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This directive consists of the following sections:

22.2.1 Physical Examinations

22.2.2 General Health and Physical Fitness
22.2.3 Fitness and Wellness Program
22.2.4 Off-Duty Employment

22.2.5 Extra-Duty Employment

POLICY & PROCEDURE

This directive describes agency policy regarding physical examinations for employees.
Employees are encouraged to schedule comprehensive physical examinations and or
fitness evaluations periodically to monitor and maintain a general level of health and
fitness that allows them to perform their duties. Sworn personnel are encouraged to
maintain a level of fitness no less than the entrance level fitness criteria of the
department.

This directive defines the circumstances under which an employee may be employed in
an off-duty or extra-duty capacity and the regulations therein.

22.2.1 Physical Examinations

The department may require an employee, at periodic intervals, to submit to a physical or
psychological examination to confirm the employee’s fitness to their duties; and to make
the results of the examination available to the department. If required, these
examinations shall be in compliance with the Collective Bargaining Agreements, Article
28, Section 28.1 C. and the Miami Township Policies & Procedure Manual. Section IllI,
36&39F

The department may also require a fitness evaluation if an employee’s fitness appears to
be substandard to the entrance level criteria or if the employee demonstrates an excessive
use of sick leave or the employee appears not to be able to perform the required job
functions of their position.
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Physical examinations and or psychological evaluations required by the department will
be provided at no cost to the employee.

These examinations/evaluations may amount to additional testing at an otherwise routine
physical examination or may involve additional complete examinations by a physician.

Regardless of the nature of, the frequency, extent or duration of the
examinations/evaluations, if the department requires these examinations/evaluations, the
cost shall not be charged to the employee.

The department shall request the provider of examinations/evaluations to make
recommendations for the improvement of the employee’s fitness based on the
examination/evaluation.

The department shall require entry level/lateral entry candidates for the position of police
officer to submit to medical and psychological examinations and meet the required
standards as set forth in the departments’ selection criteria for such position.

It is the policy of the Miami Township Police Department that the public has the absolute
right to expect persons employed by Miami Township to be free from the effects of drugs
or alcohol. Miami Township does participate, at the employer’s cost, in Random and
Reasonable Suspicion Drug and Alcohol Testing. This testing shall be in compliance
with the Collective Bargaining Agreements, Article 38 and the Miami Township Policies
& Procedure Manual, Section 1V, 4.4,

22.2.2 General Health & Physical Fitness

The criteria for general health and fitness to be maintained by sworn employees shall
reflect entrance level criteria for the department.

The Township recognizes the need to promote physical fitness among its Employees to
maintain health, wellness and fitness for duty. To accomplish this goal, the Township
has established a physical fitness program available to all eligible employees. Eligible
Employees shall include full-time and permanent part-time employees of the Township.
The Township will reimburse eligible Employees for membership at any fitness facility
with the following conditions:

e The eligible Employee is responsible for any fee related to membership and
monthly fees.

e The Township will reimburse an eligible Employee for up to $20 of the monthly
dues provided that:

o Eligible Employees submits a reimbursement form to their Department Head
with the following attachments:

o A copy of the contract with the fitness facility that clearly states the monthly
fee charged by the facility.
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o A written attendance report generated by or provided by the fitness facility, on
their letterhead signed by an owner or manager that documents the eligible
Employee attended the facility at least eight 8 times per month on separate
days.

o At no time will the eligible Employee be reimbursed more than the actual
monthly dues charged by the fitness facility the eligible Employee attends.

The reimbursement is considered part of the eligible Employee’s annual
compensation and is taxable income.

Eligible employees cannot attend an off-site fitness facility while on duty.

Prior to enrolling in a fitness program eligible Employees must provide a written
document from their physician that they may engage in strenuous physical fitness
activity. The eligible Employee must also sign the Bureau of Worker’s
Compensation Waiver of Worker’s Compensation Benefits for Recreational or
Fitness Activities for reimbursable time spent at a fitness facility. Eligible
employees must provide a copy of the fitness facility contract to their Department
Head at the time of enrollment and at any time there is a change to the terms of
the contract.

The Board of Trustees may revise or terminate this program at any time.

22.2.3 Fitness and Wellness Program

Fitness

The Township recognizes the need to promote physical fitness among its Employees to
maintain health, wellness and fitness for duty. To accomplish this goal, the Township
has established a physical fitness program available to all eligible employees. Eligible
Employees shall include full-time and permanent part-time employees of the Township.
The Township will reimburse eligible Employees for membership at any fitness facility
with the following conditions:

The eligible Employee is responsible for any fee related to membership and

monthly fees.

The Township will reimburse an eligible Employee for up to $20 of the monthly

dues provided that:

o Eligible Employees submits a reimbursement form to their Department Head
with the following attachments:

o A copy of the contract with the fitness facility that clearly states the monthly
fee charged by the facility.

o A written attendance report generated by or provided by the fitness facility, on
their letterhead signed by an owner or manager that documents the eligible
Employee attended the facility at least eight 8 times per month on separate
days.
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o At no time will the eligible Employee be reimbursed more than the actual
monthly dues charged by the fitness facility the eligible Employee attends.

e The reimbursement is considered part of the eligible Employee’s annual
compensation and is taxable income.

e Eligible employees cannot attend an off-site fitness facility while on duty.

e Prior to enrolling in a fitness program eligible Employees must provide a written
document from their physician that they may engage in strenuous physical fitness
activity. The eligible Employee must also sign the Bureau of Worker’s
Compensation Waiver of Worker’s Compensation Benefits for Recreational or
Fitness Activities for reimbursable time spent at a fitness facility. Eligible
employees must provide a copy of the fitness facility contract to their Department
Head at the time of enrollment and at any time there is a change to the terms of
the contract.

e The Board of Trustees may revise or terminate this program at any time.

Miami Township has an onsite fitness gym available to all employees 24-hours/seven (7)
days a week. Employees can utilize the various workout equipment provided by the
Township in lieu of and/or in conjunction with the fitness facility reimbursement.

On-Duty Physical Fitness Program

To assist employees in their goal of achieving and maintaining good health and fitness,
the Miami Township Police Department has implemented a voluntary On-Duty Physical
Fitness Program.

On-duty participation per workday is defined as:
e Administration — thirty (30) minutes to forty-five (45) minutes
e Specialized Assignments - thirty (30) minutes to forty-five (45) minutes
e Road Patrol — forty-five (45) minutes to one (1) hour
e Field Training - forty-five (45) minutes to one (1) hour but will go hand in hand
with their field training officer

Each employee’s time period starts when the they leave his/her work area or marks out of
service and ends when they have returned to their work area or is ready for calls for
service. Fitness time may not be taken during the last hour of the shift and cannot create
overtime. On-duty fitness time is at the discretion of the on-duty supervisor and is not
guaranteed. Reports, calls for service, and meal breaks have priority over fitness time.

Officers will be available for contact during fitness time via the police radio and their
department issued cellphone. Only one officer per shift/assignment will be permitted to
engage in on-duty fitness activities at a time unless in a field training capacity.
Supervisors will be allowed to work out when there is another shift supervisor working.
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Employees participating in on-duty fitness activities must:
e Complete a yearly physical to include bloodwork and submit results through the
employee wellness program.
e Complete a yearly bio-metric screening, if bloodwork not completed at yearly
physical and submit results through the employee wellness program.
e Complete a yearly online health survey through the employee wellness program.

Once these requirements have been satisfied, TriHealth will forward the information to
the Chief of Police, or his/her designee, at which time the employee will be able to
participate in the on-duty physical fitness program. The Carr Building or running around
the police building area are the only approved and authorized exercise facilities for on-
duty physical fitness time.

Misuse of the on-duty physical fitness program will subject the individual privileges of
the program to be withdrawn by any supervisor at any time.

Employee Assistance Program

Miami Township has adopted an Employees Assistance Program (EAP) as a practical and
constructive mechanism to help employees, and their family members deal with problems
that affect their personal and emotional wellbeing. The general purpose of the program is
to assure that employees with a need and desire for professional counseling have ready
access to such services and that employees with work-impairing personal problems will
receive an offer of professional counseling. The EAP staff is made up of licensed
therapists, each one trained in family, marital and individual counseling. EAP may refer
certain cases to specialized health professionals covered under the employee's health
insurance plan. Additionally, the counselor may refer to a structured outpatient treatment
program covered by the employee's health insurance.

All EAP services and records are confidential. All contacts, verbal or written
communications or reports between the employee or family member and the EAP
counselor, will be held in strict confidence. EAP records will not be disclosed to anyone
unless the individual involved authorizes such disclosure in writing, or unless a court
order compels disclosure.

An employee or family member who desires confidential consultation for a personal issue
should call the EAP at 513-891-1627. Normal EAP office hours are 8:30 AM - 5:00 PM
weekdays. Appointments for counseling are available evenings. EAP also offers a
twenty-four-hour emergency answering service. EAP counselors will either provide the
necessary information or assistance over the telephone or will arrange for an appointment
for further confidential consultation at the EAP office.

The basis of a referral to the EAP by a member of management must be either: a decline

in work performance or an on-the-job incident, which indicates the possible presence of a
personal issue.
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The process for the referral will consist of a private meeting held with the employee. The
focus of the interview should be restricted to the issue of the work situation or job
incident. During this meeting, the supervisor will not speculate as to the cause of the
performance decline. At this meeting, the supervisor may make an informal referral for
assistance to EAP. Should a formal Performance Referral of Fitness-for-Duty Referral be
required, the referring supervisor or manager shall use the five-step process covered in
EAP supervisory training. To facilitate the most successful referral possible,
management will consult with the EAP staff concerning the referral of an employee and
complete the required CONCERN Services form.

An initial appointment at the EAP may be scheduled during work hours with the
permission of the Department head or his designee. Subsequent appointments will be
scheduled during non-work hours, unless otherwise authorized by the Department Head
or his designee.

When an employee has been referred to the EAP for work related problems, the EAP will
provide the referring source with the following information on the condition that the
employee has signed a "Release of Information™ or waiver.

e That the employee contacted CONCERN to schedule the appointment, and that
the first appointment was kept as scheduled.

e Whether the employee accepted or declined the assistance/recommendations of
CONCERN.

e Whether employee requires time away from work for treatment. If time away
from work is required, a specific leave date will be given and the Department
Head or his designee will be advised as early as possible of the return to work.

If the employee fails to make or keep a first appointment at EAP, the referring source will
be notified of that fact. If work problems do not recur, no further action will be required.
If the work problems recur, then the Department Head or his designee will again follow
the steps outlined above.

Nothing in this section shall limit the employer's right to take disciplinary action against
an employee in any manner consistent with employer policy and/or limit the employee's
legitimate access to the contractual grievance procedures. No employee will ever be
disciplined for not utilizing the services of EAP.

Supervisors attempting to help an employee whose personal problems are affecting their
work performance are often in the best position to assist that employee in accessing the
EAP services. Upon promotion, all Supervisors shall review this policy and be issued a
copy of the services and referral packet issued by EAP. All Supervisors shall review
EAP services at any Public Employee Assistance Program & Drug Free training session
conducted by PEAP staff or other designated persons presented at Miami Township. The
review will include a review of the EAP packet, supervisor's role and responsibility in the
referral process and identification of employee behaviors which would indicate the
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existence of employee concerns, problems and or issues that could impact employee job
performance.

Miami Township Emotional Wellness

Mental Health Behavioral Coordinator will provide periodic maintenance checks on all
sworn personnel to discuss their mental/emotional wellness. Sworn Personnel are
required to attend maintenance checks; however, participation is voluntary in the sense of
discussing mental/emotional wellness. Sworn personnel are encouraged to discuss any
aspect of their life that might be causing them distress. In return, participants are
provided with resources, if needed and/or requested.

TriHealth Corporate Health Wellness Program

The Township provides various wellness programs/seminars/educational material, via
TriHealth Corporate Health, for any employee wishing to voluntarily participate and
possibly earn additional incentives. TriHealth Corporate Health allows participants to
create an account via their TriHealth Wellness Portal. Through the portal, participants
can track their progress as well as monitor upcoming events. The various events can
include but are not limited to:

e Health screenings
Newsletters discussing various topics
Fitness classes
Wellness Tips
Lunch ‘N Learn sessions
Wellness challenges

Removal from Line of Duty Assignment

When death or serious physical injury has resulted from the use of force or any other
action by an employee (auto accident or other means), the employee, as soon as practical,
will be removed from line duty assignment or they may be placed on paid administrative
leave until completion of an administrative review of the incident. This review will be
completed as soon as practical following the incident.

When an employee has or has been alleged to have been involved in an incident that has
resulted in the death or serious injury of a person, the employee may be required to
undergo a debriefing with a psychologist. The department will afford the services of a
professional psychologist and/or psychiatrist to an employee who has or has been alleged
to have used force or any other action that resulted in the death of a person. When an
employee elects to use this service, it shall be protected by the physician-patient
relationship.

The Chief of Police may also grant relief from duty when an employee has been involved
in a critical incident. Such incident is defined as an occurrence that brings an
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overwhelming emotional response from the employee witnessing it and the emotional
effect goes beyond the employees’ coping abilities.

Annual Review

Annually, the fitness and wellness program will be reviewed and assessed on the
effectiveness of it.

22.2.4 Off-Duty Employment

Off-duty employment shall mean secondary employment of the off-duty type; that is
outside employment wherein the use of law enforcement power is not anticipated. Off-
duty employment is not scheduled through the police department nor directly related to
the employee’s position with the Miami Township Police Department.

Personnel engaged in off-duty employment shall conduct themselves in a manner that
shall not bring discredit or ridicule to the employee or the Miami Township Police
Department.  Personnel engaged in off-duty employment shall not allow such
employment to conflict with their department schedule, work assignments or other
required department activities. Personnel will be expected to be reasonably available for
emergency mobilization and overtime assignments.

Miami Township personnel may not engage in any of the following secondary
employment situations:

e As a process server, repossession work, bill collector, bail bondsman, private
investigator or in any other employment or in any capacity where police authority
or access to confidential or restricted information could potentially be used to
collect money, locate individuals or seize merchandise for private purposes or to
satisfy a civil claim.

e At any establishment that has as its principal source of income the sale of
alcoholic beverages, as a bartender, waiter/waitress in a liquor permit premise, or
as a salesclerk for liquor or lottery tickets, or as a ‘bouncer’ in any liquor permit
premises. This does not include one-time events such as a dances or festivals.

e In any activity in which an employee functions in another aspect of the criminal
justice system: probations officer, corrections officer, county court bailiff, etc.

e At any other activity herein specifically defined where, in the opinion of the Chief
of Police, there could possibly be a law enforcement agency obligation for
enforcement activity or the potential for a conflict of interest.

Prior to engaging in any off-duty employment, an employee must submit a secondary
employment permit for approval. Completed secondary employment permits shall be
submitted to the Administrative Assistant, who will review the form for completeness
and accuracy. The Administrative Assistant will be responsible for the verification of
any information contained in the secondary employment permit.  After review, the
Administrative Assistant shall submit the permit to the Chief of Police for final approval.
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Whenever there is a change in the source or amount of compensation, or in the nature of
work or the type of work conditions, it is the responsibility of the employee to notify the
Administrative Assistant in writing of the specific change. This shall be accomplished
via a new secondary employment permit request.

Annually, all approved secondary employment permits issued during the previous
twelve-month period will be reviewed by the employee and the Chief of Police. This will
normally occur in January of each year. The Chief of Police shall renew or revoke all
secondary employment permits at this time.

A secondary employment permit may be denied or not renewed for any of the following
reasons:

e A determination that the nature of the employment poses a conflict of interest
with the primary duties of the employee or the department.

e If the employment could involve the potential exercise of police authority or
access to confidential information, and/or a determination that jurisdiction may be
questionable or that the exercise of police powers may be inappropriate.

e Reasonable grounds to believe that the type of work, or amount or duration of
hours will affect the employee’s ability to perform primary duties while working
for the Miami Township Police Department, including required overtime and
court appearances.

e Failure of the employer to include the employee on their worker’s compensation
contract.

e The presence of a risk that the public image of the police department could be
compromised.

An off-duty employment permit may be immediately revoked by the Chief of Police for
any of the following reasons:

e Any change in the condition of the original application.

e A strike, labor dispute or other change of the off-duty employer’s place of
business that has the potential to place the employee in a vulnerable or
controversial situation.

e Revocation as disciplinary action taken by the Chief of Police.

e Emergency mobilization of off-duty personnel.

22.2.5 Extra-Duty Employment

Extra-duty employment shall mean secondary employment wherein the actual or
potential use of law enforcement powers is anticipated. Extra-duty employment, also
referred to as off-duty details under article 37 of both the Sergeants and Police Officers
Collective Bargaining Agreement, is scheduled by or through the Miami Township Police
Department. Extra-duty employment requires a secondary work permit and
compensation for services are paid by the outside employer directly to the officer at a rate
of pay set by the police department.
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Officers working extra-duty assignments are subject to all directives, rules, regulations,
policies and procedures currently in effect by the Miami Township Police Department
and are subject to disciplinary action by the department for infractions of these.

Officers working extra-duty assignments will conform to the same standards of conduct
as applies to their on-duty activities. This specifically includes the requirement that the
law is obeyed, that criminal violations are enforced and that officers are not bound by
private rules or restrictions that an employer may wish to enforce for their own purpose.

Unless a sworn supervisor is engaged in working an extra-duty assignment or otherwise
designated by the Chief of Police, the on-duty supervisor is responsible for supervision of
officers assigned to any police service within Miami Township.

The Chief of Police maintains the authority to determine the number of officers, the
amount and type of equipment and supplies necessary to perform any assignment or
extension of police services.

Police officers must immediately document any of the following incidents that occur
during extra-duty employment. Such documentation shall be in accordance with
department policies and procedures.

Any occasion where an arrest is made, or force of any kind is used.

Any violation of criminal law or serious traffic violation.

Any injury to an officer or other person.

Any property damage occurring as a proximate result of an officer’s actions (i.e.

accident while officer is directing traffic).

Any complaints concerning the actions or behavior of the police officer.

e Any occasion where an employer asks for an officer to compromise ethics, incur
legal obligations, or for any impropriety on the part of the employer.

e Any occasion where an employer asks for an officer to remove someone from the

premises. To have a person barred from the premises, to seize property on their

behalf, to have a vehicle removed from the premises or any other situation for

which the officer may be required to give an accounting at a later date, but for

which a report was not prepared.

Department vehicles may be used on assignments when approved in advance by the
Chief of Police. Officers working assignments will wear the same official full police
uniform as worn on duty, except when authorized otherwise by the Chief of Police. The
bike uniform is only to be worn if the assignment to the detail is specific for that function.
Officers working a detail will be permitted to use a department radio while on the detail
in order to summon assistance or communicate with supervisors when necessary.

The individual officer working the detail is responsible for notifying the shift supervisor

and the communications center of the location and times of the detail, equipment being
used and their communications call number.
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Assignments will normally be voluntary in nature; however, once an officer is assigned a
detail, the officer will be required to complete the assigned detail or find another officer
to complete the detail. If no officer on the extra-duty list bids for a detail, that detail will
become a mandatory assignment to an available officer on the strike off list with the
highest number of refusals.

Whenever a criminal arrest is made on any approved assignment, under such
circumstances that the officer’s police powers are invoked, Miami Township will
compensate the officer for any required court appearances involving the criminal charges.

Secondary employment permits shall be granted and reviewed in the same manner as off-
duty permits. Work permits may be denied, not renewed or revoked in the same manner
as off-duty permits.

Whenever a detail involves multiple officers over a long or indefinite period of time, a
general coverage permit may be generated to give general approval to all police
personnel working the detail.

Requests for police work will be routed to the Administrative Assistant, who will review
the form for completeness and accuracy. The Administrative Assistant will be
responsible for the verification of any information contained in the request form.

It will be the responsibility of the Chief of Police or his/her designee to review requests
for extra-duty police details, schedule personnel for assignments, coordinate billing and
pay vouchers, act as a liaison with employers and ensure compliance of department
personnel with this procedure. The Chief of Police shall have final approval of all police
details.

Personnel who have an approved employment permit shall be notified of details via the
in-house telephone notification system and a group email if time permits. Personnel are
required to notify the Administrative Assistant of any changes to telephone numbers
entered in the in-house telephone notification system. An officer who does not do so and
thereby misses an available assignment forfeits this method of notification and has no
basis for complaint about not being assigned for the detail. The same applies for any
officer requesting not to receive phone notification.

All officers shall have an equal opportunity to respond for detail requests. There shall be
no assignment of details of a first caller basis unless the detail request is less than a 24-
hour notice. The phone notification system shall include a time limit for response set by
the Administrative Assistant. After the set time limit, the detail shall be scheduled
utilizing the strike off list.
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