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Policy

The purpose of this policy is to establish the minimum medical, vision, and hearing requirements for direct care employees required to become Peace Officer Standards & Training (POST) certified.  These requirements will be met in order to be accepted into the Idaho Department of Juvenile Corrections (IDJC) POST Academy and every five (5) years to maintain employment in a POST-certified position.

It is therefore the policy of IDJC that within sixty (60) days of hire or transfer into a positon requiring POST-certification, direct care employees must submit to Human Resources (HR) medical, vision, and hearing exam report forms completed by a medical provider to ensure they meet the minimum medical, vision, and hearing requirements.  

Employees assigned to a position that requires POST-certification must submit to HR updated medical, vision, and hearing exam report forms from a medical provider within sixty (60) days of reaching the five-year timeframe.

The same standards and procedures outlined in this policy will apply on the part of the employee and the IDJC in regards to examinations and medical requirements to obtain and maintain voluntary POST-certification.

Operating Procedure

I. Completion of Required Forms

A new direct care employee required to become POST-certified will be given an IDJC POST-Certified Employee Health Questionnaire (DJC-284) form during new employee orientation (NEO) to complete and give to their medical provider.  The employee will also be given the IDJC POST-Certified Employee Medical Exam Report (DJC-285) form, IDJC POST-Certified Employee Vision Exam Report (DJC-286) form, and IDJC POST-Certified Employee Hearing Exam Report (DJC-287) form to be completed by a medical provider.  

Human Resources will provide direct care staff new health questionnaire and medical, vision, and hearing exam report forms every five (5) years for the five-year examination requirement cycle.

A. The health questionnaire form will remain with the medical provider and should not be submitted to the IDJC.

B. IDJC nursing/licensed medical staff provides the initial and recertification examination.

C. The completed exam report forms are submitted to HR at IDJC Headquarters office for review. (See section VII.)

D. Employees who do not meet the vision or hearing requirements may qualify under the Americans with Disability Act (ADA) for a reasonable accommodation through the ADA Interactive Process.  Human Resources will work with the employee to evaluate the limitation and determine if there is a reasonable accommodation available that would allow the individual to perform the essential functions of the job.

E. The employee is not assigned individual responsibilities of a POST position until the minimum medical and physical requirements are met.
F. Any additional examinations, medical treatment, or devices required are at the employee’s expense, except if covered under the ADA.

G. A new employee who is unable to perform the essential job functions with or without reasonable accommodation fails entrance probation and is separated from employment.

H. The IDJC may require that a second opinion be obtained, with costs covered by the IDJC, if in the opinion of HR and/or the Superintendent, as evidenced by observation of the employee, a medical clearance or denial is in question.

II. Current Employee Transferring Into a Position that Requires POST-Certification

A. HR will provide the employee with a health questionnaire and medical, vision, and hearing exam report forms to be completed by a medical provider.
B. IDJC nursing/licensed medical staff provides the initial examination.

C. The completed forms are submitted to HR at IDJC headquarters prior to the transfer. (See Section VII.)
D. Employees who do not meet the vision or hearing requirements may qualify under the ADA for a reasonable accommodation through the ADA Interactive Process.  Human Resources will work with the employee to evaluate the limitation and determine if there is a reasonable accommodation available that would allow the individual to perform the essential functions of the job.
 
E. The employee is not assigned individual responsibilities of a POST position until the minimum medical and physical requirements are met.
F. If the employee is unable to perform the essential job functions with or without reasonable accommodation, the employee fails the probationary period and will be returned to a position in the classification for which they hold permanent status or to another classification in the same pay grade for which they meet minimum qualifications. If the employee refuses to accept the position, it shall be considered a voluntary resignation.
III. Current POST-Certified Employees (5-year recertification cycle)
A. HR will provide the employee with a health questionnaire and medical, vision, and hearing examination forms 30 days prior to the due date.  

Employees may choose to have their recertification examination completed up to six (6) months prior to the due date.

B. IDJC nursing/licensed medical staff provides the examination.

C. The completed forms are submitted to HR at IDJC headquarters for review. (See Section VII.)

D. Employees who do not meet the vision or hearing requirements may qualify under the ADA for a reasonable accommodation through the ADA Interactive Process.  Human Resources will work with the employee to evaluate the limitation and determine if there is a reasonable accommodation available that would allow the individual to perform the essential functions of the job.

E. If the employee is unable to perform the essential job functions with or without reasonable accommodation, the employee may transfer or demote to a vacant position that does not require POST certification after meeting minimum qualifications for the position.

F. If there is no current vacancy, a reasonable accommodation is not possible, the employee refuses to accept the accommodation, or the employee does not meet the minimum qualifications, due process for a Rule 190 separation will be initiated.

IV. Medical Requirements

A. The employee shall be free from any impediments of the senses of sight, hearing, taste, smell, and touch; physically sound; well-developed physically and in possession of their extremities; free from any physical defects, chronic or organic diseases, organic or functional conditions, or emotional or mental instabilities, which impair efficient performance of duties or which endanger the lives of others or the life of the employee.

B. The employee must be free of any communicable disease.

C. The employee must be physically able to perform the following tasks:
1. Pursue people on foot
2. Use Appropriate Use of Force to restrain another person(s)
3. Use restraining devices
4. Respond to high-risk situations 
5. Maintain proper proximity to juveniles under their supervision to allow observation of juvenile activities and behaviors
6. Operate emergency radios
7. Verbally negotiate with people
8. Operate a motor vehicle
9. Conduct searches of people and buildings
10. Interview people
11. Assess hazards
12. Provide emergency first aid
13. Conduct office visits
14. Identify drugs and paraphernalia
15. Report physical/sexual abuse
16. Write reports
17. De-escalate volatile situations

D. Required Physical Abilities
1. Static, dynamic and trunk strength, extension and dynamic flexibility, manual and finger dexterity, arm-hand steadiness, gross body coordination, speed of limb movement and mobility.
2. Operate mechanical tools, computers, and handcuffs.
3. Standing, sitting, bending, reaching, pushing, kneeling, pulling, lifting, turning and standing, turning and sitting.

V. Vision Requirements
	
A. The employee shall possess binocular coordination that does not manifest diplopia; depth of proficiency of a minimum of one (1) minute of arc at twenty (20) feet; peripheral vision should be binocularly two hundred (200) degrees laterally with sixty (60) degrees upward and seventy (70) degrees downward. There shall be no pathology of the eye.

B. The employee shall have uncorrected vision in each eye of no weaker than twenty/two hundred (20/200) with the strong eye corrected to twenty/thirty (20/30) and the weaker eye corrected to twenty/sixty (20/60).  An employee who wears contact lenses is exempt from the uncorrected vision of twenty/two hundred (20/200), but shall have the strong eye corrected to twenty/thirty (20/30) and the weaker eye corrected to twenty/sixty (20/60).  Peripheral vision shall be binocularly two hundred (200) degrees laterally with sixty (60) degrees upward and seventy (70) degrees downward.  

A full eye examination shall be administered by an optometrist or ophthalmologist to any employee who wears glasses whose uncorrected vision in either eye is twenty/one hundred fifty (20/150) or weaker. 

VI. Hearing Requirements

The employee shall have unaided or aided hearing between zero (0) and thirty (30) decibels for each ear at the frequencies of one thousand (1000) Hz and two thousand (2000) Hz; and unaided or aided hearing between zero (0) and fifty (50) decibels for each ear at the frequency of three thousand (3000) Hz. 

VII. [bookmark: HR_Rev]HR Review of Medical Examination Results

A. If the employee meets the minimum medical requirements, HR will notify the Administrator or designee.  The Administrator or designee will contact the employee to inform them that they meet the minimum requirements.

B.	If the submitted form(s) indicate that the employee does not currently meet the minimum requirement but may meet the requirement based on recommendations indicated by the medical provider (e.g. use of glasses, contact lenses, hearing aids, or other medical procedure), HR will ask the employee if they are willing to seek the necessary medical action in order to attempt to meet the minimum requirement.
1. If the employee is willing to seek the necessary medical action, HR will meet with the Administrator to determine a reasonable time extension to allow the employee to attempt to meet the requirement.  For probationary employees, HR will extend the probationary period up to 1,040 hours to allow the employee time to meet the minimum requirement.
a. If the employee is then able to meet the minimum requirement, the process is complete.
b. If the employee is still unable to meet the minimum requirement, the ADA interactive process will be initiated. 
i. If a reasonable accommodation is possible, HR will advise the Administrator and the employee’s supervisor of the reasonable accommodation.
ii. If a reasonable accommodation is not possible, or the employee refuses to accept the accommodation, due process for a Rule 190 separation will be initiated. 

2. If the employee is unwilling, the ADA interactive process will be initiated.  If a reasonable accommodation is not possible, or the employee refuses to accept the accommodation, due process for a Rule 190 separation will be initiated.  

C.	If the submitted form(s) indicate that the employee does not currently meet the minimum requirements and is unlikely to meet the minimum requirements, HR will advise the Administrator and inform the employee that they do not meet the minimum requirements.
1. If it is a new employee, the employee fails entrance probation and is separated from employment.
2. For an employee that is on promotional probation, the employee shall be returned to a position in the classification for which they hold permanent status or to another classification in the same pay grade for which the employee meets minimum qualifications. If the employee refuses to accept the position, it shall be considered a voluntary resignation. 
3. For a current direct care staff, the employee may transfer or demote to a non-direct care position for which the employee meets minimum qualifications. If a vacancy for which the employee meets minimum qualifications is not available, the employee will be laid off.

VIII. Transition Period – POST-Certified Employees

All direct care staff that have been in a POST-certified position for five (5) years or more will be due for their re-certification examination on their next performance evaluation due date. Thereafter, employees will be due five years after their last examination.

Example: Joe completed his medical, vision, and hearing examination when he was hired as a Rehabilitation Technician in March 2007.  It has been over five years since he completed those examinations.  His next performance evaluation and medical recertification is due on September 23rd.  Thereafter, medical, vision, and hearing re-examinations will be due five years after the last date each respective examination was performed.


Local Operating Procedures

None.

Reference:		Glossary of Terms and Acronyms (None)
IDAPA 15.04.01, “Rules of the Division of Human Resources and
Personnel Commission,” Section 190

Desk manual(s):	None

Related Policies:	Employee Recruitment and Selection Process (339)
Separation of Employment (367)
Training Requirements (665)

Related Forms:	POST-Certified Employee Health Questionnaire (DJC-284)
			POST-Certified Employee Medical Exam Report (DJC-285)
			POST-Certified Employee Vision Exam Report (DJC-286)
			POST-Certified Employee Hearing Exam Report (DJC-287)
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