredited institution in a course of study intended to begin upon completion
of secondary school and to be completed in eight semesters. He or she must
be enrolled full time. The student is required to maintain an academic record
meeting the school's standards for financial aid.

C. Students will not be eligible for scholarships for any semester which begins
after they reach their 25th birthday.

Section 2. Scholarship grants are paid directly to the institution of attendance and are not
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payable to the student or employee. Applications must be made well in advance of each
semester and awards will be made on a semester-by- semester basis. The application deadline
for the fall semester is July 1; for the spring semester, November 1; and for the summer
semester, April 1. Scholarships up to the limit approved by the Yale Corporation from time to
time may be awarded for any semester.

Section 3. The University agrees to continue the current employee tuition reimbursement
program for the duration of the Agreement. The maximum annual reimbursement under the
Tuition Assistance for Non-Yale Courses or Degree Programs shall be increased to $3,500 per
year and will increase each year beginning July 1, 2004 in an amount not less than the Local 34
across the board increase next prior to that July 1.

ARTICLE XXXIll. MORTGAGE LOAN PROGRAM

Section 1. Regular employees who are scheduled to work 20 hours or more each week and who
meet the credit requirements of the lending institutions may qualify for University assistance in
obtaining first mortgages on their principal residences. Subject to terms and conditions spelled
out in the Treasurer's Office Manual, application may be made for a mortgage loan from a
participating bank, at a slightly lower interest rate than that generally in effect, with provision
for payment through payroll deduction. The University provides a limited guarantee to the
bank with respect to these mortgages but does not directly support them from its own funds.
Availability of mortgages depends on conditions in the local financial market.

Section 2. In appropriate cases and where special hardship exists, upon the approval of the
Treasurer, the University may make a second mortgage loan from its own funds. Application
for a second mortgage must be made not later than 12 months after the date of the first
mortgage.

ARTICLE XXXIV. BULLETIN BOARDS

Section 1. The University shall provide bulletin board space for the posting of Union notices.

Section 2. Upon request of the Union, the University shall provide, in a timely manner, but in
no case later than five (5) days after such request was made, a copy of any written material
pertaining to administrative matters posted on the police department bulletin board or read
at department lineups, including but not limited to, memos, letters and directives. This
provision does not apply to material posted or discussed pertaining to law enforcement or
other like matters.

Section 3. When the Department offers training opportunities to YPBA members, it will
notify YPBA members of such training opportunities via email. The Department will also
email job postings and other posted material relative to assignments.

ARTICLE XXXV. FIELD TRAINING OFFICERS
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Section 1. Patrol Officers will be appointed to serve Field Training Officers (FTO) in the
manner described below:

a. All interested persons are to submit letters of interest to the Chief’s office.

b. The Chief will appoint an FTO Selection Committee in January of each year.
The Committee will be charged with the responsibility to appoint FTO's. The
Committee will be comprised of the following:

) The Patrol Coordinator

ii) A Shift Commander (lieutenant)
iii) A Patrol Supervisor
iv) Two (2) FTO's

C. The FTO Selection Committee will review the performance of all FTO's no less
than annually; FTO's will retain their designation subject to the review. The
Selection Committee will appoint additional FTO's as needed, up to a
maximum of three per shift.

d. The FTO Selection Committee will base its decision on the following criteria:
) Interpersonal skills
ii) Report writing skills
iii) Knowledge of State and other applicable laws
iv) Knowledge of Department rules, regulations and procedures
V) Knowledge of University facilities

Section 2. FTOs are required to wear a breast pocket pin while serving as appointees of the
Committee. Effective July 1, 2023, Officers working as an FTO shall be paid four (4) hours of
pay at their regular rate of compensation for each eight (8) hour shift worked as an FTO.

ARTICLE XXXVI. PROMOTIONAL PROCEDURE

Section 1. Promotional opportunities within the bargaining unit will be posted in accord with
University procedures, and bargaining unit members may apply within those procedures.
Supplemental notices of such vacancies will also be posted on Department bulletin boards,
announced at line up, attached to officers’ paychecks, and emailed to officers. Copies of
postings will be mailed to officers on leave. The job posting shall include the job description,
necessary qualifications and a description of the selection procedure. Bargaining unit
members who have a minimum of four (4) years’ experience as a Yale University Police
Officer as of the time of application may apply.

Section 2. Promotional examinations shall be conducted by a three (3) member Promotional
Panel appointed by the Chief. Two (2) panelists shall be law enforcement officers from outside
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the Department (though not members of the New Haven Police Department) holding the rank
of Sergeant or above, with at least one (1) who is currently acting in a supervisory capacity in an
investigative unit. The Department shall provide representatives of the Union’s Executive
Board with professional biographies for the 2 panelists from outside the Department. Such
information is provided to the Executive Board on a confidential basis. The Union warrants that
panelist information shall remain confidential, and its representatives shall sign a confidentiality
agreement to that effect. The Executive Board shall have the right to challenge the panelists for
reasonable cause. The Union warrants that Executive Board members who may be candidates
for the position of detective will recuse themselves from participating in this process and shall
not receive any information pertaining to the proposed or confirmed panelists. Testing
components of this promotional procedure shall be proctored by a non-sworn representative of
Yale University’s Human Resources organization.

Each candidate shall be rated by the members of the Panel by assignment of a number of
points (not to exceed the maximum points specified) in the following areas:

Subject Area/Component Maximum Points

Professional Profile 20
Resume, personnel file, experience and statement of interest and qualifications

Written Work Product 10
Consisting of a sample of no more than ten (10) documents authored by the candidate.
Documents must be police incident reports, supplemental police incident reports, and
arrest and/or search warrant affidavits

Written Examination 30
(Consisting of multiple choice questions with a passing score of 70%)

Oral Interview 40
Consisting of a series of questions which explore the candidate’s commitment to the
position and the Department and knowledge of criminal procedure, constitutional issues
and Department Standard Operating Procedures/General Orders and investigatory
techniques and procedures. All candidates shall be asked the same questions and scored
by the same standards as other candidates.

The written examination shall be authored, administered and scored by an independent
testing agency mutually selected by the Department and the YPBA. The identity of the testing
agency is provided to Union representatives on a confidential basis. The Union warrants that
such information shall remain confidential and representatives shall sign a confidentiality
agreement to that effect.

The Oral Interview shall be tape-recorded and the recording, test questions, panelists’ notes,
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score cards, memoranda and other documentation for the entire subject area/selection
process, as well as all materials submitted by the candidates shall be preserved for future
challenges under Section 4 of this Article.

At the conclusion of the promotional process, the Promotional Panel shall rank each
candidate by number of points earned. In the event two or more candidates receive the
same numerical score, the senior candidate shall be ranked higher. In the event two or more
candidates receive the same numerical score and have the same seniority date, their rank
shall be determined in accordance with Article XX, section 3. The ranked list shall be
forwarded to the Chief of Police.

Section 3. The Chief of Police or his designee shall appoint candidates to open positions in the
order candidates were ranked by the Promotional Panel in accordance with the maximum
number of points earned. After each appointment is made, the list will be refreshed by moving
each candidate below the candidate selected for promotion up one ranking. The list will be
valid for one year. Upon completion of the promotional testing process, all participants in the
promotional process shall be provided with testing results that show their respective ranking
and test score within the process. Anonymity in the process will be maintained so that rankings
and scores of other test takers are not disclosed.

Section 4. A candidate rejected for an opening may grieve that decision within fourteen (14)
days of notification. The grievant must demonstrate how he or she was more qualified than
the selected candidate.

Section 5. Officers promoted pursuant to this Article shall serve a probationary period of 120
days. Successful completion of probation will be determined by the Chief, or his designee,
based on the individual's performance against job requirements as outlined in the Department's
job description for the position. Officers promoted to the position of detective shall participate
in a formal training and on-boarding program consisting of no less than forty (40) hours of
instruction. Should a promoted officer fail to complete the probationary period, he or she will
return to his or her former rank and pay status. Officers who fail to successfully complete their
probationary period may grieve the Department’s decision. In such cases, the sole issue for
resolution is whether the Department’s decision was arbitrary or capricious.

ARTICLE XXXVII. DEPARTMENT TRAINING OPPORTUNITIES

Section 1. The Department will provide relevant training opportunities fairly for all
employees in the bargaining unit. The parties recognize that certain training courses are
particularly suitable for specific employees.

Section 2. The Department’s Training Officer shall meet at least bimonthly with an
employee of the bargaining unit whom the Union designates as its Training Liaison
Representative.
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a. Such meetings will be scheduled on work time during regular business hours, and
the Union’s representative will not suffer a loss of pay for attending such meetings.
These meetings will not be scheduled so as to avoid meeting during the
Representative’s regular work schedule.

b. The Union’s Training Liaison Representative may make recommendations to the
Department regarding training courses to offer, selection of candidates for training,
and any other matters pertaining to training. The Department will consider all such
recommendations.

Section 3. The Training Liaison Representative shall, upon request, have access to all
Department training information and records pertaining to bargaining unit employees.

Section 4. Bargaining Unit members who wish to participate in relevant training
opportunities may apply in writing to the Department, identifying the program, date(s),
location and cost of participation. Such requests must include an explanation of the
relevance of the training and the expected benefit to the employee and the department.
Available training opportunities will be posted in accordance with Article XXXIV, Section 3.

Section 5. The Department will periodically post a record of current and upcoming training
assignments indicating the name and date(s) of the course or training activity and the names
of the employee(s) attending.

ARTICLE XXXVIIIl. NO STRIKE/NO LOCKOUT

Section 1. During the term of this Agreement the Union and the members of the bargaining
unit agree there shall be no strikes or work stoppages of any kind including, but not limited to,
slow-downs, speed-ups, sick-outs, work to rule, secondary boycotts, strikes in sympathy, or any
other concerted action resulting in any cessation of work by any other University employee or
any interruption in the operation of the University, regardless of the reason for any such
action. No officer or representative of the Union shall authorize, initiate, instigate, aid or
condone any such activities and the Union shall take appropriate positive action to prevent or
to stop such activities in which members of the bargaining unit may be engaged. Immediate
individual written notice to employees involved of their obligation under this Section, with
copies of such notice served on the University, shall constitute appropriate positive action.

Failure to comply with the terms of this Article may subject the employee(s) to immediate
discipline, up to and including discharge.

Section 2. During the term of this Agreement the University will not lockout any employee in
the bargaining unit.

ARTICLE XXXIX. PUBLICATION OF AGREEMENT
Section 1. The University agrees to pay to print copies of the parties’ 2023-2028 collective

52



bargaining agreement for all YPBA members plus additional 25 copies.
ARTICLE XL: PERSONNEL FILES

Section 1. Except where modified herein, University Personnel Policy and Procedures govern
the access to, disclosure of, and the updating of information in employee files.

Section 2. List and definitions of employee files.
(a) The following is a current list of employee files:

i.  Consistent with Conn. Gen. Stat. § 31-128a (3), the Department maintains a personnel
file for each employee which includes his/her employment-related materials (e.g., hire
letter, payroll docs, final performance reviews, recognition letters, certificate of
commendations, disciplinary letters). The employee’s Department personnel file will be
considered the employee’s Official Personnel File (OPF).

ii.  The Department maintains a training file for each employee. Training files consist of
Police Academy reports cards, review training credit forms and any other training
related documents. Training files will be stored separately from OPFs but will be
considered part of the respective employee’s OPF.

iii.  The Department maintains a medical file for each employee. Medical files will include
new hire medical clearance letters and workers’ compensation-related work status
report letters, if applicable. There will be no detailed medical reports included in the
medical files maintained by the Department.

iv.  The Department maintains a performance review file for each employee (consistent
with the parties’ side letter of agreement dated October 10, 2007) in electronic version
within the Department’s G-drive, consisting of any supervisory documentation relating
to performance and other material (e.g., documentation of counseling/ coaching
sessions, commendation letters, performance evaluations for that year, mid-year review
police reports, disciplinary letters, etc.).

v.  The Department maintains a background investigation file for each employee.
Background investigation files consist of pre-employment background investigation
materials (e.g., criminal history, fingerprints, DMV history, questionnaire, references),
including polygraph/psychological results. Polygraph/psychological results will be
stored separately from employee background files given the highly sensitive nature of
such materials.

vi.  The Department maintains case files for employees who are or have been the subject of
an Internal Affairs or Administrative investigation(s).

vii.  The University’s Human Resources Department will maintain a central personnel file for
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viii.

each employee containing data relating to an employee's employment history (e.g., hire
letter, payroll docs, performance reviews, recognition letters, certificate of
commendations). An employee’s Human Resources personnel file will not include any
material that is not also included in the his/her OPF.

The University’s Director of Labor Relations will maintain an expunged employee
discipline file that includes all discipline expunged from YPBA members’ personnel files
pursuant to Article XVII of this Agreement. The Department will not maintain this
information.

The University’s Workers” Compensation vendor maintains workers’ compensation files
for those employees who have filed claims.

(b) The Department, University and its vendors will store the files listed in Sections 2(a)(i

(c)

through ix) above in a secure manner and will only give access to such files to those
individuals who have a need to know such information.

The files listed in Sections 2(a)(i through ix) will be maintained in an electronic and/or
paper format.

(d) The University and the Department reserve the right to add to or subtract from the list

of employee files included in Section 2(a) above. If the University or the Department
adds to or subtracts from the list of employee files included in Section 2(a) it will notify
the YPBA in writing.

(e) Nothing herein will be construed to limit supervisors from maintaining logs or notes of

non-disciplinary coaching offered to employees.

Section 3. Access to Employee Files

(@) Employees may review their OPFs (including training files), University personnel files

and their medical records files by submitting a written request to their immediate
supervisor or directly to the Chief’s Office. Employees may inspect such files two (2)
times per year as well as following the completion of any disciplinary investigation
concerning him/her. To minimize inconvenience to the employee, file reviews pursuant
to this provision will take place at the Department.

(b) Consistent with the terms set forth in the parties’ side letter of agreement dated

(c)

October 10, 2007, employees may review their performance review files and, upon
request, be given copies of their semi-annual reviews and notes once per year.

Employees may review their background investigation and polygraph/psychological files
once per year by submitting a written request to the Chief’s Office. The University
reserves the right to redact names and other identifying information for individuals
interviewed as part of the officer’s background investigation.
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(d) Upon request, officers may review their completed case files following the
Department’s issuance of a final disposition and on an annual basis thereafter.

(e) Employees may review the medical records included in their workers’ compensation
files by requesting such information from their treating physicians.

(f) Employees may review any of their disciplinary records included in the expunged
records file once per year by submitting a written request to University’s Director of
Labor Relations.

Section 4. Updates to personnel files

(@) The Department will forward a copy of any record placed in an employee’s file to his or
her Department mail box.

(b) Forwarding a copy of a disciplinary record is not intended to replace existing procedures
concerning notification or other means of communication in disciplinary matters.

(c) Inadvertent failure to forward a copy of a record placed in an employee’s file does not
invalidate a record that has otherwise been provided to the employee.

Section 5. The University will not disclose any material contained within or comprising any of
the files listed under Section 2(a)(i-viii) (workers’ compensation files intentionally excluded)
without the employee’s written consent except when the disclosure is made pursuant to a
subpoena, order of the court or other judicial process, in connection with a judicial, contractual,
and/or administrative proceedings, or when disclosure or transmission without consent is
required by law.

When inquiries concerning the contents of the files listed under Section 2(a)(i-viii) (workers’
compensation files intentionally excluded) are made from outside the University, the University
representative handling the request will:

(a) Review and authenticate the written release before providing information;

(b) Provide only that information specifically authorized by the employee’s release;

(c) Not provide characterizations of the employee or the employee’s performance; and

(d) First offer an Internal Affairs history if an Internal Affairs file is requested.
Section 6. The University is not responsible for third party actions based, in whole or in part, on

information obtained through disclosure of personnel records made in accordance with Section
5 above.
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Section 7: If a Freedom of Information request is made to the Department to obtain access to
the records from an officer’s personnel, medical or similar files, and the Department reasonably
believes that disclosure of the requested records would legally constitute an invasion of the
officer’s privacy, the Department shall notify the officer and the Union representative of this
request. If the officer also reasonably believes the release of requested records would
constitute an invasion of privacy, he or she may file a written objection with the Department.
Upon the receipt of such an objection, the Department shall not disclose the requested records
unless ordered to do so by the Freedom of Information Commission or the officer agrees to the
disclosure.

Section 8. Any discipline expunged from an employee’s personnel file pursuant to Article XVII,
Section 13 of this Agreement will be maintained by the University’s Director of Labor Relations
as set forth in Section 2(a)(viii) above. An employee who has had disciplinary records expunged
from his OPF and included in the expunged records file may submit a request for the return and
destruction of such records on the Request for Personnel Files Form (3501 FR 49) to the
University’s Director of Labor Relations consistent with Connecticut’s Records Retention Laws.

Section 9. If, upon inspection of his/her OPF file, University personnel file, performance review
files, and/or medical records file, the employee disagrees with any of the information contained
in such files, the employee may submit a written statement explaining his/her position
concerning the disputed information. The employee’s statement will be maintained as part of
his/her personnel or medical records files and will accompany any transmittal or disclosure
from such files made to a third person pursuant to section 5 of this provision.
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ARTICLE XLI. HAZARDOUS DUTY PERSONNEL

Section 1: Any officer assigned to the New Haven-Yale Hazardous Devices Unit shall be
certified, equipped, trained and deployed in accordance with the National Guidelines for
Bomb Technicians, and any amendments or revisions thereto, which are prepared by the
National Bomb Squad Commanders Advisory Board (NBSCAB) in conjunction with the FBI’s
Bomb Data Center and Hazardous Devices School.

Section 2. Effective July 1, 2023, members of the Special Weapons and Tactics unit shall receive
an annual stipend of seven hundred and fifty dollars (5750). Effective July 1, 2023, members of
the Hazardous Devices Unit shall receive an annual stipend of one thousand two hundred
dollars (51,200). There shall be no pyramiding of stipends for employees assigned to more than
one hazardous duty.

Section 3: Members of the Special Weapons and Tactics Unit and the Hazardous Devices Unit
called back to work shall be compensated in accordance with Article IX, section 2.

ARTICLE XLII. ENTIRE AGREEMENT

Section 1. The parties acknowledge that during the negotiations which resulted in this
Agreement, each had the unlimited right and opportunity to make demands and proposals
with respect to any subject or matter not removed by law from the area of collective
bargaining, and that the understandings and agreements arrived at by the parties after the
exercise of that right and opportunity are set forth in this Agreement. Therefore, each of the
parties, for the duration of this Agreement, voluntarily and unqualifiedly waives the right, and
agrees that the other shall not be obligated, to bargain collectively with respect to any subject
or matter referred to, or covered in this Agreement, or with respect to any subject or matter
not specifically referred to, or covered in this Agreement, even though such subjects or matters
may not have been within the knowledge or contemplation of either or both of the parties at
the time they negotiated or signed this Agreement.

The Parties agree and intend that this written Agreement sets forth the wages, rates of pay,
hours of work and other working conditions of employment of the employees covered which
are to govern during the term of this Agreement, and that obligations not expressly provided
for in this Agreement need not be assumed by either Party and no other terms or conditions
shall be added to, or subtracted from, this Agreement during its term, by arbitration or
otherwise.

Section 2. If any provision, or part thereof, of this Agreement is found to be invalid or
unenforceable by a final decision of a court or competent jurisdiction or to be in conflict with
any applicable federal or state law or regulation, such provision or part thereof shall be
deemed deleted from this Agreement and subject to renegotiation. The remainder of the
Agreement shall continue in full force and effect.

ARTICLE XLIIl. USE OF PERSONAL VEHICLES IN CONNECTION WITH WORK
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Section 1. If the Department authorizes an officer to use a personal vehicle for work-related
purposes, such as traveling to or from training events or to or from urine collection sites, the
Department shall reimburse the officer for the costs of such travel in accordance with the
University’s Travel/Reimbursement policy, which provides for mileage reimbursement equal to
the then prevailing federal mileage reimbursement rate.

ARTICLE XLIV. CANINE UNIT

Section 1. The assignment of a police officer as a service dog handler will be on a voluntary
basis.

Section 2. A police officer must participate in appropriate service dog handler training.
Section 3. For the purpose of caring for the canine, the service dog handler will be

compensated at the rate of one (1) hour per regularly scheduled workday (exclusive of periods
where the canine is entrusted to another’s care) at the current pay rate of a Grade A officer.

Section 4. A police officer assigned as a service dog handler may not participate in shift
bidding while so assigned.

Section 5. A service dog handier may be assigned within their M-F 0800-1600 shift to cover
a patrol position on the 0700-1500 shift under exigent circumstances, but it is understood that
the service dog handler will not take the place of a permanent patrol slot. The service dog
handler may be assigned calls for service and may initiate investigations as necessary.

Section 6. A service dog handler will be eligible for patrol related overtime in the same
manner as other patrol officers.

Section 7. The Yale Police Department will own the canine and will be responsible for all
associated expenses with the care and maintenance of the canine. The Department will be
liable for all civil matters arising from the use of the canine in an official capacity as well as
when the canine is off duty.

Section 8. The Department will provide all necessary equipment, supplies and training
associated with the assignment as a service dog handler, and the handler will be assigned a

department vehicle, which will be up fitted to accommodate the canine.

Section 9. The service dog handler will be offered ownership of the canine when the canine
is retired from active duty.

Section 10.  This Agreement does not set precedent for the establishment of any other such
"Unit" or “Assignment”
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ARTICLE XLV. HONOR GUARD

Section 1. Members of the Honor Guard Unit who are assigned by the Chief of Police, or his or

her designee, to participate in Honor Guard duties on their off-duty time shall receive overtime
pay at the rate of time and one-half for all hours worked. All overtime worked shall be subject
to the terms outlined in Article IX, Overtime. Whether the Honor Guard Unit participates in an
event on behalf of the Department shall be within the Chief of Police’s discretion.

ARTICLE XLVI. EDUCATIONAL INCENTIVE

Section 1. Each employee who receives credit for completion of a college-level degree program
at an accredited institution of higher learning shall be paid the following amounts during the
first full pay-week that follows January 1% of each year. Employees shall be entitled to no more
than one payment per year for the highest degree completed.

DEGREE INCENTIVE
Associate Degree $500
Bachelor Degree $1,000
Master’s Degree $1,500

Section 2. To be eligible to receive payment, employees must arrange for the Department to
receive an official transcript from the educational institution before January 1st. This will be a
one-time verification process for each degree.

ARTICLE XLVII. LINE-OF-DUTY DEATH

Section 1. For the purposes of this Article, the definition of a line-of-duty death or
dismemberment shall be based upon the standards established under the Public Safety
Officers’ Benefits (PSOB) program, 34 U.S.C. §§10281-10288, and its accompanying regulations.

Section 2. The University shall continue to provide a group “line of duty” accidental death and
dismemberment policy for members of the bargaining unit. The benefit level

shall be indexed to the federal death benefit (5437,503.00 as of October 1, 2023) payable at the
death of the insured or scheduled amounts for loss of hand(s), feet or eyes. The University shall
also provide a life insurance benefit in the amount of $15,000 (burial rider), for officers who die
in the line of duty. The cash benefit provided under this Section shall not be reduced by other
benefits received, including but not limited to, the Connecticut Worker’s Compensation Act.

Section 3. The spouse of an employee who dies and who is eligible to receive the “line of duty”
AD&D death benefit will continue to receive health coverage in the same manner, including
coverage for eligible family members, had the spouse not died. This coverage will continue until
the earlier of: 1) when the spouse remarries, or 2) when the spouse becomes eligible for other
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similar health coverage or 3) until the spouse becomes Medicare eligible.

Section 4. Any officer who dies in the line-of-duty and who is not yet vested in the Staff Pension
Plan will become vested in the Staff Pension Plan immediately upon the officer’s death.

Section 5. The University shall pay to the surviving spouse of a police officer who dies in the line
of duty, irrespective of the police officer’s length of service with the Yale Police Department on
the date of his or her death, a weekly supplement (“top-up compensation,” or “top-up
payments”), which in conjunction with payments from Worker’s Compensation and the Yale
Staff Retirement Plan shall be equal to the weekly straight-time earnings of a Grade A Yale
police officer after appropriate adjustments for taxes. In the event of a line-of-duty death,
University representatives shall meet with the spouse to review the university’s calculation of
the top-off compensation that is to be paid to the surviving spouse. At the surviving spouse’s
option, they may be accompanied by their financial or legal advisers or YPBA representative
during this meeting.

Such base salary shall be adjusted on October 1 of each year in same proportion as any change
in weekly straight-time earnings for a Grade A Yale police officer that was effective the
proceeding July 1. If the officer who dies in the line of duty holds the rank of Detective at the
time of their death, the base salary referred to in the preceding sentence will be the salary
applicable to a Yale police Detective, and subsequent adjustments will be made with reference
to weekly straight-time earnings for a Detective. Such weekly supplement shall be paid to the
surviving spouse for so long a period as they shall be entitled to receive weekly compensation
under the provisions of the Connecticut General Statutes relating to workers’ compensation.
Each year, the top-up payment will be adjusted to reflect any changes to the Worker’s
Compensation benefits generally effective as of October 1 of each year.

The benefits of this Section also shall be deemed waived by the surviving spouse if the surviving
spouse, or their representative, or the representatives of the estate of the deceased police
officer, shall bring an action for money damages for the death of their spouse against Yale
University, officials of Yale University, or against any fellow employee of their deceased spouse
whom the University must indemnify by law. In the event that any money damages are
recovered by suit, settlement or otherwise by the surviving spouse, or by their representative
or by the representative of the estate of the deceased police officer, for the death of the
deceased police officer, Yale University shall be entitled to reimbursement from said money
damages for any benefits it shall have paid under this Section to the surviving spouse.

Notwithstanding the foregoing, the surviving spouse shall be entitled to the benefit credit
accrued by the deceased police officer prior to being killed in the line of duty. The amount of
the Service-Connected Death Benefit shall be determined in the same manner as described in
Article 7 (Death Benefits) of the Yale University Retirement Plan for Staff Employees (“Staff
Pension Plan”), using Credited Service and Final Earnings as of Date of Death. To clarify further,
as per the [ #] Amendment to the Staff Pension Plan, all officers shall be immediately 100%
vested in their accrued benefit in the Staff Pension Plan upon a line-of-duty death regardless of
the officers years of participation, and nothing herein shall be interpreted in any way to nullify
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the surviving spouse’s entitlement to the Qualified Pre-Retirement Survivor’s Annuity as
applicable to a Police Officer in accordance with the terms of the Staff Pension Plan.

For one (1) dependent child, the surviving spouse shall receive an additional payment annually
equal to 5% of the Patrol Officer A salary and for two (2) or more dependent children, the
surviving spouse shall receive an additional payment annually equal to 10% of the Patrol Officer
A salary.

If the surviving spouse of a police officer who is killed in the line of duty dies prior to their and
the officer’s biological or adopted child(ren) reaching eighteen (18) years of age or twenty-six
(26) years of age as set forth below, the University will agree to provide payments to such
child(ren) equal to the pension payments that the surviving spouse would have received until
such child(ren) reaches eighteen (18) years of age or, if the child(ren) is certified as physically or
mentally disabled by the medical examiners jointly appointed by the University and the Union,
until such child(ren) reaches twenty-six (26) years of age. In the interest of providing further
clarity, such child(ren) will be entitled to receive an aggregate payment equal to the total of the
surviving spouses’ pension benefits; for example, if the surviving spouse’s monthly pension
benefit is five thousand dollars, the University will be required to pay a total of five thousand
per month regardless of the number of surviving children under the age of 18 or 26 (if certified
as disabled) at the time of the surviving spouse’s death. Payments will be divided equally
among the eligible, surviving children.

Section 6. In the event that a police officer who dies in the line of duty has surviving children
who are not eligible for the Yale Child Scholarship Plan (“Scholarship Plan”) because the officer
had not completed six years of service at the time of their death, such surviving children shall
be eligible for educational benefits that are equivalent to those offered by the University to
staff members under the Scholarship Plan. All terms and conditions that apply to the
Scholarship Plan as in effect at the time benefits become payable shall apply to educational
benefits under this Section, except that there shall be no years-of-service requirement. The
terms and conditions and benefit levels will be consistent with those that would apply if the
surviving children had been eligible for the Scholarship Plan. For the avoidance of doubt,
although the amount of such benefits will be determined in accordance with the terms of the
Scholarship Plan as modified above, these payments will be made by the University and will not
be paid from the Scholarship Plan.

Section 7. The surviving spouse of a police officer who dies in the line of duty shall be eligible
for (1) benefits provided by the Tuition Reimbursement for Yale and Non-Yale Courses Program
for C&T Employees; and (2) reimbursement for tuition and fees, including books and supplies,
to attend a course of study at a Technical or Vocational institution. The spouse of a deceased
member is eligible to receive education benefits for the ten (10) year period immediately
following the member’s death.

The dependent children of a police officer who dies in the line of duty shall be eligible for(1)

benefits provided by the Tuition Reimbursement for Yale and Non-Yale Course Program for C&T
Employees; and (2) reimbursement for tuition and fees, including books and supplies, to attend
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a course of study at a Technical or Vocational institution; provided further that the child of a
deceased public safety officer is not eligible for tuition assistance after his or her 27’th birthday;
and/or the child of a deceased public safety officer is not eligible for benefits under this Section
7, if they have previously or are concurrently receiving benefits under Section 6 above.

ARTICLE XLVIII. SUBSTANCE ABUSE

The parties agree that the critical mission of law enforcement justifies maintenance of a drug
and alcohol-free work environment through the use of a reasonable drug and/or alcohol
testing/screening program. Therefore, in order to ensure the integrity of the Yale University
Police Department and to preserve public trust and confidence in a fit and drug-free law
enforcement profession, the University and the Union agree to implement a drug and/or
alcohol testing/screening program.

SCOPE OF TESTING

The employee drug and/or alcohol testing program is applicable to all sworn police officers of
the Yale University Police Department. The testing authorized under this policy shall be utilized
(1) to comply with the drug screening mandate established by P.A. 20-01 (An Act Concerning
Police Accountability), as codified in Conn. Gen. Stat. 7-294d, and in accordance with the POSTC
General Notice 20-12; and (2) to enforce the Department’s reasonable suspicion drug and
alcohol testing program.

DRUG PANEL

l. DRUGS

The testing is limited to the following drugs or derivatives thereof:

DRUG TO BE TESTED:3 Drugs for which individuals are tested shall be amphetamines,
barbiturates, benzodiazepines, cocaine metabolite, opiates + oxycodone, phencyclidine (PCP),
marijuana metabolite, methadone, methaqualone, propoxyphene, anabolic steroids and other
illegal substances causing stimulant and/or depressant effects.

Drug/Metabolite Initial Test/Screen Levels Confirmation Test
(ng/ml)* Levels (ng/ml)*
Marijuana metabolite (THCA) 50 15
Cocaine metabolite 150 100
(Benzoylecgonine)
Codeine 2000 2000
Morphine 2000 4000
Hydrocodone/Hydromorphone 300 100
Oxycodone/Oxymorphone 100 100
6-Acetylmorphine 10 10
Phencyclidine (PCP) 25 25

3 This list is subject to change based upon POSTC mandates.
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‘ Amphetamines/Methamphetamine 500 250

*ng/ml means nanograms per milliliter. A nanogram is one billionth of a gram. A milliliter is one
thousandth of a liter. All levels subject to adjustment based upon HHS’ Substance Abuse and
Mental Health Services Administration (SAMHSA) guidelines for drug testing (including cutoff
levels for initial screening tests and confirmatory tests).

DEFINITIONS

Laboratory -- a facility certified by the Federal Department of Health and Human Services under
the Mandatory Guidelines for Federal Workplace Drug Testing Programs. The University shall
ensure that any laboratory used to perform drug or alcohol testing in accordance with this
Article will be subject to appropriate external auditing procedures to evaluate quality
assurance, testing procedures and overall performance.

Reasonable Suspicion -- the reasonable suspicion standard for drug/alcohol testing is based
upon a specific, objective and articulable fact or facts and observations, and rationale
inferences drawn from those facts and observations that lead a reasonably prudent supervisor
to conclude that an officer is under the influence of illegal drugs, controlled substances or
alcohol and which adversely affects or could adversely affect such officer’s job performance.

Senior Command Staff — sworn police officer holding the rank of Lieutenant or above. For
purposes of this Article only, if a lieutenant or above is not on duty at the time of a reasonable
suspicion incident, then the senior sergeant serving as shift supervisor will serve as the Senior
Command Staff member responsible for making the reasonable cause determination.

Specimen/Sample — when testing for prohibited drugs the specimen/sample to be tested will be
urine. When testing for alcohol, a breathalyzer test will be administered

Substance Abuse Professionals (SAP) -- the SAP’s function is to protect the public interest in
safety by professionally evaluating the employee and recommending appropriate
education/treatment, follow-up tests, and aftercare. SAPs are not advocates for the employer
or employee.

REASONABLE SUSPICION TESTING*

An officer shall be subject to an immediate drug test or alcohol test if a member of the Senior
Command Staff determines that there is reasonable suspicion that an officer is under the
influence of a controlled substance or alcohol in the workplace which adversely affects or could
adversely affect such employee’s job performance. The Chief of Police, or his/her designee,
must authorize all reasonable suspicion testing under this Article.

Reasonable suspicion determinations may be based upon the following:

4 Conn. Gen. Stat. 31-51x

63



(A) observable phenomena, such as direct observation of the use of illegal drugs;

(B) the physical symptoms or manifestations of being under the influence of a drug or alcohol;
or

(C) abnormal conduct or erratic behavior while on duty (i.e., slurred speech, uncoordinated
movement, gait, stupor, excessive giddiness, unexplained periods of exhilaration and

excitement or impaired judgment).

PROCEDURES FOR ORDERING REASONABLE SUSPICIOUS TESTING

The member of the senior Command Staff making the initial determination of reasonable
suspicion shall document, in writing, all circumstances, information and facts leading to and
supporting the existence of reasonable suspicion. The report will include pertinent dates and
times of suspect behavior, reliable/credible sources of information, rationale leading to referral
for testing and action(s) taken. The Report will be forwarded to the Chief of Police for his or her
review and approval to conduct reasonable suspicion testing. The determination of initial
reasonable suspicion shall be made only by those officers holding the rank of Lieutenant or
above, or a senior Sergeant when the Sergeant is serving as shift commander.

A The Senior Command Staff member’s documentation concerning reasonable suspicion
shall be made available to the employee or his or her designee upon completion. The Union
shall be promptly notified when a determination of reasonable suspicion has been made.
Documentation regarding that determination will be made available to the Union, upon
request, if approved by the subject officer.

B. An officer’s refusal to submit to testing when directed to do so by a member of the
Senior Command Staff shall be treated as the equivalent of a positive test and the officer will be
subject to discipline. If the entity responsible for collecting and analyzing an officer’s urine or
administering a breathalyzer test requires that the officer consent to release of testing results,
then the officer must provide his/her consent. Refusal to consent in such cases shall be treated
as the equivalent of a positive test and the officer will be subject to discipline. The parties
recognize and agree that by providing any consent required by the laboratory under its protocol
to conduct drug testing, an Officer is not waiving any rights or privileges granted to him/her
under Conn. Gen. Stat. 31-51x. Furthermore, any consent provided by the Officer for the
purpose of complying with laboratory protocol to conduct drug testing shall be inadmissible in
any legal proceeding (including labor arbitration), as to a finding of the reasonable suspicion
required by the employer to compel the drug test.

C. Once an officer has been referred for testing based on reasonable suspicion, it will be
the responsibility of the member of the Senior Command Staff to advise the officer of such
decision and to escort the officer to the collection facility. The member of the Senior Command
Staff shall remain with the officer at the collection site until testing is concluded. If the officer
so desires, a Union representative may accompany the officer to the collection facility to act as
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an observer. The Union representative shall not unreasonably delay nor interfere in any way
with the procedures. Once the collection procedures are over, the member of the Senior
Command Staff shall transport the officer to his/her normal job site and arrange for
transportation for the officer to be taken home. The member of the Senior Command Staff shall
also notify the officer that the officer is not to return to work pending receipt of the test results.

D. Reasonable suspicion testing for urine shall be promptly conducted, and the results
forwarded to the Medical Review Officer for further action. The results of an alcohol

breathalyzer test shall be forwarded to the Chief of Police.

RECERTICATION TESTING

In accordance with Public Act 20-01 (An Act Concerning Police Accountability”), all sworn police
officers must submit to and pass a urinalysis drug screen that tests for controlled substances
(listed in section 1 above), including anabolic steroids, as a condition of their triennial renewal
of their Police Officer Standards and Training Council (POSTC) certification. Refusal by an
officer to submit to testing is prohibited and will be treated as the equivalent of a positive test.
Officers who refuse to submit to testing will be subject to disciplinary action.

Officers who test positive for a controlled substance (including anabolic steroids) must submit
to a retest and successfully pass the retest prior to June 30th of the officer’s recertification
year. Any officer who fails to successfully retest before June 30th shall be subject to
loss/forfeiture of the officer’s POSTC certification, as provided for under C.G.S. § 7-294d(10).

The results of the required drug test shall be noted on POSTC Form 50CS and shall be provided
to the Chief of Police.

As part of the officer recertification process, the Yale University Police Department Professional
Standards Training Unit shall schedule officers for the required drug testing. Such testing shall
occur on a random basis during the three-year period preceding the recertification date.
Accordingly, any officer scheduled for recertification in a given year shall expect to be ordered
to submit to a urinalysis screening sometime during the three-year period prior to the
recertification date.

PROCEDURES FOR COLLECTION AND TESTING OF URINE SPECIMENS

All drug testing will be done from urine specimens collected under highly controlled conditions
of the contracted health care provider, currently at the following location: Yale New Haven/St.
Raphael’s Campus Occupational Health. The collection site will be secured to prevent any
tampering or switching of samples. The University reserves the right to change and/or add
providers.

The selected drug testing agency shall be responsible for the following:

a. The collection of all urine samples for drug, and/or alcohol testing in accordance with
collection protocol and chain of custody requirements.
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b. The testing of all properly submitted urine specimens for the presence of selected drugs
in the methods outlined by these Protocols.

(o The written notification with all related test information to the Medical Review Officer
(MRO) of all provisional test results.

d. The retaining and preserving of all positive urine samples and its split sample for
possible future administrative or civil action.5

e. Availability for testimony in regard to any contested collection and/or testing process
performed.6

COLLECTION

The officer shall provide the necessary urine sample in the amount required. The integrity of
the testing process will be maintained with the utmost consideration for the privacy of the
officer being tested. Only one person of the same sex as the officer being tested, may be
present during the collection of a urine specimen. The officer shall not be required to remove
any garments other than outer garments. The officer shall not be observed while producing the
required urine sample.7

When the officer has submitted a specimen, the collection person will determine whether there
is a sufficient amount of urine for testing. If there is not enough, the officer may be asked to
drink fluids and wait until a sufficient amount of urine to test can be provided. The urine
collected from each officer will be divided into two different sample containers. This is known
as a split specimen collection. The person collecting the specimen will divide the specimen into
the two containers in the presence of the officer and will label both accordingly. The officer
must ensure that the split samples are both accurately marked with the correct identification.

The primary sample is then tested for the presence of drugs, while the second or “split” sample
is stored in a secured, refrigerated location. The initial test is the immunoassay test, which
screens the sample for usage of the targeted drug classifications. The second test is a
confirmation test.8 The labs that perform the tests must be certified by the Federal
Department of Health & Human Services.

The University will provide to the employee prior to testing an information package concerning
the testing process which will include a notice to the employee of his or her right to request
testing of the split sample.

A All testing will be performed by an independent laboratory that is certified by HHS as
being compliant with the standards established pursuant to HSS’ Mandatory Guidelines for

5 Conn. Gen. Stat. 31-51z.
6 Conn. Gen. Stat. 31-51z.
7 Conn. Gen. Stat. 31-51w.
8 Conn. Gen. Stat. 31-51u.
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Federal Workplace Drug Testing Programs.

B. Under HSS regulations, a police officer’s collected urine is divided into two collection
bottles (split sampling). If a Medical Review Officer (MRO) determines that a drug test is
positive, then the officer will have the ability to request that the split sample be tested by a
different independent laboratory.

C. Laboratory personnel will follow strict chain of custody protocols to ensure that the
integrity of specimens is not compromised.

D. If a drug test result is positive, then the officer must present evidence to the MRO that
establishes a legitimate medical explanation for the positive test result (e.g., written
confirmation from the officer’s prescribing physician and copies of the prescription) to avoid
the test being reported as positive.

MEDICAL REVIEW

a. Medical Review Officer (MRO)

An MRO is a licensed physician responsible for receiving laboratory results generated by an
employer's drug testing program who has knowledge of substance abuse disorders and has
appropriate medical training to interpret and evaluate an individual's confirmed positive test
result together with his/her medical history and any other relevant biomedical information.

b. Confirmation Test

A confirmation test is a second analytical procedure to identify the presence of a specific drug
or metabolite that is independent of the screening test and that uses a different technique and
chemical principle from that of the screening test in order to ensure reliability and accuracy.

C. Testing Results

If the results of the initial test are negative, the testing laboratory will so advise the MRO. The
MRO is a licensed physician not employed by the testing laboratory who interprets the drug
test results. The MRO’s role includes making determinations that other factors besides drugs
may be affecting a particular test result, and the MRO may conduct sessions with individual
officers to learn more about their medical histories and other factors that might influence a test
result. If an officer’s test result is positive, the MRO will contact the officer to discuss the test to
determine if the positive result is valid and to provide notice that the officer has seventy-two
(72) hours to request a test of the split specimen.

If the results of the initial test exceed the test levels for any of the drug classes described in
these protocols, or for anabolic steroids, a second (confirmation) test is performed. This test is
done differently by using gas chromatography/mass spectrometry techniques. Only specimens
that are confirmed positive on the second or confirmatory test are reported positive to the
MRO for review and analysis.

If the test result of the primary specimen is positive, the officer may request the MRO to send
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the second (or split) specimen to a different certified lab for testing. The testing of the split
specimen will be for the presence of drugs with the same criteria for the primary specimen
being applicable. If the result of the test of the split specimen is “negative,” the positive test
shall be null and void. If an officer wants the split specimen tested, the officer must advise the
MRO within seventy-two (72) hours of being notified of the positive test result of the primary
specimen.

Yale University will keep a record in the officer’s medical file showing the type of test (pre-
employment, periodic, etc.), date of collection, location of collection, entity performing the
collection, name of the lab, name of the MRO, and the test results.

d. Testing of Split Samples

If, after making reasonable efforts and documenting those efforts, the Medical Review Officer is
unable to reach an officer about the opportunity for a test of the officer’s split sample, the
Medical Review Officer may contact a designated management official, who shall direct the

officer to contact the Medical Review Officer within twenty-four (24) hours.

ANABOLIC STEROIDS

The testing will also screen for the presence of the following anabolic steroids or derivatives
thereof:

Targeted Anabolic Steroids

J Boldenone

o Methandienone

J Methyltestosterone

. Nandrolone (19-Nortestosterone)
J Oxandrolone

o Oxymetholone

o Stanozolol

Steroid Testing Considerations

Testosterone occurs naturally in the body and will be found in all urine specimens (men,
women, transgendered persons). Due to the presence of testosterone in all urine samples,
testing agencies cannot submit a result indicating "no presences" of an anabolic steroid.

To determine improper/illegal use of anabolic steroids, technicians/scientists will review the
ratio of testosterone to epitestosterone (T/E). A urine specimen will constitute as a positive test
result when the Testosterone/Epitestosterone (T/E) ratio is greater than 6.0.

Analysis for anabolic steroids is performed by GC/MS. GC/MS means gas chromatography/mass
spectrometry. Any positive or abnormal results are confirmed by GC/MS or HPLC/MS/MS.
HPLC/MS/MS means high performance liquid chromatograph/mass spectrometer.

On rare occasion, an officer may have a natural elevation that exceeds the 6.0 ratio requiring
further testing such as Carbon Isotopic Ratio or sequential testing. This will be determined by
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the Medical Review Officer.

The laboratory supervising the test shall ensure that the appropriate chain of custody is
maintained in order to verify the identity of each sample being tested.

TREATMENT FOR CHEMICAL DEPENDENCIES

The Department will assist officers with chemical dependencies (drug or alcohol) who
voluntarily seek treatment and/or rehabilitation. Any officer who voluntarily discloses a
substance abuse problem and seeks assistance in dealing with such problem, will not be subject
to discipline under this policy, provided the officer is compliant with his/her treatment plan.

CONSEQUENCES OF A POSITIVE TEST

Any test that indicates a positive presence of any prohibited drug, or which indicates that an
officer was under the influence of alcohol while on duty may result in the initiation of the
Internal Affairs/Discipline process. A positive test shall result in the following discipline:

If officer has no prior active discipline or misbehavior or misconduct associated with a
reasonable suspicion finding:

1. First offense shall result in a maximum of a one (1) day suspension without pay.
2. Second offense shall result in an immediate five (5) day suspension without pay.
3. Third offense shall result in immediate termination.

If officer has prior active discipline or misbehavior or misconduct associated with a reasonable
suspicion finding:

1. First offense shall result in a disciplinary reprimand, up to and including termination of
employment.

2. Second offense shall result in a disciplinary reprimand, up to and including termination
of employment.

3. Third offense shall result in immediate termination.

Return to Duty Testing: Under this policy, if an officer tests positive for controlled substances,
anabolic steroids or for being under the influence of alcohol in the workplace, the officer will be
referred to a Substance Abuse Counselor (SAP), who shall determine what assistance, if any, the
employee needs in resolving his or her drug or alcohol problems. If the SAP determines that
the employee requires assistance in handling a drug or alcohol problem, the employee must
properly follow the prescribed rehabilitation program. If the rehabilitation program requires
time off, the officer will be placed on an unpaid administrative leave until cleared to return to
duty by a Substance Abuse Professional (SAP). During any period of treatment/rehabilitation as
prescribed by the SAP, there will be no loss of seniority or benefit eligibility for the officer and
the officer may elect to use any accrued vacation, personal, sick or compensatory time off.
Once the officer has fully complied with the treatment/rehabilitation program as prescribed by
the SAP, the officer must then be reevaluated by the SAP and must undergo a return-to-duty
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drug test, which test must be negative as a condition of the officer’s return to work. Failure to
comply with the defined rehabilitation program and/or failure to pass a return to duty test may
be considered grounds for further discipline.

GRIEVANCE/ARBITRATION

Any disciplinary action that may be imposed based upon test results are subject to the
contractual grievance/arbitration procedures, and any disputes concerning the interpretation
or application of this policy shall be subject to the contractual grievance procedure.

GENERAL PRECAUTIONS AND PROHIBITED CONDUCT

Police Officers should be aware of over-the-counter performance enhancing supplements
found in local stores. Most of these supplements are not FDA controlled and may contain
products that will test positive for anabolic steroids. Warning labels may or may not indicate a
positive test result for anabolic steroids on the packaged material. If unsure, officers should not
use such products.

Officers should not use foreign products or products sold over the internet.

Officers should be aware of hemp and/or CBD oils/products sold over the counter in local
stores and/or over the internet; these types of products may test positive for THC.

It is the responsibility of the individual officer to know what products they use, ingest, or take
for maintaining health and fitness. It is recommended that all officers consult with a physical or
medical provider before taking over-the-counter supplements/products as they may contain
substances that can test positive on a drug screening.

The use of a masking agent designed to conceal the use of illegal drugs to be tested is strictly
prohibited. The use of such an agent will be deemed a confirmed positive test.

CONFIDENTIALITY

Records of the test results shall be deemed to be medical files that must be maintained as
confidential by the University.9 Pursuant to Article XL (Personnel Files), Section 2(a)(iii), of the
parties Collective Bargaining Agreement, there will be no detailed medical reports included in
the medical files maintained by the Department.

NOTIFICATION TO UNION

The Union shall be promptly notified when one of its members tests positive for any prohibited
use of drugs or alcohol under this policy. Documentation regarding that determination will be
made available to the Union, upon request, if approved by the subject employee.

9 Conn. Gen. Stat. 31-51w.
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PRESERVATION OF RIGHTS

This policy does not constitute a waiver of the rights of members of the bargaining unit
regarding drug testing protection provided by the United States or Connecticut Constitution(s)
or statutes.10

ARTICLE XLIX. DURATION OF AGREEMENT

Section 1. This Agreement shall be effective July 1, 2023, and shall remain in effect until
midnight on June 30, 2028 and from year to year thereafter unless terminated in accordance
with the provisions of Section 2 of this Article.

Section 2. Either party may terminate this Agreement as of midnight, June 30, 2028, or on any
June 30 thereafter. If either party desires to exercise this right, it shall give the other party
written notice not less than ninety (90) days prior to the June 30 in question. The parties agree
to meet within a reasonable time after the receipt of such notice to consider the negotiation of
a new Agreement.

Section 3. If this Agreement is terminated by either party, and the parties have not reached a
new Agreement by the expiration date of this Agreement, the arbitration procedure provided in
Article XVI (Grievance Procedures) of this Agreement shall not be available with regard to
grievances based upon action taken by the University, other than terminations, after the
expiration date of this Agreement, unless the parties have specifically agreed to extend the
entire Agreement for a definite period or specifically agree in writing to arbitration of a
particular grievance.

IN WITNESS WHEREOF, the parties hereto have caused these presents to be duly executed this
th day of

For Yale: For the YPBA:

10 Conn. Gen. Stat. 31-51bb.
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Side Letter Re: Retirement Incentive

The University will offer bargaining unit members a lump-sum retirement incentive payment of
$1,500 for each fully completed year of retirement-eligible service with the University. To be
eligible for this payment an officer must be actively employed, fifty (50) years of age and have
completed at least twenty (20) years of pensionable service with the University on the date of
their retirement. The University’s offer is subject to the following terms and conditions:

1. Employees must be active and in good standing, be at least fifty (50) years of age and
have at least twenty (20) years of retirement-eligible service, i.e., Vesting Service, by the date of
their retirement;

2. Employees must retire no later than the last day of the applicable retirement severance
period, which shall begin on the first day of the month that follows thirty (30) days after the
date the new contract is ratified by the YPBA membership and shall end on March 31, 2026;

3. Employees must timely complete retirement applications, necessary documentation,
and releases;

4, In consideration for their participation in this Special Retirement Severance and receipt
of benefits thereunder, employees will be eligible to accept future employment with the
University only as casual retirees (up to a maximum of 900 hours per fiscal year).

5. Lump-sum payments made to employees pursuant to this Special Retirement Severance
will be subject to all required withholdings, including, but not limited to, federal and state
income taxes, and will be considered as supplemental compensation that is not included for
purposes of calculating applicable employee benefits (e.g., employer retirement contributions,
life and disability benefits).

April 2026

In April 2026, the University will offer bargaining unit members a lump-sum retirement
incentive payment of $1,500 for each fully completed year of retirement-eligible service with
the University. To be eligible for this payment an officer must be actively employed, fifty (50)
years of age and have completed at least twenty (20) years of pensionable service with the
University on the date of their retirement. The University’s offer is subject to the following
terms and conditions:

1. Employees must be active and in good standing, be at least fifty (50) years of age and
have at least twenty (20) years of retirement-eligible service, i.e., Vesting Service, by the date of

their retirement;

2. Employees must retire no later than the last day of the applicable retirement severance
period, which is April 1, 2026 to June 30, 2026;
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3. Employees must timely complete retirement applications, necessary documentation,
and releases;

4, In consideration for their participation in this Special Retirement Severance and receipt
of benefits thereunder, employees will be eligible to accept future employment with the
University as only casual retirees (up to a maximum of 900 hours per fiscal year).

5. Lump-sum payments made to employees pursuant to this Special Retirement Severance
will be subject to all required withholdings, including, but not limited to, federal and state
income taxes, and will be considered as supplemental compensation that is not included for
purposes of calculating applicable employee benefits (e.g., employer retirement contributions,
life and disability benefits).
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January 30, 2017

Side Letter of Agreement

This Agreement between Yale University and the Yale Police Benevolent Association (YPBA)
defines issues related to the Department’s temporary assignment of YPBA members to Task
Forces external to the University (e.g., Joint Terrorism Taskforce).

Specifically, the parties agree to the following:

1.

Any YPBA member (patrol officer or detective) assigned to external task force will be
required to perform the duties and responsibilities of the Detective classification;

This Agreement will not be considered to limit the Chief’s right to assign a non-
bargaining unit employee (e.g., a Sergeant) to the an External Task Force;

Per Article X, Section 1, of the parties’ collective bargaining agreement, any YPBA
member(s) temporarily assigned to an External Task Force will immediately be paid at
the then current rate of the Detective classification for the duration of the temporary
assignment to an External Task Force;

YPBA member(s) assigned to positions within an External Task Force shall receive the
same compensation and benefits provided to YPBA Detectives;

Article X, Section 3’s (8) month maximum duration for temporary assignments of YPBA
patrol officers to vacant internal temporary detective positions will not apply to
temporary assignments of YPBA members to the an External Task Force;

The maximum duration of assignment to the an External Task Force will not exceed two
(2) years from the date the Y.P.B.A. member commences his/her temporary assignment,
unless additional time is agreed to by the parties;

Regardless of the total time assigned to an External Task Force, members shall only be
credited with a maximum of (8) months service as a temporary detective for future
promotional exams.

Any YPBA member who completes his/her temporary assignment to an External Task
Force and returns to the Yale University Police Department shall not be subsequently
selected for another temporary assignment to an External Task Force, unless mutually
agreed to by the parties; and

The parties agree that this Agreement and assighments made pursuant to it will not
establish a practice or precedent with regard to internal temporary assignments made by
the Department pursuant to Article X.
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Yale University
Labor Management Relations

Chief Ronnell Higgins
Yale University Police Department

Richard Simons, President
Yale Police benevolent Association
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Side Letter Re: Bereavement Leave
In the event of the death of an employee’s brother-in-law, sister-in-law, son-in-law and/or
daughter-in-law, the Department will adjust the employee’s schedule so that he/she can attend

the decedent’s wake, funeral and/or memorial services.

For Yale: For the YPBA:
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YALE UNIVERSITY AND THE YALE FOLICE BENEVOLENT
ASSOCIATION

TENTATIVE AGREEMENT

January 11, 2024

YALE UNIVERSITY and ¥'BA
SETTLEMENT AGREEMERNT
General Grder 303-C = FIREARMS QUALIFICATIONS

July &, 2018

Section 3 Revised lanvary 11, 2024

The purlies spree Lo Lhe following with respect to the General Order 302-C, Frearms Qualifications:

1. At least once avaar during firearms raining, all moemibars authorized to carmy tirszrms
shall recelve and shall be reguired to demaonstrate their understanding of Lhe law anc
Department policy g procedores relaling Lo Lhe Use of Force Policy, This shall be echieved
thraugh documented rlassroom instruction. The Training Superisarfammores wil| determine
tha methodolopy Lol will be used to measure the officer’s understanding of the [aws znd
policies (i.e., teating netnods tallowing classroom instruction) ond representative|s) of the
Unior will be kept Informed regarding tha methocalogy to be uzed and any sabsequent
rhangas thereto. The instrection shall include a review and polizy discussicn concerning the
autharity of 2 member to use deadly force under YPD policy and Federal Cise Low
pertaining to deadly and non deadly Toroe,

2. Mambers who are Detecthves shall anly B2 required to quality with their selectzd
Mepartment-issued serice pistol as @ condition of cenlinaing emoleyment. If such membe =
roquesl Lo be ssuod more than ore Department izsusd servica pistol, they rmust qualify with
rach requasted pistol.

3. Eftective baginning July 1, 2024, the Department will reimbuorss amployess up to

S 1000,00 per fiscal year “or costs associated with the employes's purchase of a firing range
membership, fees aed/or armmunitien, Bzimbursements will be made uaon the employee’s
submission of receipts tr the Departrment. Bargaining unil memkess may also use their
annusl cleth ng al ewances to purchzese practice ammunition. The Departrmenl will not
pravide ammunition ta bargsin ng uniz meembers,

. The FOSTC (Polive OMMer Slendards und Training Council) certified firsarms instruczar
shall prepare written reports, with cnpies provided te the mamber, the Unlan and the

D partrnenl, al weelly Intervals dusing the remedial training period, datziling the member's
pragress.
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5. twalificatinn with the member's Drparcment issued seevice pisknlis & conditicn of
contindimg cimaloyrmenl, Zualifization with the palrol eifle is nola condition af centinulng
emplayment. A such, it the membar tzils ta quzlife with his/her Departnient ssuad sapvice
pistal on or before the Fnal day of the remadial training period, hefshe shall be suljert to
disciplivary acticn Lo include, bul nel limiled Lo, Binited e, ermingUoo ol emp eynenl Ta
memile - frils tn nualify with the patral rif g, hefshe will nnt be authorized tnouse A patrol
rifle unlil swch Lirre s hefshe guelifies wilh Ui patral e,

B, The rarmediel Lraining perioe wil be ncreasesd from 30 scheduled wardng cavs to 45
scheduled warddng deys, which shall be extended to 65 scheduled warlking days; provided
the meriber completad at least one attempt to qualify within the first 20 sckacduled warking
days and did net qualify, thencompleted a2 cast one stlempt to qualily within Lhe
anhsacueant 15 schadulecd warking days and did not qualify. Upen nuzlification, the meriber
Wil immediately retu-n to duty,

7y the conslusion of kisfher remadial training period, an officer is unanla to gualisy,
hiefshe will be offered a full time scourty positon sukject to the torms and conditions of
such aosition. Such terms and canditions shal not include riding the patrol bicyele asa
cendition of craployment.

e Upoh executlon of the szilement Agreement, the Unlan will promptly withcraw its
Firaarmrs Oualificstion grivvance (Unian Mua. 2006-3] ard all sceempanying Unlaie Laber
Fractive changes with prejudice.

JA 1ol —

v
For the University

/ /f/z.ﬁ/ oljulzt

Drate

For the Union
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MEMORANDUM OF AGREEMENT BY AND BETWEEN YALE UNIVERSITY AND
THE YALE POLICE BENEVOLENT ASSOCIATION

Sensitlve Crimes and Support Services

1. Al notices of vacancies withln the Sensitive Crimes and Support Services assignment
shall be posted on Depariment uletin boards, announced at line-ups and emailed to
officers. Interested YPBA members will submita M dum of Interest in the
position; including the candidste’s suttability for the position, law enforcement
experjence relevant (o the position, education, (eaining and accomplishments, The
position will be offered 10 afl non-probationary Police Officers with 8 minimusm of four
(4) years of experience s a Yale University Police Officer,

3. A fair and objective review of an spplicant’s qualifications to serve in the asslgnment,
based upon the applicant's OMficial Personne] File and Memorandur of Interést, shall be
conducted by the Office of the Chief of Pollce; and selections based upon those
qualifications shall be made.

3, The Sensitive Crimes and Suppoert Services Officer will be assigned 10 the 09001700
Monday-Friday shift, The partles agres that his assignment will not establish a past
practice or set a precedent between them.

4, The Sensitive Crimes and Support Services Officer shall be paid in sccordance with the
higher classification of the position of Detective, 88 provided for in Article X,
(Temporarily Warking Out of Classification), Section I.

5, “The maximym duration of an assignment shall not exceed eight (8) months, but the
phrties can agree to extend an assignment by mutual agreément Officers may not ba
subsequently assigned for & pesiod of eight (8) months following completion of thelr
temporary assignment, unless all other i d bargaining unit p | with
safisfactory performance (i.e., has no record of oral counseling or disclplinary action in
higher p 1 file) and satisfactory d in socardance with Article XXVIT,
Section 4) have been offered the assignment,

6. The Officer sssigned to Sensitive Crimes and Support Services pericdically may have to
be in an on-call status as operational needs dictate. In such cases, the Officer shall be
provided with at least 24 hours advanced notice of the need to be on-call and will be pald
the applicable on-call rate for the period the Officer is oncell. Furthermore, if the
Officer Is required to repont for duty during the on-call period, the Officer will be

I d at the applicable gvertime rate, Al avertime worked
shall be subject to the terms oullined in Article 1X, Overtime,

7. Officers assigned (o Sensitive Crimes and Support Services shall not be asstgned
overtime that is historically assigned o bers of 1SU (8.8., dignitary details and ISU
case foltow-ups}.

8. The Ulll\’tl‘!lly sgrees to compensate the Officer for on-call pay from the week she began
her Sensitive Crimes and Support Services assignment uniil the payroll week endi Qsan
L g : pay! nding
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Aetna Medicare Rx® (PDP) Exhibit A 1
2018 Prescription Drug Schedule of Cost Sharing

Aetna Life Insurance Company

Former Employer/Union/Trust Name: YALE-YPBA RETIRED BEFORE 04-01-09
Group Agreement Effective Date: 01/01/2018
Group Number: 466337

This Prescription Drug Schedule of Gost Sharing is part of the Evidence of Coverage (EOC) for our plan.
When the EOC refers to the attachment for details of Medicare Part D prescription drug benefits covered
under our plan, it is referring to this Prescription Drug Benefits Chart. (See the EOC chapters titled “Using
the plan’s coverage for your Part D prescription drugs” and “What you pay for your Part D prescription
drugs.”)

Annual Deductible Amount per Member $0
Formulary Type: Open 2 Plus
Number of Cost Share Tiers: 3 Tier
Initial Coverage Limit: $3,750
True Out-of-Pocket Amount: $5,000
Maximum Out-of-Pocket Amount $800

Once your individual out-of-pocket expenses reach this amount,
you will pay $0 for all covered prescription drugs for the remainder
of the plan year.

Retail Pharmacy Network: S2

The name of your pharmacy network is listed above. To find a network pharmacy, you can look in your
Pharmacy Directory, visit our website (http://www.aetnamedicare.com/findpharmacy), or call Customer
Service (phone numbers are printed on the back of your member ID card).

Enhanced Drug Benefit

We offer additional coverage of some prescription drugs not normally covered in a Medicare
prescription drug plan, including the following:

e Drugs when used for the relief of cough or cold symptoms

e Prescription vitamin and mineral products (except prenatal vitamins and fluoride preparations)

e Drugs when used for the treatment of erectile dysfunction

e Part B Drugs, Diabetic Supplies, and Compounds

The cost share for these drugs is listed in the table below. See Tier 1 for the generic cost share
amount and Tier 2 for the brand cost share amount. The amount you pay when you fill a prescription
for these drugs does not count towards qualifying you for catastrophic coverage. Limitations, such as
quantity limits and prior authorization requirements, can be found in the formulary included in this
mailing. In addition, if you are receiving “Extra Help” from Medicare to pay for your prescriptions, the
“Extra Help” will not pay for these drugs. Please refer to your formulary or call Customer Service for
more information.

EGWP_PDP_F_2018_SI46633709500013 ME RX SCH COPAY (Y2018)
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Aetna Medicare Rx"® (PDP) 2
2018 Prescription Drug Schedule of Cost Sharing

Every drug on the plan’s Drug List is in one of the cost-sharing tiers described below:
¢ Tier One — Generic drugs
e Tier Two — Preferred brand drugs

e Tier Three — Non-preferred brand drugs
To find out which cost-sharing tier your drug is in, look it up in the plan’s Drug List. If your covered drug
costs less than the copayment amount listed in the chart, you will pay that lower price for the drug. You pay
either the full price of the drug orthe copayment amount, whichever is lower.

Initial Coverage Stage: Amount you pay, up to $3,750 in total covered prescription drug expenses.

One-Month Supply Extended Supply
Standard Long-term Qut-of- Standard Preferred mail
retail cost- care (LTC) network cost- retail or order cost-
Initial C sharing (in- cost-sharing sharing* standard mail sharing
nitial Loverage network) (uptoa31-day (uptoa 30-day  order cost- (uptoa
(up to a 30-day supply) supply) sharing 100-day
supply) (upto a supply)
100-day
supply)
Tier 1
Generic drugs 35 $5 $5 $10 $10
Tier 2
Preferred brand $20 $20 $20 $40 $40
drugs
Tier 3
Non-preferred $35 $35 $35 $70 $70

brand drugs

*Qut-of-network coverage is limited to certain situations; see the Evidence of Coverage chapter titled
“Using the plan’s coverage for your Part D prescription drugs,” Section 2.5.
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Aetna Medicare Rx® (PDP) 3
2018 Prescription Drug Schedule of Cost Sharing

Coverage Gap Stage: Amount you pay after you reach $3,750 in total covered prescription drug
expenses and until you reach $5,000 in out-of-pocket covered prescription drug costs.

Your plan’s gap coverage is listed in the chart below.

One-Month Supply Extended Supply
Standard Long-term Out-of- Standard Preferred mail
retail cost- care (LTC) network cost- retail or order cost-
Supplemental sharing (in- cost-sharing sharing* standard mail sharing
Gap Coverage network) (up to a 31-day (up to a 30-day order cost- (uptoa
(up to a 30-day supply) supply) sharing 100-day
supply) (uptoa supply)
100-day
supply)
Tier 1
Generic drugs $5 $5 $5 $10 $10
Tier 2
Preferred brand $20 $20 $20 $40 $40
drugs
Tier 3
Non-preferred $35 $35 $35 $70 $70

brand drugs

*Qut-of-network coverage is limited to certain situations; see the Evidence of Coverage chapter titled
“Using the plan’s coverage for your Part D prescription drugs,” Section 2.5.
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Aetna Medicare Rx® (PDP) 4
2018 Prescription Drug Schedule of Cost Sharing

Your former employer/union/trust provides additional coverage during the Coverage Gap stage for covered
drugs. This means that you will generally continue to pay the same amount for covered drugs throughout
the Coverage Gap stage of the plan as you paid in the Initial Coverage stage.

Coinsurance-based cost-sharing is applied against the overall cost of the drug, prior to the application of
any discounts or benefits.

Catastrophic Coverage Stage: Amount you pay for covered prescription drugs after reaching $5,000 in
out-of-pocket prescription drug costs.

Prescription Drug Quantity All covered prescription drugs
Per prescription or refill You pay $0
Step Therapy

Your plan includes step therapy. This requirement encourages you to try less costly but just as effective
drugs before the plan covers another drug. For example, if Drug A and Drug B treat the same medical
condition, the plan may require you to try Drug A first. If Drug A does not work for you, the plan will then
cover Drug B.

This Plan Uses the Open 2 Plus Formulary:

Your plan uses the Open 2 Plus formulary, which means you have coverage for every drug identified by
Medicare as a part D drug, as long as the drug is medically necessary and the plan rules are followed.
Non-preferred copay levels apply to some drugs on the drug list. Review the Aetna Medicare 2018 Group
Formulary (List of Covered Drugs) for more information.
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Exhibit B

Description of Covered Services

Plan Pays:

Preventive & Diagnostic Services 100%

BEIExams, Cleanings, (each twice per calendar year per person, ages 14 and older are
considered adults)

BZIX-rays-full mouth series or panoramic (either one, once in three years)

BIZIX-rays-bitewing (maximum of two films per calendar year)

BIZIX-rays-single films (multiple x-rays on the same date of service will not exceed the
benefit of a full-mouth series)

BlZFluoride Treatment (twice per calendar year, for eligible children to age 19,
combinations with cleanings are applied to time limits for both)

BlZISpace Maintainers (twice per space, 2 per lifetime, for missing primary teeth, for
children under age 19)

BESealants (1ssand 2nd permanent, decay-free molars, once per tooth in any
12consecutive months, for children to age 14)

BZEmergency Care (necessary palliative treatment for minor dental pain)

Basic Services 80%

BIEFillings - composite and amalgam. Payment is allowed for one restoration per
tooth surface in 365 days (composite fillings on back teeth are given the
alternate benefit of an amalgam filling)

BEIConsultations are counted as exams for purposes of frequency limitations

BlZExtractions, Oral Surgery (impacted wisdom teeth claims should first go to
medical carrier)

BEEndodontics (root canals on permanent teeth and root surgery each once per
24months)

BlZRepair of Dentures (Repair of existing prosthetic appliances)

FZIRe-cement crown or bridge

Crowns 50%

BEICrowns and crown-related procedures (post and core, core buildup, etc., once
every five years, permanent teeth only, for ages 12 and older). An alternate
benefit of a metal crown is payable for porcelain or fused porcelain crowns
placed on posterior teeth.

BZInlays (inlays are only payable when done in conjunction with an onlay; by
themselves they are given the alternate benefit of an amalgam filling)

BEOcclusal Adjustments
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Calendar Year Maximum (per person) Unlimited
Calendar Year Deductible None

Under all programs, non-participating dentists may balance bill above the maximum allowable
charge.

Eligibility Requirements
You are eligible for dental coverage if you satisfy the following requirements:

BEYou are a clerical, technical, service, maintenance, Yale Police Benevolent
Association (YPBA) or security employee scheduled to work at least 20 hours per
week.

The following dependents are considered "eligible dependents"” in accordance with Section
152 of the Internal Revenue Code.

@aYour legal spouse

EaUnmarried dependent children until the end of the month in which they reach age
19

EaUnmarried dependent children, until the end of the month in which they reach age
25, if the child is a full time student at an accredited school.

E@Disabled dependent children, regardless of age

Civil Union Partners
Please view the Civil Union policy in effect April 1, 2006 online at www.yale.edu/benefits.

When does coverage begin?
Coverage for a clerical, technical, service, maintenance, Yale Police Benevolent Association
(YPBA) or security employee begins on the 1s:day of the month following the employee’s date

of Hire or eligibility.

Coverage is automatic for the employee; however enrollment in Workday must be completed
to add additional family members.

When does coverage terminate?
Coverage for employees and their eligible dependents shall cease upon the earliest of:
* End of the calendar month following the month of termination of employment

e End of the calendar month in which the death of employee occurs
* End of the calendar month in which the termination of group contract occurs
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Coverage for a dependent spouse shall terminate at the end of the calendar month in which the
divorce from the covered employee occurs unless otherwise stated by divorce decree.
Coverage for a dependent child shall terminate at the end of the calendar month of attaining
the

limiting contract age (see eligibility section).

For coordination of benefits, Yale uses the birthday rule to establish which coverage is primary.
Exclusions and Limitations: Services Not Covered by This Dental Plan

e To be eligible for coverage, a service must be required for the prevention, diagnosis, or
treatment of a dental disease, injury, or condition. Services not dentally necessary are not
covered benefits. Your dental plan is designed to assist you in maintaining dental health.
The fact that a procedure is prescribed by your dentist does not make it dentally
necessary or eligible under this program. We can request proof (such as x-rays, pathology
reports, or study models) to determine whether services are necessary. Failure to provide
this proof may cause adjustment or denial of any procedure performed.

e Services for injuries or conditions which are compensable under Workers Compensation
Employers Liability Laws; services provided to the eligible patient by any Federal or State
Government Agency or provided without cost to the eligible patient by any municipality,
county, or other political subdivision.

e Services with respect to congenital or developmental malformations (including TMJ and
replacing congenitally missing teeth), cosmetic surgery, and dentistry for purely cosmetic
reasons (e.g., bleaching, veneers, or crowns to improve appearance).

e Services provided in order to replace tooth structure lost by wear, abrasion, attrition,
abfraction, or erosion; splint teeth; or treat or diagnose jaw joint and muscle problems
(TM)).

e Specialized or personalized services (e.g., overdentures and root canals associated with
overdentures, gold foils) are excluded and a benefit will be allowed for a conventional
procedure (e.g., benefiting a conventional denture towards the cost of an overdenture
and the root canals associated with it. The patient is responsible for additional costs.)

e Prescribed drugs, analgesics (pain relievers), fluoride gel rinses, and preparations for
home use.

® Procedures to achieve minor tooth movement.

e Experimental procedures, materials, and techniques and procedures not meeting
generally accepted standards of care.

e Educational services such as nutritional or tobacco counseling for the control and
prevention of oral disease. Oral hygiene instruction or any equipment or supplies
required.

e Services rendered by anyone who does not qualify as a fully licensed dentist.

e Charges for hospitalization including hospital visits or broken appointments, office visits,
and house calls.

e Services performed prior to effective date or after termination of coverage. Benefits are
payable based on date of completion of treatment.

e Services performed for diagnosis such as laboratory tests, caries tests, bacterial studies,
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diagnostic casts, or photographs.

e Temporary procedures and appliances, pulp caps, inhalation of nitrous oxide, analgesia,
local anesthetic, and behavior management.

* Procedures or preparations, which are part of or included in the final restoration (bases,
acid etch, or micro abrasion).

e Composite restorations on posterior teeth are given the alternate benefit of an amalgam
filling

e Transplants, implants, and procedures directly associated with implants.

e Veneers of porcelain or acrylic materials on crowns or pontics on or replacing the upper
and lower first, second and third molars.

e Periodontal charting, chemical irrigation, delivery of local chemotherapeutic substances,
application of desensitizing medicine, synthetic bone grafts, and guided tissue
regeneration.

e Post removal (not in conjunction with root canal therapy).

e Completion of claim forms, providing documentation, requests for pre-determination, and
services submitted for payment more than twelve (12) months following completion.

e Separate fee for infection control and OSHA compliance.

e Maxillofacial surgery and prosthetic appliances.

e Periodontics.

e Prosthodontics.

e Orthodontics.

This is a general description of your dental plan to be used as a convenient reference, and some
exclusions and limitations may not be listed. All benefits are governed by your group contract.
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Exhibit C

Hourly Wage Rates Effective July 1, 2025 for Police Officers Who Received Base-Building
Seniority Stipends Between July 1, 2016 and June 30, 2023

Last Name First Name Seniority Total
Date Base
Rate

Effective

7/1/2025
Williams James 1/16/1984 ¢ 52.61
Grottole John 511989 ¢ 52.61
Simons Richard 4/4/1994 ¢ 5261
Browning Shawn 3/24/1997 ¢ 5261
Feola Lori 8/18/2000 ¢ 56.44
Yacono James 8/18/2000 ¢ 52.61
Funaro Joseph 3/16/2001 ¢ 5261
Hebron Charles 2/22/2002 $ 52.61
Cofrancesco Christopher 10/16/2002 ¢ 56.44
Sandy Christine 3/7/2003 ¢ 56.44
Claxton Michael 4/25/2003 ¢ 52.61
Schenkle Grace 12/13/2004 ¢ 52.61
Arango Roberto 3/21/2007 ¢ 52.61
Hall Michael 3/21/2007 ¢ 5261
Herten Jennifer 3/21/2007 ¢ 56.44
Marong Adam 5/16/2007 ¢ 5261
Wittig Glenn 5/16/2007 ¢ 52.61
Kiekel Tristan 3/26/2008 ¢ 52.61
Pan Eugene 8/27/2008 ¢ 5261
Lowery Jason 12/10/2008 ¢ 52.61
Miller Elizabeth 12/10/2008 ¢ 52.61
Orshansky Sergei 12/10/2008 ¢ 52.61
Sentementes Danny 2/18/2009 ¢ 5259
DelJesus Raymond 5/20/2009 ¢ 56.42
Bailey Eric 2/17/2010 ¢ 56.41
Romano Carmen 5/3/2010 ¢ 52.58
Reddington Christopher 7111/2012 ¢ 52,55
Cavanaugh Daniel 10/3/2012 ¢ 52,55
Maresca Anthony 1/2/2013 ¢ 52.55
Melendez Ariel 4/3/2013 ¢ 52.55
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APPENDIX |

FEDERAL MEDIATION & CONCILIATION SERVICE UNITED STATES GOVERNMENT

GRIEVANCE MEDIATION AGREEMENT

The undersigned hereby request the assistance of the FMCS in the attempted resolution of the
dispute between them today. They understand that mediation is a voluntary process described
more fully in the attached Summary of the Mediation Process. Further, the undersigned agree
as follows:

1. Any time limits in the parties’ labor agreement will be extended as necessary to permit
the grievance to proceed to arbitration should the mediation be unsuccessful.

2. Proceedings before the mediator will be informal and rules of evidence do not apply.
The mediator has no authority to compel resolution of the grievance. No recording or
stenographic or other record of meetings will be made and the mediator will issue no
written recommendations or conclusions.

3. All statements by the parties, participants or the mediator during the mediation
process, and any documents created for or during these proceedings, are inadmissible
and not discoverable for any purpose whatsoever, in any pending or subsequent judicial
or other proceeding.

4. The undersigned will not subpoena the mediator or anyone else employed by FMCS to
testify for any reason, nor to subpoena documents created for or during the mediation.
The FMCS and the mediator are held harmless of any claim of damages arising out of
the mediation process to the fullest extent permitted by law.

5. The undersigned shall not rely on, nor introduce as evidence in any proceedings, any
views, comments or suggestions made by any party or participant with respect to a
possible settlement of the dispute, any admissions made by another party or participant
in the course of the mediation proceedings, or any proposals, opinions, or comments of
the mediator. It is understood that FMCS policy is such that the mediator’s notes and
records of the mediation content, if any, are promptly destroyed upon conclusion of the
mediation.
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APPENDIX |

6. The obligations imposed by this agreement are in addition to, and do not supercede,
any obligations imposed by applicable state or federal laws regarding mediation

confidentiality.

Name/Title Organization
Signature Date
Name/Title Organization
Signature Date
Name/Title Organization
Signature Date
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APPENDIX |

Summary of the Federal Mediation and Conciliation Service (FMCS) Grievance Mediation
Process

Mediation is a voluntary, informal, and confidential process for helping labor and management
resolve disputes arising under their collective bargaining agreement. With the help of a trained
and experienced FMCS mediator, the parties to a grievance work, through their
representatives, to find a mutually agreeable solution to their dispute.

The mediator does not decide who is right or wrong, and does not impose a settlement. The
mediator's role is to provide an effective approach and to facilitate a dialogue that will help
labor and management develop solutions to their particular situation. The mediator has an
equal and balanced responsibility to assist each party and cannot favor the interests of one side
over another.

FMCS mediators are professionals who may use a variety of approaches and techniques,
depending on the situation. Often, for example, the mediator may meet with the
parties/representatives together and/or in separate caucuses. The particular procedures
utilized are up to the individual mediator who is in the best position to determine the most
helpful approach.

The parties are encouraged to work together to solve their dispute and to reach the best
possible agreement. Nothing can be imposed on either side unless and until a final agreement is
signed. If the parties do reach and sign a final agreement resolving the dispute, that becomes a
binding settlement. If there is no final agreement, each side retains their right to proceed with
the grievance as specified in the collective bargaining agreement.
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November 4, 2011

Officer Richard Simons

President, Yale Police Benevolent Association
PO Box 1232

New Haven, CT 06520

Re: Agreement, Yale University and Yale Police Benevolent Association
Dear Officer Simons:

As discussed during our Contract negotiations, the following is the current procedure used to
administer overtime distribution.

= Qvertime should be equally distributed by hours.

= Qvertime list will be available on line for officers to sign up.

= Qvertime hours accrued while officers are at the POST shall count as overtime hours
worked at the Yale Police Department.

= Administer by offering in order of overtime worked (least to most).

= |f overtime is offered but refused, it’s charged as time worked if officer is on
overtime list.

= Refusal of overtime, or no contact, should be documented in logbook.

= Officer can designate preferred method of contact.

= |f officer is not on list and is ordered to work overtime, hours are not included for
purposes of overtime eligibility.
a. If ordered, should be noted in overtime slip completed by officer.

= History of overtime worked should be posted weekly (name, hours worked and type
of work).

= Hours reset annually.

The parties agree that the specific terms of this procedure can be modified by mutual
agreement.

Sincerely,

Andrea Terrillion
Chief Spokesperson

93



September 7, 2004

Officer Carlos Perez

President, Yale Police Benevolent Association
PO Box 1232

New Haven, CT 06520

Re: Agreement, Yale University and Yale Police Benevolent Association
Dear Officer Perez:

This will confirm representations made by the University during our negotiations with respect
to eligibility for Long-Term Disability benefits.

There is no requirement to obtain employment to be eligible for disability benefits under the
plan. The definitions and explanations of the plan booklet serve to describe the conditions
under which an eligible employee would receive partial disability benefits. Those conditions are
that the employee who had been "disabled" (see page 9) has secured some alternate
employment.

Sincerely,

James F. Juhas
Manager, Labor Relations
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September 7, 2004

Officer Carlos Perez
President, Yale Police Benevolent Association
PO Box 1232
New Haven, CT 06520
Re: Agreement, Yale University and Yale Police Benevolent Association

Dear Officer Perez:

The parties agree to establish a Disability Committee of no more that two representatives each
from the Union and the University, which shall meet whenever an LTD benefit dispute arises.

The purpose of such committee shall be the mutually satisfactory resolution of such disputes.

Sincerely,

James F. Juhas
Manager, Labor Relations
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Officer Carlos Perez
President, Yale Police Benevolent Association
PO Box 1232
New Haven, CT 06520
Re: Agreement, Yale University and Yale Police Benevolent Association
Dear Officer Perez:
If it becomes necessary to assign Police Officers to dispatch duty, assignments will be made
first, when practical to do so, to Officers who have volunteered for such duty. Any Officer so

assigned will be trained in those areas of dispatch duty for which he or she will be responsible.

Sincerely,

James F. Juhas
Manager, Labor Relations
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September 7, 2004

Officer Carlos Perez
President, Yale Police Benevolent Association
PO Box 1232
New Haven, CT 06520
Re: Agreement, Yale University and Yale Police Benevolent Association
Dear Officer Perez:
Employees making an arrest or otherwise engaged in police duty authorized by the Connecticut
General Statues Section 54-1f shall be considered to be acting within the scope of their

employment.

Sincerely,

James F. Juhas
Manager, Labor Relations
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September 7, 2004

Officer Carlos Perez

President, Yale Police Benevolent Association
PO Box 1232

New Haven, CT 06520

RE: Agreement re: Seniority, 2002 Negotiations, Yale University and YPBA

Dear Officer Perez:

This letter confirms our agreement regarding discussions concerning Seniority, Article XX,
which was reached and signed as a tentative agreement on August 15, 2002, during IBN
negotiations.

1. In the event of a layoff or reduction in force, the Union shall be given reasonable
advance notice to allow the parties to explore other alternatives to the lay-off of
bargaining unit personnel. The decision to layoff employees is exclusively
reserved to the University.

2. For application of Section 1 of Article XX, whenever a tie in seniority dates
occurs between two individuals, the more senior individual shall be determined
alphabetically by the first letter of the individual’s last name, with normal
alphabetical order (A-Z).

Sincerely,

James F. Juhas

Manager, Labor Relations
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September 7, 2004

Officer Carlos Perez

President, Yale Police Benevolent Association
PO Box 1232

New Haven, CT 06520

Dear Officer Perez:

This letter confirms our agreement regarding discussions concerning light duty for pregnant
police officers which was reached and signed as a tentative agreement on September 19, 2002
during IBN negotiations.

1. A pregnant officer may continue to work as long as she is physically able to perform her
duties.

2. A pregnant officer may request light duty by submitting a written request and providing a
doctor’s statement that she is no longer able to perform her regular duties.

3. Light duty will be provided when available.

4. Light duty will be limited to a period of nine (9) months or for the duration of the
pregnancy.

5. Light duty may be full or part time depending upon medical restrictions.

6. Part time light duty work may be supplemented by available sick time or other paid time.

7. An employee on light duty must take Holidays and Recess Days off.

8. Light duty will only be available to certified officers.

9. An officer will be placed on leave when she is no longer able to perform her regular duties
and light duty is either not available or it was not requested.

10. During the term of light duty, the officer’s arrest powers will be temporarily suspended.

11. An officer on light duty will be kept informed concerning Department policies and
procedures.

12. The Department may require periodic medical status reports.

Sincerely,

James F. Juhas
Manager, Labor Relations
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November 4, 2011
Officer Richard Simons
President, Yale Police Benevolent Association
PO Box 1232
New Haven, CT 06520
Re: Personnel Files
Dear Officer Simons:
This letter confirms the parties understanding and agreement concerning the scope of the term
“internal affairs history” as used in Article XL, section 5(d). For purposes of this section, any

“internal affairs history” provided by the Department representative will reference only the
number of internal affairs investigations involving in the officer and their disposition.

Sincerely,

Andrea Terrillion
Chief Spokesperson
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May 1, 2012

Officer Richard Simons

President, Yale Police Benevolent Association
101 Ashmun Street

New Haven, CT 06520

Re: Yale Health Benefits Dear

Officer Simons:

The following is a list of the enhancements to Yale Health benefits that were discussed during the
negotiation of the 2010 agreement:

Infertility Services $20,000 University lifetime limit

ART-IVG at YMG 4 cycles University Lifetime limit

Age 19-26 dependents Include in regular plan

Chiropractic Up to 12 visits per year, $50 max reimbursement per visit

Inpatient Hospital Rehabilitation Medically necessary, no limit

Durable Medical Equipment, includin | 100% up to $5,000 max

orthotics

Home Health Care 120 visits per year. Requires prior auth

Medical Social Services Move to Home Health

Podiatry Medically necessary due to an underlying medical condition

Transplants Medically necessary, No limit

Acupuncture In lieu of anesthesia only

Hearing Aids Children under 12 100% limit of one ear every 24 months

Hospice Covered, excl bereavement and respite without prior
authorization

Sincerely,

Andrea Terrillion Chief
Spokesperson
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EXHIBIT A

YALE POLICE
BENEVOLENT ASSOCIATION
Yale Station, P.O. Box 1231

New Haven, CT 06520
(203) 624-3917
WAGE DEDUCTION AUTHORIZATION

| hereby request and authorize Yale University to deduct from my wages and remit to the treasurer of the
Yale Police Benevolent Association the following:

() Uniformly assessed monthly dues in the amount of $

() Uniformly assessed initial fee, in four equal payments, in the amount of $ each to
commence Thirty days after my hiring date and to continue on each pay day thereafter until fully paid

or

() Uniformly assessed monthly service fee in the amount of $

date Union ID number

print name

sign name.
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EXHIBIT B

YALE POLICE
BENEVOLENT ASSOCIATION
Yale Station, P.O. Box 1231

New Haven, CT 06520
(203) 624-3917

SERVICE FEES WAGE DEDUCTION AUTHORIZATION

| hereby authorize Yale University to deduct from my wages and remit to the Treasurer of the Yale Police
Benevolent Association the monthly service dues of the Yale Police Benevolent Association in such sums as
from time to time the Secretary-Treasurer of the Yale Police Benevolent Association may certify.

This authorization shall be effective for one year and is irrevocable for a period of one year or until the
termination of the collective bargaining agreement, whichever first occurs and shall renew itself annually
thereafter unless | shall revoke this assignment by giving Yale University and the Treasurer of the Yale
Police Benevolent Association written notice by certified mail at least thirty (30) calendar days prior to the
anniversary date of this authorization.

Service fees covered by this authorization are not deductible as charitable expenses for income tax
purposes.

Dated at New Haven, Ct., this day of 19

Signature - Print

Address: Tel. No.

Pager No.

EXHIBIT C
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YALE POLICE
BENEVOLENT ASSOCIATION
Yale Station, P.O. Box 1231

New Haven, CT 06520
(203) 624-3917

WAGE DEDUCTION AUTHORIZATION

| hereby request and authorize Yale University to deduct from my wages and remit to the Treasurer of the
Yale Police Benevolent Association the following:

( ) Uniformly assessed initiation fee, in four equal payments, in the amount of $50.00 each to commence
thirty days after my hiring date and to continue on each pay day thereafter until fully paid.

Date Union I.D. number

Print Name

Sign Name
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