























































































































Section 7. Proof of llness. An employee may be required to provide proof of
iliness in the form of a physician letter or other means of proof when proof is justified by
a pattern, frequency or length of iliness or other circumstances giving rise to reasonable
suspicion. In the event this occurs, the EMPLOYER may implement Section 12.

Section 8. Payment for Sick Leave. All payment for sick leave shall be made at
the employee's base rate of pay.

Section 9. Transfer of Sick Leave. An employee who transfers within the County
and/or Court, from one bargaining unit to another, or out of a unit, shall use the accrued
and unused sick leave credit subject to the terms and conditions of the successor
contract, or the EMPLOYER's personnel practices, whichever are applicable.

Section 10. Cash-Out Upon Separation. Upon separation from employment, an
employee shall be paid for accrued and unused sick leave credit at his/her base rate of
compensation at the time of separation, on the following basis:

1. Death: 50% of maximum 1,280 hours to a maximum 640 hours
upon death of the employee to the designated beneficiary.

2. Retirement: 50% of a maximum 1,280 hours to a maximum of 640
hours upon retirement of the employee.

3. No payment upon separation of employment for any reason other
than retirement or death.

Section 11. Upon resignation or dismissal from employment, all sick leave
credits shall be canceled and shall not be reinstated or paid for.

Section 12. The Human Resources Department may require a physical or
mental exam by a doctor, at the EMPLOYER'S expense, to determine the employee's
ability to perform his/her regular duties, if deemed appropriate. Forty-eight (48) hours
prior to a required mental exam, the UNION shall be notified. The employee may obtain
a second opinion, at the employee's expense, and in the event there is a dispute
between the EMPLOYER'S doctor and the employee's doctor, both of those doctors
shall select a third doctor, whose decision shall be final and binding on the parties. The
expense for the third doctor's opinion shall be split 50-50 by the EMPLOYER and the
employee if not covered by the employee's insurance.

Section 13. Annual Cash-Out Option. Upon execution of a written option, an
employee shall be paid for one-half ('2) of the balance of the sick leave credit earned
but unused during the twelve (12) month period commencing with the first pay period
that ends in November of each year at the base rate of compensation in place during
December of the contract year, to a maximum of forty (40) hours. However, sick leave
credit used donation shall not reduce this maximum. The remainder of the employee's
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sick leave balance shall accumulate as set forth in Section 2 of this Article. The
payment request shall be submitted on the designated form no later than November
10th, and payment therefor shall be received no later than December 15th of each year.

Section 14. Maternity Leave. When a pregnant employee is ill, injured or
exposed to a contagious disease, the sick leave benefits provided in this Article shall be

applicable.

Section 15. Compassionate (Funeral) Leave. If a death occurs among a member
of an employee's immediate family, the employee will be excused from work to attend
the funeral and make other necessary arrangements from the date of death until the day
after the funeral, up to a maximum of five (5) days, three (3) of which will be with pay
and, if necessary, two (2) additional days to be charged against earned sick leave.
Immediate family is defined as: spouse, children, parents, father-in-law, mother-in-law,
brother, sister, step-brother, step-sister, grandchildren and other qualified adults (as
defined for determining eligibility for County health insurance coverage in Article XIX —
Hospitalization — Medical Coverage).

One (1) day, the day of the funeral, is allowed in the case of the death of an
uncle, aunt, nephew, or niece, and two (2) days for brother-in-law, sister-in-law,
daughter-in-law, son-in-law, grandfather, or grandmother to be charged against earned
sick leave. Upon approval of the department head, one (1) additional day may be
granted, to be charged against sick leave. Any additional time must be charged against
annual leave.

Section 16. Special Leaves.

A. In addition to leaves authorized above, a department head may authorize
an employee to be absent without pay for personal reasons for a period or
periods not to exceed ten (10) work days in any calendar year. With the
prior approval of the Human Resources Department, a department head
may authorize an employee to be absent without pay for personal reasons
for a longer period, but not to exceed sixty (60) days in any calendar year,
unless the County Services Committee approves one (1) additional ninety
(90) day extension under unusual circumstances.

B. Upon prior approval of the Administrative Services/Personnel Committee,
department heads may authorize special leaves of absence for any period
or periods not to exceed one (1) calendar year for the following purposes:

1) With or without pay for attendance at a college, university, or
business school for the purpose of training in subjects relating to
the work of the employee and which will benefit the employee and
EMPLOYER.
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E.

2) Without pay for urgent personal business requiring the employee's
attention for an extended period, such as settling estates or
liquidating a business.

3) Without pay for purposes other than the above that are deemed
beneficial to the EMPLOYER.

The County Services Committee, upon recommendation of the
appropriate department head, may grant leaves of absence with or without
pay in excess of the above limitations for the purposes of attending
extended courses of training at a recognized university or college, and for
other purposes that are deemed beneficial to the EMPLOYER.

The EMPLOYER shall abide by the mandatory provisions of federal and
state laws regarding re-employment rights of veterans and to granting
leaves of absence in accordance therewith.

Any time approved in excess of three (3) months, seniority will not accrue.

Section 17. Union Notice. The UNION shall receive a copy of all approved

leaves of absence.

Section 18. Sick Time Donation. The County Services Committee of the Board

of Commissioners may allow sick time donations within its discretion. Any decision by
the County Services Committee shall not be grievable.

If a request for donating sick time is approved by the County Services
Committee, the following procedure will be followed:

1) The maximum time an employee may donate shall be sixteen (16)
hours to no more than two (2) persons in one (1) calendar year.

2) The list of donating employees will be arranged in alphabetical
order of "a" to "z" and "z" to "a" on an alternating basis for each

separate donation.
3) The donated time will be taken from sick time accumulations.

4) During the period in which the employee is receiving sick leave
donations, he/she will not continue to receive sick and/or vacation
accumulations.

5) To be eligible to receive sick leave donations, an employee must
use all his/her accumulated vacation, comp time, sick time, and
personal leave.
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6) Notwithstanding the above, no employee shall be permitted to
donate any of their sick time unless they have ten (10) or more
days accumulated.

This Sick Leave Donation Policy may be terminated by the County Services
Commiittee, in its discretion, after the expiration of this contract.

Section 19. Employees may use accumulated sick time for approved leave of
absences under the Family Medical Leave when it is necessary, as medically certified,
to care for a seriously ill family member as defined under FMLA. This sick time use will
be granted after the employee has exhausted other available time (vacation, personal
days, etc.), except for 32 hours of vacation time. There shall be no donation of sick time
for care of family members. Medical verification may be required by the Employer.

ARTICLE XXl
DISABILITY PLAN

Section 1. The EMPLOYER will provide a short-term disability plan as follows for
regular, non-probationary, full-time employees:

A. Upon proper medical determination of disability due to a non-work related
illness or injury, the EMPLOYER will provide fifty percent (50%) of the
employee's gross salary to a maximum of $2,500.00 per month effective
the first of the month following 30 days after execution of the contract by
all the parties for a maximum of one hundred four (104) weeks.

B. The disability payments shall not commence until the completion of a
ninety (90) calendar day elimination period after sustaining the non-work

related illness or injury.

C. The regular full-time employee may use sick time accumulations during
the ninety (90) calendar day elimination period and also may use vacation
and compensatory time accumulations. If the employee's total
accumulations exceed ninety (90) calendar days, the short-term disability
payments shall commence on the 91st day, at the option of the employee
with the remaining accumulations to stay on record.

Section 2. Seniority shall accrue while an employee is being paid disability
payments, but all other benefits such as, but not limited to, health insurance, sick leave,
life insurance, holidays, dental insurance, vacation accumulation, and longevity, shall
cease. However, employees on disability may pay group rates for hospitalization/
medical coverage for a maximum of one hundred four (104) weeks.
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Section 3. Disability is defined as the complete inability of an employee to
engage in each and every gainful occupation or employment covered in the bargaining
unit for which he/she is qualified or may reasonably become qualified by reason of
his/her training, education or experience; provided that the salary in that position is not
less than the disability benefits.

Section 4. To be eligible for short-term disability benefits, the employee must
submit the disability claim to the insurance carrier within the time limits and under the
procedure established by such carrier.

ARTICLE XXIV
LONGEVITY PLAN

Section 1. All regular full-time employees, having completed four (4) years of
continuous, regular, compensated employment prior to December 1, shall be eligible to
receive a longevity bonus for service with the EMPLOYER. A year is defined as
December 1 through the following November 30. Payments to employees who become
eligible to receive a longevity bonus prior to December 1 of any year, shall be paid the
first regular work day of December. The following will not affect eligibility during the
initial four (4) year eligibility period only: ten (10) days or less of authorized unpaid
leave and/or thirty (30) days or less or unpaid sick leave, including workers'
compensation, each year. :

Employees must have completed continuous full-time employment equal to that
required for original eligibility, as stated above, plus one (1) additional year of
continuous, regular, EMPLOYER compensated full-time employment to be eligible for
each additional annual payment.

Atfter the four (4) year eligibility period, employees whose ermployment terminates
before December 1 because of service or disability retirement shall be paid a prorated
bonus when they retire, based on the number of calendar months of full-time active
employment credited to them from the preceding December 1st to the date of cessation
of their active employment. All other employees whose employment terminates for
other reasons prior to December 1 shall not be eligible to receive a longevity bonus.

After the four (4) year eligibility period, as stated above employees on an
authorized unpaid leave of absence, as permitted under this contract, during the twelve
(12) month eligibility period for a longevity bonus other than their initial longevity bonus,
shall receive a prorated payment, based on the number of complete months he/she
received full EMPLOYER compensation (excludes work's compensation), provided that
the employee is eligible and receives a longevity payment the following year. Under
such circumstances, the employee shall receive a retroactive prorata payment at the
rate it was earned. The above limitation shall not be applicable to authorized leaves of
absence which do not exceed in total thirty (30) days in a year. For example, if an
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employee is granted a fifteen (15) day leave one month and a fifteen (15) day
authorized leave another month, and is otherwise eligible, he/she shall not lose any
longevity payment. Employees on unpaid leave of absence due to illness during the 12-
month eligibility period for a longevity bonus, other than their initial longevity bonus,
shall receive a prorated payment based on the number of complete months he/she
received full EMPLOYER compensation.

Section 2. The longevity bonus payment schedule shall be as follows:

Continuous Employment Annual Bonus

4 or more, but less than 8 years 3% of Annual Wage
8 or more, but less than 12 years 5% of Annual Wage
12 or more, but less than 16 years 7% of Annual Wage
16 or more years 9% of Annual Wage

Section 3. The longevity bonus shall be computed as a percentage of the
employee's annual base salary or wage. Base salary or wage shall be that which an
employee is being paid on October 1 of the fiscal year in which a longevity bonus is
due, and shall not include overtime pay, premium pay, uniform allowance, per diem, or
travel allowance, or any other compensation, including worker's compensation. No
longevity payment as above scheduled shall be made for that portion of an employee's
base salary which is in excess of TWENTY THOUSAND DOLLARS ($20,000.00).

Section 4. By October 1 of each year, each department head shall furnish the
Human Resources Department with a list of employees who are eligible to receive a
longevity payment. The department head shall indicate the amount of the longevity
bonus due such employee. The Human Resources Department shall review each list to
assure that dates of continuous employment correspond with the employment records
and that the proposed payments are consistent with the collective bargaining
agreements; make any revisions necessary; inform the department head; and provide
one (1) list of approved longevity payments to the Controller. The Controller shall
authorize payment pursuant to County procedure.

Section 5. After the four (4) year eligibility period, those employees who are then
placed on either part-time or special part-time status from their regular full-time position
by the EMPLOYER, are laid off, or cornmence disability insurance compensatlon shall
have their longevity.computed on a prorated basis.

Section 6. It is expressly understood and agreed that worker's compensation is
not considered paid time or "compensation” for the purposes of this Article.

Section 7. If, prior to the completion of the initial four (4) year eligibility period, an
employee has a break in service or is reduced to less than full-time due to no fault of
their own for twelve (12) months or less during the longevity year, then, under such
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circumstances, the employee, upon returning to work, may use the completed prior
year(s) of continuous, regular, compensated employment to arrive at the required four
year eligibility period for longevity. However, the year in which the interruption occurred
will not be counted in arriving at the required four years of service.

An eligible employee would not lose all prior years of service for the initial
longevity period if he/she were on an approved unpaid leave of ninety (90) days or less.
For a leave of ninety-one (91) days or more, he/she would forfeit all prior years and
wollld have to start over again. The employee would lose the year where the leave of
absence occurs for ninety (90) days or less for computing longevity.

- ARTICLE XXV
RETIREMENT

Section 1. Employees are covered by the Municipal Employees' Retirement
System, Benefit Plan B-3 with the 55F/15 waiver. The EMPLOYER shall abide by all
the terms and conditions of that program, or a similar retirement plan with the Municipal
Employees' Retirement System or provided by another carrier, which is equal to or
exceeds the present plan.

The employees pay the difference between the above plan and the old C-1 plan
by payroll deduction, minus the offset from elimination of the previous COLA.

Effective October 1, 2002, the Employer will provide the FAC 3.

The employees shall receive the B4 the first of the month following 30 days after
execution of the contract by all the parties in 2003. The employees shall pay for the B4
by payroll deduction which costs may change from time to time. The Employer may
have an actuarial study to determine the cost of the B4 but not more than once per year.
The employees shall continue to pay their current retirement contribution which is a
fixed rate of 7.13%, in addition to the cost of the B4, via payroll deduction.

Section 2.

A. Employees who have retired since January 1, 1971, and are immediately
eligible for retirement benefits as provided in the above plan, shall be
provided single subscriber health and hospitalization coverage
supplementing Medicare.

B. Employees who retire after January 1, 1992, have met the vesting
requirements with Ingham County service only, and who are immediately
eligible for retirement benefits shall be provided single subscriber health
and hospitalization coverage. Non-Medicare eligible retirees shall receive
the same health coverage options as active employees, if available, with a

42




benchmark as set forth in Article XIX, including the increase in the
benchmark as set for in Article XIX. Increases in premium costs which
exceed the benchmark will be shared 50/50 by the Employer and the
retiree on a monthly basis. Retirees can pay for their spouse’'s and
dependent’s coverage under the conditions established by the County.
Medicare eligible retirees will be offered enroliment in a Medicare
coordinate plan and must accept and pay for Part B coverage. Medicare
eligible retirees will have the choice of the following plans in 2009: a. PHP
High and PHP Low Medicare Supplement Plans; or b. Humana Medicare
Advantage Plan. The County shall pay the premium for the Medicare
eligible retiree up to the benchmark, with the County and retiree splitting
any costs over the benchmark 50/50. If a coverage or plan is no longer
available, the retiree must select from what is available and pay the
difference in cost, if any.

In the event a retiree wishes to cover his or her spouse he/she may do so
by prepaying the County the difference between the applicable two-person
rate and the appropriate benchmark amount.

However, effective December 31, 1991, the obligation of the County shall
cease in the event that comparable health insurance is available to the
retiree through another Employer or source, such as a spouse. Further,
there shall be a requirement to coordinate with other available health
insurances, Medicare, Medicaid, Federal insurance or any other health
insurance which may be available in part or in total to the retired
employee. '

Retirees losing medical coverage from another source shall notify the
County Financial Services Department in time so that person can be re-
enrolled the first of the month following their loss of alternate coverage. A
retiree may choose to continue coverage through the County even though
alternative coverage is available by paying the premium her/himself.

All questions of eligibility shall be determined by the regulations and rules
established by the carrier providing such coverage.

The retiree shall apply for Medicare, Medicaid or similar federal program
benefits as soon as he/she is eligible. As of said date, all benefits payable
by the County shall be reduced by an amount equal to federal benefits
pertaining at said time and shall be supplemental to such coverage. In the
event the name of any of the coverages/benefits referred to herein shall
be changed, this section shall be deemed to apply to any and all similar or
replacement programs subsequently designated.
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Any dispute as to whether or not a retiree's alternate coverage is
comparable shall be subject to the grievance procedure. The EMPLOYER
shall continue its coverage for up to sixty (60) days only if a grievance is
being processed on this issue. If the UNION requests arbitration of a
grievance on this issue, both parties shall request expedited arbitration
which shall be held within sixty (60) days.

Section 3. Employees who retire during the period of this Agreement, or who
have retired since January 1, 1971, have met the vesting requirements with Ingham
County service only and are immediately eligible for retirement benefits as provided in
the above plan, shall be provided with $2,000.00 life insurance coverage, payable to
their beneficiary at the time of their death, and the total cost of this coverage shall be
borne by the EMPLOYER.

Section 4. The EMPLOYER shall pay the employee's portion of the retirement
costs, except as stated in Section 7 or as otherwise provided hereunder.

Section 5.

A.

Retirement contributions on behalf of CETA participants will only be made
when such contributions bear a reasonable relationship to the cost of
providing benefits to participants. A contribution on behalf of a participant
bears a reasonable relationship to the cost of providing benefits when the
participant has an opportunity to actually benefit from such contribution. A
participant has an opportunity to benefit when such participant:

a) Obtains unsubsidized employment with the County; or

b) Obtains unsubsidized employment with another employer provided
benefits are transferrable or portable; or

c) Obtains vesting.

Any retirement benefits paid or not paid to CETA funded employees
shall be in accordance with Federal CETA regulations. If said regulations
are in conflict with the above, said regulations shall supersede.

Any retirement benefits provided or not provided to JTPA funded
employees shall be in accordance with Federal and/or State JTPA
regulations.

Section 6. The EMPLOYER reserves the right to obtain a retirement plan
different than the Michigan Employees' Retirement System, provided that the current
benefits provided to employees are not reduced. However, prior thereto, the
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EMPLOYER shall notify the UNION at least ten (10) days in advance and meet and
confer with the UNION.

ARTICLE XXVI ~
TRAVEL ALLOWANCE

Section 1. Parking Allowance.

A

Whenever it is necessary in the course of employment for an employee to
have available his/her motor vehicle during the hours of employment, the
department head shall request the County Services Committee's approval
of parking reimbursement to be made on a monthly basis for said
employee. Employees who are not required to drive their vehicles in the
course of their employment will be reimbursed up to the minimum rate at
City of Lansing ramps payable on a quarterly basis, provided the
employee furnishes satisfactory proof of payment, and is not provided with
free parking by the County.

In the event that employees utilize the CATA bus service and are. not
provided free parking by the County at their place of work, under those
circumstances, the EMPLOYER shall reimburse these employees upon
satisfactory proof of purchase of bus passes. In no event shall
reimbursement for bus passes exceed the parking reimbursement
amount.

An employee who is assigned to the Grady Porter or Veterans’ Memorial
Buildings that is eligible for parking allowance may annually waive the right
to parking allowance reimbursement under this Article and instead receive
a waiver payment in the amount of $30 per month. The decision to waive
the parking allowance shall be made once per calendar year and shall last
the entire calendar year, but an employee that waives the parking
allowance may elect to receive the allowance for the next calendar year.

Newly hired employees shall not be eligible for parking allowance or the
parking allowance waiver payments. This Subsection shall be effective
12/31/2011 or upon implementation by the ICEA County and Court
Professional bargaining units, the UAW Technical, Office,
Paraprofessional and Service (TOPS) bargaining unit, and the non-union
managerial and confidential employees, whichever occurs first.

Section 2 Mileage Allowance.
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A. All employees covered hereunder will be reimbursed for mileage at the
IRS rate when required to drive their own vehicles in the course of their
employment. Any changes in the standard IRS mileage reimbursement
rate, either upward or downward shall be effective prospectively only from
and after the first full calendar month after the IRS announces such a
change in writing.

B. Mileage shall always be computed on the basis of the shortest distance
between the point of departure and destination.

C. There shall be an explanation given on all claims made to the Board of
Cornmissioners for reimbursement of expenses for all trips.

Section 3. Automobile_Insurance. Employees who use their vehicles as a
requirement of their job may be reimbursed to a maximum of NINETY DOLLARS
($90.00) for additional automobile insurance charges they may pay as the result of the
vehicle being used in the conduct of their job.

This payment will be made by December 15th of the contract year, provided that,
prior to December 1st, the employee submits proof of the additional automobile
insurance and payment of same.

Section 4. Out _of County, Conferences, Conventions, or Seminars. The
following regulations shall apply to all claims for reimbursement of expenses for
attending meetings, conventions, conferences seminars or other out of county travel on
behalf of the EMPLOYER.

A. Attendance at a meeting, convention, conference or seminar outside the
State of Michigan shall have the prior approval of the appropriate
committee of the Board of Commissioners.

B. Travel by private automobile shall be reimbursed at the rate as provided in
Section 2 above.

C. If transportation is by an EMPLOYER-owned vehicle, no mileage shall be
allowed. Actual expenses of operation of said vehicle will be paid by the
EMPLOYER upon tender of receipts for same.

D. If travel is by common carrier, tourist fares will be reimbursed if receipts
have been retained and submitted with an Expense Voucher.

E. Reimbursement for meals will follow the policy and rate adopted by the
Board of Commissioners.
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K.

When a member of an employee's family, i.e. wife, husband, son or
daughter, shares the hotel or motel room, the single occupancy rate will
be reimbursed if receipts have been retained and submitted with an
Expense Voucher. '

Tolls, telephone and telegraph expenses will be reimbursed when it is
necessary as a part of the trip on behalf of the EMPLOYER.

Parking fees during the conference, convention, seminar, meeting or other
out of county travel will be reimbursed if receipts are retained and
submitted with an Expense Voucher.

Expense Vouchers shall be submitted for the next regular Board of
Commissioners meeting following the convention, conference, seminar or
meeting attended by the employee.

The following items will not be reimbursed under any circumstances.
1) Travel insurance;
2) Laundry or dry cleaning; or

3) Hospitality or entertainment expense.

Taxi fare is reimbursable only if the trip was made by common carrier.

Section 5. Advance Payment. Employees may receive a travel advance prior to

their traveling on EMPLOYER'S business. Said advancement requires the prior
approval of the department head and the County Controller, and compliance with the

following provisions:

A.

The request for advance payment shall be in writing on a form provided
and received by the Controller at least five (5) days prior to issuance date
desired.

A complete report shall be made by the employee to the Controller within
five (5) work days after his/her return.

Receipts for hotel bills, registration fees meals, plane, rallroad or bus
tickets shall be filed with the report.

If a private car is used for transportation, mileage will be paid according to
the regular mileage schedule.

All other expenses to be advanced shall be in accordance with the
previous sections hereunder dealing with travel allowances.
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ARTICLE XXVII
PAST PRACTICES AND OTHER AGREEMENTS

Section 1. There are no agreements which are binding on any of the parties
other than the written provisions contained in this Agreement. No further agreement
shall be binding on any of the parties until it has been put in writing and signed by the
parties to be bond, excepting, however, past practices established by the Human
Resources Department and the UNION shall be continued,

Section 2. This Agreement embodies all the obligations between the parties
evolving from the collective bargaining process and supersedes all prior relationships
existing, except as stated in Section 1.

ARTICLE XXVIII
SAVINGS CLAUSE

Section 1. If any article or section of this Agreement or any addendum thereto
shall be held invalid by operation of law or by any tribunal of competent jurisdiction, the
remainder of the Agreement and addendums shall not be affected thereby and the
parties shall enter into immediate collective bargaining negotiations for the purpose of
arriving at a mutually satisfactory placement of such article or section.

ARTICLE XXIX
SALARIES
Section 1. Salaries.
A. The rates of pay for each classification are based on full-time employment

for the positions in that classification. For each classification there shall
be entrance, intermediate and maximum salary rates. Said rates are set
forth in the Salary Schedule of this Agreement.

B. Original appointment to any position shall be made at the entrance rate of
the classification. Upon recommendation of the department head, the
Human Resources Director may approve initial compensation through
Step 2 in the Salary Schedule when the needs for the service make such
action necessary; provided that any such exception is based on the
outstanding an unusual character of the individual employee's experience
and ability over and above the desirable qualifications specified for the
class. Authorization for initial compensation above Step 2 must be
obtained from the County Services Committee.
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New employees who are compensated at the minimum rate in their salary
grade shall advance to the next step of their salary grade at the beginning
of the payroll period following their successful compietion of one (1) year
of continuous regular employment. (Employees who start at Step 1 shall
advance to Step 3.) New Employees who are initially compensated at a
rate above the minimum, shall not advance to the next step until the
beginning of the payroll period following their completion of one (1) year of
employment. Further advancement to the maximum rate within a salary
range shall be by successive steps effective the payroll period following
the employee's anniversary date of continuous employment in that
classification. (The six month step increase has been eliminated from this
contract.)

“Date of hire” for purposes of step increases, only, shall mean the date an
employee commences employment in a full or part-time position in a
classification under this Agreement. The use of "date of hire" is not used
for reclassification or promotion purposes regarding step increases.
Anniversary date is the date used to determine length of employment
within a specific classification. An employee is assigned an anniversary
date upon a permanent promotion or reclassification. Anniversary date is
used if an employee is reclassified or promoted to determine the date for
subsequent step increases.

If an employee is not performing satisfactorily, the employee and the
Human Resources Department shall be informed of this in writing prior to
his/her eligibility for a salary step increase. Said increase may then be
postponed for up to ninety (90) days to provide the employee an
opportunity to improve his/her performance. At the end of that time,
he/she shall either receive the salary increase, if improvement has been
made, or shall be terminated as an employee of the County.

Promotions and Reclassifications.

1) Current annual wage is defined as the salary paid to the employee
on the date immediately prior to the date of reclassification or

promotion.

2) Employees who are reclassified or promoted within their career
field to a new or different pay grade shall receive an increase of a
minimum of five percent (5%) to a maximum of ten percent (10%)
more than the above-stated current annual wage, except in the
event that step one of the new salary grade is ten percent (10%)
above the current annual wage said employee shall be placed in
step one of the new salary grade.
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3) If there is no step in the new salary grade that is between five and
ten percent (5%-10%) higher than the current annual wage, said
employee shall receive an annual salary increase of seven and
one-half percent (7.5%) which shall be effective the first full pay
period following promotion or reclassification. On said employee's
next anniversary date (which is one (1) year following the effective
date of reclassification or promotion), he/she shall be eligible to
advance to the next step on the salary scale which is larger than
said employee's salary at that time.

4) In the event that an employee would receive less money as a result
of reclassification or promotion than he/she would have received
over the next calendar year if he/she had not been reclassified or
promoted, then the UNION and EMPLOYER shall meet to resolve
same.

5) In no event will the new salary exceed the maximum of the salary
grade.

6) Employees who are not promoted within their career field, but who
go on to a different career field, shall be compensated as specified
in Section 1B of Article XXIX. In the event there is a dispute
regarding whether or not the change is or is not within one's career
field, the EMPLOYER and the UNION shall meet to resolve same.

A requirement for advancement within pay ranges is continuous service,
which means regular employment without break or interruption. Leaves of
absence with pay and leaves of absence without pay of ten (10) or less
days shall not interrupt continuous service. Leaves of absence with or
without pay in excess of ten (10) days shall be deducted in computing total
service, but shall not serve to interrupt continuous service. Absences
without leave in excess of three (3) days in a calendar month shall be
deducted from and shall interrupt continuity of service, unless a
satisfactory reason is given.

It is agreed that employees will not be paid at rates in excess of the
maximum for their salary grade and classification.

Retroactivity. Employees who voluntarily or involuntarily terminate their
employment from the OPEIU Circuit Court / Family Division Unit, except
laid off employees, will not receive salary or any other benefits retroactive
if terminating before the ratification of this Agreement by the parties.

It is agreed that in the event the Employer offers salary increases for
calendar year 2009 in excess of 2%, or for calendar year 2010 or 2011 in
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- excess of 1%, as part of an economic package offered to another
Employer bargaining unit or for the non-Union staff (excluding Sheriff's
Department bargaining units and employees, the Assistant Prosecuting .
Attorney 7-1-2005 through 6-30-2009 contract, and also excluding elected
officials); then, in that event, the Employer will offer the same overall
economic package to this unit.

CIRCUIT COURT/FAMILY DIVISION SALARY SCHEDULE

2009 RATES (2%) - Effective January 1, 2009*

GRADE STEP1 STEP2  STEP 3 STEP 4 STEP5  STEPSG STEP 7
P1 29,945 31,789 34,560 36,605 38,440 42,643

P2 32,132 34,017 36,913 39,168 40,931 45,399

P3 34030 36,147 39,287 41,815 44,212 49,878

P4 36,190 38,452 41,654 44,900 47,146 52,981

P5 38,719 41,156 44,824 47,348 50,447 56,779

PG 41729 44,559 48,627 52,494 56,020 63,013

P7 45,231 48,431 52,897 57,401 60,856 68,618

Staff

Psychologist 53,025 57,886 62,244 66,841 73,632 80,241 84,182
Attorney 72,319 75,700 79,238 82,939 86,813

Referee

*For employees employed on the date of ratification by the parties.

2010 RATES (1%) - Effective January 1, 2010

GRADE STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STEP 7
P1 : 30,245 32,107 34,905 36,971 38,824 43,070

P2 32,453 34,357 37,282 39,560 41,340 45,853

P3 34,371 36,508 39,680 42,233 44,654 50,377

P4 36,551 38,836 42,070 45,349 47,618 53,511

P5 39,106 41,568 45,272 47,822 50,952 57,347

P6 42,147 45,004 49,114 53,019 56,581 63,643

P7 45,683 48,915 53,426 57,975 61,465 69,305

Staff

Psychologist 53,5655 58,465 62,867 67,509 74,368 81,044 85,023
Attorney

Referee 73,042 76,457 80,030 83,769 87,681
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2011 RATES (1%) - Effective January 1, 2011

GRADE STEP 1 STEP 2 STEP 3 STEP 4 STEP 5 STEP 6 STEP 7

P1 30,547 32,428 35,254 37,340 39,212 43,500

P2 32,778 34,701 37,655 39,955 41,753 46,312

P3 34,714 36,873 40,077 42,655 45,101 50,881

P4 36,917 39,225 42,491 45,803 48,094 54,046

P5 39,497 41,983 45,725 48,300 51,461 57,921

P6 42,568 45,454 49,605 53,549 57,146 64,279

P7 46,140 49,404 53,960 58,554 62,079 69,998

Staff

Psychologist =~ 54,090 59,050 63,496 68,184 75,112 81,854 85,874
_ Attorney

Referee 73,773 77,222 80,830 84,606 88,558

Section 3. Overpayments. Any overpayment of compensation shall be repaid
through payroll deduction. The EMPLOYER and employee shall attempt to negotiate a
repayment schedule. If the parties are unable to agree on a repayment schedule, the
EMPLOYER may deduct up to twenty percent (20%) of the amount owed but in no
event more than ten percent (10%) of an employee’s gross bi-weekly pay, until fully
repaid.

ARTICLE XXX
RECLASSIFICATIONS

Section 1. Reclassifications shall be conducted once a year on a timetable
allowing presentation to the County Services Committee by its first meeting in August.
Any position which has been reclassified through this process shall not be considered
for the reclassification procedure for the same number of years that is stated in the
UAW County contract. Request for reclassification, if any, may then be presented to the
Board of Commissioners for final decision. Prior to submission to the Board of
Commissioners, requests for reclassifications, if any, may be reviewed by the Finance
Committee.

In the event that certain requests for reclassifications are approved, the same will
become effective, if funds are available, within the pay period following the Board of
Commissioners meeting or the start of the next budget year. The Finance Committee
has sole discretion to determine whether or not funds are available for this purpose.

Section 2. Procedure for Positions Covered by UNION Agreements.

A. Department heads will discuss reclassification requests with the
employees at either the request of the supervisor or the employee.
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B. A meeting will be held by the Job Evaluation Committee. The Job
Evaluation Committee shall include five (5) members, one (1) member from the OPEIU;
two (2) County managerial employee members; one (1) County confidential employee
member who shall not be an employee in the Human Resources Department; and one
(1) Human Resources Department representative member. In  considering
reclassification requests, the Job Evaluation Committee shall meet with the applicable
Department Head and the employee seeking the reclassification. A vote of the majority
of the committee to approve a proposed reclassification will be required for it to be
forwarded to the County Services Committee for further consideration. In the event of a
tie vote, the employee requesting reclassification shall be forwarded to the next step,
Administrative Services/Personnel Committee, with a notation there was a tie vote and
the Committee shall consider the matter.

C. The County Services Committee will hear the forwarded proposals and
may make recommendations to the Finance Committee and the Board of
Commissioners to reclassify said employee.

D. In order for the reclassification to be heard on the above-stated timetable,
reclassification requests must be submitted no later than March 1 of each year to the

department head.

E. The Board of Commissioners, within its sole discretion, shall make the
final determination if an employee is to be reclassified.

It is expressly understood and agreed that the decision made by the Board of
Commissioners is not subject to any grievance procedure contained in this collective

bargaining agreement.

ARTICLE XXXI
DENTAL INSURANCE

Section 1. Dental Insurance. The County shall provide dental insurance for full-
time and part-time employees and their dependents as follows:

Employee or
Insurance Pays Patient Pays
Class | Benefits 100% ' -0-
Cleaning
X-Ray
6 Month checkups
Class [i Benefits 75% 25%

Radiographs
Basic Restoration
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Periodontics
Endodontics
Basic filings

Class lll Benefits 50% 50%
Major Restorative
Oral Surgery
Bridges
Crowns

Payment under this provision is limited to Eight Hundred Dollars ($800) maximum per
person, per contract year for Class I, Class Il and Class Ill Benefits. Coverage shall be
effective at the beginning of the seventh (7th) full month of continuous service after a
new employee's date of hire.

Section 2. Probationary, special part-time and temporary employees are not
eligible for coverage.

Section 3. Dental insurance coverage shall commence the first of the month
after completion of the probationary period.

Section 4. The EMPLOYER shall have, within its discretion, the right to change
carriers for the dental plan as long as there is no reduction in benefits as stated in

Section 1. .

ARTICLE XXXII
HEALTH AND SAFETY

Section 1. The EMPLOYER and the UNION agree to establish a Health and
Safety Committee consisting of two (2) employees of the bargaining unit and two (2)
representatives of the EMPLOYER. Any alleged health or safety problem shall be
directed to the committee in writing. The recommendation of the majority vote of the
committee shall be final and binding upon the EMPLOYER and the UNION. However, if
the parties cannot reach a majority decision, it shall not be subject to any grievance
procedure provided for herein, but may be subject to state and federal statutes.

Section 2. Drug Testing and Disclosure of Prescription Drugs. Effective upon
drug testing for reasonable suspicion language being added to all Circuit Court
collective bargaining agreements (excluding the collective bargaining agreements that
currently allow random drug testing) and the Management and Confidential Employee
Personnel Manual, the Employer, or any Department thereof, may implement rules and
requirements relating to reasonable suspicion drug testing and requiring employees in
safety sensitive positions to disclosure prescription drugs upon a drug test being
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required where there is a reasonable suspicion that said drug may be affecting the
employee’s performance of the essential functions of the Employer’s position.

The rules and regulations shall contain the following:

A.

E.

Reasonable suspicion shall be defined as a belief, drawn from specific
objective facts witnessed by two (2) or more management personnel and
reasonable inferences drawn from those facts in light of experience, that
an employee is using or may have used a drug, illegal drug, or alcohol in
violation of the rules and requirements.

All laboratories must be approved by the Substance Abuse and Mental
Health Services Administration of the Department of Health and Human
Services (SAMSHA, DHHS).

The Employer shall either contract with a designated agency to collect
samples or insure they have staff trained and proficient in “chain of
custody” procedures. Only chain of custody procedures which include a
blood or urine test will be accepted as evidence a person violated this
Article. Split samples will be taken and employees who test positive will
be given an opportunity to arrange for a second test at their expense.

Prior to verifying a positive result, the Employer shall make every
reasonable effort to contact the employee (confidentially), and afford
him/her the opportunity to discuss the test resulit.

Drug test results will be kept confidential.

Section 3. Disclosure of Criminal Record.

A.

Effective from and after the effective date of this Agreement, all
employees shall fully disclose to their supervisor or their Department Head
any criminal felony or misdemeanor convictions. The employee’s criminal
history will be kept confidential. The Employer may conduct a criminal
history search periodically on all employees when required to insure
compliance with grants, licensing requirements, and state judicial
standards.

To the extent required to insure compliance with grants, licensing
requirements, or State or Federal regulations, the Employer may
implement the standards listed below for employees working in positions
covered by such requirements. The Employer shall notify the Union and
affected employees of such standards prior to implementation.
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Any employees that work directly with minors or who will have access to
minor’s records that are convicted of a felony or misdemeanor, including
expressly any law related to drugs or other controlled substances, or are
charged with a felony, or are placed on the Central Registry as a
perpetrator, shall notify in writing their supervisor immediately, and in all
cases, no later than five (5) days after such conviction, charge or
placement on the Central Registry. An employee must disclose to the
Employer any conviction resulting from such pending charges as
described in this Section. Employees working with minors must disclose
any arrest or charges, and may also be required to certify that no case of
child abuse or neglect has been substantiated against them. In every
case, employees in positions that work directly with minors or who will
have access to minor's records, shall undergo the background checks,
and, if they have not resided or lived in Michigan for each of the previous
ten (10) years, they must also sigh a waiver attesting to the fact that they
may conduct a criminal history search periodically on all employees.

Section 4. County Vehicles/Transporting Program_Participants. All persons
operating County vehicles or transporting program participants in the course of their
employment with the Employer shall, at all times operate their motor vehicle in a safe
and prudent manner in strict accordance with the laws of the State of Michigan.  No
employee shall operate a County vehicle or transport program participants uriless they
have the appropriate driver's license from the State of Michigan and, should such
driver's license be restricted, suspended or revoked at any time, it shall be the
employee’s obligation to immediately notify their supervisor of the same. The Employer
reserves the right to verify such employee’s driving records and driver's license status.

ARTICLE XXXIII
ADMINISTRATIVE LEAVE POLICY

Section 1. If it becomes necessary, due to inclement weather or other acts of
God, to curtail some or all of the County's functions, at the department head's
discretion, he/she may offer the following options:

A. Employees may use compensatory, personal or vacation time in lieu of
regular pay if compensation is desired,;

B. Employees may work part of their regular schedule and will be eligible for
pay for those hours worked, with the remainder of the schedule
compensated from compensatory, personal or vacation time if
compensation is desired;

C. Employees may report for work and shall be compensated at his/her
regular rate of pay for those hours worked.
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Section 2. In cases where the County is officially closed by the Controller and
the Chairperson of the Board of Commissioners due to inclement weather or other acts
of God, either in its entirety or department by department, the following policy will be in
effect.

A. When employees are instructed to return home, it is understood that these
employees will be paid for their regularly scheduled hours;

B. When employees are instructed to return home and do not do so, they will
not receive additional compensation for hours worked, but will only receive
compensation for their regular schedule; ‘

C. It is the County's responsibility to issue notification to employees via radio
public service announcement one (1) hour prior to the commencement of
the normal shift that the County is officially closed;

D. If the notification is rendered, employees will be paid for hours normally
scheduled. Employees who work will receive one (1) vacation hour to be
added for each hour worked.

Section 3. The Controller and the Board of Commissioners' Chairperson can
declare a maximum of sixteen (16) hours per calendar year of paid administrative leave.
Any further loss of compensation by employees because of inclement weather or other
acts of God must by compensated by use of accumulated compensatory, sick or
vacation time. If the employee does not have compensatory, sick or vacation time,
he/she will not be compensated.

Section 4. Employees who are reasonably prevented from reporting to work from
their home at their regularly scheduled time, immediately following the closing of the
County under this policy due to inclement weather, even though the County has
officially reopened, may use compensatory time, sick or vacation time.

ARTICLE XXXIV
WORKERS’ COMPENSATION

Section 1. Pursuant to Michigan law, the EMPLOYER provides, at its sole
expense, workers’ compensation coverage for each employee covered by this
Agreement. ‘

Section 2. Use of Accumulated Sick Leave When On Workers’ Compensation.
Employees in the bargaining unit are permitted to use accumulated sick leave while on

workers' compensation as provided below:
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A. The maximum time an employee may use accumulated sick leave while
on workers’ compensation is eight (8) weeks.

B. Employees shall not accumulate sick leave or vacation time while off work
on workers’ compensation. All other fringe benefits shall terminate after
an employee is off work on workers’ compensation for ninety (90) days.

C. Employees who have accumulated at least 160 hours, but less that 400
hours, of sick leave are permitted to use their accumulated sick time as a
supplement to workers’ compensation so that they will receive
approximately 80% of their normal straight-time pay.

D. Employees who have 159 hours or less of accumulated sick leave shall
not be entitled to utilize this section.

E. Employees who have accumulated sick leave of 401 hours or more may
use their accumulated sick leave so at to receive 90% of their normal

straight-time pay.

F. The 80% and 90% wages noted above shall be gross wéges minus
normal tax deductions and other deductions.

EXAMPLE: If an employee's gross paycheck is $150.00 and their
net paycheck is $100.00, and workers’ compensation payments are
$60.00, the EMPLOYER'S obligation is to pay $20.00, provided the
employee meets the above requirements.

Section 3. If an employee has applied for Workers’” Compensation and the
EMPLOYER or the EMPLOYER'S Workers’ Compensation carrier is disputing the claim,
and the employee is not receiving income, the employee upon request may use any
accumulated sick leave, provided the employee signs an agreement to repay such

amount, immediately upon receipt of any workers’ compensation payment for the period

in question. The EMPLOYER may deduct through payroll deduction from an
employee's paycheck any money owed. Further, the EMPLOYER reserves the right to
terminate the use of the sick leave accruals in the event the EMPLOYER has
reasonable cause to believe the employee is abusing sick leave.

ARTICLE XXXV
. R. S. SECTION 125

The EMPLOYER will execute on or before December 31, 1991, IRS Section 125
document(s), allowing employees who choose to participate, the ability to pay for
employee contributions with pre-tax dollars for the following:
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1.

2.

3.

medical hospitalization expenses
dependent care programs

employee payroll deductions for health care prerniums

The above réquirement is subject to and contingent upon CPA verification that
the same is permissible and will not jeopardize County tax deductions and is authorized

by the IRS.

ARTICLE XXXVI
FAMILY AND MEDICAL LEAVE ACT

Section 1. Family and Medical Leave (FMLA).

A.

An employee who has been employed by the EMPLOYER for twelve (12)
consecutive months and who had worked at least 1,250 hours during
those months may take a leave of absence for up to a total of twelve (12)
weeks during each year for the following reasons as defined under the
FMLA:

1. His or her own serious health condition;
2. To care for a child, spouse or parent who has a serious health
condition;

3. Birth of a child;

4. The placement of a foster or adoptive child.

A year, for purposes of determining eligibility for family or medical leave, is
defined as 365 calendar days prior to the requested date of

commencement of an employee’s family or medical leave.

The UNION and the EMPLOYER reserve all their rights under the Federal
Family and Medical Leave Act and may exercise same.

ARTICLE XXXVII
LICENSE FEES

Effective January 1, 1996, the EMPLOYER will pay up to One Hundred Dollars
($100.00) for Psychologist's State License fee.
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ARTICLE XXXVIilI
BAR DUES

Effective January 1, 2007, the County shall pay to the Michigan State Bar
Association the dues for Attorney Referees. This shall include the basic dues only and
not section or other additional dues.

ARTICLE XXXIX
EMPLOYEE ASSIGNMENTS - CONTRACT REOPENER

The Employer reserves the right to have a contract reopener on the issue of
assigning employees to perform functions not in their job description or performed by
employees in other bargaining units due to court reorganization. The Employer shall
provide ten (10) calendar days prior written notice to the Union if it wants a reopener. If
the Employer exercises the reopener as stated above, then the parties agree to bargain
the subject of job function, responsibilities and appropriate pay grade for these
employees.

IN WITNESS WHEREOF, the partigs, hereto have ex ufd this Agreement by
their duly authorized representatives this _; ~day of ) 4 Vb , 2009.
| & f
EMPLOYER OFFICE AND PROFESSIONAL

EMPLOYEES INTERNATIONAL UNION,
LOCAL 459, AFL-CIO

h A

rey Flerging
Bervige Repre?’e‘ e

ames Dizinski, BgGaining Team

, X:%IfouckQBargaining Team -

Honorable Will -
Chief Circuit Judge

Approved:

: rperson
Ingham County Board of
Commissioners
N:\Client\ingham\OPEIU\Circuil CtFamilyDivi200912009-11 CircuitCt Family CBA FINAL v1.wpd
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POSITIONS LIST

TITLE SALARY GRADE

Accountant/Child Care P6

Attorney Referee Separate Scale

Clinical Social Worker P6

Court Reporter P7

Intake Referee P7

Investigator P4

Juvenile Court Officer P5

Senior Juvenile Court Officer P6

Staff Psychologist Separate Scale
- Traffic/Reimbursement Referee P7

PROFESSIONAL

SENIORITY GROUPS
A. Court Reporters  P7

B. Staff Psychologist (Separate Scale)
Clinical Social Worker P6

C. Attorney Referees (Separate Scale)
Intake Referee P7 - Traffic Reimbursement Referee P7

Sr. Juvenile Court Officer P6
Juvenile Court Officer P5
Investigator P4

D. Accountant/Child Care P6
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1.

LETTER OF UNDERSTANDING

Full-Time/Shared Positions

In the spirit of cooperation with the Alternative Employment Opportunities Study,
the Office and Professional Employees International Union, Local 459 and the 30th
Judicial Circuit Court / Family Division Court agree on the following procedures for the
implementation of full-time/shared positions.

Definition

A full-time/shared position is a position in which two employees share one full-
time job.

Creation of a Full-Time/Shared Position

(a)

(b)

()

(d)

The employee in the full-time position must request that the position
become a shared position by making the request of his/her supervisor and
notifying the appropriate bargaining unit representative.

Approval of the supervisor and the appropriate department head and/or
elected official must be obtained before a position can be converted to a
shared position.

Final approval for shared positions originates from the Human Resources
Director.

The creation of a full-time/shared position to replace a vacant full-time
position must be agreed upon by the bargaining unit involved and the
County Services Committee.

Continuation and Review of Full-Time/Shared Positions

(a)

(b)

The supervisor will determine the duration of the shared position based on
departmental needs. '

A review of the shared positions will be conducted by the County and the
appropriate bargaining units at the time of the expiration of the current
collective bargaining agreements to determine if it is feasible to create
alternative shared positions.

Shared Work Schedule

The work schedule will be determined by the supervisor for the shared positions
in a manner to attempt to accommodate the employees, as well as the needs of

the department.



5.

Reversibility

(@) The County Services Committee may convert, at its discretion, the
previously designated shared position back to a full-time position which
would be filled through regular County employment procedures.

(b) In the event that one of the partners in a shared position leaves the
position, one of the following options may occur:

1) The remaining employee may continue to share the position and
the other half would be filled through regular County employment
procedures.

2) Should it be determined by the County Services Committee that the
- position will be converted to full-time, it may be filled through
regular County procedures or the remaining employee may be
offered the position. It shall be within the Chief Judge's sole
discretion on whether or not it shall be filled through County regular
procedures or the remaining employee may be offered the position.

Limits

There will be a total limit of four (4) full-time/shared positions in the 30th Judicial
Circuit Court / Family Division.

Longevity

(a)  Full-time employees who are placed in shared positions are eligible for a
prorata share of longevity, providing they meet the other longevity
requirements as outlined in the collective bargaining agreement.

(b)  Payment of longevity to two shared-time employees will not exceed the
total amount that would have been paid to a full-time employee in that
position.

Fringe Benefits

Full-time/shared-time employees shall receive the same fringe benefits as part-
time employees based upon the number of hours they work, as stated in Article
V, Section 1(C).

Layoff and Bumping

(@) In case of a reduction in force, employees in a full- time/shared position
will not be eligible to bump an employee in a full-time position, regardless
of seniority.



(b)  Incase of a reduction in force, employees in a full- time position will not be
eligible to bump an employee in a full-time/shared position, regardless of
seniority.

10. Term

This Letter of Understanding shall remain in force and effect through
December 31, 2011.

EMPLOYER OFFICE AND PROFESSIONAL
EMPLOYEES INTERNATIONAL UNION,
LOCAL 459, AFL-CIO

BN Q?m -

Honorable William £-Calibfig ﬁ'rey Flenfing™~’
Chief Circuit Judge ervnce R res,

Approved:

WAbeAO0

Debble De Leon, Chairperson
Ingham County Board of
Commissioners




LETTER OF UNDERSTANDING
BETWEEN |
_ THE 30th JUDICIAL CIRCUIT COURT / FAMILY DIVISION

AND
OFFICE, PROFESSIONAL EMPLOYEES INTERNATIONAL UNION (OPEIU)

WHEREAS, the 30th Judicial Circuit Court / Family Division (hereinafter referred
to as the "Employer") and the OPEIU, Local 459 (hereinafter referred to as the "Union")
have agreed to continue the current collective bargaining agreement for the 30th
Judicial Circuit Court / Family Division's Professional employees unit; and

WHEREAS, such collective bargaining agreement references job openings and
temporary assignments in Article Xl, Section 2; and

WHEREAS, the parties wish to clarify the benefits applicable to part-time,
shared-time or three-quarter time employees temporarily assigned to full-time status.

NOW, THEREFORE, IT IS HEREBY AGREED by the parties as follows:

1. In the event a part-time, shared-time or three-quarter time employee is
temporarily assigned by his/her department head through an approved Personnel
Action Request to full-time status, either in his/her current position or in a different
classification, that he/she be eligible for the following benefits effective from and after
the ninety-first (91st) consecutive calendar day of working in that full-time assignment:

A Regular Vacation Accumulations: He/she would accumulate vacation at
the appropriate level for his/her years of service, on a pro-rated basis.
That is, the difference between the part-time and full-time vacation
accumulations will be added for each payroll period. The employee is not
eligible for this additional time until he/she has completed ninety (90)
consecutive calendar days of a full-time assignment, however, the
additional time will be calculated retroactive to the first day of the full-time
assignment.

B. Sick Accumulations: The difference between part-time and full-time sick
accumulations will be added for each payroll period. The employee is not
eligible for this additional time until he/she has completed ninety (90)
consecutive calendar days of a full-time assignment, however, the
additional time will be calculated retroactive to the first day of the full-time
assignment.

C. Holidays: In the event a holiday falls during the full-time assignment, and
an employee has completed ninety (90) consecutive calendar days of a




2.

full-time assignment, he/she will receive a total of eight (8) hours of
holiday pay for each holiday during the full-time assignment.

THERE WILL BE NO OTHER CHANGE FROM PART-TIME TO FULL-
TIME BENEFITS.

In the event an employee is temporarily assigned and works for six (6)
consecutive calendar months in a full-time assignment, he/she will be
afforded regular full-time benefits commencing with the beginning of the
first calendar month after completion of six (6) consecutive months in the
full-time assignment, provided he/she provides prior written notice to the
Human Resources Department.

The increased sick and vacation accumulations will be added to the

employee's accumulations at the completion of the full-time assignment. Any holidays
that fall during the interim of the full-time assignment will be paid in a lump sum
payment after the completion of the full-time assignment.

3.

4.

This Letter of Understanding shall be effective from and after May 7, 1987.

This Letter of Understanding shall not serve to modify any other terms or

conditions agreed to by the parties in the aforementioned collective bargaining

agreements.

EMPLOYER

gL

~ OFFICE AND PROFESSIONAL
EMPLOYEES INTERNATIONAL UNION,
LOCAL 459, AFL-CIO

il

Honorable William E. Colléttg égﬁrey FI lng

Chief Circuit Judge

Approved:

ibis Wi

Debbie De Leon, Chairperson
Ingham County Board of

Commissioners

N:\Client\Ingham\OPEIU\CircuitCtFamilyDivi200912009-11 CircuitCt Family CBA FINAL v1.wpd
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