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ALSO PRESENT: Maurice Evans, City Manager

INTRODUCTION

Pursuant to Public Act 176 of 1939, I was appointed Fact
Finder in the above-mentioned matter.

On December 19, 2001, a conference call was conducted between
the parties. In addition to other understandings, the parties
agreed that the fact finding would take place on May 28 and June
12, 2002. Subsequently an additional conference call was conducted
between the parties on April 29, 2002.

The hearing commenced and was concluded on May 28, 2002. The
parties were given every opportunity to present any evidence they
thought was necessary and submitted substantial documentary
evidence, as well as testimony. The hearing was concluded without
need to utilize June 12, 2002.

The parties submitted extensive post-hearing briefs which were
exchanged between them through my office on July 8, 2002.

These recommendations are being issued as soon as practicable
consistent with a careful and thorough analysis of the record.

TIE

The Union, Teamsters Local 214, represents the employees in a
bargaining unit comprised of c¢lassifications in the general
divisions of Wastewater, Water and Electrical. In the general
classification of Water there are seven specific classifications
with eight employees. In the general classification of Wastewater
there are four specific classifications and four employees.
Electrical is comprised of powerhouse, meter and distribution.
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There are several classifications in those general divisions, with
18 employees working therein. There is a total of approximately 27
employees in the bargaining unit.

The City of Marshall is located in Calhoun County. It has a
population of just under 7,000 and employs about 97 employees. Its
state equalized valuation is just under $270 million and its size
is about 5.64 square miles. As indicated by the classifications
listed above, it does maintain a municipal electric service.

COMPARABLE DATA

Data from so-called comparable communities is often submitted
by the parties in fact findings just as such information is
utilized in binding 312 arbitrations.

In this dispute the parties have agreed that Sturgis,
Hillsdale and Coldwater shall be considered comparable. The City
has also offered Albion, Charlotte, Dowagiac, and Hastings. The
Union has offered Grand Haven, Holland, Niles and Zeeland.

The Union suggests that the stipulated comparables, along with
its offering, should be utilized because in one form or another
they were used by the parties since 1997 or 1998. It points out
that the Employer has entered into wage negotiations £or the
current contract using the comparables now suggested by the Union
and those contained in the stipulated list.

The Employer relies on comparisbns of geographical location,
population, state equalized value, etc. It maintains that the

longest distance from the City of Marshall for the City's



comparables is 48 miles, while the longest distance for the Union's
is 119.

The statistical data shows that the stipulated community of
Coldwater has a population of 10,700, is located in Branch County,
has approximately 69 employees, occupies 6.8 square miles, and has
an SEV of about $300 million. It also has a municipal electrical
department.

Hillgdale is also a community the parties agreed was
comparable to Marshall for the purposes of this fact finding. It
has a population of about 8,200, 110 employees, occupies
approximately 4.12 square miles, with an SEV of $131 million. It
is located in Hillsdale County, and has a municipal electrical
facility.

Sturgis is also a stipulated community, is located in St.
Joseph County, has a population of just over 11,000, 123 employees,
is approximately 5 square miles in size, and has an SEV of $239
million. It also has a municipal electrical facility.

Holland is one of the Union's suggested comparables and is
located in Ottawa County. It has a population of about 35,000, has
just over 400 employees, and occupies about 14.04 square miles.
Its SEV is about $1.2 billion. It has a municipal electrical
facility.

Zeeland is also a Union suggested comparable. It is located in
Ottawa County, has a population of just under 6,000, employs

approximately 64 employees, with an SEV of about $250 million, and



occupies 3 square miles. It does have a municipal electrical
facility.

Niles is also offered by the Union, is located in Berrien
County, has a population of just over 12,000, employs about 150
employees, with an SEV of about $216 million, and occupies about
5.7 square miles. It does have an electrical facility.

Grand Haven is also a Union suggested comparable. It is
located in Ottawa County, has a population of just over 11,000,
employs about 170 employees, occupies about 5.8 square miles, and
has an SEV of about $470 million. It does have an electrical
facility.

The City has offered Hastings which is located in Berrien
County, has a population of about 7,000, employs about 53
employees, occupies 5.2 square milesg, has an SEV of about $178
million. It does not have a municipal electrical facility.

The City has also suggested that Albion is comparable to
Marshall. Albion is located in Calhoun County, has a population of
just over 9,000, employs 94 employees, occupies about 4.5 square
miles, and has an SEV of about $121 million. It does not have a
municipal electrical facility.

Charlotte is a City suggested comparable. It does not have an
municipal electrical facility. It is located in Baton County, has
a population of about 8,400, employs approximately 55 employees,
occupies 5.75 square miles, and has an SEV of about $194 million.

Dowagiac is also offered by the City as a comparable in this

dispute. It is located in Cass County, has a population of about
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6,000, employs about 92 employees, and occupies 3.8 square miles.
It has an SEV of about $93 million, and does have an municipal
electrical facility.

When examining all of the data and keeping in mind the
criteria used by the parties, I am persuaded that the comparables
which should be most heavily relied upon are those stipulated to by
the parties. That means Sturgis, Hillsdale and Coldwater supply
the most persuasive data. The next tier of comparables which
should be considered are Zeeland, Niles, Grand Haven, and to a
lesser degree, Dowagiac. I note that Dowagiac, even though it has
a population similar to Marshall and employs about the same number
of individuals, has an SEV which is about a third of Marshall's.
Nonetheless, it belongs in the middle tier of communities.

Those communities which won't be ignored, but which do not
provide as persuasive data as the others are: Albion, Charlotte,
Hastings and Holland. I note that Albion, Charlotte and Hastings
do not have electrical generation facilities. I also note that
Holland has about five times the population of Marshall, employs
more than four times the number of employees in Marshall, occupies
an area almost two and a half to three times greater than Marshall,
and has an SEV which is approximately five times that of Marshall.

Thus, in summary, the comparables to be relied upon to the
greatest degree would be Sturgis, Hillsdale and Coldwater. The next
level would be Zeeland, Niles, Grand Haven, and Dowagiac. The last
group of comparables include Albion, Charlotte, Hastings and

‘Holland.



ABI TO PAY

As in binding interest arbitration one of the factors which
should be carefully considered before a fact finder makes any
recommendations is the ability of the employer to meet the
financial demands of the recommendations. This consideration has
often been characterized as the ability to pay. It is a factor
like any other to be considered and analyzed before recommendations
are made.

The data related to the Employer's ability to pay is
essentially focused on the electrical department. There is little,
if any, other information regarding employees who work in
classifications outside of the electrical department. Nonetheless,
it is important to understand that a majority of the individuals in
the bargaining unit, approximately 18 wversus 9, work in the
electrical department.

Another aspect of the evidence which must be kept in mind is
that admittedly the Employer did not supply the detailed written
data during negotiations regarding ability to pay which it supplied
at the fact finding. While there was some evidence suggesting
that it indicated during bargaining that it had a decreased ability
to pay, the documentation and almost all of the supporting evidence
was first made available at the fact finding hearing.

The data shows that as of March 31, 2002, the residential cost
of 750 KWH in Marshall was $75.55. This was the highest of the
group comprised of Marshall, Dowagiac, Coldwater, Hillsdale,

Sturgis, Grand Haven, Holland, Niles and Zeeland. It is noted that
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the lowest cost for that amount of electrical power was $40.95.
That amount was charged by Dowagiac. 1In dealing with the category
of small commercial and industrial and utilizing the amount of
10,500 KWH, Marshall again was the highest at $£939.00. Dowagiac
was again the lowest at $609.55. In a large industrial commercial
setting dealing with 210,000 KWH, Marshall again was the highest at
$16,555.50, while the lowest was Niles at $10,835.15. 1In this
regard it is noted that in the City of Marshall there was a 7.5%
increase in electrical rates effective January 1, 2002, and another
1% effective July 1, 2002.

The balance sheet as of March 31, 2002, shows total assets at
about $9,600,000, with total liabilities and fund equity equalling
the same.

As a matter of history, for the year ending June 30, 2001, the
electrical fund experienced a total operating and non-operating
loss of about $613,749. Of this amount $277,995 was an operating
loss. Revenues were down about $62,000 from the prior year, with
expenses increasing about $450,000, much of which was attributed to
one particular event.

The data shows that while currently the electrical fund is
suffering from financial stress, the projections show that it will
catch up and stabilize. Furthermore, as previously indicated, the
ability to pay data was limited to the electrical fund.

In summary, the data regarding ability to pay was carefully
considered and factored in all the recommendations having an

economic impact on the Employer.
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D N RETROACTIVITY

The parties have not been able to agree on the duration of the
next Collective Bargaining Agreement, nor is there an agreement
regarding retroactivity of any economic improvements. The prior
Collective Bargaining Agreement had a term beginning July 1, 1998
through June 30, 2001. The Employer proposes a four-year
Collective Bargaining Agreement, while the Union proposes a three-
year contract.

Regarding the issue of retroactivity, the Union takes the
position that wage increases should be retroactive to the
expiration of the prior Collective Bargaining Agreement. The
Employer's position is that wage increases will not be retroactive
unless the health insurance changes requested by the Employer are
granted and are retroactive. It indicates that the effective date
of any wage increase should be the same date of the commencement
date of employee premium sharing and health insurance costs.

An examination of the summaries introduced by the parties and
the specific Collective Bargaining Agreements establish that
several of the comparable communities have Collective Bargaining
Agreements with a duration of three years, while others have a
duration of four years. Sturgis has a Collective Bargaining
Agreement of four years' duration with an effective date of March
1, 2000 through February 29, 2004. Hillsdale has a four-year
contract running from July 1, 2000 to July 30, 2004. Coldwater's
Collective Bargaining Agreement is a four-year contract running

from July 1, 2001 through June 30, 2005. Grand Haven is a three-
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year contract running from July 1, 1999 through June 30, 2002.
Holland has a three-year contract running from April 1, 1999
through April 1, 2002. Niles has a Collective Bargaining Agreement
spanning four years from October 1, 1998 through September 30,
2002. Zeeland's contract is a three-year agreement running from
July 1, 2000 through June 30, 2003. Even though the Albion
contract is listed in the summary as being a three-year agreement,
the Collective Bargaining Agreement itself contains the effective
date of January 1, 2000 to December 31, 2003. I consider this a
four-year contract. The Collective Bargaining Agreement in
Charlotte is a four-year agreement beginning July 1, 1999 through
June 30, 2003. Dowagiac has an agreement effective October 1, 2000
through September 30, 2003. Lastly, Hastings has a three-year
agreement which became effective on July 1, 1998 and terminated on
June 30, 2001.

A simple analysis of the data in the comparable communities
indicates that there is a slight tilt in favor of a four-year
agreement.

Generally a Collective Bargaining Agreement which covers a
longer span of time increases the amount of labor peace enjoyed by
the parties. I recognize that it has often been argued that long-
term contracts freeze the parties' positions and makes them unable
to deal with changing economic environments. However, the flip
side of that coin is that by being aware of the wages, hours and
conditions of employment going forward several years, the parties,

specifically the Employer, will know its financial responsibilities
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for a substantial period of time and will be able to budget and
react appropriately.

RECOMMENDATION

I recommend that the parties execute a four-year Collective
Bargaining Agreement. Thus, the contract recommended herein will
cover the period July 1, 2001 through June 30, 2005.

The other portion of this issue concerns the question of
retroactivity. A four-year Collective Bargaining Agreement will
bring more peace, but will also extend the period of time that
wages, hours and conditions of employment are contractually
established and, hence, will not be unilaterally changed. If
there is no retroactivity, it also increases the amount of time
that members of this bargaining wunit have not realized an
improvement in wages and other benefits. I certainly recognize the
arguments the parties generally make in supporting their position
regarding retroactivity. The Union suggests that retroactivity
saves the Employer money and is an incentive to prolong bargaining.
Employers usually argue that retroactivity means that in essence
the Union has nothing to lose and can hold ocut for greater wage and
benefit increases.

In this case there are certain factors which suggest that
retroactivity, at least as far as wages are concerned, should be
recommended back to the expiration date of the prior contract.
First of all, it is clear that the Employer did not make the extent
of its ability to pay argument known during negotiations. If this

were the case, then perhaps a settlement would have been
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forthcoming. I recognize that there are allegations that the
Union's wage offer, especially concerning the first year, is
totally unrealistic. Perhaps it would have changed it if more had
been known about the Employer's financial condition.

RE ATION

I recommend that the wage improvements recommended in this
fact finding be retroactive to the termination of the prior
contract and, thus, the first year wage adjustment be effective

July 1, 2001.

WAGE

The prior Collective Bargaining Agreement is attached hereto
as Exhibit A and contains the wage schedule for all the various
classifications for the years beginning July 1, 1998, 1999 and
2000.

The Union's proposal regarding wages is to place each employee
at the highest wage currently offered by comparable employers for
the first year of the contract and then giving them a 3% across-
the-board increase for each of the following two years of a three-
year contract with full retroactivity. This of course is altered
by the prior recommendation that the Collective Bargaining
Agreement have a duration of four years.

The City's position is that for the first year of the contract
wages shall be increased 3%, plus 14 cents per hour across-the-
board. Retroactivity has already been dealt with. In successive

years the City offers a 3% across-the-board increase for each year.
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In examining the data from the comparable communities, it
becomes apparent that the wage figures vary considerably depending
upon the classifications in question. Indeed, some, such as
Coldwater, display their wage rates in ranges. Further, while the
Collective Bargaining Agreements are in the record and were
carefully scrutinized, the specific job respongibilities of each
classification are not known, although in general the fashion in
which they were compared suggests that the parties have recognized
that a level of comparability exists between the classifications in
the various communities.

As an example of the various wage rates and keying in on only
the stipulated comparables, it is noted that effective July 1,
2000, the highest Utility I wage rate in Marshall is $14.50 per
hour. According to the information supplied in the Employer's
summary, Coldwater has a wage rate of $10.91, Hillsdale $9.30.
Apparently this position in Sturgis is not covered by a Collective
Bargaining Agreement. If we move to a powerhouse classification
and, specifically Operator II, the wage rate in Marshall as of
7/1/2000 is $16.59 per hour. Sturgis is $19.07 per hour, Coldwater
$17.90, and Hillsdale $14.65 per hour. Again, one can see the
diversity in the rates. Moving to the distribution
classifications, it is noted that a Lead Lineman in Marshall as of
7/1/2000 was receiving $22.68 per hour. In Sturgis an employee in
that classification received $21.20, while in Hillsdale the per

hour rate was $19.15.
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Again, focusing on the stipulated comparables, the record
establishes that in Sturgis as of March 1, 2000, employees received
a 3.5% increase. On March 1 of the successor years the increases
were 3%, 3.5% and, finally, 3%, effective March 1, 2003.

The data in Hillsdale establishes that as of July 1, 2001,
there was a 3% across-the-board increase. Another 3% was added on
July 1, 2002 and in the fourth year of the contract July 1, 2003,
a 50 cent across-the-board increase was instituted. I note that
this contract is four years beginning with July 1, 2000, but I am
not aware of the wage rates effective July 1, 1999, so it is
impossible to determine what the percentage increase was on July 1,
2000. Coldwater employees received a "3.5% minimum increase each
year as of the anniversary date of the contract." It must be kept
in mind that Coldwater expresses its wage rates by utilizing a
range. For instance, a Line Leader as of July 1, 2004 would have
a salary from $21.02 per hour to $24.13 per hour.

After carefully examining the record and analyzing the
evidence, I have come to several conclusions which lead to the
ultimate recommendation.

First of all, the Union's position regarding the first year
wage increase has no record support and it is understandable why it
would be summarily rejected by the Employer. There is nothing in
this record which even remotely suggests that the employees in this
bargaining unit should be the highest paid employees of all in the
comparable communities. There is nothing of a historical nature;

there is nothing establishing that the work responsibilities
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warrant such a status; and, frankly, the Union's proposal regarding
the first year of the contract is a non-starter and will not be
discussed any further.

The Employer's position is much more comparable to what has
transpired in the three stipulated comparable communities and in
those other communities where the data is available. I do note
that Sturgis, Hillsdale and Coldwater arguably provide slightly
higher wage increases during the terms of their contracts, at least
as a group, but I will address that in the recommendations.
Furthermore, it is noted that the Union has also requested several
premiums, including a $2.00 per hour increase for Lead Linemen, 75
cents per hour for a Lineman Crew Leader, 15 cents per hour for
each progressive license maintained in the water department, and an
increase in shift premium from 20 cents to 30 cents per hour for
afternoons, nights and swing shifts. It is noted that according to
the Union's representations, the Employer agreed to the 1l5-cent
premium per hour for each license held by an employee in the water
department if all classifications are rolled into the Utility I
classification. Additionally, the Union seeks to revise the
Apprentice Lineman progression to start at 60% of the Journeyman
Lineman rate and increase 5% for each 1,000 hours worked until 100%
is reached.

In dealing with the above specific Union requests, I note that
in 2000 a Lead Lineman's rate in Marshall was $22.68 per hour.
This exceeded every comparable where data was available, except for

Zeeland which was $23.90 per hour. When 2001 wage comparisons were
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made with the Marshall 2000 wage rates, plus 3% offered by the
Employer, and apparently this doesn't include the 14 cents
contained in its latest position, the Lead Lineman would receive
$23.36 per hour, which again exceeded every comparable where the
data was available, with the exception of Zeeland.

I do note that attached to the Employer's brief are two
tentative agreements, one of which deals with the increase in shift
premium to 30 cents per hour for the specifics outlined therein,
and the 15 cents per hour increase for licenses in the water
department. My understanding is that the parties have reached an
agreement on these items and, thus, they will not be included in
any recommendation. Furthermore, given the record, I will only
make a recommendation regarding the general wage issue which
hopefully will lead to an agreement, but still allowing the parties
to make any specific allocations they wish.

RECOMMENDATION

I recommend that effective 7/1/2001 the 3% across-the-board
increase offered by the Employer, including the 14 cents per hour,
be implemented. Effective 7/1/2002 a 3% across-the-board increase
should be implemented. Effective 7/1/2003 a 3.5% across-the-board
increase should be implemented, as well as a 3.5% across-the-board
increase effective 7/1/2004. I note that in the last two years of
this agreement I have recommended a wage increase of .5% higher
than offered by the Employer, but feel this is necessary in order
to compensate for the slightly higher wage increases implemented by

some of the comparable communities and to recognize the impact of
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a four-year Collective Bargaining Agreement even though it will

give the parties labor peace until 6/30/2005.

LIFE INSURANCE

Currently the Collective Bargaining Agreement provides for
$15,000 with double indemnity. It is noted that in both of their
submissions the parties have indicated that this amount should be
raised to $25,000 with double indemnity. Thus, I would expect that
the parties will execute the Collective Bargaining Agreement
carrying this level of benefit.

RECOMMENDATION

I recommend that the parties' position of $25,000 group life

insurance with double indemnity be accepted.

PTI I E
Currently the Collective Bargaining Agreement contains
language indicating that the Employer shall reimburse a regular
full-time employee for actual expenses incurred by the employee or
the employee's dependents for eye examinations and/or corrective
lenses up to a total of $250.00 per year. The year is defined as
July 1 through June 30.
The Union's position seeks continuation of the status quo.
The Employer's position is as follows:
"Section 5: The City of Marshall currently
provides a regular, full-time employee not more
than $250.00 reimbursement per fiscal year
(July 1-June 30) for actual expenses incurred by
the employee or the employee's dependents for eye

examinations, frames and/or corrective lenses in
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that fiscal year. For reimbursement of this
expense to be considered, the employee must provide
proof to the Finance Department that the costs for
such covered optical services, frames or corrective
lenses were actually incurred. Proof must be
received before July 15 for payment of services
received and credited to the previous fiscal year."

The Union suggests, and I tend to agree, that the language
proposed by the Employer changes a benefit which was clearly a
requirement to one which may be "considered" if the criteria were
met. Certainly no one would have any objection to the Employer
requiring proof to be submitted because the original language seems
to suggest that since the Employer will pay for the "actual
expenses," it could require proof.

RECOMMENDATION

I recommend that the language in the current Collective
Bargaining Agreement continue as written. However, there should
be additional language indicating that the Employer may require
proof which must be received in a timely fashion in order for

payment of services to be received and credited for the previous

fiscal year.

L EVITY
The current longevity provision utilizes a set percentage
payable at the various years of service which is applied to an
employee's W-2 earnings; that is, for all employees who are hired
before July 1, 1998. Employees hired after that date have

longevity payments applied to base wages, i.e., 2,080 hours.
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The Employer's position is to continue the current schedule,
but rather than pay longevity based on W-2 earnings for employees
hired prior to July 1, 1998, all employees would have longevity
based on their base wage, i.e., 2,080 hours. The proposal would
also eliminate the language regarding employees hired full-time
after July 1, 1998.

The Union's position is to maintain the status quo.

The record establishes that the data regarding the comparable
communities is all over the board, with some Collective Bargaining
Agreements containing no reference to longevity at all, while
others provide longevity benefits which are substantially less than
what is potentially available to employees in this bargaining unit.
Furthermore, the evidence shows that firefighters have negotiated
a longevity provision which utilizes exact dollars rather than a
percentage of either base or W-2 wages. According to the Employer,
only the Teamsters units in Marshall have longevity paid as a
percentage of W-2 wage.

Certainly if I were to make my recommendation based only on
the comparable communities and the firefighters' agreement, the
scale would tip towards the Employer. However, what in essence the
Employer is seeking is to reduce a benefit which is already in
existence. While certainly this happens everyday, it is usually as
a result of extreme economic difficulties or a quid pro quo which
makes the reduction acceptable to the bargaining unit. It is

unknown what was given up, if anything, when this language was
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originally adopted. As a result, one should be very careful before
benefits of this nature are reduced.

REC ATIO

After carefully analyzing the entire record, I recommend that

the status quo continue.

MUTUAL AID WORK

Language regarding mutual aid work would be an addition to the
prior Collective Bargaining Agreement. In other words, it is new
language which did not exist in the prior contract.

The Union's proposal is that all employees performing mutual
aid work which is funded by another city or another entity be paid
at twice the hourly rate.

The Employer's position is that the double time hourly rate
will only apply if the mutual aid work is being done for American
Electric Power, Detroit Edison, or Consumers Energy Company.

The record establishes that for the most part there is no
reference to mutual aid premium payments, with the possible
exception of Holland, in the Collective Bargaining Agreements in
the comparable communities.

The Union reasons that since the wage costs are not absorbed
by the Employer, but by the entities seeking mutual aid, "little
reason exists not to provide" that such employees should receive
double time. It argues there is no difference between private and

public entities.
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The Employer's position is that it does not believe it is
appropriate to "gouge" other municipalities who may be in need of
Marshall's services. The City points out that it would like to be
able to call upon its municipal neighbors to provide mutual aid in
the event a situation arises in Marshall. Thus, if it had a
standing policy that required any city in need to pay double time,
then arguably Marshall would be treated similarly.

Frankly, there is little data to support either position, but
I am persuaded that, at least initially, the Employer's position
should be adopted. It can always be altered by future
negotiations.

RECOMMENDATION

I recommend that the Employer's position be adopted with the
caveat that the parties should explore language which would treat
its employees in the same fashion the other communities' employees

must be paid in a mutual aid situation.

ON-CALL PAY
Currently the Collective Bargaining Agreement contains a
provision outlining on-call duty and call back. The parties,
however, each submitted a proposal which applies to only Linemen.
The Union's proposal is that Linemen on c¢all should be compensated
at two hours of straight-time pay per day for Monday through
Friday, and four hours of straight-time pay per day for Saturday

and Sunday. The Employer proposes $15 per day for Monday through
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Friday and $30 a day for Saturday and Sunday and all holidays
except birthday and anniversary date of hire.

Certainly both agree on-call compensation in principle, but
there is a substantial difference between their positions.

The data available from the comparable communities isn't
really helpful and doesn't supply much guidance. Given what is
available in the record, including the financial information and
the prior recommendations, it would not be inappropriate to
recommend the Employer's position.

RE ATI

I recommend that the Employer's position be adopted.

PENSIO

Currently the employees in this bargaining unit are covered by
a pension plan which provides the B-2, i.e., 2% multiplier. The
Union's proposal is to increase the B-2 to B-3 which would be a
2.25% multiplier. The Employer has indicated it is willing to
increase the multiplier to the B-3 if the employees pay the entire
costs and additional contribution necessary to effectuate and fund
the change.

The data regarding the comparable communities shows that the
multipliers existing in their relationships vary. When keying in
on the stipulated comparables, it is noted that Coldwater provides
a B-2 multiplier with the contractual provision that the Employer
is to adopt the B-3 "as soon as practicable." It is noted that new

hires are included in a defined contribution plan. Hillsdale
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provides B-3 and Sturgis has a non-MERS plan with varying
provisions regarding benefit groups. The employees in Sturgis also
benefit from a 457 plan.

Looking at the internal group data supplied by the Employer,
it indicates that currently Dispatch/Meter has a B-3, i.e., 2.25%
multiplier, with a B-4, i.e., 2.5% multiplier, becoming effective
on 6/1/2002, with the employees picking up any increased costs.
Those employees contribute about 7.24%.

The B-2 multiplier, i.e., 2%, exists for the current unit,
Teamsters DPW and non-union employees. The contribution rates for
the Teamsters units are 5.82% with non-union employees paying
5.93%.

General Teamsters have a B-1, i.e., 1.7% multiplier, and pay
a 4% contribution rate.

The Employer has explained that it could combine all the
Teamsters union members in the City with the non-union employees
into one MERS unit with a B-3 multiplier with an increase to the
employees of only .110%.

The evidence establishes that it would be appropriate to
increase the multiplier to B-3. This is supported by the data
regarding the comparable communities, as well as the evidence
regarding the possibility of combining units within the City.

Given the nature of the possible resolutions, it would be
appropriate to make a recommendation of a nature which would allow

the parties a little more room to negotiate.
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RECOMMENDAT ION

I recommend that beginning in the last year of the contract,
i.e., 7/1/2004, the multiplier for this bargaining unit be
increased to B-3. The parties will explore and attempt to agree on
a merger of the units outlined in the Employer's proposal.
Whatever the circumstance, it is recommended that the increase to
B-3 be effectuated with a resulting percentage increase of
contribution by employees in this unit of .1% to a total of 5.92%

of total annual gross compensation.

MEAL TICKET

The language in the current Collective Bargaining Agreement
regarding meals is contained in Section 9 of Article 32, The
contract is attached, so I am not going to display the language,
but it outlines the parties' agreement regarding meals, payment
thereof by the Employer, etc.

The Employer's position is to continue the status quo.

The Union's proposal contains several changes to the current
language. The first would do away with the requirement that a
receipt would be necessary to receive payment and would just state
that a meal ticket allowance shall be paid to each employee who
meet certain criteria. The language also seeks to define when time
going te and from an eating place shall be included as time worked
and when it shall not. Further, there is additional language
indicating that meals will not interfere with restoration of

services during emergencies and that if an employee elects not to
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eat the meal, he shall receive pay for one-half hour at the
applicable rate.

The data available from the stipulated comparable communities
indicates that Coldwater's Collective Bargaining Agreement does not
contain any reference to a meal benefit. The Collective Bargaining
Agreement in Hillsdale provides a one-half hour paid meal break of
30 minutes at the end of the 12th hour of work. Employees in the
Department of Public Service are granted a 20-minute break each
morning at the job site after completing two hours of work. Dial-
A-Ride employees receive a l1l5-minute coffee break if required to
work more than two hours of overtime and if the overtime is
extended past the 1l2th hour, the employee is granted a paid meal
period of 30 minutes at the end of the 12th hour. The Collective
Bargaining Agreement in Sturgis provides a multi-aspect benefit for
employees in different circumstances. For instance, if an employee
works immediately before or after the regularly scheduled hours of
work, the employee is entitled to a meal for the first two hours so
worked, and an additional meal for each subsequent continuous four
hours thereafter. Under certain conditions, the Employer is
required to furnish meals. Furthermore, under certain conditions
regarding overtime, an employee going to and from an eating place
shall have the time included as time worked with a one-hour limit.

As can be seen from above, the data shows that there are
varying methods of providing this benefit. It is also noted that
gseveral of the other so-called comparable communities do not have

any contract language reflecting this benefit.

-25-




Given the record, it is impossible to conclude that employees
in this bargaining unit are disadvantaged when it comes to the meal
ticket or meal benefit. What the Union is seeking to do in one
aspect of this proposal is to require the Employer to pay for a
meal even if the employee doesn't take the meal. In other words,
it is changing the language from reimbursement for an employee who
submits a receipt to an allowance that is paid. Of course, there
are other changes. However, the evidence in the record does not
persuade me that I should recommend the extensive overhaul in the
language sought by the Union. Indeed, while the status quo may in
certain aspects not be as desirable as what may exist in a few of
the comparable communities, the record does not establish that it
should be abandoned for the Union's proposal.

RE ATI

I recommend that the status quo continue.

HEEALTH INSURANCE

Under this general topic of health insurance there are issues
regarding health insurance itself, dental insurance, group life
insurance and optical. Group life insurance and optical have
previously been analyzed and recommendations have been made.

The prior Collective Bargaining Agreement is attached hereto
and it is noted that the language in Section 1 of Article 24 deals
with health insurance. Elements of the language establish that
the coverage provided must be substantially equivalent to that

provided in the previous agreement. There is a $5.00 Preferred Rx
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prescription program, 90/10 copay and $100 single/$200 full family
major medical deductible. The language goes on to provide that
the employee and Employer shall each contribute 50% of the premium
cost of the family continuation rider.

The Union's position is to continue the status quo and thus
the language contained in the prior Collective Bargaining
Agreement.

The Employer seeks a number of changes. First, the language
it proposes eliminates the reference to the coverage being
"substantially equivalent" to provided in the previous agreement.
Also, the prescription coverage shall include the $10/$20 Preferred
Rx prescription program. Another change is that effective July 1,
2000 Blue Care Network HMO plan would no longer be available.
Additionally, effective July 1, 2001 each employee shall, by way of
payroll deduction, pay 5% of any premium for health insurance.
Further, the Employer will establish a premium only cafeteria plan
to allow an employee to pay the employee's portion of the health
insurance premium with pre-tax dollars by payroll deduction.

In examining the 1language in the Collective Bargaining
Agreement in Coldwater, the plan is defined and can only be changed
by a majority vote of the Steelworkers' bargaining unit and the
Association unit. Employees in Coldwater pay 15% of the employer's
cost through payroll deduction each pay period. There is also a
PPO option.

In Sturgis employees are provided the same health insurance

and benefits as provided to non-bargaining unit employees. The

-27-




"Benefits at a Glance" attachment to the. Sturgis Collective
Bargaining Agreement outlines several options. There are varying
deductibles and varying copays.

The Collective Bargaining Agreement in Hillsdale provides
employees with the Blue Shield Blue Choice point of service or
comparable plan. The employees are required to pay 10% of the
health insurance premium costs. = Employees hired subsequent to
July 1, 2000 are eligible only for the PSO coverage through Blue
Cross Blue Shield or any PSO plan under which bargaining unit
members are covered. The drug rider contains many specific
provisions, but can generally be characterized as a $10/$20 copay
requirement.

It is also important to recognize that bargaining units within
the Employer, specifically the Teamsters general City employees and
the firefighters, have recently negotiated a premium sharing
arrangement. Firefighters pay 5% of the premium, while Teamsters
general City employees pay one-third of any increase.

After carefully analyzing the record, I have come to the
conclusion that there are a number of recommendations which should
be made.

REC I

The current language, or perhaps more precisely, the language
in the prior Collective Bargaining Agreement, shall be continued as
written, with the exception of the following recommendations:

First, the evidence clearly establishes that the agreements in

the stipulated comparable communities, as well as others, provide
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for premium sharing. Further, given the evidence regarding the
internal units, it is appropriate to recommend that the employees
in this unit contribute to the cost of health insurance. Thus, I
recommend that immediately after these recommendations are issued,
employees, by way of payroll deduction, shall pay one-third (1/3)
of any premium increases to the rates existing on the date these
recommendations are issued.

Second, it is recommended that the Employer establish a
premium only cafeteria plan to allow an employee to pay the
employee's portion of the health care insurance premium with pre-
tax dollars by payroll deduction.

Third, the coverage shall include the $10/$20 Preferred Rx
prescription program.

Fourth, it is impossible to recommend that the HMO plan be
eliminated retroactive to July 1, 2000. That's an impossibility.
Furthermore, the only recommendation I can make is that the parties
negotiate and attempt to remove the HMO plan if it no longer is
appropriate to maintain it.

Fifth, while the coverage outlined in Section 1 shall be
substantially equivalent to that provided in the previous
agreement, it is recommended that the Employer have the ability to
change carriers or to become self-insured if it wishes as long as
the benefits provided are identical or substantially equivalent to
those existing under the prior contract or the parties otherwise

agree.
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Given the foregoing, it is also recommended that the language
in Section 2 - Dental Insurance, should continue as established in

the prior contract.

MISCELLANEOUS

It is noted that some of the issues which were identified at
the hearing were for various reasons not the subject of post-
hearing arguments. For instance, temporary transfer of employees
was listed as an issue. However, it appears that the issue was
either settled or set aside because it was not the subject of the
Employer's discussion post-hearing. As a result, I recommend that
the current, or perhaps more accurately, the language in the prior
contract, continue. The same recommendation regards leaves of
absence. Specifically, there was an issue regarding the Employer
paying a supplement to worker's <compensation pay. My
recommendation is that the language in the prior Collective
Bargaining Agreement continue. Storm and emergency work is the

subject of a tentative agreement, as is the issue of shift premium.
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CLOSING REMARKS
I have spent a substantial amount of time reviewing this
record and assure the parties that all submissions have been
carefully and painstakingly analyzed. It is hopeful that the
recommendations contained herein will provide the basis for the

execution of a Collective Bargaining Agreement.

MARIO CHIESA

Dated: December 4, 2002
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" Section3.  Other than immediste family fimerals, an employee, at the discretion of the
: supacvisor, can receive time off to ._B.&B.n_&.ﬁ four (4) hours from vacation or personal time,

b.  The probable duration of the condition. . :
c. E%B&EEEE«%%%?EEE&H e ARTICLE 19

The City may require that the enyployse obtain a second opinion from a second health care [ Matemity leave will be treatad 2s all other ilinesges and be covered under the sick leave
provider at Eugguﬂiemnsg provision of the collective bargaining sgreement. :
(9 Coordinifion of Ofher Leave, As part of the femily ar modical lesve, the exmployes must { | ARTICLE 20
first ufilize any acerued sick leave or vacation lesve and/or personal leave. Thereafier, if . “ JURY DUTY LEAVE
. EEEEEE?E&E?E?E
Section 1. >§§§§R§EEE§?EE
ARTICLE 17 . ) on & day he/she is otherwise scheduled to work, shall be paid, for each day spent performing jury
gg duty, an smount equal to the difference between the employee's regular rate of pay for eight (8) hours
(exclugive of all preminms) and the daily jury foe paid by the Court. In order to to receive payment
The employees shall be required to participaic in EE%E under this section, an employee must give the City Manager prior notice that he/che has been
System (MERS) establighed pursusmt 1o Act 427 P.A. 1984 as amended. The precise details of the EREEQEEEEEEEEEEE
o EHEFEEE&?ERE.&EE& days he/she claimed such payment. An employes who is surmoned but does not serve a5 & joror
this article are guidelinics only and mre inténded merely to memarialize some of the substantive - moust promptly report for work upon being excused, _
Enm?wgwg% ?%?EEE .
. _ ARTICLE 21
@ F55at25 . JHOURS OF WORE
(b) Benefit Program B-2 (2% of member’s EEE%&EEE
months of credited service) g %nggﬁigu?%gg
()  Final Average Campensation 5 ﬂmouuu-ﬂ_ . - 12:01 am, Sunday and end at 12:00 p.m,, Saturday, Awork week shall consist of five (5) regnlarly
(@  Employee cantribution - 5.82% of the smployes's Eghﬂsssuﬂlnﬁ. Egnﬁr@gigg&gag? peziod. The two
(2) remaining days, which shall be consecutive, shall be known as *off days.” Department and job
ARTICLE 18 ggngﬂoﬂnggsgg?g EEEEE
E K & temporary period of time. gﬂﬂggﬂugggﬂaﬁagnﬁg
. ) change a Department’s igﬁigﬁu&dﬂgﬁogg?
Setionl.  Employses will be granted up to-thrée (3) working days leave for desth in fhe E&%m‘@ggg to implementation of such change. Employses whose
- immediste family without loss of pay. The following shall be considered immediate family: job classification work schodule is ES?Q@E«EE&EE&SE:%EE
ﬁﬁwﬁl&ii&!sguﬂ gﬁﬁoﬁﬁ?%&gs
Wife, Hushand, Child, Father, Mother, Father-in-Law, Mother-in-Law, Sister, sﬁs.au&.gﬁvg The normal hours of work are:
Brother, Stepfathey, Stepmother, Grandparents. of n_n employee or spouse,
Stapchildren and Grandchildren. () SP.F u.on.B...Sm..E. _Hdouh.!.nn :00 pm. to 7:00 :
E In the event it is necessary to take additional days beyond that provided for in Section
it is permisgible to take up to two (2) additional normal working deys from either the employec's (b} | 7:30am o 4:00 p.m. for Electric Distribution, Meter, Waste Water and
Ea&gagggiﬁgiggﬁusﬁg . aﬁggsggiggg

. ) — be 7:00 am. 1 3:00 p.m. for Water P Plnt and Waste Water employees ;

(¢)  7:30 am-3:30 p.m. for the employee o operating the water plant during
%EE%E

1998-2001 DPS 16 Y
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© Secfion2: E%E?ES rest break not to exceed fifteen (15) .
mitmtes duration at or near the midpoint of the first half of their eight (8) hour shift, and not ta
excead fifteen (15) mimutes duration o or near the midpoint of the second half of their eight (8) hour

- shift, Jtis understood and agreed that the timing of the break period may vary depending upon the
nature of the work being performed by the employee at nlgwggﬁuﬂngﬁnﬁ
certain conditions it will be impossibls ar impractical for employees to take a break period until the
urgent or crifical aspect of the job then being performed has been completed.

(2) Employees shall be required to be ready to start work at the start of
required to remzin at work until the end of their shift, except as abave provided and except -
for the lunch period A wash-up period at the end of the work’ day will be allowed

commensurate with the demonstrated need,

) m_ni@uﬂivaaﬂﬂ& T.Em- on the time clock at EE&EEQ& sthe SRR
end -of their shift and any time they leave their employment and in -ﬁaﬂnaan_:a. ¥
EFEEEESEEEEH&.

{©) g%qﬂ_ﬁgsg EEEEEE entire eight (8) hour shift shall ’
’ receive & minimum of & Eg.ﬂ.ﬁog__ﬁoﬁ :

Section 3: EEEEQ.&E% Eﬂgnﬂg
Eggimﬂéeagﬂ.gimu , excess of forty (40) hours of work or pay
in any one (1) regularly schaduled work week or i hours worked in excess of eight (8) hours in any
oue day except at shift or schedule changes With proper notice to the effocted employee; except for _
ane (1) Operator st the Powerhouss who shall wack two (2) eight (8) hour shifts st straight time on
A designated work day. There shall be no pytasiding of overtims and no ‘doubls payment of :
- overtime, Employees, who perform work seven (7) consecutive days, shall be paid double-(2) tima
their regular straight time hourly rate for all werk performed on the seventh (7th) consecutive day
. of working within a work week.

Section 4: EF%%EEEFESE&
that they will perforni such additional work as & condition
of their continued employment. Overtime shall be offered on & rotational baiis to employees who are
capable of pecfbrming the work within the Electric Distribution, Meter, Power House, Waste Water
and ‘Water Divisions of the Department of Public Services. A list showing the total amount of
overtime worked, and any overtime work offered will be maintained st each work location.
Eggﬁ keep the overtime as equal as uoEEo.b__oBES.B!_B offered

overtime but declines will be counted as having worked said overtime for the purposes of this

a reasonable emount of overtime and agres

1998-2001 DPS 18

their shift and shall be

ARTICLE 22
ON-CALL DUTY AND CALL BACEK,

Section 1: On-Call The following provisians shall apply to those employees inchaded in the an-

call rotation.

@

®

P o

@

— ©

A line crew consists of one (1) Class A lineman or one (1) Senior Lineman per crew, cach
crew pulling one (1) week of on-call duty in rotation.

The on-call duty period starts at 4:00 p.m. on Friday and continues until 4:00 p.m. the

ggggggmgmﬂgn&o&.&%
business and shall exciode the lunch period. : .

Employees’ response timse to the designated regulsr reporting location while on call shall be
23 s00m as possible, but not mors than tweaty (20) mimutes from the time crew members are
contacted until they punch in on the time clock.

E&ﬂ&n.ﬁﬂ.ﬂuaﬁa&ngﬁggaﬁuzﬁﬂng
where they can be reached or be available via a City provided pager.. It shall be tha
oEE&Bo gﬁgﬁﬂuﬂag%nﬁ?%ag&&ﬁn

For the duration of this Agreement, the on-call compensation for the Tins crew who is
scheduled by the City, and who performs all of the an-~call duty for which scheduled, shall
be a total of $4,892.00 each year divided equally among designated crew members.

Sectign2:  Call Bagk: Whenever an employee is called in:

@

®)

Whenever an eployes is called in, the pay shall be two (2) hours pay at one md one-half

(1%) times the normal hourly rate for any call-in taking up to two (2) hours. If the hours
worked exceed the minimnm pay, the employee shall receive pay for ooly the hours worked.
" The guaranteed minimmum will not apply to ay call-in that is contiguous to the ending of the

employee’s Bn.nﬂ-vﬁﬂnﬁunﬁnnuﬁ_uws lunch break.

E%ﬁg is perfrming on-call duty on 2 holiday provided for under this Agreament
shall receive eight (8) bours pey in addition to the employee’s regular holidsy pay for being
an-call between the hours of 8:00 2.m. and 4:00 p.m. in Lien of overtime and the two (2) hour
minimm. However, employees on call wha are called gut between the hotrs of 8:00 am.
and 4:00 p.m. which exceeds two (2) hours shall be paid in excess thereof at the rate of time
and one-half (1-1/2) thair straight time hourdy rate for the time actoally worked, For the time

. ‘worked on a holiday by an on-call employee between the hours of 4:00 p.m. to 8:00 am.,

Eﬁnggggﬁvggﬁgwﬂs&ugﬁugﬁﬂnoﬁ
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‘then he/she shall be paid at the rate of time and coe-half (1-1/2) his straight time bourly rate

from the time he/she punches in until he/the punches out. -
. ARTICLE 23 . .
SUBCONTRACTING
g The City shall have the right to E%ggoﬂ??!d&:&a?

copay and $ S%Eggﬂﬂo&n&g
{(a) The employee and employer shall each contribute 50% of the premivm coet for the FAC

Rider to be deducted from the employee’s pay each pay period for a8 long a3 the FAC Rider

is in effect.

Eggigﬁugo&?ﬁ Egﬂgma-onmﬂ
consultation with the Union. The City agrees that EEE%?EE

© coverage ag ggg@wg-ﬁgoﬁﬁug :

Section3d:  Group Life Insummes, A &EE&%@B%R?
%EEF&& group life insurance in the amount of $15,000 with double

E

. EEE%S?SHEE&EFE?E%. .

E Ogtical, The City shall reimburse a a regular fall-time employes for actual expenses
incurred by the emiployse or the employee’s dependents for eye examinations sndfor comective
lenses up to a total of two hundred fifty dollars { $250.00) per year (fuly 1 - June 30).

© 19982001 DBS 20

ARTICLE 25
LONGEVITY PAY

- An Employee’s eligibility for longevity pay will be detarmined based upon the employee’s
cootinuons years omuﬂﬁaﬁuﬂ zarﬂ 1 of axy year.

1
the payment. H.uumnuoiﬂu a schednle of longevity benefits:

uuﬂﬂ&.g 1.0% of the employee’s W-2 EE?EEEE
provious year’s longevity payment

Q 6 yexs of sarvice  1.2% of the employee's W-2 eamings for the previous year less the
_ Pprovious year’s longevity payment
7yeasof servics  1.4% of the employee’s W-2 camings for the previous year less the
previous year’s longevity peyment
8 yeasof service  1.6% of the emplayee’s W-2 eamings for the previous year less the
. provious year's longevity payment
9 yeams of service  1.8% of the employes’s W-2 eamings for the previous year less the
previcus year’s longevity payment
10 years of sarvice  2.0% of the employee's W-2 eamings for the previous yeat less the
._Haﬁcnuwnﬂ. s longevity payment -
gigzgaob*vﬂiﬁm&uggﬂmbﬁw
reached at 25 years of continuous service. Langevity peyments shall be added to wages in
determining #n employee's average compensation for retirernant. - -
(®)  Longevity payments will be made on basa wage (2080 hours) for any unit member hired full
tiroe after July 1, 1998,
. ARTICLE26
WAGES

. ¢ Section 1: E Eu@gggﬁugﬁﬁéﬁug%

.

thereto are set forth in Appendix A attached hareto and by this reference made a part hersof.

.V ~ 1998-2001 DPS 2



" Section2: EE%ETEiEi?EEEE :
change to Wednesdzay when the union is notified that the general City, non-union employees change

Bni&ﬂn&a‘! day.

;ﬂnhm

. Secfion 1: E%&ESEE oﬂﬁgﬂwﬂnﬂnﬁ._ﬁ_

ﬂ#gﬂﬁng%gnﬂ%ﬁgnﬁrﬁgg
license,
() E%d&og.ﬁgaiggﬁ
disciplinary action up to and including termination.
Section2: ©  The City of Marshall will reimburse the employee for fees paid to the State of

Michigan for renewal of 3 CDL licenss if the employes is required to have a valid CDL Licanze as

a candition of his/her employment with the City.

. (=) E%!&ogﬁ ggﬂgzﬁ& to do s0 is subject to disciplinary

-&3% and incinding termination. - -

nS The City of Marshall will have no obligation to g?%nﬂggi

anﬁrgmﬂ&geggsg
Section 3: ?gﬂzﬂﬂgﬁo%?rv&mﬁnﬁmﬁanﬁ
- Michigam for first tims acquisition of a CDL License if ths employee's current position changes to

%-Egﬁglngﬁgééﬁaﬁon&
Mnh_bnh ?Eﬁ&ﬁoggudﬂgﬁo%%g

ARTICLE 29

AMERICAN WITH DISABILITIES ACT

Eo&éggﬁﬁsﬁﬁoﬂ!gsg-g .

employes or applicant who i unable to perform the essential finctions of the job. This article shall

1ot be amended without mutual consent of the perties.

19982001 DPS 22 °

&

. ARTICLE 30
EHEE

Authorized representatives of the Union shall be be permitted to visit the operations _E.on&
for purposes of contract administration. The Union agrees that such Union representative shall first

interfare with the aperation of the City and work being performed by its employees.

ARTICLE 31
PERSONNEL POLICIES

Sectionl:  PoonnalRules:  The City shall have the right fo maks rules aid regulations for =

.Euuﬁuﬁs &.Eﬂaﬂugaﬂo&mﬁﬁggigﬂcg

e %EEQER?EQEFE&E@

gg?ﬁognﬁﬁag

" Section 2: gﬁgﬁuﬁaﬂnﬁgﬂr&.&nﬂgg&

rﬂaﬁsor&n wqu-EewﬁnﬂnaomFi 35%&%% .
_ a

Section 3: E?Eugﬁag?%ﬁ&
regulted in this Agreement, each had the unlimited right and opportmity to make demands and
proposals with respect to any subject ar matter not removed from the area of collective bargaining,
and that the understandings and agresments arrived at by the parties after the exercise of that right
2nd opportunity are set forth in this Agreement. Therefore, the City and the Union, for the life of
this Agreement, each voluntarily and wnqtalifiedly waive the right, and each agrees that the other
shall not be obligated to bargain collectively with respect to any subject ar matter not specifically
E&hﬂoﬁwﬂﬁ.gnﬁgﬁﬂﬂheg matters may not have been
within or comtemplation of sither or parties at the time negotiated or
signed this Agreement. . they

1998-2001 DPS 23



& holiday as specified in this Agreement,

(@)  Apesiod not to exceed thirty (30) minutes shall be allowed 2s a0 unpsid meal break.

. . ()  With the approval of the employee's supervisor and/or foreinan, & member of the Grow
agreement between the parties hereto snd cancels snd pupersedes amy other agresmeats, shall be permitted 1o E&EEE&S&%E%ES&&EERBE?
understandings, and arrangements heretafire existing. staffing level can be maintained to insurs job continuation, employee and public safety during

: g - Ennunﬂnn. .
Section 5:  Emploves Equipment. The City will furmish and the employes shall use required .
equipment. ) . : (63] An emploges shall be reimbursed up to eight dollars ($8.00) upon submission of a receipt to’

. ?ggﬂ.ﬂﬂggggaﬂigmﬂvﬂo&g
Section 6:  Lniforms, Exployees shall be provided with eleved (1) sets of woiformstobewom -~~~ in items (a), (b) and (c) of this section
igaéﬂﬁgzﬂngégsﬂmga Employees . B
skall repoit t) woek with a clean uniform. During hot weather, employees may subatitute the @ @ Secion 10 Suparvisor Working, Nothing contained in this Agreement shall be construed to
uniform shirts with a solid, ane colar tee-shirt axcept when wurking ayound electrical current the % d restrict or limit supervisors or other non-bargaining unit employees from, time to time, performing
employee shall wear the imiform shint provided. Each yesr of this Agroement, the City will bargaining unit work in the same manner and to the same extent s supervisory and non-bargaining
contribruts the dollar amount balow toward the purchass of steal-toed footwear that nmst bs wom ‘umit employees performed such work: prior to the execution of this Agreement or where it will result
on the job. The employse must demonstrate proof of purchase to the Finance Department who will . in the direct layoff of bargaining unit employees.
provess the City's contribution through established sccount paysble procedores.

ARTICLE 33
Julyl, 1998 $74.00 Eu. 1999 uﬂog July 1,2000 $78.00 UE_H_n:
¢. The City and Union bave - = This Agreement shall continue in fill force and effect from, July 1, 19 S8 through i,
Eﬁu& EEEEE aﬁna%ﬂ protect the health and safety of % Juoe30, 2001 I either party desires to amend and/or terminate this Agreesnesit, it shall, not more
: %E&ﬁﬂ!&—ﬁ. The palicy is EEE Appendix B. Eggﬂrﬂggﬁm&gu@ﬂﬂo?&qﬁg date, give the other party
) written notice of its intention to amend or terminate. If na notics is wﬂﬂrﬁubﬂagg
) Seetion8:  Safety Glasses: The City of Marshall will reimburss the employee up to $40.00 continue in effact from year to year thereafter.

(single vision), $60.00 (bifocal) and $70.00 (trifocal) toward the purchass of MIOSHA. approved
safety glanses with side shislds permanently affixed if pisrchased from a n&.%ﬁrﬂ.
This service is Emited to once every twenty four (24) moriths unless dmmaged in

accident or if there is a prescription change. ?E&ESEEEEE%
?a&aggggguﬁnﬁﬂg?% in advance by the
appropriate supervisor.

Scction 9: Meals, An eight doller (8 SUEESEE an employee who
submity 2 gsgggﬂuéﬁ

@) %anﬁuﬂi agggg the start of the regular shift and
continues to work the regular shift theresfier,

. (b) requiredto épﬂggﬁsgggﬁuéég

(c) - called out and required to work for at least five (5) hours on Saturday, Sundsy or on
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APPENDIX A
©  called out xnd requiced to work e 2t Jast five () hours on Sansidey, Sunday or o Section 1:  Effective with the first full pay period as of July 1, 1995, the following hourly rates shall be in effect,
4 holidsy a5 specified Agreema = A = starting wage, B = end of probation wage, C = amiversary date of classification
{&) A pericd not 1o exceed thirty (30) minntes shall be allowed 23 sa unpaid mesl break, JULY 1, 1998-JUNZ 30, 1999 . JULY 1, 2993 JUE.38, 2000 JULY 1,000 - JUNE 3¢, 2001
\ - A 3 c A » S A » c
{e) Wil (he yynoval of e cmployee's suparvisor oad/or foromon, § mombor of the orww .
shail he permittad o pick up food end non-sicoholic bevaragas Ha.&l-l that o adequats 1o I . sulo BW o sule S
sufling Jovel maintained to insars job contimation smployes public safiery dizing . 13 1433 21195 51435 TS
E-Ennr. w iob 1420 M S0 S $1420 Sl $15.00
R . 14.45 51405 A4S SMas S1AS SIS 51528
"  Aucmpiopes shall be reimbursed up o eight doliars (33.00) wpon submissicn of u receipt o 1324 HS0P sS4y SI 519 554y SISAY  Sieny
the Finance Depermment for cach Sve (5) hour peciod worked buynd the periods provided 1499 3145 S BIsa w35 sy
in itwms (x), {b) and (<) of this section . . . 524 SIS0F  SIS49 MISEY L4y SISB S 629
Section 10 EEE?EEET%E ; .
rostrict o lomit supervisors o other non-bargakiag usik sagloyess Som, time 1o time, perfieming £2°Y 3AM 308 D4 Bes e sue s
‘bargalning unit work in the sans ranner and h the samo _“Iu us sopervisory Euuaﬂuﬂuﬂtiﬁ d S SIIM S S 1434 N
Ei&-ﬂhﬂ-“u ___- P nm_ &E__.a . munr..s-._ l._."..«l.. this Ag ol s1524 SISO SIS4Y  BISED sS4y SIsw  sieay
ARTICLE 33 Opermor 1 1M st s 444 S SI464 1306 S5 BIS04 SIS
© DIBATION . Opuuorll - ST SISI9 5ISS9 . SISW ®  RAI9 SISTY  SIGIY  Siisy
) B Malntawance Meckmie Upacai w3 5159 545§ St6de
This Agrecment shall ccatirns s $h] farce and effect from, July 1, 1958 tirough miduighe, Malateronce Machmio __a_!" 55 LPN 31633 w“ﬁ 1] H.M 51693 ““.ﬂu u“wﬂ
MEI.. H.&n _3“ r“rﬁ ._—I.__“ .ﬂﬂa_ﬁe Hﬁ priarto the shove ﬁ“&“ dare, n_i,-wm.- oEl._.Bnu-a . Leed Opermorihdal Machanic I $1103 317 SIS 51803 SIR43 SILES 51241 M s
Writtan, notiom of irs intentiods to amend or cenmizats. ¥ 2o notice s given, this Agreemant shall TR ) . .
oBct fvm therenfier Muier Resder 1 5 1 K
comtiaie'a ol : : [t mwa 3130 ,mmm W s 3 .Mu Jim 3w m___.w
y = ) 453 SM® SIS 34y 31 531 s1Sm N5 $IED
. D IN WITNESS WHEBEOE, the partics hereta hava lml—.r.!n__. and seals this 2 Fday of /V Maoter Servicenas 15 5599 316} 5159 316 $1679 2% SIE™  SIT.19
. hnh.n.l. o AN PETRIEUTION
: CITY OF MARSEALL \ Siocskeper 5139 53 s 31369 S $idA9 31409 5149 S
awt O osim sta3 (1381
1000hows  SILIA mnw s
2000 hourn 51334 s1224 51464
3000 hows  $14.30 5140 $15.10
4000w 34 0 Sisi6 51536
000 koo 31522 $1542 ssm
6000 Mows  S13.68, 1608 si6d8
. W00kows 51616 31836 51694
A Lineman £ 51500 $165% 3103 19, n 51696  SILG S99
5t Livemm SISE  Siose  sa038 SI998 S0 s R R L TR
Lisd Livaman 82164 24 28 me U\ soxn s sax she
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APPENDIX A

Sertion 20

. ®

®)

%%gﬁug Egﬂﬂég electric

E%EEEEE&BEEREE
withdraws from the progomm peior to sucoessful completion shall be eligible, for twelve (12)

- months, o bid for an cpen position. If selected to fill an open position, the employee shall

@©

@

be subject to ﬁEEG&SEEEEEE:@E

0 return to the former position if g&:ﬁgaﬂsgoﬁg%

probation.
An employee who, through their own faclt, loses, fails to obtain or refuses to acquire a siste
QEEEETEEB"B%EE-&BH to and

A ghifi preminm will be paid to g%gﬁgégiﬁo

- following shifts as operstors in n_om.qa!rqﬂu.

3:00- hSu.ﬂ.SHéounP 2:00 midnight 20¢ per hour
11:00 p.a. - 12:00 midnight to° 700-800am.  20¢ perhow
Swing Shift 20¢ per hour

1998-2001 DPS 27 .

In continuing to provide for the health and safety o Enﬂvﬁqﬂrﬁuaﬂuﬂuﬁngﬁ
safety of others, Enﬂanunﬁn—uﬁdnnﬂu_ua&ﬂuoon of Teamsters, Chauffeurs,

‘Warshousemen and Helpers of America, Local 214 have negotiated the following alcohol/drug
testing policy. ..

mﬂnEﬁE

Copies of this policy shall be distributed to all Department of m:vrnﬁﬁunﬂnﬂﬁwﬂrudu
palicy shall become effective on the dat= the Authorization and Release is signed. Fu.nncﬂs

Egmgﬁguwnonﬁgon u&ﬂnﬂnnnooﬁuw& identify themselves to
- the City Manager, the Department Head, or their immediate supervisor. The Clty may
refer such employees 1 a rehabilittion program and allow continued employmerit :nﬂ

appropriate,

B. When drug or alcohcl abuse is suspected, the uu_».nqn-nuﬁv.ﬂoaurnc be
documented and provided to E...,QQ?_B»«B. r designez who is responsible for
determining the proper cause of action thereafter.

B o zuhnnnﬂnu will ensure’ supervisory personnel are given training to recognize and deal

with behavior changes typical with drug/alcohol u&ﬁnﬂﬁn.n.ucnau_&,onu. including
. new hires, are made aware ;ﬁuornw.

D. dunua:nwaoauonanﬁnmrkﬁnuﬂ of drug screening analysis on a random basis.

SECTION 2: ALCOHOL/DRUG TESTING POLICY .
A.  Any employee involved in either a job-related accident or job-related incident which

caused physical injury, or caused property damage exceeding $2,500.00-will be subject
10 alcohol/drug testing. Any refusal to submit to such testing will subject the employes
to immediate discharge.

B.  Any other testing of employess not described in in A or B above for the presence of

controlled substances or .illegal E«un.nun_onwu— must be based upon reasonable

E%_&gﬁnnnnaw_oudngﬂﬁa consumed or used such substances. The standard

for determining reasonable suspicion will be aa&.& by the following:
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- The test must be requested b Enﬂﬂw—nﬂnﬂﬂgﬂ.

- gﬁﬂuﬂﬂ...&&ﬂﬁﬁﬁﬁﬂﬂnu&gﬂgﬁg
inferences drawn from those facts in light nuﬂﬂmnﬁnuu&qnnﬂuﬁn

O A Where the reasonable suspicion is En@nﬂwﬂuﬁ&o&uﬂﬁuﬂg
supervisor, the objective facts must be asticulable nquuQEn_..nn a person's

uﬁn&ﬂuﬂonwugf—..

C. Eggﬁg.?nﬁn%ﬁggguﬁnﬁﬂﬁ
employes at the ime that demand for testing is made, and the employes shall, ar that
time, be given the opporwunity to explain his/her behavior or actons. In addition, where
drug testing is recommended, the employee shall be allowed to make such explanation
1o the City Manager in person and also allowed to commit any explanation to written
form. The employese shall have the right to Union representation if a Ugion
Any refusal to take the test may résult in immediate disckarge in the discretion of
Ciry. :

D. Within five Guﬂ._n:nnh&wmumﬁauﬁgamonﬁmn:n e facts forming the basis for :

reasonable Enu_ﬂonnbagrv inferences drawn from Eounm-n & including the
employee's starement, if any, shall be reduced to written form, anda EF given

to the employes.

E ?E&.Bn&ﬂhoﬁﬂ.ﬂ&c&u« physician and its appropriate-use is aot intended .
1o be prohibited by this policy. However, employees using such medications are
responsible for n..nvoﬁnm&&onnuhr&:ﬁauwwnﬁ Use of medications that may
.HE?&EQEBE”UEQ dgment or work performance must be reponed

SECTION 3: RELEASE FROM DUTY )

Any tme an employee has been ordered o be tested, E upon reasonable suspicion, the
. emplayee shall not drive any vehicle or perform any job duties or functions, unless 3o authorized
by the City Manager or designee. ..—._Bnﬂv_auﬂnﬁ._._uano mpensated according to hisfher
Coliective Bargaining Agreement oc salary/wage schedule for ali time spent in the testing
' process. Sna‘cuu. le, such Enhngnwagn.ﬂﬁnmﬁﬁhﬁnnnﬂ.—ouﬂ s scheduled wock
hours.
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D

required.

| grg.. .

Eiﬂgﬂnﬂﬂgﬁnggﬁngﬂﬁngﬂﬂg
Iabocatory to perform the test. A proper chain of custody in compliance with the United States
Department of Transporation (DOT) Regulations will be maintained on all tests.

’ Jnthecasz o Eggaﬁﬁnﬁgﬁﬂﬁgnﬂﬂn&anﬂg
. Institute on Drug Abuse (NIDA). gggﬂaggﬁogﬂgﬂgﬁwg
" Hnt.Euaonnnﬁn&EwE q.mrﬁwaﬁn- Zo&ﬁmgggwnﬂ-ﬂagﬁa

NIDA. uﬁggnngggv

Drug or v Initial test GC/MS
Doz Group Metabolits detected level ag/ml sonfirmation
_ . Amphetamine Amphetamine 1,000 ng/ml 500 ng/ml
Methamphetamine 1,000 ng/ml 500 ag/ml
Cocaine . Benzoylecgonine . 300 ng/ml 150 ng/ml
bolms ~enoy .
o Marijuana - . delm-9-THC-9-COOH 100 ng/ml " 15 og/ml
Opiate ) Codeine 300 ng/ml 300 ng/ml
metabolites . Total Morphine . 300 og/ml - 300 ng/ml
Phencyclidine PCP 75 ag/mi 75 ng/ml

. Ifan EMIT test detects the presence of 2 Aénnpﬁ._ao:uoﬁ&nnnahﬁﬁnoa_gi of the

test result, Euﬁs_.n_cnnonaaﬂnnﬂg&.

Upon completion of all testing, the employee will receive elephone notification of the results
mnﬁwumuwcwsn_nvoﬂg BEBE%?Q&.EEEE
If the results of confirmation testing are positive, the results will be reported to the City
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drugs of abuse. Therefore, the preceding [list of drugs included in the table is subject to A.  An active employes on medical leave ‘who drops out of an approved rehabifitat

continual review and possible modification. . y . - Egﬁgﬂﬁggﬂﬁggu
= affifiated with the program will be immediately t=rminated 2rid will be inefigible for re-
. employment. .
SECTION S: REHABILITATION AND LAST CHANCE .
- , ) L B. An employeswho (1) refuses to become involved i approved rehabilitation
A Egvﬁwﬂﬂggmﬁnﬁaunnﬂmd&.ggﬂ.ug&mﬂumgg ) ﬂﬂuﬁﬁggﬂﬂg?vnﬂﬂnﬂgﬂmﬁﬂ
%E%ﬁn%gugﬂﬂﬁigﬁuﬂqrﬂﬂnﬁ the program within fifteen (15) days, or (3) does not agree to submit to periodic re-
_ . _ o : . examinarion or testing at the discretion of the City will be terminated.
B. An employes must, if ab méiéﬁu%ﬁﬂgﬁfﬁn = . : :
.g.uﬁg.ﬁﬁnwnﬁuﬁomhﬁg%ﬂnﬂ&nﬂﬂgﬂﬁ C. bh.ﬂﬂh—@gdruglﬂoﬂuﬂﬁwgnu—nﬁnn%gu": herwi
10 be tested for drugs/alcohol according to the rehabilitation program rules: g @ Enﬂﬁ&&ﬂwﬂoﬂﬂﬁ.ﬂﬁinﬂﬂwﬂggﬁgaﬁnﬂg
from the City Manager is required. . . . MM&.&&B&D—.GE?EE..HENE«%#HE.BE‘EE;BFEE.
: : influence of drugs/alcohol or suffering i ; .
C. ggigﬂgngngéiﬁin%m_ﬂnﬁvangﬂ@ﬂrnﬂ . o from the side effects of drugs/alcohol abuse. .
unpaid medical leave of absence !o&gnﬂnaﬂﬂnwﬁuwn?%%g . . .
the City as to diagnosis, dates, and duration of treatment and rehabilitaion is required. NOTICE: Any employee who possssses, sells, attempts to sell, or in any other way
. . o L ” _ distributes llicit narcotics or-drugs on City property or during work hours will be
D. dﬁﬂgﬁnﬁ%gﬂu_gnmﬁn%onSn..aﬂnu_ouﬂn._"au:uunoou&g discharged. Law enforcement officials will be informed of such conduct.
an%"EBnnﬂt%nﬂEBwaEmamﬁgﬂﬁnﬂa& . .
g@nh%ﬂi&iﬂﬁ%ﬁ&% "
E. E.%EHEFE«EEv%ngﬁnﬂEEE&%E
as determined by the program professionals. The employes must peovide to the City, .
fulskamariou clu\-14-93

at time intervals determined by the City Manager or designee, reports of satisfactory
" participation in the program. In addition, a repont of satisfactory completion of the
. program at the termination of active treatment-is required. These reports should come
. from the director of the program or other appropriate persons affiliated with the program.
' The failire to complete the program may result in-immediate discharge in the City's °
iscretion. ) . O

F. The employes acknowledges that enroilment in a rehabilitation program is for the

: Eaggmagnﬁﬂﬁniﬁuﬂgﬁ&gomﬁ%
substances or alcohol abuse. Any illegal use, sale or possession of illegal drugs or
E&Eﬁn&%ggnﬁgﬁﬂégﬁ.

: - immediate dismissal. All employees must acknowledge that the rehabilitation program
is a “last chance” program. . . .
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