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AGREEMENT

This Agreement is made and entered into this 18th day of June 2018, by and
between the City of Monroe (hereinafter referred to as the "Employer") and COMEA Unit |,
Technical, Professional and Office Workers Association of Michigan/TPOAM (hereinafter
referred to as the "Union").

ARTICLE |
PURPOSE AND INTENT

The general purpose of this Agreement is to set forth terms and conditions of
employment and to promote orderly and peaceful labor relations for the mutual interest of
the Employer, the employees and the Union.

The parties recognize that the interest of the community and the job security of the
employees depend upon the Employer's success in establishing a proper service to the
community. To these ends, the Employer and the Union encourage to the fullest degree
friendly and cooperative relations between their respective representatives at all levels
and among all employees.

ARTICLE Il
RECOGNITION

Section 1. Unit Description. Pursuant to and in accordance with all applicable
provisions of Act 336 of the Public Acts of 1947, as amended, the Employer hereby
recognizes the Union as the exclusive representative for the purpose of collective
bargaining with respect to rates of pay, wages, hours of employment and other conditions
of employment for the term of this Agreement of all regular full-time hourly rated
employees in the job classifications referenced in Appendix A of this Agreement, excluding
COMEA Unit Il members, all supervisors not included in the COMEA Unit | bargaining unit,
confidential employees, part-time employees, temporary employees, casual employees,
on-call employees, and all other employees of the Employer.

It is recognized by the Union and the Employer that supervisors, temporary, part-
time and other non-bargaining unit employees perform the same functions as those
performed by bargaining unit employees and, except as provided below, that this
Agreement does not restrict any such work by non-bargaining unit employees. The Union
further agrees that this Agreement shall not prevent the Employer from eliminating or
combining bargaining unit positions.

In consideration of the foregoing, the Employer agrees (a) that it will not layoff,
displace, or reduce the normal (non-overtime) hours of work of a regular active full-time
bargaining unit employee by the assignment of such person's work to a non-bargaining
unit part-time employee; and (b) that it will not subdivide the normal (non-overtime) hours
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of work of a regular full-time bargaining unit employee by the assignment of such person's
work to two (2) or more part-time employees. The Employer further agrees that if it needs
to increase the size of its non-bargaining unit part-time work force while bargaining unit
employees are on layoff, such newly created non-bargaining unit part-time positions will
first be offered to qualified bargaining unit employees on layoff. A bargaining unit
employee's placement in a part-time non-bargaining unit position will not constitute a
waiver of the bargaining unit employee's recall rights as provided elsewhere in the
Agreement.

Section 2. Definitions.

(a) Full-Time Employee. A full-time employee is an employee whose employment
is for a period of indefinite duration and who is regularly scheduled to work thirty-seven
and one-half (37 %) or more hours per week and 1,950 or more hours per year.

(b) Part-Time Employee. For the purposes of this Article, a part-time employee is
an employee whose employment is for a period of indefinite duration and who is "regularly
scheduled" to work twenty-two and one-half (22 1/2) hours or less per week (unpaid lunch
and break periods, and additional time worked by the part-time employee to cover the
temporary absence of other employees of the Employer, including employees in the
bargaining unit, shall not be included in the part-time employee's "regularly scheduled"
hours of work for purposes of this provision). Part-time employees are excluded from the
bargaining unit.

(c) Temporary Employee: A temporary employee is an employee whose
employment is for a period of limited duration, without regard to his or her regularly
scheduled hours of work. A temporary employee shall not be employed for more than
six (6) months in a calendar year, unless the temporary employee is replacing a regular
employee who is using accrued sick time or who is on an approved leave of absence.
A temporary employee shall not be employed to work more than his normally
scheduled workweek of thirty-seven and one-half (37.5) or forty (40) hours per week if
other qualified members of the applicable department are qualified and available to
work the overtime. A temporary employee is excluded from the bargaining unit.

(d) References to Gender. All references to employees in this Agreement
designate both sexes, and wherever the male gender is used it shall be construed to
include male and female employees.

(e) Non-Bargaining Unit Employee. A non-bargaining unit employee is an
employee of the City of Monroe who is excluded from the bargaining unit as described in
Section 1 above.




ARTICLE Il
NON-DISCRIMINATION

The provisions of this Agreement shall apply to all employees in the bargaining unit
without discrimination on the basis of age, sex, marital status, race, color, height, weight,
disability, religion, national origin, political affiliation or sexual orientation, except as
otherwise provided by state or federal law.

ARTICLE IV
RIGHT TO WORK

Section 1. Each unit employee shall have the right to join, or not to join, the Union
as he/she individually prefers.

The parties agree that they will not interfere with the free choice of any employee
regarding the decision to join, not join, or to continue or discontinue as a member.

Section 2. During the life of this Agreement, employees may have monthly
membership dues deducted from their earnings by signing and submitting to the Employer
the Membership Dues Deduction Authorization form attached to this Agreement as
Appendix E. Each dues deduction authorization will be limited to deduction of regular
monthly basic dues and will remain in effect (1) for a specified time in accordance with
law, or (2) until the Employer receives written notification that the employee has cancelled
the authorization, or (3) until active employment in a covered classification is terminated.
Should this Agreement be terminated for any reason, the dues deduction authorization
forms will be automatically cancelled.

Deductions under all properly executed Authorization Forms shall commence
effective at the time the application is tendered to the Employer and if received on or
before the fifteenth (15th) day of the month preceding the month in which a deduction is
to be made, shall be deducted from the first (1st) pay of such month, and biweekly
thereafter.

All sums deducted by the Employer shall be remitted to the Union's Financial Officer
within thirty (30) calendar days following the payday in which deductions were made,
together with a list which identifies current employees for whom Union dues have been
deducted, the amount deducted from the pay of each employee and any employees who
have terminated their Authorization during the previous month. Employees may terminate
such Check-off at any time by serving written notice thereof to the Employer.

Once any funds are remitted to the Union by the Employer, their disposition shall be
the sole and exclusive obligation and responsibility of the Union. In cases where a
deduction is made that duplicates a payment that an employee already has made to the
Union, or where a deduction is not in conformity with the provisions of the Constitution of
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the Union or applicable state or federal law, refunds to the employee shall be made by the
Union to the employee.

The Employer shall not be liable to the Union for the remittance or payment of any
sum other than that constituting actual deductions made from wages earned by
employees.

Section 3. The Union shall indemnify, protect and hold harmless the Employer from
any and all claims, actions, demands, suits, proceedings, and other forms of liability,
including all costs and attorney fees, that shall arise out of or by reason of any action
taken or not taken by the Employer for the purpose of complying with the provisions of this
Article.

ARTICLE V
MANAGEMENT RIGHTS

The Employer has and will continue to retain, whether exercised or not, the sole
right to operate and manage its affairs in all respects and powers or authority which the
Employer has not abridged, delegated or modified by the provisions of this Agreement.
The rights of the Employer, through its management officials, shall include but not be
limited to the right to: determine the organization of each department; determine the
purpose of each of its service areas; exercise control and discretion over the organization
and efficiency of operations; set standards for services to the public; direct the
employees, including the right to assign work and overtime; hire, examine, classify,
promote, train, transfer, assign and schedule employees in positions with the Employer;
suspend, demote, discharge or take other disciplinary actions against the employees;
increase, reduce, change, modify or alter the composition and size of the workforce,
including the right to relieve employees; reallocate positions to higher or lower
classifications; determine the locations, methods, means and personnel by which
operations are to be conducted; establish, modify, combine or abolish job classifications,
and change or eliminate existing methods, equipment or facilities.

It is agreed that the foregoing sections are subject to all other provisions of this
Agreement which limit or qualify the foregoing, and that the foregoing rights and
prerogatives of the Employer shall not be exercised in a manner violative of any other
provisions of this Agreement.

ARTICLE VI
UNION REPRESENTATION

Section 1. Officers of the Union shall be allowed a reasonable period of time to
investigate and present grievances to the Employer during working hours without loss of
time or pay.



Section 2. The Union shall be represented by a Bargaining Committee, to be
selected by the Union, for the purpose of conducting contract negotiations with the
Employer. The Employer agrees that up to four (4) regular employees in the bargaining
unit who participate in such negotiations while on duty shall suffer no loss in pay for such
activity.

Section 3. An employee shall not leave his assigned work until he has notified his
supetrvisor that his presence is required in connection with the investigation or presentation
of a grievance or contract negotiations with the Employer and has received the
supervisor's approval to leave his work for that purpose. Permission to leave work for such
purposes shall not be unreasonably withheld. The privilege of leaving work during working
hours without loss of time or pay is subject to the understanding that the time will not be
abused. Employees shall perform their regularly assigned work at all times, except when
necessary to leave their work for the purposes provided herein.

Section 4. The Union may schedule meetings in the Council Chambers or other
meeting rooms of the Employer so long as such meetings do not conflict with the conduct
of Council meetings or other business of the Employer.

ARTICLE VII
GRIEVANCE PROCEDURE

Section 1. A grievance is a dispute arising under and during the term of this
Agreement with respect to an alleged violation of the terms of this Agreement.

Time limits specified in the Grievance Procedure are of the essence. If an
employee or the Union does not file or appeal a grievance within the specified time limits,
such failure shall constitute acceptance of the action taken by the Employer and the
grievance will automatically be disallowed. If the Employer does not respond within the
specified time limits, the grievance will be deemed denied and shall automatically move to
the next step. The time limits provided in the Grievance Procedure may be extended by a
written agreement between the Employer and the Union. Any resolution or forfeiture of a
grievance shall be final and binding upon the employee(s) involved, the Union, and the
Employer.

Any employee involved in the grievance procedure shall first notify his supervisor
before leaving his job or work station. A Union representative shall be present at all stages
of the Grievance Procedure once the grievance has been reduced to writing unless
specifically excluded in writing by the employee. No grievance may be advanced beyond
Step One without the concurrence of the Union President (or designee).

For the purpose of the time limits identified herein, "work days" shall mean Monday
through Friday, excluding holidays.



Section 2. Procedure

Step One

Any employee having a grievance shall first take up the matter with his immediate
supervisor within three (3) work days of the date the employee and/or the Union becomes
aware or reasonably should have become aware of the occurrence giving rise fo the
grievance. The employee shall have a Union representative present. If the grievance is
not settled, it shall be reduced to writing, signed by the employee and a representative of
the Union, and submitted to the aggrieved employee's Department Head within ten (10)
work days of the date the employee and/or the Union becomes aware or reasonably
should have become aware of the occurrence giving rise to the grievance.

Step Two

The written grievance will then be discussed between the employee, a Union
representative and the Department Head. The Department Head shall be responsible for
setting
up a meeting for such discussion within five (5) work days of receipt of the written
grievance. Within five (5) work days of the meeting, the Department Head will give his
decision in writing to the employee and the Union representative.

Step Three

In the event the grievance is still not settled, the Union’s President (or designee) may
request a meeting with the Human Resources Director. This request shall be submitted in
writing within five (5) work days of the Department Head's decision. A meeting between
the Union President (or designee) and the Human Resources Director will be held within
five (5) work days of the Human Resources Director’s receipt of the request. The decision
of the Human Resources Director shall be issued in writing within five (5) work days
thereafter.

Step Four
Arbitration

In the event the answer at Step Three of the Grievance Procedure does not resolve
the grievance, the Union may appeal the grievance to arbitration by filing a Demand for
Arbitration with the American Arbitration Association no later than ten (10) work days after
the Union's President (or designee) receives the Employer's answer at Step Three.
Concurrent notification of such appeal shall be provided to the Human Resources Director.
Notification to the Human Resources Director shall be subject to the same time limitations
set forth for filing with the American Arbitration Association and shall include a copy of the
Union’s Demand for Arbitration and identification of the grievance, the issue(s) and the
provisions of the Agreement involved. If the grievance is not submitted to Arbitration in



accordance with the procedure and time limits herein provided, the Step Three disposition
of the grievance shall be final.

Selection of the arbitrator and the arbitration hearing shall be governed by the
Voluntary Labor Arbitration Rules of the American Arbitration Association in effect at the
time the Union's Demand for Arbitration is filed. The arbitrator shall have the authority to
issue a subpoena for a witness to attend the arbitration hearing. Grievances shall be
arbitrated separately unless otherwise agreed in writing between the Employer and the
Union.

The fees and approved expenses of the arbitrator shall be shared equally by the
Union and the Employer. Except as hereinafter provided, each party shall be responsible
for compensating its own representatives and witnesses. All hearings shall be held in the
Employer's conference facilities in the City of Monroe. Employee witnesses, except the
grievant and Union President, who are scheduled to work on the day of an arbitration
hearing, shall be excused from work with pay only to testify and shall return to work
immediately thereafter. The grievant(s) and the Union President shall be excused from
work with pay to attend the entire arbitration hearing and shall return to work immediately
thereafter.

The arbitrator shall have authority to hear and determine any grievance involving
the application or interpretation of the express terms or conditions of this Agreement,
provided the grievance has been timely processed through the Grievance Procedure and is
properly before him. In fulfilling his duties under this Agreement, the arbitrator shall have
authority to apply and interpret the express terms or conditions of this Agreement but shall
not have the authority to add to, subtract from, change, or modify this Agreement or
resolve any dispute under any section of this Agreement which is expressly excluded from
arbitration, or imply a provision which is not otherwise specifically provided herein. The
arbitrator's decision, when made in accordance with his jurisdiction and authority, shall be
final and binding upon the Employer, the Union and any employee or employees involved
and cannot be changed by any individual.

No claim for back wages shall exceed the amount of wages the employee would
otherwise have earned at his regular pay rate as set forth in Appendix B, less any
unemployment or other money, including any compensation he may have received from
any source of employment (not previously approved in writing as supplemental
employment by the Employer) during the period in question.

Section 3.

(a)  Any employee who is reinstated after discharge will, within fourteen (14)
calendar days, be returned to duty with the Employer at the same rate of pay, or as may
be agreed to by the parties, or as may be determined by the arbitrator, pursuant to the
grievance procedures herein before set forth.
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(b)  No claim for back wages shall exceed the amount of wages the employee
would otherwise have earned at his regular rate, less any unemployment or other
compensation the employee may have received during the period for which back pay is
sought.

(¢)  An agreement reached between the Employer and the Union as to the
resolution of a grievance or dispute is binding on all employees affected.

(d)  Special meetings to discuss and possibly dispose of emergency problems
and grievances may be held whenever mutually agreed upon between the Union and the
Employer.

Section 4. In any case involving health and safety, the grievance shall be reduced
to writing within twenty-four (24) hours and submitted to the Human Resources Director at
Step Three. The Human Resources Director shall hold a grievance hearing within two (2)
work days of the receipt of the grievance and render a written decision within two (2)
work days thereafter. If the Union disagrees with the decision, it may appeal the matter to
Step Four within two (2) work days of receipt of the written decision of the Human
Resources Director.

ARTICLE Vi
STRIKES AND LOCKOUTS

Section 1. The Employer will not lock out any employees during the ferm of this
Agreement as a result of a lobor dispute with the Union.

Section 2. Neither the Union nor any officers, agents or employees will instigate,
promote, sponsor, engage in or condone any strike, sympathy strike, slowdown, concerted
stoppage of work or any other intentional interruption of the operations of the Employer,
regardless of the reason for so doing. Any or all employees who violate any of the
provisions of this Article may be discharged or otherwise disciplined by the Employer.

ARTICLE IX
DISCIPLINE AND DISCHARGE

Section 1. Employees with seniority shall not be disciplined or discharged without
just cause.

Section 2. The Union agrees that all employees shall abide by the Employer's rules
and regulations. The following actions shall be taken for violations of those rules and
regulations designated by the Employer as “minor”:



(@) A warning notice will be given to an employee for the first and second
violations. For a third violation the employee shall be given a third warning notice and a
suspension of three (3) days, without pay, or a suspension of such lesser period as the
Employer shall deem appropriate in the circumstances. The employee may, atf the
Employer's sole and exclusive discretion, be discharged for a fourth violation.

(b)  All warning notices shall be signed by the affected employee(s) and shall
remain in effect for a period of twenty-four (24) months from the date of the last warning
or other disciplinary action.

Section 3. In accordance with the Employer's work rules, no warning notice needs
to be given for violations of those rules and regulations designated by the Employer as
“major”.

Section 4. All disciplinary actions, including warning notices, shall be in writing and
copies provided to the employee, the Union President and the Human Resources Director.

Section 5. An employee may request the presence of a Union representative when
being questioned by the Employer concerning any matter he reasonably believes may
result in discipline. When a Union Representative is requested, the questioning will stop
until a Union Representative is present with the employee.

Section 6. When practical in the circumstances, employees should be disciplined in
private.

ARTICLE X
RULES AND REGULATIONS

The Union recognizes the right of the Employer to establish rules and regulations,
not in conflict with this Agreement, as it may from time to time deem appropriate for the
purpose of maintaining order, safety and/or effective operations, and to require
compliance therewith by employees.

The Employer shall post its rules and regulations, including all modifications
thereto, on employee bulletin boards and provide copies to employees. Employees shall
immediately sign and return to the Employer an acknowledgement of receipt of the rules
and regulations, and all modifications thereto.

ARTICLE XI
HOURS OF WORK AND OVERTIME

This article is intended ONLY to define the normal hours of work and provide the
basis for the calculation of overtime.



Section 1. Work Week

(a) Except as otherwise provided below, regular full-time employees covered by
this Agreement work thirty-seven and one-half (37%) hours per week in a regular work
week of five (5) days.

The normal work day for the following classifications (and such other classifications
as the City Manager may approve), shall consist of eight (8) hours in a twenty-four (24)
hour period beginning at the regular starting time of an employee's shift; the normal work
week shall consist of forty (40) hours.

Assistant Water Distribution Supervisor/Water Meter Shop
Building Inspector

City Electrician/Wastewater

Collection System Superintendent/Wastewater
Department Aide/Building

Forestry & Grounds Supervisor

Maintenance Supervisor/Wastewater
Operations Crew Supervisor/DPS

Operations Supervisor/Wastewater

° Operations Supervisor/Water

. Parks Maintenance Supervisor

e Water Distribution Supervisor/Water Meter Shop

(b) The first shift shall commence between the hours of 5 a.m. and 9 a.m. The
second shift shall commence between the hours of 1 p.m. and 5 p.m.

(c) The Employer retains the right to establish and maintain a second and third
shift. Employees within a department may exchange shifts with the approval of their
immediate supervisor.

(d) The Employer shall inform the Union of changes in a regular full-time
employee's hours of work. Upon the Union's reasonable request the Employer agrees to
meet in a special conference to discuss the reasons for such changes.

(e) Notwithstanding the foregoing, the use of flexible work hours are permissible
upon mutual agreement of the affected employee(s) and the Department Head provided
such hours assist in meeting operational needs and/or requirements, and maintain a high
level of service for City residents.
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Section 2. Overtime

(a) Employees who are assigned to work a regular seven and one-half (7 1/2)
hour work day and a regular thirty seven and one-half (37 1/2) hour work week of five (5)
days shall receive one and one-half ( 1 %) times their base hourly rate for each hour of
overtime worked (or computed fraction thereof) in excess of seven and one-half (7 %)
hours per day or thirty seven and one-half (37 1/2) hours per week.

Employees who are assigned to work a regular eight (8) hour work day and a
regular forty (40) hour work week of five (5) days shall receive one and one-half ( 1)
times his base hourly rate for each hour of overtime worked (or computed fraction thereof)
in excess of eight (8) hours per day or forty (40) hours per week.

Employees who work overtime may elect to receive compensatory time off in lieu of
overtime pay, or a combination of overtime pay and compensatory time off.
Compensatory time off shall be limited to forty (40) hours in a calendar year. Employees
shall indicate on their time cards or time sheets when they desire to receive compensatory
time off in lieu of overtime pay. Compensatory time shall be calculated in the same
manner in which overtime pay is calculated.

Compensatory time off must be used in the six (&) month period in which it has
been earned. The first six (6) month period runs from the first pay period that ends in
January to the last full pay period in June. The second six (&) month period runs from the
first pay period that ends in July to the end of the last full pay period in December.
Compensatory time not used by the end of the period in which it is earned will be paid to
the employee at the employee’s current regular hourly rate. The payout of compensatory
time will occur the pay period following the end of the applicable six () month period.

Employees will be permitted to use their accrued compensatory time off within a
reasonable period of their submitting a request to their Department Head, if such use does
not disrupt the operation.

(b) For overtime computation and for the purpose of docking pay, increments of
eight (8) minutes will constitute one-fourth (%) of an hour. This does not constitute a grace
period for the start of a work day.

(c) When overtime is required it shall be offered first to regular full-time
employees. Except in emergency circumstances, employees shall be notified by noon on
the day overtime is scheduled during their regular work week, and by the end of their
fourth day of regularly scheduled work if they will be required to work on their regularly
scheduled days off.

(d) Scheduled overtime does not qualify for call-in pay.
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(e) If an employee is on approved paid leave, such leave shall be considered as
time worked when computing overtime hours.

(f)  If an employee is called in for work, he shall receive a minimum of two (2)
hours overtime work or pay.

(g) Any employee who abuses the overtime rate provided herein by working
overtime hours and then losing regularly scheduled time by coming in late or having a non-
excused absence during the same pay period shall be subject to discipline.

(h) Compensation shall not be paid more than once for the same hours under any
provisions of this Agreement. Pyramiding of time shall not be permitted.

(i) A regular full-time employee shall be paid one and one-half (1%) times his
regular hourly rate for all hours worked on his first regular scheduled day off and two (2)
times his regular hourly rate for all hours worked on his second regular scheduled day off.
In the event that an employee is called to work on his second scheduled day off after
having not worked (because of his refusal to work) his first scheduled day off, he shall
receive premium pay at only one and one-half (1%) times his regular hourly rate. (This
paragraph (i) does not apply o employees on standby.)

(j) All paid overtime must be authorized by the Department Head.

ARTICLE Xil
COMPENSATION

Section 1. Pay Periods. Employees will be paid every other Thursday. One week of
wages is withheld to provide the necessary time to prepare the payroll. Payment shall be
made by check or, at the employee's election, through direct deposit. The employee shall
also be provided an itemized statement of his earnings and all deductions made for any
purpose.

Section 2. Base Wages. The classifications and pay grades of positions covered by
this Agreement are set forth in Appendix A of this Agreement. The hourly base rates for
each classification and pay grade covered under this Agreement are set forth in Appendix
B.

Employees shall commence their employment in the bargaining unit at that step of
the Wage Schedule determined by the Employer. Each July 1the employee shall advance
to the next successive step until he reaches the maximum step of the Wage Schedule for
his classification and pay grade.

Section 3. Pay Adjustments for Temporary Assignments
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(a) If an employee is temporarily assigned to a classification in a higher pay
grade for more than one (1) work day, his base pay shall be increased to the rate specified
for that step of the new classification which will result in a base wage increase as close as
possible to, but not less than, 5% above the base rate he was last paid in his former
position, or the maximum rate of the higher pay grade, whichever is lesser.

(b) If an employee is temporarily assigned to a different classification in the same
or a lower pay grade, his base pay shall remain the same.

Section 4. Pay Adjustments for Promotions and Transfers

(a) If an employee is promoted to a classification in a higher pay grade, his base
pay shall be increased to the rate specified for that step of the new classification which
will result in a base wage increase as close as possible to, but not less than, 5% above the
base rate he was last paid in his former position, or the maximum rate of the higher pay
grade, whichever is lesser.

(b) If an employee is transferred to a classification in the same pay grade, his
base pay shall remain the same.

(c) If an employee bids on and is transferred to a position in a lower pay grade,
his base pay shall be decreased to the rate specified for that step of the salary schedule
in such lower graded classification as provided in Appendix B which corresponds to the
step on which he was placed at the time of his transfer, and his base rate reduced
accordingly.

Employees who are transferred to a position in a lower pay grade as the result of a
layoff or a displacement due to bumping, shall be placed at the step of the salary
schedule in such lower graded classification which corresponds with the employee's
complete years of service with the City.

Notwithstanding the foregoing, if an employee was placed at time of his initial hire
at a step above Step 1, he shall not be placed in such lower graded classification below
the step at which he was first placed at time of hire.

Section 5. Longevity Payments. Employees who are hired on or after July 1, 2008,
shall not be eligible for longevity pay.

Regular full-time employees hired prior to July 1, 2008, shall be eligible for longevity
pay based upon the number of years of continuous service the employee has worked for
the Employer. Eligible regular full-time employees on the Employer's payroll as of
December 1 shall be entitled to longevity pay in accordance with the following schedule:

Less than 5 Years = None
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After completion of 5 years
After completion of 10 years
After completion of 20 years

$25.00 x years of service
$30.00 x years of service
$35.00 x years of service

Employees shall not be entitled to any longevity pay if their employment with the
Employer terminates for any reason other than retirement or death prior to December 1 of
any calendar year. An employee who retires or dies prior to December 1shall be entitled
to prorated longevity benefits if all other requirements are met. Longevity pay is based
upon the number of weeks between the preceding December 1 and the employee’s date
of retirement or death. Time on layoff shall not apply toward longevity.

Section 6. Certification Pay. Notwithstanding any provisions of the parties’
collective bargaining agreement and Ordinance No. 79-023, effective June 30, 2017, and
each June 30" thereafter, employees of the Water and Wastewater Departments who hold
a certification (or certificates) issued by the State of Michigan, pursuant to the Safe
Drinking Water Act 399 of 1976, the Natural Resources and Environmental Protection Act
451 of 1994, and the Michigan Administration Code, shall receive, in addition to their

regular base compensation, the following reimbursement for attaining the following
certifications:

Water Water Distribution Wastewater Amount
F-1 S-1 A $1,600
F-2 S-2 B $1,000
F-3 S-3 C $700
F-4 S-4 D $400

ARTICLE XII
JOB CLASSIFICATIONS

A. Attached to this Agreement are the following Appendices:

Appendix A. Pay Grade and Job Classification.

Appendix B. Wage Schedule.

Appendix C. Job Analysis Questionnaire.

Appendix D. Job Evaluation and Point Factor Plan.

Appendix E. Job Classification, Point Factor, and Pay Grade Analysis.

N N

These Appendices have been agreed to by the Employer and the Union for
purposes of evaluating and classifying jobs under the Employer's Compensation and
Classification System. The Employer and the Union agree upon and accept these
documents as the basis for payment of salaries as provided herein. The Employer will
maintain job descriptions for all jobs covered by this Agreement, which shall be subject to
periodic review and revision as the Employer deems appropriate. Job descriptions will be
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made available to the Union President or interested employees upon their reasonable
request.

B. In the event the Employer creates a new job classification or revises an
existing job description in the bargaining unit, the Employer shall notify the Union of the
new or revised job classification or job description and its pay grade prior to posting. The
Employer shall also provide the Union with a copy of the new job classification and/or
description. If requested within ten (10) calendar days after such notification, the Human
Resources Director and the Department Head shall meet with the Union’s President and
Vice President to discuss the pay grade of the new or revised job classification and/or
description. If, following such discussion, there is a dispute as to the pay grade for the
new or revised job classification and/or description, such dispute shall be an appropriate
matter for a grievance initiated at Step Two of the grievance procedure. If a grievance is
subsequently referred to an arbitrator, he /she shall use as the basis for her/his decision
the factors and information referenced in Appendices A through E of this Agreement.

ARTICLE XIV
JOB VACANCIES

The Employer shall determine if a vacant position is to be filled. Positions to be
filled by the Employer shall be posted and opened for bid by regular full-time bargaining
unit employees for a period of five (5) work days. Such posting shall ordinarily occur within
60 calendar days of the vacancy, except as otherwise agreed between the Union and the
Employer. Positions not filled within such time shall be regarded as having been
eliminated. The posting shall contain the position's title, pay grade, and required
qualifications. The Union President will be provided a copy of the job posting. To be
considered, the bid must be submitted to the Human Resources Department within the
time period specified in the posting.

The evaluation of eligible regular full-time employees for job vacancies shall be
conducted through the Human Resources Department utilizing the same criteria as the
Employer may apply to non-bargaining unit applicants (including those applicants not
presently employed by the City). Such criteria shall include the following: education,
training, experience, aptitude; seniority, and other criteria that may be required to meet
the minimum qualifications as outlined in the applicable job descriptions.

If the Employer modifies the minimum requirements for a position vacancy after the
posting provided above, the position vacancy shall be reposted for a period of five (5)
work days to permit interested members of the bargaining unit to be considered for the
position.

Employees who meet the minimum requirements as determined by the Human
Resources Department shall be given a written test for the position. The regular full-time
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employee with the highest seniority who passes the test and has met the minimum
requirements as outlined in the job description shall be awarded the position.

The regular full-time employee who is chosen to fill the vacancy by the Employer
will be offered the position in writing. Within three (3) work days of the job offer, the
chosen employee must accept or decline the position in writing. The employee shall be
placed in the position within thirty (30) days. Those employees who bid for but were not
chosen for a posted position will have their names remain on a bid list for a period not to
exceed six (6) months.

Except as hereinafter provided, an employee who is awarded a regular position
vacancy shall have a trial period of ninety (90) calendar days. The trial period may be
extended by mutual written agreement between the Union and the Employer. The
Employer may disqualify an employee prior to the completion of the ninety (90) calendar
day period (or such extended trial period as may be agreed to between the Union and the
Employer), where it is clear the employee lacks the ability to do the job. An employee who
is disqualified shall be returned to his former position and rate of pay. The employee may
also elect to return to his former position and rate of pay during the trial period.

ARTICLE XV
SENIORITY

Section 1. Probationary Employees

(a) All employees shall serve a six (6) month “initial hire” probationary period,
uninterrupted by any type of service break, during which time they will be termed
“probationary employees." Upon completion of probation or if no other non-probationary
employee of this unit bids on the job, employees become eligible for promotion as outlined
in Article XIV, Job Vacancies.

(b) Probationary employees may be laid off, discharged or otherwise terminated
at the sole discretion of the Employer. Neither the employee so terminated nor the Union
shall have recourse to the Grievance Procedure over such termination.

Section 2. Seniority

(a) After an employee has successfully completed his probationary period of
employment, his seniority shall date back to his last date of hire with the Employer.

(b) Employees who are promoted from a position in the bargaining unit to a
supervisory position or other positions not in the bargaining unit shall, if returned to the
bargaining unit within six (6) months of the date of their promotion, retain their seniority in
the bargaining unit. Employees who do not return to the bargaining unit within six (6)
months of the date of their promotion shall be removed from the seniority list. The above
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provision regarding the retention of seniority shall be applicable for one (1) promotion in a
one (1) year period. This time period may be extended by mutual agreement of both
parties.

(c) An employee shall lose all seniority rights in the event he:

1. Quits.
2. Retires.
3. Is discharged for just cause.

4. Is absent from work for three (3) consecutive work days without justifiable
reason and/or prior notification to the Employer.

5. Has obtained a leave of absence under false pretenses, or fails to return to
work upon the expiration of a leave of absence without procuring
extension thereof.

6. Overstays a leave of absence or vacation, unless prior to the expiration of
such leave or vacation a request for extension is made by the employee
and approved by the Employer.

7. Has been on layoff for a period equal to the employee's seniority at the
time of layoff or three (3) years, whichever is lesser.

8. Is on medical or disability leave for more than one (1) year. (If an employee
goes on a leave of absence for reasons related to the initial medical or
disability leave within ninety (90) days after his return from a previous leave
of absence, he shall be deemed to be continuing the original leave of
absence.)

ARTICLE XVI
LAYOFF AND RECALL

Section 1. Layoff

(a) When it becomes necessary to reduce the size of the work force and layoff
employees within the bargaining unit, the Employer will provide the Union with not less
than fourteen (14) calendar days advance notice.

Section 2. Employees shall be laid off in the following order:
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(a) Temporary, seasonal and part-time employees within the affected department
and classification shall be laid off first, in any order, provided the remaining probationary
and seniority employees in the affected department and classification are qualified and
able to perform the available work.

(b) Probationary employees within the affected department and classification
shall be laid off next, in any order, provided the remaining seniority employees in the
affected department and classification are qualified and able to perform the available
work.

(c) Regular full-time seniority employees within the affected department and
classification shall be laid off next, in order of seniority (least senior first), or, alternatively,
may elect to exercise their seniority to displace a less senior employee in the same or a
lower pay grade who holds a position for which the more senior regular full-time employee
possesses the required knowledge, skills, abilities and minimum qualifications required
under the applicable job descriptions and is fully capable of performing with a minimum
orientation period of fifteen (15) days.

Section 2. Recall.

Regular full-time seniority employees will be recalled to available full-time
bargaining unit position vacancies in order of seniority, most senior first, provided they
have the required knowledge, skills, abilities and minimum qualifications under the
applicable job descriptions and are fully capable of performing the job to be filled with a
minimum orientation period of fifteen (15) days. The employee will be notified of his recall
by certified mail and must report his intentions to return within three (3) work days of
receipt of the Employer's notice of recall. A regular full-time seniority employee who is
recalled and declines a regular full-time position or otherwise fails to return to work when
recalled from layoff shall forfeit his seniority and all other employment rights.

ARTICLE XVII
HOLIDAYS

The Employer shall observe the following holidays:

New Year's Day (January 1)

Martin Luther King Day (Third Monday in January)
President's Birthday (Third Monday in February)
Good Friday

Memorial Day (Last Monday in May)
Independence Day (July 4)

Labor Day (First Monday in September)

. Veteran's Day (November 11)
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° Thanksgiving Day (Fourth Thursday in November)
° Mayor's Day (Day following Thanksgiving)
Christmas Eve Day (December 24)
Christmas Day (December 25)
New Year's Eve Day (December 31)

When a holiday occurs on a Saturday or Sunday, the preceding Friday or the
following Monday will be observed as the holiday as determined by the Employer.

Regular full-time seniority employees who meet all of the eligibility requirements set
forth below shall be paid seven and one-half (7 1/2) hours pay, at their current regular
straight-tfime hourly rate (i.e. excluding all other premiums, if any) for the holiday.
Effective January 1, 2012, employees who are assigned a forty (40) hour work week shall
be paid eight (8) hour pay, at their current regular straight-time hourly rate for the holiday.

(a) The regular full-time seniority employee must have completed probation and
acquired seniority status as of the day the holiday is observed by the Employer.

(b) The regular full-time seniority employee must have worked the last scheduled
work day before and the next scheduled work day after the day of observance of the
holiday, unless he presents an excuse for his failure to do so which is acceptable to his
Department Head. Documentation may be required.

A regular full-time employee who has been on layoff more than ten (10) days or who
is on leave of absence at the time such a holiday occurs, will not be paid for holidays
occurring during such layoff or leaves. A regular full-time employee shall not be entitled
to both holiday pay and sick pay or other paid time off for the same holiday not worked.

If a regular full-time seniority employee works on a holiday, he shall receive one and
one-half (1%) times his hourly rate for all hours worked, in addition to his regular pay for the
holiday.

ARTICLE XVIII
VACATION

Section 1. All regular full-time employees hired on or before June 30, 2008, and
assigned to a normal seven and one-half (7 %) hour workday and thirty-seven and one-half
(37 %) work week, shall earn vacation hours with pay (at their base hourly rate), in
accordance with the following schedule. Paid vacation time shall be earned on an annual
basis based upon service rendered the preceding year. Employees may not use paid
vacation time until they have completed one (1) year of service. Employees who are on the
payroll less than ten (10) days in a month shall not accrue earned vacation for that month
and shall have their annual vacation entitlement prorated accordingly.
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On the anniversary of their date of hire, employees hired on or before June 30,
2008, are permitted to carry over up to two (2) years of unused vacation hours. Any
unused vacation time in excess of this amount shall be forfeited.

Years of Full-Time Maximum Vacation
Completed Service® Hours Earned Annually Maximum (2 yrs.) Carry-Over

1-5 years 75.00 150.00
) 82.50 165.00
7 $0.00 180.00
8 97.50 195.00
9 105.00 210.00
10 112.50 225.00
n 120.00 240.00
12 127.50 255.00
13 135.00 270.00
14 142.50 285.00
15 150.00 300.00
16 153.75 307.50
17 157.50 315.00
18 161.25 322.50
19 165.00 330.00
20 168.75 337.50
21 172.50 345.00
22 176.25 352.50
23 180.00 360.00
24 183.75 367.50
25 187.50 375.00
26 187.50 375.00
27 195.00 390.00
28 195.00 390.00

29 Max. 202.50 405.00

Section 2. Except as otherwise provided in Appendix C, All regular full-time
employees hired on or after July 1, 2008, and assigned to a normal seven and one-half (7
%) hour workday and thirty-seven and one-half (37 %) work week, shall earn vacation hours
with pay (at their base hourly rate) in accordance with the following schedule. Paid
vacation time shall be earned on an annual basis based upon service rendered the
preceding year. Employees may not use paid vacation time until they have completed one
(1) year of service. Employees who are on the payroll less than ten (10) days in a month
shall not accrue earned vacation for that month and shall have their annual vacation
entitlement prorated accordingly. All vacation must be used within six (6) months following
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the year in which it is earned in the year in which it is earned. Any vacation time not used
within said period unused vacation time shall be forfeited. Exceptions may be approved
by the Employer.

Years of Full-Time Vacation Hours Maximum Vacation
Completed Service' Earned Monthly Hours Earned Annually
e 1-7 6.25 75.0 hours
e 8-15 9.38 112.5 hours
o 16+ 12.50 150.0 hours

Section 3. All regular full-time employees hired on or before June 30, 2008, and
assigned fo a normal eight (8) hour workday and forty (40) work week , shall earn vacation
hours with pay (at their base hourly rate), in accordance with the following schedule. Paid
vacation time shall be earned on an annual basis based upon service rendered the
preceding year. Employees may not use paid vacation time until they have completed one
(1) year of service. Employees who are on the payroll less than ten (10) days in a month
shall not accrue earned vacation for that month and shall have their annual vacation
entitlement prorated accordingly.

On the anniversary of their date of hire, employees hired on or before June 30,
2008, are permitted to carry over up to two (2) years of unused vacation hours. Any
unused vacation time in excess of this amount shall be forfeited.

Years of Full-Time Maximum Vacation
Completed Service® Hours Earned Annually  Maximum (2 yrs.) Carry-Over
1-5 years 80.00 160.00
é 88.00 176.00
7 96.00 192.00
8 104.00 208.00
9 112.00 224.00
10 120.00 240.00
1 128.00 256.00
12 136.00 272.00
13 144.00 288.00
14 152.00 304.00
15 160.00 520.00
16 164.00 328.00
17 168.00 336.00
18 172.00 344.00
19 176.00 352.00
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20 180.00 360.00

21 184.00 368.00
22 188.00 376.00
23 192.00 384.00
24 196.00 392.00
25 200.00 400.00
26 204.00 408.00
27 208.00 416.00
28 212.00 424.00
29 Max. 216.00 432.00

Section 4. All regular full-time employees hired on or after July 1, 2008, and
assigned to a normal eight (8) hour work day and forty (40) hour work week, shall earn
vacation hours with pay (at their base hourly rate) in accordance with the following
schedule. Paid vacation time shall be earned on an annual basis based upon service
rendered the preceding year. Employees may not use paid vacation time until they have
completed one (1) year of service. Employees who are on the payroll less than ten (10)
days in a month shall not accrue earned vacation for that month and shall have their
annual vacation entitlement prorated accordingly. All vacation must be used within six (6)
months following the year in which it is earned. Any vacation time not used within said
period shall be forfeited. Exceptions may be approved by the Employer.

e 1-7 years of completed service": 80 hours
8-15 years of completed service™. 120 hours
e 16+ years of completed service': 160 hours

Section 5. Vacation schedules will be worked out as far in advance as possible. To
accomplish this and to consider the wishes of senior employees, on or before January 1 of
each year the Employer shall determine available vacation periods. Between December 1
and December 31 of each year, employees shall submit their vacation requests by placing
them on a calendar provided by the Employer. Seniority shall be the main consideration in
considering preference for vacation requests within the Department. Senior employees
who fail to submit vacation requests before January Ist will then be allowed leave only
when, in the judgment of the supervisor, there is sufficient staffing to ensure an
appropriate level of service. The Department Head shall respond in writing to all leave

! Determined on an employee’s anniversary date of hire.

! Determined on an employee’s anniversary date of hire.

22



requests within three (3) work days. Requests not returned to the employee within three (3)
work days will be considered granted.

Section 6. When an employee terminates his employment, is discharged, retires or
dies prior to his anniversary date, the employee (or his estate) shall be paid for all unused
accrued vacation hours at his current rate of pay. The current year's accrual shall be
prorated. Such prorated amount shall be determined by dividing the number of weeks
worked by the employee since his last anniversary date by fifty-two (52) and multiplying
that result by the number of vacation hours that would otherwise have been earned by the
employee for that year.

Effective January 1, 2017, when an employee terminates his employment, is
discharged, retires or dies prior to his anniversary date, the employee (or his estate) shall
be paid for all unused accrued vacation hours, up to the maximum two year carryover
amount, at his current rate of pay. Any vacation hours in excess of the maximum two year
carryover amount shall be forfeited. The current year's accrual shall be prorated. Such
prorated amount shall be determined by dividing the number of weeks worked by the
employee since his last anniversary date by fifty-two (52) and multiplying that result by the
number of vacation hours that would otherwise have been earned by the employee for
that year.

ARTICLE XIX
LEAVES OF ABSENCE

Section 1. Sick Leave.

(@)  Regular full-time employees who are assigned to work a thirty-seven and
one-half work week are entitled to seven and one-half (7.5) hours of paid sick leave per
month after one month of employment. The maximum sick leave accrual each eligible
employee will be allowed to carry over from one calendar year to the next shall be 750
hours. Any time in excess of this amount shall be forfeited.

Effective January 1, 2012, regular full-time employees who are assigned to work a
forty (40) hour work week are entitled to eight (8) hours of paid sick leave per month after
one month employment. The maximum sick leave accrual each eligible employee will be
allowed to carry over from one calendar year to the next shall be eight hundred (800)
hours. Any sick leave hours in excess of this amount shall be forfeited.

In order to be eligible for sick leave credit, an employee must be on the payroll for
at least ten (10) work days during the month for which it is earned. All paid leave days,
except sick leave days, shall be considered as days worked for accumulation of sick leave
credits.

(b) As used in this Section, the term "sick leave" refers to the absence of the
employee due to sickness or non-occupational illness or injury to such an extent that he is
ploy P jury
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unable to perform his scheduled work or that it would be unsafe or unwise for him fo
expose others to his condition. In addition, an employee’s personal illness or injury the term
“sick leave” shall also refer to the absence of an employee that is necessitated by the
illness or injury of a member of the employee's immediate family. Immediate family
member is defined as the employee’s child, stepchild, spouse, domestic partner, parent, or
stepparent.

A regular full-time employee shall be allowed one (1) day’s regular pay for each
work day off due to legitimate illness or injury until the employee’s sick leave credits are
exhausted. A certificate from a doctor or physician may be required as evidence of
illness or disability, or ability to return to work, if the employee's period of absence exceeds
three (3) working days or at any other time the Employer has reason to believe the
employee has abused sick leave privileges.

(c) If the regular full-time employee so elects, after all accrued sick leave is used,
vacation leave may be used upon approval of the Department Head.

(d) Each employee is required to notify his supervisor or his designee no later than
fifteen (15) minutes prior to the start of the shift if he will be absent or tardy, except for
extreme cases of emergency and under circumstances beyond his control.

(e) A regular full-time employee who has exhausted his accrued sick leave
benefits but is unable to return to work due to a continuing illness or injury will be eligible
for up to twenty-six (26) weeks indemnity pay. Indemnity pay will be calculated af forty-
percent (40%) of the employee’s base pay with a minimum of One Hundred Fifty Dollars
($150.00) per week. In order to be eligible for this benefit, the individual must be a regular
full-time employee with one (1) year of service. Indemnity pay shall not apply for absence
due to any condition which is self-induced or the result of the employee’s own willful
misconduct.

(f) In January of each calendar year, regular full-time employees shall receive a
sick bonus payment for one-half (%) of the unused portion of sick leave earned the
preceding calendar year. The remaining one-half shall be credited to the employee's sick
leave bank. The sick leave bonus payment shall be determined by using the employee's
rate of pay as of December 31. In no event shall the amount of the bonus be for more
than forty-five (45) hours pay. Effective January 1, 2012, the bonus shall be no more than
forty-eight (48) hours for those employees who are assigned to work a forty (40) hour work
week. In order to be eligible for this payment, the individual must be a regular full-time
regular employee with a minimum of six (6) months of service as of December 31. When an
employee terminates his employment, is discharged, retires or dies, the employee (or his
estate) shall be entitled to a pro-rated sick leave bonus for all unused days during his last
calendar year of employment up to the date of termination. Such payment shall be made
payable to the employee or his estate at the employee's current rate of pay at the time of
termination, discharge, retirement, or death.
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Section 2. Duty Disability Leave. A duty disability leave shall be available to
regular full-time seniority employees only. The terms and conditions governing such leaves
shall be as follows.

A “duty disability leave” shall mean a leave required as a result of the regular full-
time seniority employee incurring an illness or injury while in the employ of the Employer
that is compensable under the Michigan Workers' Disability Compensation Act ("MWDCA").

Payments to employees during such leaves shall be governed by the regulations of
the MWDCA. In addition, if the employee has sufficient accrued sick leave, he will be paid
bi-weekly the difference between the payment received under the MWDCA and his normal
bi-weekly pay (exclusive of shift differential and other work premium). Such supplemental
payment shall be deducted from the employee’s accrued sick leave account and shall in
no case exceed the employee's accrued sick leave benefits. The deduction from the
employee’s accrued sick leave account will be rounded to full 15 minute increments and
will be deducted first from any sick leave earned by the employee in the current year. Any
sick leave used by the employee for the purpose of receiving a supplemental payment
shall be subtracted from an employee’s annual sick leave bank, thereby reducing an
employee’s sick leave bonus payment as referenced in Article XIX, Leaves of Absence,
Section 1(f). Sick Leave.

All regular full-time seniority employees who are unable to work as a result of an
illness or injury sustained in the course of employment with the Employer shall continue to
receive their regular pay (exclusive of shift differential or work premium) for the working
days falling within the first seven (7) calendar days of disability. (Note: After fourteen (14)
days continuous absence, MWDCA will reimburse the employee at the standard workers'
compensation rate for the first week’s absence previously paid by the Employer. The
employee shall immediately reimburse the Employer upon receipt of such payment. The
employee's sick leave account shall be reimbursed commensurate with the amount of the
reimbursement.

In order to be eligible for duty disability leave, an employee shall immediately report
any illness or injury to his immediate supervisor and take such first-aid treatment as may be
recommended, or waive such first-aid in writing.

Regular full-time seniority employees on duty disability leave shall accrue all fringe
benefits in the same manner as other employees for the first twelve (12) months on duty
disability leave. Benefits will not be accrued or continued after the first twelve (12)
months. Employees may elect to continue insurance coverage at their own expense on an
individual basis after twelve (12) months, subject to the provisions of the respective
insurance contracts and, if applicable, COBRA. The Human Resources Department will
establish the policy for the collection of employee payments.
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A regular full-time seniority employee who is continuing to work and being treated
for a duty disability injury may be treated for such injury during regular working hours and
will be compensated at his regular rate of pay. He shall report promptly to work once the
appointment is completed.

If the Employer offers "favored work" to an individual on duty disability which the
employee is capable of performing, the employee shall report as directed or forfeit all
supplemental compensation and sick leave benefits provided by the Employer under this

Section and such other benefits as may be terminated in accordance with the provisions
of the MWDCA .

Section 3. Emergency Leave. Upon approval of the employee's Department Head
or designee, regular full-time seniority employees whose spouse, child, parent, grandchild,
grandparent, sibling or parent-in-law is transported to a hospital with a condition
classified as "critical" or "serious," may be granted a leave of absence with pay to attend
to the medical emergency. The maximum duration of such leave will be twenty-two and
one-half (22.5) hours.

Effective January 1, 2012, the maximum duration will be twenty-four (24) hours for those
employees who are assigned to work a forty (40) hour week.

Section 4. Family and Medical Leave. The Employer agrees that it shall maintain a
policy providing for employee family and medical leaves under the federal Family and
Medical Leave Act (FMLA). Employees shall be governed by the provisions of that policy;
however, to the extent the Employer's policy provides less benefits than those provided by
the FMLA, the provisions of the FMLA shall control.

Section 5. Personal Leave. Regular full-time seniority employees hired on or before
June 30, 2008, are eligible for twenty-two and one-half (22.5) hours of personal leave per
calendar year. Effective January 1, 2012, employees hired on or before June 30, 2008 and
who are assigned to work a forty (40) hour work week are eligible for twenty-four (24)
hours of personal leave per calendar year. Regular full-time seniority employees hired on
or after July 1, 2008 shall be eligible for fifteen (15) hours of personal leave per calendar
year. Effective January 1, 2012, employees hired on or after July 1, 2008 and who are
assigned to work a forty (40) hour work week are eligible for sixteen (16) hours of personal
leave per calendar year.

Personal leave hours are credited every January 1 and are non-cumulative.
Employees who have commenced their employment after January 1shall receive prorated
personal leave time during the first calendar year of eligibility.

These hours are intended to be used for personal business during the normal work
day.
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Personal leave shall be granted upon an employee's request, provided the
employee gives his supervisor at least twenty-four (24) hours advance notice, when
possible. When there are an excessive number of requests for the same day, the
department head may require the least senior employee(s), whose time off was not
previously approved, to make an alternate selection to minimize interference with the
Employer's operations.

Section 6. Other Leaves of Absence. In addition to those leaves of absence
provided above, an employee may request an additional unpaid leave of absence for a
maximum period of thirty (30) days. Such leave may be extended for successive periods of
up to thirty (30) days, not to exceed a maximum of ninety (90) consecutive days. Requests
for leave shall be submitted to the Department Head and the Human Resources Director.
All leave requests, including extensions, shall require advance written approval of the
Department Head. Employees on an approved leave shall not work for others. Violation of
these conditions shall result in the employee's termination and loss of all seniority rights.

Any unpaid leave of absence taken shall not be considered as time worked for
purposes of earning vacation, sick leave, holiday pay or longevity.

Section 7. Military Leave. Employees who enter the armed forces of the United
States while employed by the Employer shall be given all benefits accorded them by
applicable state and federal law.

Section 8. Bereavement Leave. A regular full-time seniority employee may be
granted a bereavement leave of absence, with pay, for a death in the immediate family.

Except as otherwise provided in Appendix C, the maximum duration of such
bereavement leave shall be five (5) days for the death of the employee’s spouse, child, or
stepchild; twenty-two and one-half three (3) days for the death of the employee'’s brother,
sister, parent, stepparent, father-in-law, mother-in-law, grandparent or grandchild; and
one (1) day for the death of the spouse's grandparent or brother-in-law or sister-in-law.

Should a death in his immediate family occur while an employee is on a scheduled
vacation leave, he shall be eligible to receive these benefits provided he notifies the
Employer prior to the date of the funeral.

Section 9. Jury Duty. An employee who is summoned for jury duty will be paid the
straight-time hourly wage he would otherwise have earned, exclusive of premium, while
serving on jury duty. Jury duty fees received by the employee shall be turned over to the
Employer, excluding mileage.

Section 10. Court Leave. An employee subpoenaed as a witness to testify in
connection with any matters arising out of his employment shall be granted time off for
such testimony without loss of pay or benefits. Any witness fees received by the employee
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resulting from this leave shall be turned over to the Employer, excluding mileage.

ARTICLE XX
HEALTH, DENTAL, LIFE, LTD AND GENERAL LIABILITY BENEFITS

Section 1. Health Care. Regular full-time employees shall be entitled to health
care coverage commencing on their 91 day of continuous employment.

1.1. Available Plans. The plans available to employees under this Agreement are
described below and vary depending on an employee's date of hire.

A. Employees Hired Prior to September 26, 2011. Each regular full-time
employee hired prior to September 26, 2011, who desires health care benefits
through the Employer shall have his choice of coverage under one of the following
plans:

(1) A Blue Cross/Blue Shield of Michigan Community Blue (90/10) PPO
Plan (See Appendix E-1), and Rx generic mandate $10 co-pay,
brand name $60 co-pay; and mandatory purchase of all
maintenance drugs through mail order with Rx generic mandate
$20 co-pay and brand name $120 co-pay. Employees may select
coverage for employee, employee and spouse, employee and
child(ren), or family.! Employees covered under this Plan shall be
required to pay the difference between the total illustrated
premium cost of such coverage and the maximum amount the
Employer is permitted to pay under Section 3 of the Publicly
Funded Health Insurance Contribution Act, Act No. 152 of the
Michigan Public Acts of 2011 (see Section (4) below for the
manner in which the employee’s payment is determined.)

(2) A Blue Cross/Blue Shield of Michigan Community Blue (80/20)
PPO Plan, (See Appendix E-2) and Rx generic mandate $10 co-
pay, brand name $60 co-pay; and mandatory purchase of all
maintenance drugs through mail order with Rx generic mandate
$20 co-pay, and brand name $120 co-pay. Employees may
select coverage for employee, employee and spouse, employee
and child(ren), or family.! Employees covered under this Plan shalll
be required to pay the difference between the total illustrated
premium cost of such coverage and the maximum annual amount
the Employer is permitted to pay under Section 3 of the Publicly
Funded Health Insurance Contribution Act, Act No. 152 of the
Michigan Public Acts of 2011 (see Section (4) below for the
manner in which the employee’s payment is determined.)
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(3) A Blue Cross/Blue Shield of Michigan Flexible Blue PPO High
Deductible Health Care Plan with a Health Savings Account and
Rx generic mandate $10 co-pay and brand name $60 co-pay
after the annual deductible has been met; and mandatory
purchase of all maintenance drugs through mail order Rx generic
mandate $20 co-pay and brand name $120 co-pay after the
annual deductible has been met. This Plan shall include a $2,000
individual and a $4,000 family in-network deductible and a
$4,000 individual, $8,000 family out-of-network deductible. (See
Appendix E-3)

Except as above provided, after payment of the applicable in-
network deductible in each calendar year, the Plan shall cover
100% of all eligible in-network expenses for the balance of that
calendar year. Except as above provided, after payment of the
applicable out-of-network deductible in each calendar year, the
Plan shall cover 80% of all eligible out-of-network expenses for
the balance of that calendar year.

The Employer shall pay the illustrated premium cost of the health
plan and make a contribution to the employee’s HSA in an annual
amount of $350 for those who select employee only coverage,
$800 for employee/spouse or employee/child(ren) coverage, and

$1,000 for family coverclge,1 or the maximum annual amount
permissible under Section 3 of the Publicly Funded Health
Insurance Contribution Act, Act. No. 152 of the Michigan Public
Acts of 2011. (See Section (4) below for the manner in which the
employee’s payment is determined.)

Employees may make contributions to their Health Savings
Accounts on a bi-weekly basis, through automatic payroll
withholding, in accordance with the provisions of the Internal
Revenue Code and the related regulations, and the Employer's
administrative procedures.

Notwithstanding the foregoing, employees commencing their
employment with the Employer after January 1 of any calendar
year shall receive prorated contributions to their Health Savings
Account in their first calendar year of employment. Such

! Eligible participants include the employee, the employee's legal spouse, and the employee's unmarried children to age 26 if they meet the
requirements as defined and provided for in the respective plan documents.
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proration shall be based upon the number of days between the
employee's date of hire and December 31 of the first calendar
year of employment divided by 365.

(4) Employer Health Care Contributions. The Employer will annually
calculate the total cost it is permitted to incur under Section 3 of
the Publicly Funded Health Insurance Contribution Act, Act. No.
152 of the Michigan Public Acts of 2011 (the “Act”). The Employer
will compare the total cost it is allowed to incur according fo the
Act to its actual cost if each employee were to select the plan in
Section A (3) above. If the actual cost exceeds the allowed cost,
the Employer’s total cost will be adjusted to comply with the Act
by first reducing the employer’s contributions to the HSA
referenced to in Section A (3) until they are eliminated and then, if
necessary, adding an employee payment for the cost of the plan
in Section A (3) above until the calculation is brought into
compliance with Section 3 of the Act. The employee’s payment or
the plans in Section 1 and 2 will be adjusted to make the
Employer’s net cost match the cost for the plan in Section A (3)
above.

B. Employees Hired On Or After September 26, 2011. Each regular full-
time employee hired on or after September 26, 2011, who desires health care
benefits through the Employer shall be provided the Blue Cross/Blue Shield of
Michigan Community Blue PPO (80/20) Plan described in Section 1.1 A (2) above or
the Blue Cross/Blue Shield of Michigan Community Blue Flexible Blue PPO High
Deductible Health Care Plan with a Health Savings Account as described in Section
1.1 A (3) above. The terms and conditions applicable to these plans shall be as
described in Section 1.1(A) (2) and (3) above, with the following exceptions:

1) those employees choosing the PPO {80/20) Plan described in
Section 1.1 A (2) shall be required to pay 20% of the illustrated
premium cost of such Plan or the cost calculated in Section 1.1 A
(4), whichever results in the greater employee payment; and

2) those employees choosing the Flexible Blue PPO High Deductible
Health Care Plan with a Health Savings Account described in
Section 1.1 A (3) shall be required to pay the full amount of the
annual deductible and any amount by which the annual premium
exceeds the Employer’s total cost as calculated in Section 1.1A (4).
(The Employer shall not contribute to the employee’s HSA.)

The illustrated premium costs of the foregoing plans are subject to adjustment each
calendar year (typically in January of each year). Prior to implementing each such
adjustment, the Employer will inform employees of the adjustment and provide an open
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enrollment period during which time employees will be permitted to change their coverage
selections. Eligibility for the medical benefits herein above provided shall be conditioned
on the employee authorizing the Employer to deduct the covered employee's portion of
the cost of such benefits from compensation due the covered employee.

1.2. Spousal Coverage Limitations. Notwithstanding any other provision of this
Agreement to the conftrary, if a regular full-time employee's spouse works for an employer,
other than the City of Monroe, who provides medical coverage, such spouse shall be
required to elect employee only medical coverage through his/her own employer, so long
as the spouse’s monthly contribution to the premium does not exceed one-third (1/3) of the
total premium cost of employee only coverage. In such circumstance, the Employer (i.e.
the City of Monroe) shall provide secondary coverage. If the spouse’s contribution
exceeds one-third (1/3) of the total cost of employee only coverage, the spouse will not be
required to participate in his/her employer’s plan, in which event the Employer (i.e. the
City of Monroe) will provide primary coverage.

To be eligible for health care benefits as provided above, an employee must
document all coverage provided to him under his spouse’s medical plan and cooperate in
the coordination of coverage to limit the Employer’s expense.

1.3.  Additional Limitations on Coverage. Coverage under the above plans is
subject to the terms, conditions, exclusions, limitations, deductibles, illustrated premium
co-payments and other provisions of such plans, and all applicable provisions of the
Internal Revenue Code and related regulations.

Subject to insurance carrier underwriting requirements and approval, and except as
otherwise provided in Article XIX, Leaves of Absence, Section 4, Family and Medical Leave,
when on an authorized unpaid leave of absence the employee will be permitted to
continue his participation in the Employer’s health care plans for the period he or she is not
on the active payroll. Employees electing to continue such coverage shall pay the full cost
of such continued coverage. The Employer shall establish the policy for the collection of
employee payments. Upon return from a leave of absence, an employee’s health care
coverage shall be reinstated commencing with the employee’s return.

Except as otherwise provided in this Agreement, an employee's health care benefits
shall terminate at the end of the month in which the employee goes on a leave of
absence, terminates, or is laid off. An employee who is on layoff or who terminates may

elect to continue the health care coverage herein provided at his own expense as
provided under COBRA.

The Employer reserves the right to change the carrier(s), plan(s), and/or the manner

in which it provides the above benefits, provided that the benefits are equal to or better
than the benefits outlined above. The Employer shall inform the Union of such changes
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prior to their becoming effective.

Section 2.  Health Care Waiver Incentives.

A. Total Waiver of Health Care Coverage

Regular full-time employees who have health care benefits provided through a
source other than the City of Monroe may waive their rights to health care benefits under
this Agreement. An employee who waives, in writing, all rights to any health care benefits
provided through the City of Monroe, including health care benefits provided through a
spouse employed by the City, will receive a cash payment (not to be added to base salary)
of $1,250 per year, payable in December of each calendar year. Any employee who has
waived coverage for a period less than a full calendar year shall receive a prorated -
amount of such $1,250 payment.

An employee who has waived coverage as hereinabove provided may have such
coverage reinstated, provided he demonstrates that he can no longer receive such
benefits from another source.

B.  Waiver of Coverage for Employee’s Spouse or Spouse and Dependent
Children Only. Any regular full-time employee whose spouse and eligible dependent
children can secure health care coverage from a source other than the City of Monroe
may waive all coverage for said spouse and and/or dependent children.

An employee who waives all health care coverage for only his spouse, will receive a
cash payment of $750 per year, payable in December of each calendar year. Any
employee who has waived coverage under this provision less than a full calendar year shall
receive a prorated amount of such $750 payment.

An employee who has waived all coverage for his spouse and all dependent
children, will receive a cash payment of $1,000 per year, payable in December of each
calendar year. Any employee who has waived coverage under this provision less than a
full calendar year shall receive a prorated amount of such $1,000 payment.

An employee who has waived health care benefits coverage under the Employer's
plan for his spouse, or spouse and dependent children, may apply to have such benefits
reinstated, provided he demonstrates that his spouse, or spouse and dependent children,
can no longer receive such benefits from another source.

Section 3. Dental Care Benefits.
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The Employer shall provide regular, full-time seniority employees (and their eligible
dependents') the dental care benefits in effect as of the date of this Agreement, subject
to such terms, conditions, exclusions, limitations, deductibles, co-payments and other
provisions of the plan.

Coverage shall commence on the 91st calendar day of continuous employment.
Plan benefits include the following:

Covered Services Plan Pays Employee Pays

Class | Benefits

Diagnostic and Preventive Services 100% 0%
(includes exams, cleanings, fluoride,
and space maintainers)

Emergency Palliative Treatment 100% 0%
(temporarily relieve pain)
Radiographs - X-rays 100% 0%

Class |l Benefits

Oral Surgery Services 50% 50%
Endodontic Services 50% 50%
Periodontic Services 50% 50%
Relines and Repairs 50% 50%
Minor Restorative Services 50% 50%
Major Restorative Services 50% 50%

Class Ill Benefits

Prosthodontic Services 50% 50%

Class IV Benefits

! Eligible participants include the employee, legal spouse, and unmarried dependent children to the end of the calendar year in which they tum 19.
Dependents who are between age 19 and age 25 may continue coverage under the Plan until the end of the year in which they turn 25, if they
meet the requirements as defined and provided for in the respective ptan documents.
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Orthodontic Services (to age 19) 50% 50%

Maximum Payment - $800 per person total per benefit year on Class |, Class Il and
Class lll Benefits. Class IV Benefits will not exceed a lifetime maximum of $1,500
per eligible person.

Subject to insurance carrier underwriting requirements and approval, and except as
otherwise provided in Article XIX, Leaves of Absence, Section 4, Family and Medical Leave,
when on an authorized unpaid leave of absence the employee will be permitted to
continue his participation in the Employer’s dental plan for the period he is not on the
active payroll. The Employer shall establish the policy for the collection of employee
payments.

Employees electing to continue such coverage shall pay the full cost of such
continued coverage. Upon return from a leave of absence, an employee’s dental care
coverage shall be reinstated commencing with the employee’s return.

Except as otherwise expressly provided in this Agreement, an employee’s dental
care benefits shall terminate at the end of the month in which the employee goes on a
leave of absence, terminates, retires, or is laid off. An employee who is on layoff or who
terminates may elect to continue the dental care coverage herein provided at his own
expense as provided under COBRA.

The Employer reserves the right to change the carrier and/or manner in which it
provides the above benefits, provided that the benefits are equal to or better than the
benefits outlined above. The Employer shall inform the Union of such changes prior to
their becoming effective.

Section 4. Term Life and Accidental Death and Dismemberment Benefits. The
Employer shall provide each regular, full-time seniority employee term life insurance
benefits in an amount equal to the employee’s base annual salary, rounded up to the
nearest $1,000.00 to a maximum of $50,000.00 to each employee. The Employer shall also
provide accidental death and dismemberment benefits in an amount equal to the
employee’s base annual salary, rounded up to the nearest $1,000.00 to a maximum of
$50,000.00 to each employee. At age 70 the term life insurance and accidental death
and dismemberment benefits as described above shall reduce to 50% of the original
amount. Coverage will commence on the employee's 91st calendar day of continuous
employment.

An employee’s group term life and accidental death and dismemberment coverage
shall terminate on the date the employee terminates or retires.

The benefits hereinabove provided shall be subject in all respects to the terms,
conditions, exclusions, limitations and other provisions of the group insurance policy
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between the Employer and its carrier. Subject to applicable policy provisions and
insurance carrier approval, benefits may be continued for employees who are disabled
due to illness or injury, on temporary layoff, or on an approved paid or unpaid leave of
absence. Employees electing to continue such coverage while on temporary layoff or on
an unpaid leave of absence shall pay the full cost of such continued coverage. The
Employer shall establish the policy for the collection of employee payments. An employee
whose group term life and accidental death and dismemberment coverage was
discontinued while on a leave of absence or layoff, shall have such coverage reinstated
upon return to active duty.

The Employer reserves the right to change the carrier and/or the manner in which it
provides the above benefits, provided that the benefits are equal to or better than the
benefits outlined above. The Employer shall inform the Union of such changes prior to
their becoming effective.

Section 5. Long Term Disability Benefits. The Employer shall provide and maintain
group long-term disability benefits for employees commencing on the employee's 90th day
of regular employment. Benefits shall begin on the employee's 181st calendar day of
disability and shall be in an amount equal to 66 2/3% of the employee’s regular monthly
earnings, up to a maximum benefit of $1,200 per month. The terminal date for receiving
benefits shall be the date the employee attains age sixty-five (65) or the date the
employee becomes eligible for Social Security Disability Benefits, whichever comes first.

To qualify for long-term disability benefits as described above, each employee must
individually enroll and make proper application for such benefits at the Human Resources
Department.

Changes in benefits amounts shall be effective with the change in each employee's
annual base salary.

Except as otherwise provided in this Agreement, an employee'’s long-term disability
benefits plan shall terminate on the date that the employee is terminated, is laid off, the
disability benefits plan terminates, or the employee goes on an unpaid leave of absence.
Subject to the foregoing provisions, the Employer reserves the right to change its LTD
benefits carrier at any time in its own economic interest provided that the benefits are
equal to or better than the benefits outlined above.

The benefits hereinabove provided shall be subject in all respects to the terms,
conditions, exclusions, limitations and other provisions of the group insurance policy
between the Employer and its carrier.

Section 6. General Liability Insurance. The Employer agrees that employees
covered by this Agreement shall be covered under the provisions of its General Liability
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Insurance Plan, subject to the terms, conditions, exclusions, and limitations stated therein,
and the Employer's right to amend the plan from time to time.

ARTICLE XXI
RETIREMENT AND RETIREE HEALTH CARE

Section 1. Retirement Plan.

(a) Employees Hired On or Before December 31, 1997

Subject to the terms and conditions herein provided, the Employer agrees to
maintain the City of Monroe Employees' Defined Benefit Retirement Plan now in effect for
all employees covered by this Agreement who were hired on or before December 31, 1997,
and are present participants in the Plan.

Employees in the Defined Benefit Plan shall contribute four percent (4%) of their
wages that are included in final average compensation to the Plan.

An employee participating in this Plan will be eligible for retirement upon attaining
age 55 or older with 25 or more years of credited service, 60 or older with 10 or more years
of credited service or age 65 or older with 5 or more years of credited service.

The monthly benefit formula for employees in this Plan who elect to retire shall be
2.2% percent of the employee's final average compensation multiplied by his years of
credited service. Final average compensation shall be the highest three (3) years of the
employee's compensation during the last 10 years of his employment. Final average
compensation shall include base salary, longevity pay, unused sick leave bonus payments,
payoffs for unused vacation benefits, and overtime. Notwithstanding the foregoing, for all
service on and after December 31, 2014, the computation of final average compensation
shall not include overtime, payoffs for unused vacation benefits in excess of 240 hours,
and any other payments not expressly referenced herein.

An employee participating in this Plan will also receive, effective after one (1) year
of retirement, a two percent (2%) cost-of-living adjustment, non-compounded. Such
COLA adjustment shall be calculated by using the employee's original retirement benefit
on each anniversary date of his/her retirement.

An employee participating in this Plan will also have the opportunity to apply for
“Early Retirement.” Early retirement shall be available when an employee reaches age 50
or older and is vested in the Plan. Upon opting for early retirement the employee will have
the option of receiving a benefit equal to the actuarial equivalent of the accrued normal
retirement benefit. The benefit is determined by calculating the accrued straight life
benefit payable at age 60 and applying the early commencement factor reflected in the
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table provided below. The employee may elect to receive this amount as a straight life
benefit or as any of the standard optional forms provided under the Plan.

Age as of an Employee's

Last Birthday Factor
40 1.00
59 0.90
58 0.82
57 0.74
56 0.648
55 0.62
54 0.56
53 0.51
52 0.47
51 0.43
50 0.40

Employees who are eligible to elect to retire early may also choose a "Special
Option" which pays the formula benefit up to age 62 and a reduced amount the rest their
life. The Special Option does not provide any survivor benefits and cannot be elected in
conjunction with any other option.

Once the member has made his election and receives a benefit, the election
cannot be changed.

(b) Employees Hired On or After January 1, 1998, and on or before September 24,
2011

Subject to the terms and conditions herein provided, all employees covered by this
Agreement who were hired on or after January 1, 1998, and on or before September 26,
2011, shall be provided the Hybrid (DB/DC) retirement benefits as provided in the City of
Monroe's Ordinance No. 97-007, as amended, and in effect as of the November 21, 2011.
The employees in the Hybrid (DB/DC) Plan shall contribute four percent (4%) of their
wages that are included in the final average compensation to the Plan. Final average
compensation shall include base salary, longevity pay, unused sick leave bonus payments,
payoffs for unused vacation benefits, and overtime. Notwithstanding the foregoing, for all
service on and after December 31, 2014, the computation of final average compensation
shall not include overtime and payoffs for unused vacation benefits in excess of 240 hours,
and any other payments not expressly referenced herein.

(c) Employees Hired after September 26, 2011
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Subject to the terms and conditions herein provided, all employees covered by this
Agreement hired after September 26, 201], shall be provided the Hybrid (DB/DC)
retirement benefits as provided in the City of Monroe's Ordinance No. 97-007, as amended
and in effect as of November 21, 2011. The employees in the Hybrid (DB/DC) Plan shall
contribute four percent (4%) of wages that are included in final average compensation to
the Plan. Final average compensation shall include base salary only.

Section 2. Retiree Health Care.

(a) Employees Hired On or Before June 30, 2008.

(1) General. Subject to the requirements hereinafter provided, regular full-time
employees hired on or before June 30, 2008, who sever employment for purposes of
immediate retirement on or after December 2, 2008, and, concurrent therewith,
commence receiving benefit payments under the City of Monroe Employees' Retirement
System referenced in Section 1(a) above, shall be eligible for health care benefits for

himself and his spouse.’

Until the retiree and/or his spouse becomes eligible for Medicare, the healthcare
benefit plans to be provided under this provision shall be the same as those the Employer
provides its active employees, with the exception that the Employer's contribution toward
the cost of each of the healthcare plans offered shall be based upon each retiree's
credited service at the time of his retirement and the illustrated premium cost of coverage

under the Employer's lowest cost health care plan. For each year of credited service? (up
to a maximum of 25 years credited service), the Employer will pay an amount equal to 4%
of illustrated premium cost of coverage under its lowest cost health care plan to provide

health care benefits for the retiree and, where applicable, his eligible spouse.® The

! “Spouse” means an employee’s spouse by legal marriage at the time of the employee’s retirement, and provided
that the marriage status exists at the time expenses for medical claims under this Agreement are incurred. A retiree
who remarries after the effective date of his retirement is not eligible to add a new spouse for healthcare benefits
under this Agreement. A spouse who is covered under this Agreement at the time of a retiree’s death may continue
to participate in the benefits provided under this Agreement. If the spouse of a retiree remarries after the retiree’s
death, his new spouse is not eligible to receive healthcare benefits under this Agreement.

2F or purposes of this provision, credited service shall be as defined under the City of Monroe Employees' Defined Benefit
Retirement Plan.

) For that period preceding eligibility for Medicare, the Employer's contribution, in combination with any state or federal

subsidy, on behalf of a retiree (including his spouse) with 25 or more years of service shall not be less than what it would have
been required to contribute toward the illustrated premium cost of coverage for the retiree and his eligible spouse, whatever may
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Employer shall then apply such amount toward the cost of the Plan selected by the retiree.
Retirees (or, if the retiree is deceased, the retiree's spouse) shall pay the remaining portion
of all costs, if any, of the plan selected. The retiree’s (or, if the retiree is deceased, the
retiree's spouse) contributions shall be made through automatic withholding from his
monthly pension benefits, if available, or through such other means acceptable to the
Employer's Finance Department.

To receive health care benefits under this Agreement, the retiree must timely pay all
applicable monthly premiums and, when eligible, enroll and thereafter maintain his
participation in Medicare Part B benefits. The retiree and, where applicable, the retiree's
spouse, shall be responsible for all associated costs of Medicare Part B enrollment and
participation.

When the retiree and his spouse become eligible for Medicare Part B benefits the
Employer shall provide the retiree and/or his spouse Blue Cross Supplemental Plan
benefits, which Plan shall have the same prescription drug benefits the Employer
thereafter provides its active employees.* The Employer will pay the same percentage
share of the cost of such Blue Cross Supplemental and prescription drug benefits for
eligible retirees and spouses as it would have paid for coverage under its lowest cost
health care plan prior to the retiree and his spouse becoming entitled to Medicare.
Retirees shall pay the remaining portion of such costs, if any, through automatic
withholding from their monthly pension benefits, if available, or through such other means
acceptable to the Employer's Finance Department.

The Employer hereby reserves the right to change benefits from time to time for the
retiree, and his spouse, fo reflect the changes in coverage the Employer provides its active
employees.

(2) Enrollment for Retiree Benefits. Enrollment for coverage shall be made on
forms provided by and filed with the Employer. In connection with his enrollment for
coverage, a retiree shall furnish all pertinent information requested by the Employer

be applicable, under the Employer’s lowest cost health care plan at the time the retiree commenced his retirement. The
Employer's minimum contribution on behalf of retirees (including their eligible spouses) with less than 25 years of credited
service, shall be determined by multiplying that percentage of premium to which the retiree is entitled based upon his credited
service by the illustrated premium cost of coverage for the retiree and his eligible spouse, whatever may be applicable, under the
Employer’s lowest cost health care plan at the time the retiree commenced his retirement.

#Retirees and/or their eligible spouses who do not meet the eligibility requirements for Medicare benefits

shall continue to receive the health care benefits for which they are otherwise eligible under this
Agreement.
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including, but not limited to, the names, relationships and birth dates of the retiree’s. The
Employer may rely upon all such forms and information furnished.

(3) Required Reporting. Within thirty (30) days of the retiree or his/her spouse
becoming employed and/or receiving health care benefits through another source, the
retiree shall provide a signed affidavit to the Employer's Human Resources Department
indicating the name, address and telephone number of the employer or other source of
coverage and a description of the coverage received. Information with respect to such
employment and benefits coverage shall also be provided upon request of the Employer's
Human Resources Department. Retiree's (or upon the death of the retiree, the retiree's
eligible spouse) who fail to report such employment and/or receipt of health care benefits
from another source, or falsify or refuse to provide such information, shall forfeit all health
care benefits under this Agreement for himself and his spouse.

(4) Coordination of Benefits. To receive health care benefits under this
Agreement, retirees and spouses must cooperate in the coordination of coverage to limit
the Employer's expense in accordance with applicable law.

If an expense is paid by the Employer on behalf of a retiree or a retiree’s
spouse, and such expense subsequently is paid from any other source, in whole or in part,
the retiree or spouse shall assist the Employer in recovering an amount equal to the
duplicated benefit. In addition, the Employer may reimburse any other health care plan,
person or entity that has paid an expense on behalf of a retiree or spouse that is an
expense payable under this Agreement. In such event, the Employer shall be relieved of all
further responsibility with respect to that expense.

(5) Post Retirement Employment. In the event a retiree obtains employment
following his retirement from the Employer and is provided health care benefits through
that employment, the Employer shall not provide coverage while the retiree is so
employed. Upon termination of subsequent employment, the retiree, after giving notice to
the Employer, shall be eligible to receive the health care benefits provided under this
Agreement.

(6) Termination of Benefits. Notwithstanding the foregoing, if the retiree is
employed long enough to obtain retiree health benefits through another employer and
such benefits are equal to or greater than those provided to the retiree by the Employer,
the Employer shall have no further obligation to provide health care benefits to the retiree,
his spouse under this Agreement.

Further, except as otherwise provided herein, health care benefits provided under
this Agreement shall terminate on the earliest of:

* non-payment of any required contributions to the Employer;

» the death of the retiree or any eligible spouse of the retiree;
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* the loss of spouse status; or

= failure to enroll for and maintain Part B Medicare Benefits upon
reaching Social Security Normal Retirement Age, if the retiree or his
eligible spouse is eligible for such benefits.

(b) Employees Hired On or After July 1, 2008

All employees hired on or after July 1, 2008, are excluded from health care
coverage provided in Section 2 (a).

Section 3. Retiree Health Care Fund. Effective July 1, 2014, all employees hired
prior to July 1, 2008 shall contribute 1.5% of the average annualized base wages of all
regular full-time employees of the City to the City's Retiree Health Care Fund, which
amount shall be calculated based upon the wages paid on June 30 of each year. (Note:
Once this amount is determined it shall not later be adjusted to account for changes in the
workforce or compensation preceding the next following June 30.) Effective December 3],
2014, all employees hired prior to July 1, 2008 shall have their contribution increased to 3%.

The employee's contribution shall be paid through automatic payroll withholdings in
26 equal biweekly increments during the 12 month period commencing July 1 extending
through and including the following June 30. If the employee quits or leaves City
employment for any reason and is ineligible for retiree health care benefits, the employee
shall be refunded the amount he contributed to the Retiree Health Care Fund. Interest will
be credited in the same manner as employee contributions to the pension fund.

Section 4. MERS Health Care Savings Program

All regular full-time employees hired on or after July 1, 2008, are excluded from
retiree health care benefits provided in Section 2, (a)(1) above. In lieu of said benefits, all
regular full-time employees hired on or after July 1, 2008, shall participate in the MERS
Health Care Savings Program. All covered employees and the Employer shall contribute to
the Plan. Employees employed from July 1through June 30 of each year shall contribute
3% of the average annualized base wages of all regular full-time employees of the City of
Monroe, which amount shall be calculated based upon the wages paid on June 30 of each
year. (Note: Once this amount is determined it shall not later be adjusted to account for
changes in the workforce or compensation preceding the next following June 30.) The
employee's contribution shall be paid through automatic payroll withholdings in 26 equal
biweekly increments during the 12 month period commencing July 1 extending through and
including the following June 30. The Employer shall contribute an equal amount to the
Plan on behalf of each employee concurrent with the employee's contribution. Employees
employed less than a full 12 month period extending from July 1 - June 30 shall make
prorated contributions. Such contributions shall be payable during the period of their
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actual employment in biweekly increments equal to 1/26th of the maximum amount
subject to contribution by individuals employed the entire 12 month period.

All employees hired on or before June 30, 2008, are excluded from participation in
the MERS Health Care Savings Program established by the Employer as herein provided.

ARTICLE XXII
SPECIAL CONFERENCES

Section 1. At the request of either the Union or the Employer, Special Conferences
may be held for the purpose of considering matters of mutual interest, other than
grievances under consideration in the Grievance Procedure, provided mutually acceptable
arrangements as to time and place can be made. Such conferences shall be scheduled
and held in a timely manner. An agenda of the matters to be taken up at the meeting
shall be presented at the time the Special Conference is requested.

Section 2. Special Conferences shall be designated as such in advance, and all
such conferences shall be arranged through the Union's President, or his designated
representative, and the Human Resources Director. This meeting may be attended by the
Union President and, if desired, the Union's Staff Representative. In those instances in
which the Employer deems their attendance appropriate, other employee representatives
may also be released for purposes of attending a Special Conference.

Section 3. Employee participants shall not lose time or pay for attendance at
Special Conferences during regular working hours.

Section 4. It is understood that any matter or action discussed by the parties to
Special Conferences shall not be deemed binding unless set in writing through a
Memorandum of Understanding that is signed by the Union President and the Human
Resources Director.

Section 5. Actions taken pursuant to Special Conferences shall in no way change
or alter any of the provisions of the parties' Collective Bargaining Agreement or the rights
of either the Employer or the Union under the terms of this Agreement.

ARTICLE XXIIt
EDUCATION REIMBURSEMENT

Section 1. To be eligible for educational reimbursement, employees must be
employed in a regular full-time position and have completed at least one (1) year of
service with the Employer.

Section 2. Employees who desire educational reimbursement must obtain approval
from the Department Head and the Director of Human Resources a minimum of thirty (30)
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days in advance of enrollment in classes. A written request detailing courses or subject
areas in which the employee plans to enroll shall be accompanied by a signed tuition
reimbursement agreement form. Such approval will require a positive recommendation by
the employee’s Department Head and the Director of Human Resources. Department
Head's must obtain funding for the reimbursement before making a positive
recommendation. Eligible employees will be reimbursed only for courses of study which
the Employer determines are directly related to the employee's present job or which will
enhance the employee’s potential for promotion. In addition, to qualify for educational
reimbursement, courses must be taken at an approved accredited institution. Upon
approval of the curriculum or course of study, notification will be sent to the employee.

Section 3. Tuition reimbursement will be in accordance with the following
schedule:

(a)  Undergraduate level - A or B =
100%; C = 90%; D or below,
including drop or withdrawal = no
reimbursement.

(b)  Graduate level - A = 100%; B =
90%; C or below = not
reimbursable.

()  Courses taken on a pass/fail
basis. Pass = 100%; Fail = No
reimbursement.

Section 4. Within sixty (60) days of completion of the course(s), for which
reimbursement is requested, the employee shall submit to the Human Resources
Department an original or certified copy of his/her official grade(s) along with a receipt
for tuition paid. The Human Resources Department will then process the request for
reimbursement.

Section 5. Employees seeking reimbursement for educational expenses must agree
in writing to repay the Employer in full if they terminate their employment voluntarily or are
terminated with just cause within two (2) years from the date of reimbursement.
(Employees who are laid off and not recalled shall not be required to reimburse the
Employer.) Such sums shall be reimbursed on or before the employee's last day of
employment.

Section 6. Tuition reimbursement does not apply or pertain to requirements to
maintain licenses for job qualifications.
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Section 7. It is agreed between the Employer and the Union that education
reimbursement shall be suspended through the term of this Agreement and shall be
reviewed after the term of this Agreement expires.

ARTICLE XXIV
MISCELLANEOUS

Section 1. Personnel Files. An official personnel file shall be maintained for each
employee by the Human Resources Department. Documents pertaining to an individual’s
employment such as applications, performance evaluations, commendations and
corrective actions are maintained in the file.

Each employee may review his or her own personnel file during normal working
hours, or authorize its review by the Union President (or designee). Such authorization
shall be in writing.

Except for that material which is exempt from disclosure under applicable state or
federal law (e.g. pre-employment reference checks, etc.), each employee shall, upon
written request, be provided a copy of material in his file relating to his qualifications and
performance. If an employee disagrees with the content of a document placed in the file,
he shall have the right to submit a written response to the Human Resources Director with
a request that it be attached to the document in the file.

Section 2. Change of Address. Employees shall notify their department head and
the Human Resources Department of any change of name, address, or telephone number
within five (5) days after such change has been made. The Employer shall be entitled to
rely upon an employee's last name and address shown on its records for all purposes
involving his employment and this Agreement.

Section 3. Accidents and Reports. Any employee involved in any accident shall
immediately report said accident and any physical injury sustained. Before starting his
next shift, the employee shall make out an accident report, in writing and on forms
furnished by the Employer, and turn in all available names and addresses of witnesses to
any accidents. Failure to comply with this provision shall subject each employee to
disciplinary action by the Employer. The employee shalll fill out the above forms on normal
working time, and in the event this is not possible shall obtain permission from his
supervisor to fill such out at another time.

Section 4. Bulletin Boards. The Employer shall maintain the existing bulletin
boards at each facility for posting of legitimate Union business.

Section 5. Safety and Health. The Employer shall make reasonable provisions for
the safety and health of employees, including ensuring vehicles, where and when required,
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are properly maintained and in safe operating condition. The Union and the Employer
agree that they will cooperate in encouraging and enforcing safety and health standards.

Section 6. Deferred Compensation. Employees may participate in a deferred
compensation plan. This program is completely voluntary and subject to provisions of the
plan(s) established by the Employer.

Section 7. Uniforms. Employees shall be required to comply with Departmental
policies on uniforms. Any uniforms Departments require employees to wear shall be
provided or paid for by the respected Departments.

Section 8. Residency. Employees shall reside within an area twenty (20) miles
from the nearest boundary of the corporate limits of the City of Monroe, as prescribed by
P.A. 212. The Southeast Michigan Council of Governments (SEMCOG) will be used in
determining the nearest boundary to the City of Monroe when an address is in question.
The Human Resources Department will make a determination based on the information
provided through SEMCOG. The parties agree that the information provided by SEMCOG
will be determinative and no other source for determining residency may be used.

ARTICLE XXV
SCOPE OF AGREEMENT

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

Section 2. If any provision(s) of this Agreement, or of any addendum(s) thereto,
should be held invalid by operation of law or by any tribunal of competent jurisdiction, or if
compliance with or enforcement of any provision(s) should be restrained pending a final
determination as fo its validity, the remainder of this Agreement and of any addendum(s)
thereto shall be not affected thereby.

Section 3. If any provision(s) of this Agreement, or any addendum(s) thereto,
should be held invalid, unenforceable or incapable of compliance, the parties shall enter
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into immediate collective bargaining negotiations for the purpose of arriving at a mutually
satisfactory replacement for such provision(s) during the period of invalidity or restraint. If
the parties do not agree on a mutually satisfactory replacement, either party shall be
permitted all legal recourse in support of its demands including the use of the Grievance
Procedure as provided in this Agreement.

Section 4. The Employer agrees that all conditions of employment to wages,

hours of work, overtime differentials and general working conditions shall be maintained as
specified in this Agreement.
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ARTICLE XXVI
DURATION

This Agreement shall be effective June 18, 2018, and shall continue in full force
and effect until midnight June 30, 2020, unless terminated earlier as hereinafter

provided.

CITY OF MONROE

e B OO

Robert E. Clark, Mayor

VP Ao

Vincent Pastue, City Manager

/,é! (://,// Lr/ ’7« //

Michelle J. La’éfoy, CIerk/Tﬁéasurer

o, P,

Pe A/Howoid Director of Human
Resources
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APPENDIX A

PAY GRADES AND JOB CLASSIFICATIONS

Pay Grade Job Classification
1 Custodian
Parking Enforcement Officer
Police Clerk

Secretarial/Clerical Assistant — Building

Administrative Ass’t. — Wastewater Treatment

Department Aide — Building Department

Deputy Clerk | — Clerk/Treasurers Office

Department Aide — Engineering

Department Aide — Public Works

Department Aide — Water

Police Property Room Clerk and Coordinator

Chief Deputy City Treasurer

Laboratory Technician - WWTP

Payroll Clerk

Property Maintenance & Zoning Inspector |

Accountant |

Planner Il

Recreation Programmer

Appraiser

Assistant Water Distribution Supervisor

Building Inspector

Chief Meter Reader/Cross Connection Inspector

DPW Operations Crew Supervisor

Electrician — Water Plant

Electrician — WWTP

Engineering Technician

Parks Maintenance Supervisor

Forestry & Grounds Supervisor

Chief Deputy City/Clerk Treasurer

Laboratory Supervisor - WWTP

Operations Supervisor — WWTP

Operations Supervisor — Water Plant

Planner I

Water Distribution Supervisor

WWTP Maintenance Supervisor

NN INININININ o ojojocjocjocjocjoyjocjovjoy b | RIBRIRIRIWIWIWIWIWIWIWININ|P

WWTP Collections System Coordinator
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2% Increase

GRADE
1 $12.69
2 $14.34
3 $15.41
4 $16.97
5 $18.66
6  $21.54
7 $23.71
8  $24.89

$13.46

$15.14

$16.28

$17.91

$19.69

$22.74

$25.01

$26.26

$14.18

$15.94

$17.13

$18.86

$20.73

$23.94

$26.33

$27.66

$14.88

$16.74

$17.99

$19.79

$21.77

$25.14

$27.64

$29.03

APPENDIX B
WAGE
SCHEDULE

JULY 1, 2018 THROUGH JUNE 30, 2019

STEPS

5

$15.59

$17.53

$18.85

$20.75

$22.79

$26.33

$28.97

$30.41
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$16.29

$18.33

$19.70

$21.67

$23.83

$27.54

$30.29

$31.80

$16.99

$19.12

$20.56

$22.64

$24.87

$28.73

$31.61

$33.18

$17.71

$19.93

$21.40

$23.56

$25.91

$29.94

$32.92

$34.56

$18.41

$20.71

$22.26

$24.51

$26.95

$31.13

$34.25

$35.96

10

$19.12

$21.52

$23.12

$25.45

$27.97

$32.32

$35.55

$37.34



2% Increase

GRADE
1 $12.95
2 $14.62
3 $15.72
4 $17.31
5 $19.03
6 $21.97
7 $24.18
8 $25.38

$13.73

$15.45

$16.60

$18.27

$20.08

$23.20

$25.51

$26.79

$14.46

$16.26

$17.47

$19.23

$21.14

$24.42

$26.86

$28.21

$15.18

$17.07

$18.35

$20.19

$22.20

$25.64

$28.20

$29.62

APPENDIX B
WAGE
SCHEDULE

JULY 1, 2019 THROUGH JUNE 30, 2020

STEPS

5

$15.90

$17.88

$19.22

$21.16

$23.25

$26.86

$29.55

$31.02

50

$16.62

$18.69

$20.09

$22.10

$24.31

$28.09

$30.89

$32.44

$17.33

$19.51

$20.97

$23.09

$25.37

$29.30

$32.25

$33.85

$18.07

$20.33

$21.83

$24.03

$26.43

$30.54

$33.58

$35.25

$18.78

$21.13

$22.71

$25.00

$27.49

$31.75

$34.93

$36.68

10

$19.51

$21.95

$23.59

$25.96

$28.53

$32.97

$36.26

$38.09



APPENDIX C

JOB ANALYSIS QUESTIONNAIRE

The purpose of this questionnaire is to obtain accurate information concerning the duties and
responsibilities associated with your job. The information will be used to assist us in
understanding your position for purposes of compensation analysis.

Name: Date:

Job Title: Department:

Supervisor's Name /Title:

Years of Experience:

On this job With this employer

hhkhkhkhThkkhhhhhhhkhhhhhkhhhkhhhdkkhhhkddx

INSTRUCTIONS

This questionnaire covers many aspects of your job. Each of the following sections contains
instructions specific to the questions being asked in that section. Some questions require a
written response, others only a checkmark next to a printed answer. If no answer is exactly
accurate, please check the answer that you feel is closest to being correct for your position.

Your responses are important in helping us to better understand your position. Please answer
all questions to the best of your ability. When completed, return the questionnaire to your
department director. This should be done by

Section1: Position Summary

Briefly describe the major purpose or primary function of your position.
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Section 2: Position Duties and Responsibilities

List the ESSENTIAL duties and responsibilities of your job in the spaces provided. PLEASE LIST
ONLY THOSE THAT ARE NOT INCLUDED ON YOUR JOB DESCRIPTION. An ESSENTIAL duty or
responsibility is fundamental to the job. The individual who holds the job must be able to
perform the tasks unaided or with the assistance of a reasonable accommodation. Further, the
following guidelines may be used to determine essential duties and responsibilities:

An ESSENTIAL DUTY meets these guidelines:
1. The duty or responsibility is the reason the position exists;
2. A limited number of employees are available to perform the task;
3. Expertise is required to perform the duty or responsibility.

ESSENTIAL DUTY OR RESPONSIBILITY
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Section 3: Knowledge and Education

Consider the extent to which your job requires knowledge normally gained through formal
education. Place a [X] next to the minimum education level required for your job.

[ ] Equivalent to a high school diploma

[ ] Equivalent to one year of college or specialized training through a technical,
vocational, trade or business school*

[ ]  Equivalent to an Associate degree or two to three years of training through a technical,

vocational, frade or business school*

Equivalent to a Bachelor's degree*®

Equivalent to a Master’s degree™

Equivalent to a doctorate degree*

[
[
[

[ S —)

*Provide the curriculum or program of study (i.e., accounting, construction management, law,
business education, communications,
etc.).

Section 4: Work Experience

Consider the extent to which your job requires related experience and training in addition to
any formal education or its equivalent, which may be required for the job. Check the box
below that most accurately reflects the additional experience required.

Less than one year of experience in related jobs
One to two years of experience

Two to three years experience

Three to five years experience

Five to seven years of experience

Seven or more years of experience

f P ST S S T—

s previous supervisory or administrative experience required of this position? Yes __  No

If yes, please describe:

Describe the nature and specific type of work experience (especially the kinds of knowledge,
skills or abilities) required for your job:
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Section 5: Special Employment Requirements

Please list any legal requirements for licensure or certification that are required before you can
be employed in this position. What does a person have to do to meet the requirements (i.e.
experience or tests)?

Section 6: Supervisory or Management Responsibility

List below the titles and number of positions you manage, supervise, or lead, either directly or
through others. Specify how many positions are full-time and how many are part-time.

Number Supervised Number in position who
are:
Position Title Directly Indirectly Full-Time Part-Time

Section 7: Internal/External Contacts

If your job requires that you have significant contact with persons outside your department or
work unit, please describe them below. Do not include contacts with your immediate
supervisor or staff. Explain the nature and purpose (e.g. with whom and for what reason?)
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Section 8: Work Related Stress or Pressures

Does the position involve a lot of stress or pressure on a regular basis? If so, please give an
example of the kind of situation that causes stress or pressure.

Section 9: Equipment Usage and Knowledge

Please indicate which of the following types of equipment you are required to use in
performing the essential functions of your job:

[ ] Basic office equipment such as telephones, calculators, photocopiers, FAX and similar
equipment
[ ] Photographic, audio and video equipment
[ ] Computerprograms: [ ] word processing
[ ] spreadsheet
[ ] database (data entry)
[ ] database (data manipulation, research, report
generation)
financial applications
desktop publishing
GIS/mapping
audio/visual equipment (advanced)

,_”_”_”_,
et e e

[ ] specialized technical equipment

If yes, please specify the type of specialized equipment

[ ] Automobile or other motorized equipment

If yes, please specify the type of motorized equipment and special licenses (such as CDL) that
are required.
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Does your position involve training others on a regular basis in the use of any of the above
equipment?

Does your job require troubleshooting particular software applications or computer
hardware, beyond the level expected of an average user? If yes, please explain.

Section10: Additional Employee Comments

Please provide any additional comments you feel would be useful in helping us better
understand your job. Feel free to expand on any of the areas covered in the preceding
sections.
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Section11: Supervisor Comments

Please read the employee’s responses to this questionnaire before completing this section. Do
not alter the employee’s comments or answers. Use this section for making additional

comments. Please return all questionnaires, including your own, to the Human Resources
Director by

Are there any responses that you consider inaccurate? If so, please discuss them below:

List any job duties/responsibilities required of this position which were omitted by the
employee.

Additional comments:
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Name of Supervisor completing this form:

Date completed:
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APPENDIX F

MEMBERSHIP DUES DEDUCTION AUTHORIZATION

| authorize the Finance Department of the City of Monroe to deduct my regular
COMEA Unit | membership dues from my pay. | agree that such deductions shall be
consecutive and in such prorated amounts as certified to the Employer by COMEA Unit | in
writing, and that all dues deducted shall be remitted to the person designated by COMEA
Unit | in writing.

| further understand and agree that this authorization shall remain in effect until |
serve written notification of cancellation upon the Finance Department.

Date:

Name
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