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INTRODUCTION 

The bargaining unit involved in this 312 interest arbitration 

is described in the prior Collective Bargaining Agreement as all 
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Police Sergeants, Police Lieutenants, including the specialty 

classifications thereof, and Captains. There are about 20 

employees in thEl bargaining unit. 

The Petition for Arbitration was filed by Union counsel on 

June 18, 2009. The chairman was subsequently appointed and in a 

correspondence dated July 13, 2009, inter alia, notified the 

parties of his appointment. As is customary, the chairman 

requested that the parties waive all time limits in the statute and 

regulations and both did so in ~Iriting. In a March 30, 2010 

summary of the March 22, 2010 pre-arbitration conference the waiver 

of all time limits was reaffirmed and subsequently at the hearing 

the summary was received in evidence as Joint Exhibit A. 

In addition to the March 22, 2010 pre arbitration conference, 

there were eight hearing dates. The hearing was conducted at MERC 

facilities in Detroit, Michigan and began on June 14, 2010. It 

continued on June 15 and 16, 2010, September 21, 22 and 23, 2010, 

October 12, 2010 and concluded on November 1, 2010. The parties 

were given every opportunity to present any evidence they thought 

was necessary. 

On September 24, 2010 the chairman remanded the dispute to the 

parties for three weeks of additional mediation. 

pursuant to MCL 423.237(a). 

This was done 

The hearing produced approximately 1,500 pages of transcript. 

Testimony was taken from several witnesses, including: Roger 

Short, Chief Financial Officer and Vice President of Finance; 

Patrick Melton, Sergeant, Wayne County Sheriff's 
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Department/President Local 3317; Jennifer Williams, Deputy Chief, 

Wayne County Airport Authority Police; Lynda Racey, Director of 

Labor Relations, Wayne County Airport Authority; Chad Newton, 

Police Lieutenant, Wayne County Airport Authority; Mark Debeau, 

Vice President Public Safety Department, Wayne County Airport 

Authority; Kurt Metzger, Director Data Driven Detroit; Thomas 

Naughton, Chief Financial Officer, Wayne County Airport Authority; 

Geoffery Wheeler, Ricondo and Associates; Terrence Teifer, Interim 

Senior Vice President of Business Development and Treasury, Wayne 

County Airport Authority; Elaine Christine Coffman, McGraw 

Wentworth; Nancy Ciccone, Labor Research Analyst, Police Officers 

Labor Council; Nevin Edward Adams, Editor in Chief of Plan Sponsor 

Magazine; Bruce Ellison, Sergeant, Detective Bureau, wayne County 

Airport Authority: Richard Noelke, Acting Deputy Director, Wayne 

County Employees Retirement System; Donna Zarras, Sgt. Wayne County 

Airport Authority Police; Craig Brass, USB Financial Services. It 

should be noted that some of the witnesses testified on more than 

one occasion. 

Last Offers of Settlement were exchanged on December 2, 2010. 

Briefs, approximately 100 pages, were dated January 3, 2011. On 

February 14, 2011 the panel conducted a thorough executive session. 

These Findings of Fact, Opinion and Orders have been issued as soon 

as possible but only after a thorough and complete review of the 

record. 
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STATUTORY SUMMARY 

Act 312 is an extensive piece of legislation outlining both 

procedural and substantive aspects of compulsory interest 

arbi tration. Without. exploring every provision, but certainly 

ignoring none, there are aspects of the statute ~Ihich should be 

highlighted. 

For instance, Section 9 outlines a list of factors which the 

panel shall base its Findings, Opinion and Orders upon. 

provision reads as follows: 

423.239 Findings and orders; factors considered. 

Sec. 9. 

Where there is no agreement between the parties, or 
where there is an agreement but the parties have 
begun negotiations or discussions looking to a new 
agreement or amendment of the existing agreement, 
and wage rates or other conditions of employment 

That 

under the proposed new or amended agreement are in 
dispute, the arbitration panel shall base its findings, 
opinions and order upon the following factors, as 
applicable: 

(a) The lawful authority of the employer. 

(b) Stipulations of the parties. 

(c) The interests and welfare of the public and the 
financial ability of the unit of government to meet 
those costs. 

(d) Comparison of the wages, hours and conditions of 
employment of the employees involved in the arbitration 
proceeding with the wages, hours and conditions of 
employment of other employees performing similar services 
and with other employees generally: 

(i) In public employment in comparable communities. 

(ii) In private employment in comparable 
comparable communities. 
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(e) The average consumer prices for goods and services, 
commonly known as the cost of .living. 

(f) The overall compensation presently received by the 
employees, including direct wage compensation, vacations, 
holidays and other excused time, insurance and pensions, 
medical and hospitalization benefits, the continuity and 
stability of employment, and all other benefits received. 

(g) Changes in any of the foregoing circumstances 
during the pendency of the arbitration proceedings. 

(h) Such other factors, not confined to the foregoing, 
which are normally or traditionally taken into con
sideration in the determination of wages, hours and 
conditions of employment through voluntary collective 
bargaining, mediation, fact-finding, arbitration or 
otherwise between the parties, in the public service 
or in private employment. 

Furthermore, portions of Section 8 of the Act read as follows; 

423.238 Identification of economic issues in dispute; 
submission and adoption of settlement offers; findings, 
opinion, and order. 

Sec. 8. 

At or before the conclusion of the hearing held 
pursuant to section 6, the arbitration panel shall 
identify the economic issues in dispute, and direct 
each of the parties to submit, within such time 
limit as the panel shall prescribe, to the arbitration 
panel and to each other its last offer of settlement 
on each economic issue. The determination of the 
arbitration panel as to the issues in dispute and as 
to which of these issues are economic shall be 
conclusive. 

ISSUES 

As a result of their continuing efforts, a number of issues 

which existed at the commencement of the arbitration process were 

settled by the parties. It is important to note that the parties 

agreed that the term of the Collective Bargaining Agreement which 

would come about as a result of this arbitration would be four (4) 

years. It would commence on December 1, 2009 and terminate on 
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November 30, 2013. Each year is defined separately. That is, the 

first year would be 12/1/2009 through 11/30/2010. It is also noted 

that the parties agreed, as outlined in Joint A, that "issues which 

are multi-year in nature shall be considered a separate issue for 

each year of the Collective Bargaining Agreement." 

The parties also agreed that an all-encompassing order will be 

issued by the panel indicating that the total express Collective 

Bargaining Agreement, and there is no intent to address or deal 

with past practice, will be comprised of the resolutions contained 

in the Opinion and Award, all TAs and past contract language that 

have not been altered by resolutions or TAs. 

The issues which were ultimately litigated are: Article 14.14 

Standard of Proof; Article 29.01 - Personal Business Leave; 

Article 39 - Economic Improvement; Article 37 - Insurance Programs; 

and Article 38 - Retirement. It was agreed that with the exception 

of the issue involving Article 14.14 Standard of Proof, which 

shall be considered non-economic, all of the remaining issues have 

been characterized as economic issues. 

The parties f Last Offers of Settlement, as well as the 

existing contract language, are attached hereto as an addendum and 

shall be considered as fully incorporated into these Findings of 

Fact, Opinion and Orders. 

EXTERNAL COMPARABLES 

The parties have agreed that the external comparables, 

including one which may be considered an internal comparable, shall 

be: City of Detroit, City of Dearborn, City of Livonia, Oakland 
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county Sheriff's Department, Wayne County Sheriff's Department, 

Michigan State police, and the City of Taylor. It has been 

suggested that while these entities should be considered comparable 

for the purposes of this arbitration, the funding differences in 

relation to the Employer in this dispute prevent exact 

comparability. 

BACKGROUND, FINANCES, ABILITY TO PAY 

The Employer, that is, Wayne County Airport Authority, which 

inCludes the operation of Detroit Metropolitan Wayne County 

Airport, Willow Run Airport, and the Hotel, did not come into 

existence until the passage of Act 90 of 2002. Prior to the 

passage of Act 90 the Detroit Metro Airport was owned and operated 

by Wayne County. While there were some accommodations regarding 

officers during the transition period, Command Officers currently 

do not have the ability to transfer back and forth between the 

Authority and the County Sheriff's Department. 

While the Employer has not taken the position that it has an 

inability to pay Union demands, it does argue that the operating 

environment and the general business downturn warrants a very 

cautious approach to the expenditure of operating funds. 

While municipalities may rely on numerous sources of revenue, 

such as property tax, sales tax, state aid, enterprise fund 

revenue, etc., those sources are quite different than the revenue 

sources the employer in this dispute relies upon. The 

Comprehensive Annual Financial Report (CAFR) for the year ending 
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September 30, 2009 breaks total revenues down into operating 

revenues and non-operating revenues with each of those categories 

having numerous sub-categories, The figures are for the entire 

Authority, not just Detroit Metropolitan Airport', 

Operating revenues are comprised of airport landing and 

related fees, concession fees, parking fees, hotel, rental 

facilities, expense recoveries and other. Non-operating revenues 

are comprised of passenger facility charges, federal and state 

grants, interest income and other. Total operating revenue was 

$280,759,062.00. Total non-operating revenue was $68,111,193.00, 

for total revenue of $348,870,255.00. 

On the other side of the operation are expenses. These include 

'operating expenses and non-operating expenses. Operating expenses 

are categorized as salary, wages and fringe benefits, parking 

management, hotel management, janitorial services, security, 

utilities, repairs, professional services, and other, and lastly, 

depreciation, Total operating expenses for 2009 were 

$357,540,214.00. 

Non-operating expenses for 2009 include interest expense, loss 

of disposable assets, and amortization of bond issuance costs. 

Total non-operating expenses were $119,440,274.00. Total expenses 

came to $476,980,488.00. 

When total revenues and total expenses are reconciled, it is 

apparent that total expenses exceed revenues by $128,110,233.00. 

This amount is reduced by capital contributions of $36,318,566.00, 



but ultimately leads to a negative impact on total assets of 

$91,791,667.00. 

Net assets at the end of the period are comprised of 

investment and capital assets, net of related debt, restricted 

assets and unrestricted assets. The total was $546,661,733.00. 

The above is just a snapshot of the scale of the dollars 

involved in the operation of the Wayne County Airport Authority. 

Specific aspects of the financial landscape will be the focus of 

subsequent discussion. 

As a general proposition airports, and the reference is now to 

the Detroit Metropolitan Airport, are operated either on a 

compensatory basis or a residual basis. Additionally, there are 

some who operate on a combination of compensatory or residual 

agreements. Essentially compensatory airports set fees and those 

are adjusted prospectively. There is no retroactive settlement in 

those airports. However, Detroit Metropolitan Airport is 100%' 

residual. 

Essentially a residual cost structure or residual fee setting 

methodology operates on the basis that the airlines ultimately 

guarantee that they will pay the net operating costs for the 

airport. Three times a year the airport and the airlines settle 

monetary aspects of the relationship by looking at actual operating 

expenses and actual debt service. The airlines receive a credit 

for any non-airline revenues that are generated at the airport. 

Non-airline type of revenues include parking and concessions. The 
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fees the airlines pay are adjusted to reflect the actual operating 

expenses of the airport and the actual non-airline revenue. 

While the airlines effectively guarantee that they will pay 

the net operating costs of the airport, including increases in 

operating costs, the reverse is also true, and when the airport 

reduces operating expenses, the airlines share directly with that 

adjustment. 

There are approximately 12 airlines that signed on to long-

term operating agreements. 

airlines and they have 

They are referred to as signatory 

agreed to the basic rate setting 

methodology, that is, residual costs, through 2032. In addition, 

there are airlines that operate on a non-signatory basis. They pay 

a fixed rate, i.e., a landing fee, that is higher than the 

signatories and, in fact, there is a 25% premium on the amounts 

they pay. Those airlines don't share in the risk and don't share 

in the settlement at the end of each year. 

As previously noted, the Authority has no ability to raise. 

taxes and 100% of its revenues come from airlines and the non

airline revenues that are generated at the airport. 

It is obvious that if an airline decides that it is too 

expensive to operate out of a particular airport, or if an airline 

such as Delta decides to change its hub, the financial impact could 

rise to catastrophic. Fifty percent or so of the Airport's 

operations involve Delta hub traffic. While there is no evidence 

suggesting that there is any thought by Delta or other carriers to 

leave Detroit Metropolitan Wayne County Airport, there are 
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instances reflected in the record where other airlines have left, 

returned to, or cut operations at various airports throughout the 

country. The reason most often articulated is the cost of doing 

business at the airports in question. 

Returning to the CAFR for year ending September 30, 2009, and 

examining the annual revenues, expenses and changes in net assets 

for Wayne County Airport Authority, which as stated includes the 

two airports and a hotel, it is noted that total revenues of 

$348,870,255.00, while exceeding total revenues in 2002, 2003 and 

2004, were less than 2005 through 2008. Total expenses of 

$476,980,488.00 were higher than in any previous year. Total net 

assets of $546,661,733.00 were the lowest for any period back to 

2002. 

The number of passenger enplanements at Detroit Metro ~Ias 15.9 

million in 2009. This figure compares to the peak of 18.3 million 

in 2005 and it is lower than any previous year going back to 2003. 

For 2010 the enplanements are projected to be 15.7 million and for 

2011 enplanements are budgeted to increase to 16.1 million. 

Another indication of activity is the data regarding landed 

weights. In 2009 there were approximately 21 million thousand 

pound units of landed weights. That I s substantially lower than the 

25.9 million peak in 2005 and is lower than in any prior year back 

to 2003. It is projected that landed weights will be 20.1 million 

in 2010 and 21 million are budgeted for 2011. 

There is also data relating to the cost per enplaned passenger 

for a number of airports. In that comparison Detroit Metropolitan 
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Airport fares well. For instance, for fiscal year 2009 Detroit 

Metropolitan Airport·s rate was $7.92 per enplaned passenger. The 

lowest was SLC which is Salt Lake City International Airport, with 

an enplaned passenger cost of $3.41. The highest cost was Miami 

International with $15.98 per enplaned passenger. 

In relation to full-time equivalent positions, the evidence 

shows that the Airport Authority total for fiscal year 2008, and 

these are budget figures, was 750. This was comprised of 723 at 

Detroit Metro and 27 at willow Run. The fiscal year 2011 budget 

shows a total of 621 full-time equivalent positions. This is 

comprised of 610 at Detroit Metro and 11 at willow Run. The budget 

figures do show that public safety, which includes members of this 

bargaining unit, peaked at 246 budgeted positions in fiscal year 

2008 and for fiscal year 2011 has been slated at 207. 

As to be expected, there is much more specific and 

comprehensive data in the record. However, it is not necessary to 

display, and probably inappropriate to do so, all of the available 

information. 

What the analysis does establish is that cost control is an 

important aspect of operating the Wayne County Airport Authority. 

This is true even though the airport operates on a residual 

methodology. Certainly the way that airport operations are 

financed suggests the potential of being much more stable than the 

manner in which a municipality, a county or even the state is 

financed. However, the data does not establish that the Employer 

has a blank cheCk. 
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It should be noted that after the close of the evidentiary 

record the Union filed a Motion to Reopen the Record in order to 

introduce evidence related to refinancing of the Employer's bond 

debt. The motion was dated January 3, 2011. The panel denied the 

motion. The record had been closed and it was felt that the impact 

of the information to be submitted was not significant when the 

totality of the record was considered. There is testimony that the 

Employer was in the process of refinancing, or if you will, 

recapitalizing its bond debt. Clearly bond debtors do not 

refinance or recapitalize bonds to increase costs. The opposite is 

generally true. So the fact that debt load would decrease was 

already in the equation. Given the nature of the bond debt, the 

savings would probably be amortized over the period until the bonds 

mature. While it is true that the statute requires the panel to 

consider and analyze the "financial ability of the unit of 

. government to meet those costs," the Employer never took the 

position that it couldn't meet the costs that would be imposed by 

the Union's demands. There was no need to reopen the record. 

ARTICLE 14.14 - STANDARD OF PROOF - Non-Economic 

The current provision reads as follows, 

14.14 

In all disciplinary proceedings, the department shall 
carry the burden of proof in order to substantiate 
the charges and the standard shall be proof by a 
preponderance of the evidence, except that if the 
employee's offense involves a serious breach of law 
or moral turpitude sufficient to damage the employee's 
reputation, the standard of proof shall be clear and 
convincing evidence .. In application of this standard, 
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the parties understand that all department charges 
are non~criminal in nature. 

As pointed out in the Employer's Last Offer of Settlement, it 

seeks a continuation of the status quo. While the Union did not 

submit a separate Last Offer of Settlement, it did indeed reference 

Union Exhibit 46 and testimony which indicates that the Union's 

position is that the phrase "the standard of proof shall be clear 

and convincing evidence," shall be changed to read: "The standard 

of proof shall be proof beyond a reasonable doubt." 

The evidence shows that up until the January 28, 2008 Award 

issued by the arbitration panel chaired by Benjamin A. Kerner, the 

standard of proof was proof beyond a reasonable doubt. The panel 

abandoned that standard and adopted the standard of clear and 

convincing evidence. A portion of that Award reads as follows: 

In regard to the standard of proof that applies in 
discipline/discharge cases, the Panel is persuaded 
that a compromise SOlution is well~suited to the 
needs of the parties and is supported by the other 
factor of the majority practice of arbitrators. In 
St. Antoine, ed., The Common Law of the Workplace: 
The Views of Arbitrators (BNA, 2005), p. 191, the 
following is stated about the quantum of proof in 
discipline cases: 

(1) For most arbitrators, the normal quantum 
of proof required in disciplinary cases 
is "preponderance of the evidence." For 
a minority, it is "clear and convincing 
evidence. " 

(2) When the employee's alleged offense would 
constitute a serious breach of law or would 
be viewed as moral turpitude sufficient to 
damage an employee's reputation, most 
arbitrators require a higher quantum of 
proof, typically expressed as "clear and 
convincing evidence." ... 
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Thus, it is the observation of the authors and editor 
of this well-respected reference book that the majority 
of arbitrators utilize a standard of preponderance of 
the evidence; but that, in selected cases where a 
serious breach of law is alleged, or an offense 
involving moral turpitude "sufficient to damage an 
employee's reputation" is alleged, then, in such cases 
the standard of proof generally used is "clear and 
convincing evidence." As opposed to one standard which 
would be made applicable to all discipline, the above 
formulation is endorsed as a workable and fair solution 
to a difficult problem. The parties are commended to 
adopt the language illustrated above. 

The Union relies upon a portion of the testimony given by 

Deputy Chief Williams to support the proposition that since the 

Employer still utilizes, as a matter of practice, the standard of 

proof beyond a reasonable doubt, the practice should be stated in 

the Collective Bargaining Agreement, and hence, proof beyond a 

reasonable doubt should be substituted for the standard of clear 

and convincing evidence. 

The Employer submits, and the record supports, the proposition 

that the standard of proof sought by the Union is not mentioned in 

the Command Officers Collective Bargaining Agreements for several 

of the comparables, including Michigan State Police, Oakland County 

Sheriff's Department, Taylor, Livonia, Detroit and Dearborn. It 

does recognize that the current Wayne County Sheriff's contract 

contains the beyond a reasonable doubt standard. 

After analyzing the entire record, it is apparent that there 

is little proof available to support the Union's position. It is 

clear that a prior interest arbitration panel, even though it 

characterized its action as a compromised solution, adopted the 

clear and convincing evidence standard. That's the point where 
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this panel must begin and analyze the record, and after doing so, 

it is not persuaded that the language should again be changed to 

reflect the standard of proof beyond a reasonable doubt. As 

indicated by the testimony, as a practical matter there is little 

difference bet~leen the two standards and there is no evidence 

establishing the standard of clear and convincing evidence is 

inappropriate or somehow inadequate. As a result, the panel must 

adopt the Employer's Last Offer of Settlement which means the 

status quo shall continue. 

AWARD - ARTICLE 14.14 STANDARD OF PROOF 

In relation to the issue regarding Article 14.14, the panel 

hereby adopts the Employer's Last Offer of Settlement and hence the 

status quo shall continue. 

ARTICLE 29.01 - PERSONAL BUSINESS LEAVE - Economic 

The current contract provision reads as follows: 

29.01 

All full-time employees, who have completed one (1) 
year of service, sha'll be entitled to personal business 
leave not to exceed four (4) days in anyone (I) 
anniversary year, which shall be changed to sick leave. 
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this panel must begin and analyze the record, and after doing so, 

it is not persuaded that the language should again be changed to 

reflect the standard of proof beyond a reasonable doubt. As 

indicated by the testimony, as a practical matter there is little 

difference between the two standards and there is no evidence 

establishing the standard of clear and convincing evidence is 

inappropriate or somehow inadequate. As a result, the panel must 

adopt the Employer's Last Offer of Settlement which means the 

status quo shall continue. 

AWARD - ARTICLE 14.14 STANDARD OF PROOF 

In relation to the issue regarding Article 14.14, the panel 

hereby adopts the Employer's Last Offer of Settlement and hence the 

status quo shall continue. 

Delegate 

1$1 ~ 
Uniori' Delegate 

ARTICLE 29.01 - PERSONAL BUSINESS LEAVE - Economic 

The current contract provision reads as follows: 

29.01 

All full-time employees, who have completed one (1) 
year of service, shall be entitled to personal business 
leave not to exceed four (4) days in anyone (1) 
anniversary year, which shall be changed to sick leave. 
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29,02 

Such personal business leave days shall be used at the 
employee's discretion to the following extent that the 
request shall be made to the Police Chief or designee, 

A, Reasonable notice for a personal business leave 
day is construed to be twenty-four (24) hours 
except for state emergencies, 

B. Approval of requests for personal business leave 
days may be withheld if they cause a hardship 
upon the Employer's exclusive right to either 
manage its agencies, departments and offices 
or direct its affairs, operations and the services 
of its employees, as determined by the Department, 

C, Denial of personal business leave days as an 
adjunct to leave days or vacation days may not 
be deemed unreasonable and approval thereof may 
be withheld in .the discretion of the Police 
Chief or approved representative. 

D, Personal business leave days may be taken in 
four (4) hours minimum increments, 

The Employer's Last Offer of Settlement is to continue the 

status quo. 

The Union seeks several changes, including an alteration in 

29.01 and the addition of 29.03. If the Union's offer is adopted, 

29.01 would read as follows: 

29.01 

All full-time employees, who have completed one (1) 
year of service, shall be entitled to personal 
business leave not to exceed three (3) days in any 
one (1) anniversary year of which one (1) personal 
business leave day shall be changed to their sick 
leave bank. 

29,03 would read as follows: 

29.03 

All full-time employees shall be entitled to utilize 
two (2) additional personal business leave days on a 
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contingent basis, provided the leave time comes 
directly from their personal sick leave bank. 

Approval and use of the additional two (2) personal 
business leave days shall be at the full discretion 
of the Chief of Police and may be denied if the 
employee has received any form of discipline for sick 
time abuse within the previous six (6) months. 
Approval for use of the two additional personal 
business leave days shall not be granted if overtime 
is incurred on the particular day and shift requested 
or due to an actual or potential operational staffing 
deficiency. 

Before moving on to the analysis, it is noted that the Kerner 

Award, which led to the current language, could have the unintended 

consequences of reducing a bargaining unit member's sick leave 

payout. As a result I additional language was placed in 28.03 which 

provided that while the use of personal business leave reduces a 

bargaining unit member's overall sick leave accrual bank, it shall 

not affect the percentage payout. 

Additionally, before applying the statutory factors, it would 

be appropriate to determine, at least in the chairman'S view, the 

meaning of the language proposed by the Union. 

First of all, 29.01, as proposed by the Union, would provide 

three personal business leave days in one anniversary year for 

those individuals who met the qualifying one year of service, but 

only one of the personal business leave days would be charged to 

the sick leave bank. This language change would reduce the number 

of entitlement days from four to three, but would in essence 

decrease the number of days charged to the sick leave bank from 

four to one. 
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The Union's proposal for the new addition of 29.03 is 

interpreted to mean that a bargaining unit member would be entitled 

to two additional personal business days with the leave time coming 

directly from the personal sick leave bank Which is interpreted to 

mean that time taken would be charged to sick leave. The language 

goes on to relate that the approval and use of the additional two 

personal business leave days "shall be at the full discretion" of 

the Chief of Police. The term "full discretion" is interpreted to 

mean just that - that the Chief has full discretion, although the 

decisions cannot be arbitrary and capricious. The fact that the 

language goes on to indicate that use of the personal leave days 

may be denied if the employee has received any form of discipline 

for sick leave abuse within the previous six months, is the only 

basis for denial. Furthermore, the language indicating that the 

use of the additional personal business leave days shall not be 

granted if overtime is incurred on the particular day and the shift 

requested or due to an actual or potential operating staffing 

deficiency. Again, this language is interpreted to mean that 

personal business leave days shall not be granted for the reason 

stated, but the reason stated isn't the only reason that they may 

not be granted. The Chief has full discretion as long as the Chief 

does not do so arbitrarily or capriciously. 

As everyone should understand, the reality is that the Last 

Offer of Settlement, which is more intensi vely supported by 

several Section 9 factors, must be adopted. Panels should not 

attempt to impose their own creative visions, but in order for the 
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statute to be effective and to supply some degree of reasonableness 

and certainty to the process, the Section 9 factors should 

determine which Last Offer of Settlement will be adopted. 

One of the applicable factors concerns the comparison of 

wages, hours and conditions of employment in the public sector 

existing in comparable communities. As previously outlined, the 

comparable communities in this dispute have been established by the 

parties through stipulation, although the differences in funding 

and accumulation of revenue clearly tends to set this employer 

apart from the other comparable communities. Nevertheless, when 

examining the comparable data, it is noted that contrary to the 

summaries provided by the parties, Wayne County Sheriff's Command 

Unit has the same personal business day provision that the Union in 

this dispute is seeking. 

The parties agree that Command Officers in Dearborn who have 

completed their probationary period are entitled to two personal 

business days, neither of which is charged to the sick leave bank. 

According to the 2006 Collective Bargaining Agreement, Detroit 

provides its Sergeants and Lieutenants with the opportunity to 

utilize up to five personal emergency days which are deducted from 

an employee's accumulated sick bank and which can only be used for 

urgent reasons, such as attendance to demanding personal business 

which cannot be normally taken care of outside of ~lOrking hours. 

Command Officers in the City of Livonia are allowed up to 16 hours 

of personal business time at any calendar year. The time can be 

taken in two-hour increments, and it is not deducted from sick 
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leave. Oakland County provides the Sheriff's Command Officers with 

five personal leave days beginning with the first full pay period 

of each calendar year in which they are actively employed. There 

is no suggestion that these personal days are deducted from sick or 

vacation banks. 

Taylor Command Officers Ivho work a minimum of 500 hours within 

a calendar year will be allowed three personal leave days per year 

assuming that there is a sufficient balance in their sick leave to 

cover the leave time requested. Michigan State Police allows 

Command Officers to utilize up to three days per calendar year as 

personal time as long as there are adequate numbers of annual leave 

credits available to cover the personal leave time. 

An examination of the internal comparables shows that the Fire 

Fighters Unit, that is, Local 741 of the IAFF, received 32 hours 

per year for 40-hour non-platoon employees who have completed one 

year of service and who have accumulated sick leave, while full

time 24-hour non-platoon employees who have completed one year can 

utilize sick leave as personal business leave with a limit of 48 

hours in anyone year. In general, the other organi zed uni t s, 

i.e., AFSCME Local 101, 1862, 2057, 2926. Operating Engineers Local 

324 (both groups) Government Administrators Association, and POAM, 

which currently represents the Patrol Unit, all receive four 

personal business days per year, all of which are charged to sick 

leave. 

The Union did introduce additional data summarizing the paid 

days off for both Sergeants and Lieutenants and the paid days off 
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for those two ranks in the comparable communities. When examining 

paid days off, it is noted that members of this bargaining unit 

receive a few days less than those in comparable positions in the 

comparable communities. In this regard, however, it would be 

suggested that if alterations or improvements were to be made, they 

should be made in those areas where the deficiency exists which 

perhaps could include annual leave, holiday pay, funeral leave, 

etc. It doesn't seem appropriate to try to make up for what the 

Union may view as not a favorable amount of paid days off as 

enjoyed by officers in the comparable communities by increasing 

personal days. 

In summary and after carefully considering the entire record, 

applying the Section 9 standards, it is apparent that the status 

quo should continue and hence the Employer's Last Offer of 

Settlement must be accepted. 

AWARD - ARTIC~E 29.01 PERSONAL BUSINESS LEAVE 

The panel hereby adopts the Employer's Last Offer of 

Settlement and thus the status quo shall continue. 

16/ 
Employer Delegate 
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Union e1egate 
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~RTICLE 37 - INSURANCE PROGRAMS 

While Article 37 is extensive in the sense that it references 

more than just medical insurance, the focus of this issue concerns 

various aspects of the medical benefits available to members of the 

bargaining unit. The current provision is contained in the Union! s 

Last Offer of Settlement. It is seeking a continuation of the 

status quo. 

There are two aspects to this general issue, each of which 

will be considered a separate issue. The first concerns changes 

which the Employer seeks to implement on October 1, 2011. Those 

changes are separately delineated in its Last Offer of Settlement. 

In addition, there are changes that the Employer seeks to implement 

on October 1, 2012. 

It is the panel's understanding that the October 1, 2011 and 

the October 1, 2012 proposals are independent in the sense that 

each should be treated as a separate issue. The 2011 proposal 

could be adopted and the October 1, 2012 proposal rejected or visa 

versa and both can be adopted or rejected. 

Some general background information is supplied in Appendix C 

of the 2010 approved budget. In relation to employee benefits, 

during the year~end of September 30, 2004, the Employer became 

self~insured for disability, unemployment and liability insurance. 

Its self~insured status was separate from Wayne County. Internally 

it appears that the Employer charges its various departments a 

specified percentage of gross payroll biweekly to cover these 

liabilities. Claims for unemployment, disability, claim 
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administration, deductibles, and legal bills which are under 

$50,000.00 are paid out of these accumulated funds. 

During the year-end of September 30, 2005 the Employer became 

self-insured for health insurance and worker's compensation. 

Again, departments are charged a specific percentage of gross 

payroll biweekly for these liabilities. Commercial insurance is 

purchased in various amounts to meet various contingencies, and 

there are also payments for additional stop/loss coverage. 

Currently members of this bargaining unit have access to three 

different health care plans. The programs are outlined in Article 

37 of the current Collective Bargaining Agreement and duplicated in 

the Union's Last Offer of Settlement. One of the plans provides 

coverage equal to Blue Cross/Blue Shield Community Blue PPO. This 

will be referred to as PPO-C. There is also an HMO plan and 

another Blue Cross/Blue Shield plan known as Community Blue PPO 

which will be referred to as PPO-D. 

Enrollment in PPO-C and the HMO plan requires the bargaining 

unit members to pay 10% of the premium. PPO-D is a free plan. 

PPO-C and the HMO have a two-tier drug plan based on $10.00 

for generic and $20.00 for preferred brand/non-preferred brand. 

The PPO-D plan has a three-tier drug program of 

$10.00/$20.00/$40.00 for the same drug grouping. 

As to be expected, there is an abundance of evidence, both 

documentary and testimonial, directed at the panel by each of the 

parties to convince the panel to adopt one or the other party's 

view. There evidence dealing with national trends, the type of 
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plans utilized and contemplated, prescription drug alternatives, 

etc. Of course/ all of this was carefully considered. 

Pertinent to the Employer's circumstances is information 

showing the history of increases or decreases since about 2005. 

The total employee health care benefit costs in 2006 was 1.6% less 

than the previous year. In 2007 the costs went up 10.8% and in 

2008 they went up 38.1%. However, it must be kept in mind that 

there were accounting changes that made a substantial impact. In 

2009 the actual figure fell 5.5% and is forecast to fall 5.7% in 

2010. It is also noted that in the 2010 budget it was stated in 

the health benefit cost control note that since the Employer took 

ownership of health plans in 2007 health benefit costs have been 

"essentially flat." The note goes on to indicate that while 

industry-wide health care costs have increased approximately 4-5% 

annually on average, the Employer's health care costs have been 

flat for the same period and are budgeted 2.7% lower than the prior 

year budget. 

There is also a document provided by the Employer which it 

characterizes as an illustrative rate analysis. It suggests that 

effective October 2010 there will be an average weighted increase 

per contract of 12.7% for the Blue Cross/Blue Shield benefit 

packages and 6.9% for the half package. It suggests that the grand 

total increase will be about 11.8%. 

In analyzing this data, it must be kept in mind, and in fact 

it is paramount to consider / that this bargaining uni t is comprised 

of approximately 20 individuals. Given that the Employer's data 
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shows that there are approximately 587 contracts, and the panel 

assumes that means 587 employees utilizing the available health 

care packages, it is questionable what impact cost-saving measures 

on this bargaining unit would have on the Employer's total costs. 

Of course, there is always the argument that the Employer must 

start at some point, but certainly the impact on cost would be 

greater if that starting point was a larger bargaining unit. 

OCTOBER l, 20ll PROPOSAL 

As indicated above, the Union's Last Offer of Settlement is to 

continue the current language and thus the status quo. The 

Employer's Last Offer of Settlement contains a number of changes, 

mostly related to the terms of the prescription drug programs. 

However, there is a proposal to adopt language which relates to the 

Patient Protection and Affordable Care Act. It is outlined in the 

Employer's Last Offer and it seems rather benign. There are also 

eliminations of certain phrases, such as "stop loss" and many 

realignments of language which the Employer characterizes as non

substantive changes often relating only to the movement of language 

through the provision. There is no suggestion from the Union's 

arguments that the Employer's representations of those items which 

are considered non-substantive are inaccurately depicted. 

There is also a provision instituting a Mandatory Generic 

program/Maximum Allowable Cost (MAC) for prescription drugs. 

In relation to the co-pays and mUltiple tier scenarios, it is 

noted that under the Employer's proposal the PPO-C program moves 

from a two-tier $10.00/$20.00 scheme to a three-tier 
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$5.00/$20.00/$40.00 scheme. The same prescription co-pay regimen 

will be applied to the HMO plan. The change for the PPO-C plan 

refers to the second and third tiers as preferred brand name drugs 

in the second tier and non-preferred brand name drugs in the third 

tier. The HMO plan refers to the second tier as formulary brand 

and the third tier as non-formulary brand. It is assumed that the 

terminology is synonymous and that the PPO-C and the HMO plan 

would, if the offer is adopted, have the same prescription co-pay 

structure. 

In relation to the plan identified as PPO-D, which currently 

has a three-tier plan, in addition to the Mandatory Generic 

Program/Maximum Allowable Cost (MAC), the three tier co-pays would 

be altered to $5.00/$30.00/$50.00. There are also some proposed 

changes in the dependent coverage language, but the panel does not 

believe that the proposed changes are significant. 

Given the size of the unit and the data regarding costs for 

the Authority, it. is difficult, even with the testimony and 

documentation, to arrive at a definitive or near definitive 

statement regarding the savings that the potential changes could 

cause. It ~lould be extremely variable depending upon the drugs 

purchased, user numbers in the bargaining unit, etc. However, in 

general it can be observed that lowering of the first step co-pay 

for the PPO-C and HMO plan could save bargaining unit members a few 

dollars for each filled qualified prescription. 

What is significant is the information available regarding the 

external comparable communities. For instance, the information 
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regarding the benefits available to Wayne County and Sheriffs, 

based on 2007 data, shows a three-tier co-pay of 

$5.00/$25.00/$40.00. This applies to the traditional plan, the PPO 

plan and the HMO plan. The City of Detroit, for all plans, is a 

two-tier system of $5.00/$15.00. The City of Taylor has a three

tier plan, that is, $10.00/$20.00/$40.00, for all three of its 

health care plans being Blue CrOSS/Blue Shield PPO, BCN HMO and HAP 

HMO. The City of Dearborn has a two-tier plan or, perhaps more 

accurately, a three-tier plan with $15.00 for generic and $30.00 

for both preferred and non-preferred brands. Michigan State Police 

apparently has a three-tier $5.00/$15.00/$30.00 plan for its Blue 

Cross Blue Shield PPO. Oakland County and Sheriff's Department, 

Command Officers, have four different health plans, three of which 

incorporate a three-tier prescription co-pay of 

$5.00/$10.00/$25.00. The City of Livonia Lieutenants and Sergeants 

under the Blue Cross/Blue Shield PPO plan have a 

$10.00/$25.00/$40.00 three-tier prescription program. That 

provision also applies to the Lieutenants and Sergeants Blue Cross 

Network HMO and HAP HMO. 

Of course, when looking at the internal comps it is noted that 

the current prescription drug plans for the three plans available 

to members of this bargaining unit appear to also be applicable to 

the internal comparables. 

After a careful analysis of the total record and applying 

those Section 9 factors which are applicable, the panel concludes 
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that the changes to be effective on October 1, 2011, as proposed by 

the Employer, should be adopted. 

AWARD - ARTICLE 37 - INSURANCE PROGRAMS 
OCTOBER 1, 2011 PROPOSAL 

The panel hereby adopts the Employer's proposal regarding 

those items to be effective on oct~e~~ 

M~ ehieia, Chairman 

IS{ 

OCTOBER 1, 2012 PROPOSAL 

7-{1-1; 

As above, the Union's position is the status quo. There are 

numerous changes proposed in the Employer's Last Offer which would 

be effective on October 1, 2012 if the offer were adopted. There 

are changes to all three plans and the specific language is of 

course contained in the Employer's Last Offer of Settlement; 

However, for the purpose of discussion it must be noted that if the 

Employer's proposal were adopted for PPO-C the in-network 

deductible would increase from $100.00/$200.00 to $250.00/$500.00; 

the out-of-network deductible from $250.00/$500.00 to 

$500.00/$1,000; implementation of a 90% co- insurance in-network and 

70 cent co-insurance out-of-network, with an annual out-Of-pocket 

of $750.00/$1,500.00 in-network, and $1,500.00/$3,000.00 out-of-

network; and an increase in the emergency room co-pay from 

$50.00/$75.00. 
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that the changes to be effective on October 1, 2011, as proposed by 

the Employer, should be adopted. 

AWARD - ARTICLE 37 - INSURANCE PROGRAMS 
OCTOBER 1, 2011 PROPOSAL 

The panel hereby adopts the Employer's proposal regarding 

those items to be effective on 

'l-J?-II 

1 er Delegate 

/9/· f)~ 
union De'iegate 

OCTOBER 1, 2012 PROPOSAL 

As above, the Union's position is the status quo. There are 

numerous changes proposed in the Employer's Last Offer which would 

be effective on October 1, 2012 if the offer were adopted. There 

are changes to all three plans and the specific language is of 

course contained in the Employer's Last Offer of Settlement. 

However, for the purpose of discussion it must be noted that if the 

Employer's proposal were adopted for PPO-C the in-network 

deductible would increase from $100.00/$200.00 to $250.00/$500.00; 

the out-of-network deductible from $250.00/$500.00 to 

$500.00/$1,000; implementation of a 90% co-insurance in-network and 

70 cent co-i~surance out-of-network, with an annual out-of-pocket 

of $750.00/$1,500.00 in-network, and $1,500.00/$3,000.00 out-of-

network; and an increase in the emergency room co-pay from 

$50.00/$75.00. 
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The only proposed change to the HMO plan would be the increase 

of the emergency room co-pay from $50.00 to $75.00. 

The proposed changes to the PPO-D plan include an increase to 

the in-network deductible from $250.00/$500.00 to 

$500.00/$1,000.00, increasing out-of-network deductible from 

$1,000.00/$2,000.00 to $1,500.00/$3,000.00 and increasing the 

emergency room co-pay from $50.00 to $100.00. 

Adoption of the Employer's October I, 2012 proposals would 

almost invariably lead to an increase of a bargaining unit member's 

out-of-pocket expenditures. It must also be remembered that 

currently all internal comps enjoy the same provisions that are 

currently in effect which would be altered if the Employer's Last 

Offer of Settlement were adopted. 

In examining the in-network, out-of -network, out-of -pocket 

maximums existing in the comparable communities, it is noted that 

the numbers are varied and allover the landscape. 

Apparently one of the changes that would benefit the members 

of the bargaining unit, at least as expressed in Exhibit B-17, is 

that the current million dollar lifetime maximum for the PPO-C and 

D plans would become unlimited. 

Nonetheless, when all of the applicable Section 9 factors are 

considered, including other awards contained in these Findings, 

Opinion and Orders, the panel is convinced that the Employer's 

proposed changes should at this time be rejected and the status quo 

continued. 

adopted. 

Thus, the Union's Last Offer of Settlement must be 
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AWARD - ARTICLE 37 - INSURANCE PROGRAMS 
OCTOBER 1, 2012 PROPOSAL 

The Union's Last Offer of Settlement is adopted and hence the 

Employer's proposed changes for October 1, 2012 are rejected and 

the status quo shall continue. 

fGI I)~ 

n on Delegat 

ARTICLE 38 - RETIREMENT 

The current Article 38 - Retirement, is attached to these 

Findings of Fact, Opinion and Orders. It is an extensive and 

detailed provision outlining benefits available under five 

different retirement plans. Three of the plans are: defined 

benefit, one is defined contribution, and the last plan, Plan #5, 

is a hybrid retirement plan. 

Notwithstanding the array of plans available to members of 

this bargaining unit, as of September 23, 2010, 19 members in the 

unit were in the hybrid plan #5, while one member of the unit was 

in the defined benefit plan #3. 

Given the emphasis on plan #5, the hybrid retirement plan, and 

while the details are available in the record, there are general 

provisions to keep in mind. Normal retirement or plan #5 is 25 

years of credited service at age 55, 20 years of credited service 

at age 60, 8 years of credited service at age 65, or 30 years of 
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credited service without an age requirement. If employees transfer 

from plan #3, normal retirement is 25 years of credited service 

without an age requirement. There is also a provision for retiree 

medical benefits if an employee retires with 30 years of service. 

On the defined benefit side of the plan, the amount of retirement 

compensation is equal to 1.25% per year times average final 

compensation for the first 20 years, and then 1.5% per year times 

final average compensation for all years over 20 years. The 

average final compensation is equal to the monthly average of the 

employee's base compensation for the last five years of credited 

service. 

leave. 

It does not include payouts for excess sick or annual 

There are specific provisions for deferred retirement, duty 

and non-duty disability, as well as a statement of eligibility for 

post-retirement cost of living adjustments in the form of 

distributions from the Reserve for Inflation Equity. 

The defined contribution side of the plan provides that a 

member of the bargaining unit shall contribute 3% of base 

compensation to the plan. As expected, this is immediately vested. 

The Employer contributes a matching amount or, again, 3% of the 

employee's base compensation to the plan. Upon completion of one 

year, there is a 50% vesting with 75% upon completion of two years 

and 100% vested under completion of three years. Upon termination 

an employee may select a lump sum distribution, can rollover the 

vested account balance into a qualified plan, or amortize the 
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vested account balance if the employee is also eligible for a 

defined benefit pension. 

It is also noted that unlike some of the external comparables, 

members of this bargaining unit participate in social security. 

Hence, the required FICA withholding is instituted, with the 

understanding that down the line and upon becoming eligible, 

officers will receive social security. 

There is a document in the record which estimates monthly 

retirement benefits under two different scenarios. Both involve 

plan #5, but the first includes in the calculation 25 years of 

service with a retirement year of 2021. Of course, a number of 

estimates and assumptions have been made in order to arrive at the 

final projected monthly benefit of $8,209.00. The second scenario 

is plan #5, an individual with 30 years of service, . retiring in 

2026 with a total monthly benefit of $11,105.00. Frankly, given 

the variables and the assumptions which have to be made in order to 

calculate these figures and the reality that the risk of market 

loss rests on the employee in a defined contribution plan, rather 

than the employer in a defined benefit plan, the estimated 

retirement benefits are at best speculative. 

As with the current language, the Union I s Last Offer of 

Settlement is attached to these Findings of Fact, Opinion and 

Orders. The details are contained in the exact language, but there 

are some general observations which must be kept in mind. 

The Union I s Last Offer of Settlement, if accepted, would. 

establish a new hybrid retirement plan known as plan #6. It does 
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not act to fine-tune or add additional benefits to plan #5, but is 

an entirely new plan. 

The defined benefit multiplier would be 2.5% of average final 

compensation. That multiplier would be applied to all past and 

future years of credited service. While it appears that final 

average compensation is calculated in the same, or at least similar 

fashion as plan #5, there is a substantial addition and, that is, 

that final payouts of excess sick and annual leave, as well as 

overtime and accumulated holiday reserve time, are now included in 

final average compensation. 

Employees in the bargaining unit hired before the execution of 

the agreement, or it is suspected the issuance of these Findings of 

Fact, Opinion and Orders, who retire with 30 years of service will 

receive medical benefits as provided under the agreement. However, 

an employee in plan #6 who was hired prior to December 1, 2009 and 

who reaches 25 years of credited service by December 1, 2020, will 

be allowed to retire with full medical benefits as provided under 

the terms of. the plan. 

Bargaining unit members currently in plan #3 and plan #5 may 

transfer into plan #6 by paying $500.00 per year for each year of 

credited service within 90 days after the issuance of the 312 

arbitration award'. The language goes on to provide essentially a 

deferred payment plan with an employee having 10 years to pay the 

contribution or pay the balance within 90 days of his/her 

retirement. Additionally, employees in plan #3 or #5 who elect to 

become participants in plan #6 shall have all their funds on 
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deposit with the retirement system in the defined contribution 

account forfeited and used to pay unfunded actuarial accrued 

liability as set forth in "Exhibit 41." It is believed that the 

reference to Exhibit 41 should actually be a reference to Exhibit 

42 since Exhibit 41 deals with Memorandum of Agreement Payment for 

Special Skills Positions. There is also mention of a wage freeze 

for the period December 1, 2009 through November 30, 2013. 

Employees will also contribute 4% of all W-2 compensation to the 

retirement system. Employees will be allowed to make contributions 

to the contribution side of plan #6 with no employer match. 

There are also two provisions which did more than attract the 

panel's attention. The first is provision M which essentially 

provides that the parties can only bargain over retirement if they 

agree to do so and that issues concerning retirement COVering the 

period of the Collective Bargaining Agreement "shall not be subject 

to Act 312 arbitration until November 30, 2020." The second 

provision is what is normally characterized as a "me too" clause. 

In the Union's offer it is called Supplemental Modifications, but 

in essence grants to members of the bargaining unit any pension or 

economic benefit received by non-union or unionized employees which 

is better than the benefits awarded by this panel. Again, the 

specific language outlines the details. 

Of course, both parties have spent considerable time dealing 

with the anticipated cost the Employer would need to absorb if the 

Union I s Last Offer of Settlement were adopted. Gabriel Roeder 

Smith & Company provided a document dated August 25, 2010 which 
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dealt with a number of items, including the cost the Employer would 

be subjected to if members of this bargaining unit currently in 

plan #5, moved into a plan, arguably plan #6, which provided a 

benefit multiplier of 2.5% times all years of service, to a maximum 

of 75% of FAC. Member contribution rate of 4% of compensation per 

year and unused vacation and sick time to be included in FAC. To 

recall, if adopted, the Union's Last Offer of Settlement would not 

only include excess sick and annual leave, but overtime and 

accumulated holiday reserved time. 

The calculations provided by the actuary display an unfunded 

actuarial accrued liability of $3,273,725.00. Based on the 

estimated future working life and an amortization period of 11 

years, the estimated first year dollar effect would be $435,077.00. 

The information provided by the· Employer suggests that if all 

bargaining unit members managed to acquire the same pension plan 

now sought by the Union, the total unfunded actuarial accrued 

liability will become $52,053,094.00. It submits that's 128.7% of 

payroll. The Employer's documents also suggest that while current 

pension costs, including social security, are about 24.11% of 

payroll for this bargaining unit, adoption of the Union's plan 

utilizing amortization based upon expected future working lifetime, 

would increase plan costs to 46.09% of payroll. 

The union has suggested that the documentation shows that its 

scheme of covering costs \'lOuld lead to a substantially lower 

increase in pension costs for members of this bargaining unit. For 

instance, it starts with the unfunded liability figure of 
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$3.273.725.00 and from that subtracts $1.143.244.00, which 

represents the total defined contribution balance of all 19 members 

in the defined contribution accounts. It suggests that this leaves 

a balance of $2,130.481.00 of unfunded liability, but when each 

member pays $500.00 for each credited year of service. the 

resulting $181(500.00 would reduce the $2,130,481.00 of unfunded 

liability to $1,848,921.00. It is noted that the chair's 

calculations show a resulting figure of $1,948,981.00. Then, the 

Union backs out $267,953.00 which represents, in its view, the 

amount saved as a result of its suggested four-year wage freeze. to 

leave a balance of unfunded liability of $1,580.968.00. Again, the 

chair's figure is $1.681,028.00. It also accounts for the 3.% match 

that the Employer currently pays to plan #5 which it would not pay 

under plan #6. It then suggests that the total unfunded actuarial 

accrued liability would be $1,380.000.00. Again, the chair's 

figure is a little different. but that probably is insignificant. 

Using a 30-year amortization schedule, it suggests that the total 

cost per year would be $46,000.00 to pay for the unfunded actuarial 

accrued liability. 

The parties have also presented extensive arguments regarding 

the trends in retirement plans, that is, defined contribution 

versus defined benefit versus hybrid plans. The Employer also 

challenges that portion of the Union's offer prohibiting Act 312 

arbitration until November 30, 2020, and points out that that 

prohibition doesn't seem to apply to the "me too" provision 

contained in the Union's proposal. 
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After analyzing all aspects of this issue, the panel has come 

to the conclusion that the Union's Last Offer of Settlement should 

be rejected and the status quo shall continue. 

Initially, the panel is not convinced that the current plan #5 

is anemic. Unlike Dearborn, Taylor, Detroit or Michigan State 

Police, the Employer, and hence members of this bargaining unit, 

participate in social security as does Livonia, Oakland County 

Sheriff and Wayne County Sheriff. Thus, there will be some 

contribution to a bargaining unit member's retirement security from 

the social security payments received when a retiree becomes 

eligible. 

Additionally, the Union's Last Offer of Settlement suggests 

that the cost of retiree and health insurance could very well 

escalate. It is understood that this isn't necessarily a pivotal 

consideration, but nonetheless, it is inherent in the Union's Last 

Offer of Settlement. 

In comparison with the comparable external communities, it 

must be recognized that there is somewhat of an array of different 

pension provisions. Furthermore, while it has often been stated 

that an Act 312 panel must deal only with the bargaining unit 

involved in the arbitration, it would not be inappropriate to 

recognize that potentially the adoption of the Union's Last Offer 

of Settlement regarding retirement would ultimately be implemented 

in other units, including perhaps the POAM unit, which members of 

this bargaining unit supervise. This observation, and it can be 

characterized as a concern, is fortified by the fact that in its 
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own Last Offer of Settlement this union has proposed a "me too" 

clause. Certainly the Union is trying to place itself in a 

position where it can benefit from any enhanced pension or economic 

benefit which is superior to anything awarded by this panel 

received by a "non-union or unionized employee." This caused the 

Employer to question whether it would be a wage freeze. 

The "me too" clause which is an inseparable aspect of the 

Union's Last Offer of Settlement causes the panel concern. The 

criteria for establishing wages, hours and conditions of 

employment, Le., mandatory subjects of bargaining, are outlined in 

Section 9 of the Act. In a very real sense a "me too" clause makes 

it difficult to faithfully apply Section 9 factors. For instance, 

the existence of a "me too" clause creates the potential that the 

wages, hours and conditions of employment established by the 

arbitration panel would not be final and indeed would be modified, 

or in this case enhanced, if some other union or non-union employee 

received a better deal. Panel members may not be able to determine 

the financial ability of the unit of government to meet the costs 

involved because they really wouldn't know what that cost would be 

if the "me too" clause operated to increase the benefit levels. 

A "me too" clause in this setting presents, in essence, the 

potential of eliminating finality in relation to orders authored by 

an arbitration panel. 

Notwi thstanding the above, however, if there was enough 

Section 9 evidence to warrant the adoption of a Last Offer of 

Settlement containing a "me too" clause, then arguably a panel 
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would have to do so. In addition to the above considerations, and 

independent of them, there is no such evidence in this record. 

Another aspect of the Union's Last Offer of Settlement is the 

language in paragraph M. While the exact language is in the 

proposal, in essence, what the Union is asking this panel to do is 

to issue an order that all concerns/issues involving retirement 

covering the period December 1, 2009 through November 30, 2010, 

shall not be subject to Act 312 arbitration until November 30, 

2020. The arbitration panel questions whether itis appropriate to 

enter an order which affects the relationship of the parties beyond 

the termination of the Collective Bargaining Agreement and 

prohibits either party from utilizing a statutorily available 

procedure. This proposal becomes even more interesting when it is 

read in conjunction with a "me too" clause. Furthermore, what 

impact Article 9, Section 24 of the Michigan Constitution may have, 

if any, is not clear and the panel has no desire to analyze the 

question. 

The panel recognizes that there are provisions in Collective 

Bargaining Agreements which parallel what the Union is now seeking. 

For instance, in the City of Taylor and Command Officers' contract 

running July 1, 2005 through June 30, 2006, the provision in ll.3A 

reads: 

11.3 A. 

Final Average Compensation shall not be subject 
to negotiation and/or Act 312 arbitration in any 
future contracts until February 1, 2015. The 
Command Officers Association agrees not to seek 
any pension improvements in bank caps, years of 
service, percentage mUltiplier, military service 
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or any other directly related pension benefit for 
the same period of time. This provision shall not 
be applicable to demands for wages, longevity, 
increases in current sick leave, vacation and/or 
holidays. 

Apparently that language was carried over into the successor 

agreement. 

The July I, 2005 through June 30, 2007 Dearborn Lieutenants 

and Sergeants' Collective Bargaining Agreement contains the 

following language: 

The City and the Association, and the Association on 
behalf of those police members it now or in the future 
represents, expressly agree that each party, in con
sideration for the wages, hours, terms and conditions 
of this collective bargaining contract, hereby 
unqualifiedly waives its right to submit for negotia
tion, and to submit to Act 312 arbitration, any issue 
constituting a change or modification in the Chapter 23 
Retirement System regarding the 75% cap for a consecu
tive period of ten (10) years from July I, 1995 through 
June 30, 2005. It is specifically understood and agreed 
that neither party, for said ten (10) year period, 
shall have any obligation to bargain over said 75% cap. 

Further, it is specifically understood and agreed that 
the Michigan Employment Relations Commission, pursuant 
to the Public Employment Relations Act or otherwise, 
nor any court of competent jurisdiction, shall have any 
authority to require either party to bargain nor 
arbitrate (pursuant to Act 312) concerning any proposal 
to amend, change, or modify said 75% cap. 

The City and Association hereby agree that this waiver 
remains in full force and effect until June 30, 2005, 
regardless of any earlier expiration date of any 
collective bargaining contract in which it is incorp
orated; and further agree that this waiver shall be 
automatically incorporated in all collective bargaining 
contracts executed prior to July I, 2005. 

The Wayne County Deputies' contract contains a similar 

provision. So certainly the above establishes that such provisions 
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exist. It is not clear whether the Taylor, Dearborn of Wayne 

county provisions were negotiated or part of an Act 312 decision. 

In examining what the parties have suggested are the general 

trend in pension plans, it can only be concluded that some 

employers have moved from a defined lOenefit plan to a defined 

contribution plan, while others have done just the opposite, and in 

the mix some have thrown in hybrid plans. 

Whatever the case, this panel is convi~ced that the record 

does not support the adoption of .the Union's Last Offer of 

Settlement. 

In summary, and as indicated, after considering the entire 

record and applying the statutory factors, this panel concludes 

that the Union's Last Offer of Settlement must be rejected and the 

Employer's Last Offer of Settlement accepted, and hence, the status 

quo shall continue. 

AWARD - ARTICLE 38 - RETIREMENT 

The panel hereby adopts the Employer's Last Offer of 

Settlement and thus the status quo Shall continue. 

~ fJ-rq-l{ 
Ma±Chisa,Chalrman 

IC;I 
Ern loyy 

Union Delegate l71~SC~t 
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exist. It is not clear whether the Taylor, Dearborn of Wayne 

county provisions were negotiated or part of an Act 312 decision. 

In examining what the parties have suggested are the general 

trend in pension plans, it can only be concluded that some 

employers have moved from a defined benefit plan to a defined 

contribution plan, while others have done just the opposite, and in 

the mix some have thrown in hybrid plans. 

Whatever the case, this panel is convinced that the record 

does not support the adoption of the Union's Last Offer of 

Settlement. 

In summary, and as indicated, after considering the entire 

record and applying the statutory factors, this panel concludes 

that the Union's Last Offer of Settlement must be rejected and the 

Employer's Last Offer of Settlement accepted, and hence, the status 

quo shall continue. 

AWARD - ARTICLE 38 - RETIREMENT 

The panel hereby adopts the Employer's Last Offer of 

Settlement and thus the status quo shall continue. 

}Ii r eleSjate 

14~ 
Union Delegate 
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ARTICLE 39 - ECONOMIC IMPROVEMENTS 

Article 39 of the prior Collective Bargaining Agreement is 

attached to these Findings of Fact, Opinion and Orders. The 

provision contains a number of elements, including special skills, 

$1,000 per year payment upon completion of five years of service 

in-grade, stipend for Captains, etc. The article also contains a 

chart for Police Sergeants and another for Police 

Lieutenant/Captain which contains the "wage rates" for both. As of 

12/1/2008 the wage rate for Sergeant at the highest step was 

$74,165.00. On December 1, 2008 the wage rate for a 

Lieutenant/Captain at the highest step was $84,314.00. 

As previously referenced, in regards to Article 39 - Economic 

Improvement, the Union has submitted alternative Last Offers of 

Settlement. The Employer questions whether the panel has the 

statutory authority to consider alternative Last Offers of 

Settlement that are conditioned upon the acceptance or rejection of 

another Last Offer of Settlement. The Employer raises an 

interesting issue especially in light of the language in Section 8 

of Act 312 which states, inter alia, that each party shall submit 

a "Last Offer of Settlement on each economic issue." It could be 

easily concluded that the language contemplates one Last Offer of 

Settlement for each economic issue rather than the two submitted by 

the Union. Some commentators and arbitrators have suggested that 

alternative Last Offers of Settlement are inappropriate and are not 

in keeping with the statutory mandate. Nevertheless, that issue 

may need to be addressed at some future proceeding, but will not be 
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resolved by this panel. In this dispute the panel's conclusions 

and orders are based on the application of applicable criteria, as 

. outlined in the statute, as applied to the recOl::d evidence. The 

question as to whether alternative Last Offers of Settlement are 

appropriate, was totally ignored and is not a factor in the 

resolution of the Article 39 issues. 

It is also noted that all salary figures, unless otherwise 

indicated, are in all comparisons, analyses, etc., for the highest 

paid Sergeant and Lieutenant in the salary· schedules for all 

communities. 

Keeping in mind that each year of the contract is considered 

a separate issue, the Employer's Last Offer of Settlement contains 

a wage freeze for both Sergeants and Lieutenants for 12/1/2009 and 

then an increase each following December 1 of 1.5%, 1.75%, and 

lastly, a 2% increase effective 12/1/2012. Thus, for Sergeants and 

applying the increases to the highest wage rate outlined in the 

Collective Bargaining Agreement, the 12/1/2009 wage would be 

$74,165.00. On 12/1/2010 it would be $75,277.00, 12/1/2011 would 

be $76,595.00, and on 12/1/2012 it would be $78,127.00. 

For top paid Lieutenants t.he straight application of the 

Employer's Last Offer of Settlement would provide a 12/1/2009 wage 

rate of $84,314.00, 12/1/2010 it would be $85,579.00, 12/1/2011 it 

would be $87,077.00, and on 12/1/2012 it would become $88,819.00. 

As previously alluded to, the Union submitted two Last Offers 

of Settlement for this issue. Proposal B was a wage freeze which 

was contingent upon the Union' s pension proposal being adopted. It 
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wasn't. Proposal A seeks a 3% increase for each year of the 

Collective Bargaining Agreement. The exact figures are outlined in 

the Union's Last Offer of Settlement and the chair's calculations 

are within a dollar. 

Thus, as of 12/1/2009 a Sergeant would receive $76,390.00. 

This would progress to $78,682.00 on' 12/1/2010, $81,042.00 on 

12/1/2011 and $83,473.00 on 12/1/2012. 

Application of the same methodology would provide a Lieutenant 

with $86,843.00 on 12/1/2009, $89,449.00 on 12/1/2010, $92,132.00 

on 12/1/2011 and $94,896.00 on 12/1/2012. 

In examining the Last Offers of Settlement it is apparent that 

the Employer's Last Offer of Settlement contains changes in Article 

39 which reflect only the consequences of adopting its proposal for 

each year of the contract. 

retroactivity, but that's 

subsequently addressed. 

There is also language regarding 

a separate issue which will be 

Each year of the Last Offer of Settlement, that is, Proposal 

A, submitted by the Union also contains Section 39.05 

Supplemental Modifications, which can fairly be described as a "me 

too" clause. Addi tionally, it appears that paragraph 39.02, which 

in the prior contract was identified as Captains and provided 

additional compensation of $3,000 per year during the term of 

assignment, has added to it a second paragraph regarding Executive 

Sergeants who will receive $2,000 per year additional compensation 

as long as they hold the assignment. 

practice. 
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The evidence does contain data regarding the consumer price 

index which is a mandated consideration under the statute. In 

looking at US cities average seasonally adjusted with 1982-19.84 

being the base of 100, there was a 3.8% increase in the cpr in 

2008, a .3% decrease in 2009, and a 1.4% increase based on year-to

date, that is, April in 2010. Perhaps reflecting the more severe 

economic climate in Michigan, the consumer price index, all urban 

consumers, for Detroit, Ann Arbor and Flint, with the data not 

being seasonally adjusted, shows a 2.3% increase in 2008, a .6% 

decrease in 2009, and year-to-date, April 2010 was a .4% increase. 

The panel has already spent a considerable amount of time 

analyzing the Employer's ability to pay, and it is just reiterated 

that even though the Employer is not pleading poverty in the sense 

that it cannot afford the increases sought by the Union, the 

evidence does, nevertheless, suggest that careful consideration of 

costs is warranted. 

Overall compensation, as well as other factors traditionally 

taken into consideration in the determination of wages, hours and 

conditions of employment, require that the data regarding the gross 

wages received by members of the bargaining unit must be 

considered. The data is available for the year 2009 and it shows 

that the lowest gross wage figure was for a Police Sergeant at 

$81,929.92. The highest gross wage figure was for a Police 

Lieutenant at $116,992.32. Of course, these figures include a lot 

more than just base wage, but according to the information, they 

represent real dollars expressed as 2009 gross wages. 
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One of the statutory considerations surrounds the interest and 

welfare of the public. There is no indication in this record that 

members of this bargaining unit are anything other than 

conscientious, dedicated and professional law enforcement officers 

who carry out their duties as expected. There is no indication 

that the interest or welfare of the public will be influenced 

regardless of which Last Offers of Settlement are adopted. 

The parties submitted substantial amounts of evidence 

regarding how non-union executives and managers have been treated 

over the years. The Union has made a point of submitting that 

certain individuals received very lucrative and beneficial 

considerations. While such evidence should be considered, it is 

clear that these individuals are not members of a bargaining unit 

and represent the higher management hierarchy. Certainly if the 

Employer pled that it was broke and had no ability to pay the 

Union's demands, then this evidence may become more probative. 

The flip side is the evidence showing that several executives 

and managers have not received a "general wage increase" for the 

last three years. There is no doubt that there has been additional 

compensation afforded a number of individuals, but it is the 

Employer's position that this was the result of consolidations, 

promotions, etc. 

In examining the available evidence regarding the internal 

bargaining units, the testimony establishes that the Employer 

recently executed Collective Bargaining Agreements with two units 

of lUOE Local 324 employees. There was a 2.5% increase in 2007, 0% 

-47-



for 2008 and 2009, and a 2~ increase for 2010. The evidence also 

shows that in relation to the Collective Bargaining Agreement 

executed with AFSCME Local 101, there was a 3% increase in 2007, a 

wage freeze in 2008 and then 3% in 2009 and 2010. The same 

schedule of increases was agreed to in the Collective Bargaining 

Agreement affecting other AFSCME locals. The documentation shows 

that the Government Bar Association, whose Collective Bargaining 

Agreement ended on November 30, 2008 and the unit is no longer 

organized, received.a 3% increase in 2007 and from that point to 

the current time has experienced a wage freeze. The Government 

Administrators Association's agreement provides a 3% increase in 

2007, a wage freeze in 2008 and then a 3% increase in 2009 and 

2010. The document shows that the Patrol Unit,which in the past 

was represented by SEIU Local 502, but currently is being 

represented by POAM, received a 3% increase in '2007 and a 3% 

increase in 2008. CUrrently there are negotiations ongoing with 

POAM. The International Association of Fire Fighters had a 3% 

increase in 2007 and is currently in negotiations. The Employer's 

Last Offer listed in the document is zero for 2008, 1% for 2009 

and, again, 1% for 2010. Testimony indicates that the Employer has 

offered either wage freezes or a maximum of 1% per year. 

As usually is the case in this type of interest arbitration, 

there is a substantial amount of data regarding wage information 

available from the external comparable communities. 

For instance, the Union has supplied data regarding Sergeants 

and the cumulative percentage increase in salary for the period 
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2003 to 2007. Using data from Dearborn, Detroit, Livonia, Michigan 

State Police, Oakland County, Taylor and Wayne County Sheriffs, it 

concludes that the average cumulative increase for the period was 

16. 75%:. It then points to the 3% per year increases for a 

cumulative figure of 15% existing in this bargaining unit, and then 

suggests that this unit is 1.75% below the average. As far as that 

calculation goes, it is true, but I note that the figure is 

exceedingly inflated because of the data from Taylor. In 2004 

Taylor Sergeants received a 16% increase, while the next highest 

was 5%: in Detroit. When Taylor is taken out of the loop, the 

average cumulative percentage increase for the 2003-2007 period is 

13.54%. The IS%: cumulative increase in this bargaining unit 

compares very favorably with that figure. 

When the information regarding Lieutenants is analyzed, it is 

noted that the cumulative average increase for the period 2003-2007 

is listed at 16.33%. Again, if the highly inflated influence of 

Taylor is taken out of the mix, the average falls to 13.05%. This 

unit's IS%: cumulative increase for the period compares very 

favorably with 13.05%. The chair recognizes that if the lowest 

figure, that is, 9% cumulative increase for the period for both 

Sergeants and Lieutenants in Wayne County Sheriff's Deputy Unit is 

removed, that woul.d also alter the results. However, it is quite 

clear that the bottom line is that members of this bargaining unit 

have done well salary-wise for the period 2003-2007. 

Given that the Collective Bargaining Agreements executed by 

the parties to this dispute generally terminate on November 30 and 
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thus begin on December 12, it is not quite a precise comparison 

when the data is compared to other communities which may very well 

have a different contract year. For instance, Dearborn, Detroit 

and Taylor start on 7/1. Michigan State Police and Oakland County 

begin on loll, and Livonia begins on 12/1, as does the contract in 

this bargaining unit. 

When the data is compared, members in this bargaining unit 

have received a comparable salary in the Sergeant/Lieutenant ranks 

which are anywhere from third to fifth in ranking to the comparable 

communities. 

There is more data to be analyzed, but it would be appropriate 

to determine which Last Offer of Settlement should be adopted for 

the first year of the contract, being 12/1/2009. To recall, on a 

straight percentage basis the Employer is seeking a wage freeze for 

the first year, while the union is seeking a 3% increase with the 

Last Offer of Settlement that contains a "me too" clause. 

It is vital to understand that this arbitration panel is not 

free to formulate a wage resolution which it may feel is the 

fairest and most appropriate for the first year of this Collective 

Bargaining Agreement. Quite to the contrary, the panel has no 

alternative but to select one or the other of the party's Last 

Offer of Settlement. The question is, which one is best supported 

by the record evidence and specifically the Section 9 factors? 

After carefully analyzing the record evidence and arguments, 

the panel concludes that the Employer's Last Offer of Settlement, 

that is, a wage freeze effective December I, 2009, is the Last 
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Offer of Settlement enjoying the most support from the record 

evidence. When forced to choose between the Last Offers of 

Settlements submitted by the parties, the Employer's Last Offer is 

the most acceptable. 

While it is true that the panel has stated the Employer has 

not pled poverty, there nevertheless is enough persuasive evidence 

in this record, even considering the residual funding model 

utilized for operations, and even considering the money saving 

consequence of refunding the bond debt, as well as all other 

relevant factors, to recognize the need to control costs. It is 

true that the Union has submitted substantial evidence which tends 

to show that the future will be brighter and that the environment 

isn't all doom and gloom, but that's not the current reality. 

Of course, this does not mean that the Employer can place the 

burden of cost cutting upon the 20 members of this bargaining unit. 

That's not the case at all. However, the members of this 

bargaining unit are not immune from efforts to control costs. 

The data regarding the movement, both up and down, of the 

consumer price index was carefully considered. Furthermore, 

keeping in mind that elements which make up the consumer price 

index are funded by benefit programs, such as the health care 

program, the index mayor may not accurately depict the impact of 

rising prices on any particular bargaining unit. For instance, in 

this dispute the type of out-of-pocket changes in deductibles and 

co-pays which were sought by the Employer were rejected, so the 
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potential burden on the employees in this bargaining unit does not 

exist. 

The historical data shows that in the past this bargaining 

unit has been easily keeping pace in maintaining a healthy ranking 

within the external comparables. 

Even with a wage freeze for the first year of the contract, 

the dollars received as salary by members of this bargaining unit 

compare very favorably to that received by Command Officers 

employed in the external comparables. Of course, there are some 

communities, such as Dearborn, which seem to be near or at the top 

of most comparison scales. During the first year of this 

Collective Bargaining Agreement, which begins on 12/1/2009, the 

wage rate for a top paid Sergeant would be $74,165.00. For a top 

paid Lieutenant the wage rate would be $ 84.314.00. Those two 

figures compare favorably to the 10/1/2009 maximum pay for a 

Sergeant and Lieutenant in the Wayne County Sheriff's Department. 

,A Sergeant would be making $66,568.00, while a Lieutenant would be 

making $75,676.00. It is understood that Wayne County sheriff's 

Department has endured several years of a wage freeze. Apparently 

the last increase a Sergeant or Lieutenant received in Wayne County 

was a 1% improvement back in 2008. Since then wages have been 

frozen. There is somewhat of a conflict between the data sources 

regarding the Michigan State Police, at least in the area of the 

Sergeant's pay, but it appears that as of January 1, 2010 a 

Sergeant received about $72,000. 00. Again, that's less than 

members of this bargaining unit. A Lieutenant in the Michigan 
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State Police appears to be paid at about $83,658.00 on that date, 

and again, even with the wage freeze a member of this unit is paid 

$84,314.00. 

In relation to the Oakland County Sheriff's Department Conunand 

Unit, and the data is only available up until fiscal year 2009, a 

Sergeant in this bargaining unit is paid about $1,000 more per 

annum that an Oakland County Sergeant. On 12/1/2009 it appears 

that a Lieutenant in this bargaining unit receives about $4,000 

more per annum than a Lieutenant in the Oakland County Sheriff's 

Department. 

In relation to Dearborn, it is noted that Command Officers are 

paid more in wages than members of this bargaining unit. Sergeants 

and Lieutenants in Detroit are paid substantially less than members 

. of this bargaining unit. 

In relation to Livonia, it is noted that a regular Sergeant, 

not Livonia senior Sergeant but a regular Sergeant, on 12/1/2009 

was paid $75,276.00. This is about $1,000 more than a Sergeant in 

this bargaining unit. A Lieutenant on 12/1/2009 was receiving 

$82,764.00 which is approximately $1,800 less than a Lieutenant in 

this bargaining unit was receiving on 12/1/2009. The data for 

Taylor was not available because it was dependent upon the 

Officer/Corporal base rates which are currently in negotiations. 

Nevertheless, what the above data shows is that even with a 

wage freeze, the amount received by Sergeants and Lieutenants in 

this bargaining unit compares favorably with the external 

comparables. 
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If the 3% per year proposal forwarded by the union is used as 

the· comparator, the above analysis would have to be altered to 

accommodate the fact that a Sergeant under the Union's proposal on 

12/1/2009 would receive about $2,200 more per year, while a 

Lieutenant would receive about $2,500 more per year. The impact on 

the comparisons would be obvious. 

What has taken place internally with the Employer has been 

displayed. It is realized that there are a number of salary 

increases which reflect the 3% increase. With the exception of the 

Government Administrators Association and the AFSCME groups, those 

3% increases are historical in the sense that they took place on or 

prior to December 1, 2008.. This unit also received a 3% increase 

on 12/1/2008. The evidence establishing what the Employer is 

offering during negotiations for the other various units coincides 

with its Last Offers of Settlement in this dispute. 

Additionally, it must be understood that the "me too" portion 

of the Union's Last Offers of Settlement could, and perhaps that's 

speculative, result in an increase in economic benefit if a better 

benefit was granted to non-union or unionized employees than 

received by this unit in this arbitration. Arguably, this would 

mean that if a non-union employee came off of a three-year wage 

freeze with an extra business leave day or perhaps a 3-1/2% 

increase in anyone year, members of this unit would automatically 

recei ve that enhancement. The evidence does not persuade the panel 

that this inseparable part of the Union's Last Offer of Settlement 

should be adopted. 
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In summary, the panel finds that an application of all the 

applicable criteria outlined in the statute requires it to adopt 

the Employer's Last Offer of Settlement. Hence, there will be a 

one-year wage freeze during the first year of the contract, 

12/1/2009 through 11/30/2010. 

AWARD - ARTICLE 39 - ECONOMIC IMPROVEMENTS 

The Employer's Last Offer of Settlement is hereby accepted for 

the first year of the Collective Bargaining Agreement, being the 

period 12/1/2009 through 

ARTICLE 39 - ECONOMIC IMPROVEMENTS 
CONTRACT YEARS BEGINNING 12/1/2010, 

12/1/2011 and 12/1/2012 

Initially the panel explained that when determining which Last 

Offer of Settlement to accept for wages, each year of the contract 

would be considered a separate issue. It has worked well in the 

past and allows the panel flexibility. 

In the current dispute and while each year can still be 

considered a separate issue, the fact of the matter is that after 

analyzing all of the evidence and arguments ( much of what has 

previously been displayed, the panel has concluded that the 

Employer's Last Offer of Settlement must be accepted for each of 

-55-



In summary, the panel finds that an application of all the 

applicable criteria outlined in the statute requires it to adopt 

the Employer's Last Offer of Settlement. Hence, there will be a 

one-year wage freeze during the first year of the contract, 

12/1/2009 through 11/30/2010. 

AWARD - ARTICLE 39 - ECONOMIC IMPROVEMENTS 

The Employer's Last Offer of Settlement is hereby accepted for 

the first year of the Collective Bargainin Agreement, being the 

period 12/1/2009 through 

UnJ.on Delegate 

bRTICLE 39 - ECONOMIC IMPROVEMENTS 
CONTRACT YEARS BEGINNING 12/1/2010, 

12/1/2011 and 12/1/2012 

Initially the panel explained that when determining which Last 

Offer of Settlement to accept for wages, each year of the contract 

would be considered a separate issue. It has worked well in the 

past and allows the panel flexibility. 

In the current dispute and while each year can still be 

considered a separate issue, the fact of the matter is that after 

analyzing all of the evidence and arguments, much of what has 

previously been displayed, the panel has concluded that the 

Employer's Last Offer of Settlement must be accepted for each of 
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the remaining contract years. To recall, the Employer's Last Offer 

of Settlement is a 1.5% increase for both Sergeants and Lieutenants 

effective on 12/1/2010. Effective 12/1/2011 there will be a 1.75% 

increase for both Sergeants and Lieutenants, and finally, on 

12/1/2012 there will be a 2% increase for Sergeants and 

Lieutenants. Thus, the wage progression for a top paid Sergeant 

beginning on 12/1/2010 will be $75,277.00, $76,595.00 on 12/1/2011, 

and $78,127.00 effective 12/1/2012. The top paid Lieutenant figure 

for the same periods, effective on the same dates, will be 

$85,579.00, $87,077.00, and $88,819.00. 

The Union's Last Offer of Settlement for each of the remaining 

years of the contract is identical to its original offer, i.e., 3%, 

along with the other provisions contained in its proposal. This 

would mean that the highest paid Sergeant on the salary scale would 

on 12/1/2010 have a salary of $78,682.00. On 12/1/2011 it would be 

$81,042.00 and on 12/1/2012 it would be $83,473.00. The salary for 

top paid Lieutenants beginning on the same date and increasing on 

the dates outlined, would be $89,449.00, $92,132.00, $94,896.00. 

For the sake of jUdicial economy all of the applicable 

discussions outlined above shall be included in this portion of the 

analysis. It would make no sense to repeat what has already been 

stated. It is noted that there is some data regarding the internal 

comparables. The percentage increases are available through 

11/30/2011 for the AFSCME locals and the International Union of 

Operat ing Engineer groups. They are also available for the 

Government Administrators Association. The last increase afforded 
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to those internal comparables was 3%, but it is noted that within 

the prior three years there was a wage freeze for one year of the 

individual agreements. 

There is a limited amount of data regarding the external 

comparable communities. The parties in this dispute have 

determined that the Collective Bargaining Agreement will have a 

duration of four years and hence would commence on December 1, 2009 

and terminate on November 30. 2013. 

It is'noted that as of 7/1/2012 a Lieutenant in Livonia will 

be earning $88,650.00. Under the Employer's Last Offer of 

Set tlement, on December 1, 2012 a Lieutenant will be earning 

$88,819.00. If the prior year figure is utilized as of 12/1/2011, 

a Lieutenant would be earning $87,077.00. This compares to the 

Union's Offer of $94,896.00 on 12/1/2012 and $92,132.00 on 

12/1/2011. Those figures far outstrip the Livonia rate. I do note 

that the Livonia rate is applicable to a classification known as 

senior Lieutenant. 

$84,428.00. 

A top paid Lieutenant would receive about 

When looking at the Sergeant rank, under the Employer'S Last 

Offer of Settlement on 12/1/2012 a Sergeant would be receiving 

$78,127.00. That figure compares to Livonia which is $80,579.00. 

The 12/1/2011 figure for a Sergeant under the Employer's Last Offer 

is $76,595.00. However, again, the Livonia figure is the figure 

for classification known as senior Sergeant. The maximum for a 

Sergeant would be $76,790.19. 
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Again, the Union's Last Offer of Settlement would exceed the 

Livonia rate, whether the 12/1/2011 or the 12/1/2012 figure was 

utilized. There is some information regarding Dearborn, but 

Dearborn habitually has paid more than just about any other 

community. 

There is other data available, but as indicated, it is 

limited, but nevertheless supports the conclusion that the 

Employer's Last Offer of Settlement for the remaining years of the 

contract should be adopted. 

As previously noted, each Last Offer of Settlement submitted 

by the Union for the last three years of the contract contained the 

previously referenced "me too" clause. 

In summary and after carefully analyzing the entire record, 

the panel concludes that the Employer's Last Offer of Settlement 

for each of the remaining years of the Collective Bargaining 

Agreement shall be adopted. Hence, members of this bargaining unit 

will receive a 1.5% increase effective 12/1/2010, 1.75% increase 

effective 12/1/11 and a 2% increase effective 12/1/2012. 
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AWARD - ARTICLE 39 ECONOMIC IMPROVEMENTS 
CONTRACT YEARS BEGINNING 12/1/10 

12/1/11 and 12/1/12 

The panel orders that the Employer's Last Offer of Settlement 

be adopted for each year of the remaining years of the Collective 

Bargaining Agreement. 

MaW&"~n 11:1-11 
/6i !J(jlO 

Union 

RETROACTIVITY 

The parties were asked to submit separate Last Offers of 

Settlement for the issue of retroactive application of wage 

payments. The Employer did so and specifically listed a Last Offer 

of Settlement for each year of the contract. They are outlined in 

its Last Offers of Settlement and provide that bargaining unit 

employees who are employed on the date of the award will be 

eligible for retroactive wage payments. The Union's intention that 

its Last Offers of Settlement, if adopted,' would be applied 

retroactively was gleaned from its Last Offers of Settlement. 

After carefully considering the available evidence, the panel 

conCludes that the Employer's Last Offers of Settlement regarding 

retroactive application of the wage awards, specifically the awards 

for the first two years of the Collective Bargaining Agreement, be 

adopted. 
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AWARD - ARTICLE 39 ECONOMIC IMPROVEMENTS 
CONTRACT YEARS BEGINNING 12/1/10 

12/1/11 and 12/1/12 

The panel orders that the Employer's Last Offer of Settlement 

be adopted for each year of the remaining years of the Collective 

Bargaining Agreement. 

e W 
Union ~{eg~-----

RETROACTIVITY 

The parties were asked to submit separate Last Offers of 

Settlement for the issue of retroactive application of wage 

payments. The Employer did so and specifically listed a Last Offer 

of Settlement for each year of the contract. They are outlined in 

its Last Offers of Settlement and provide that bargaining unit 

employees who are employed on the date of the award will be 

eligible for retroactive wage payments. The Union I S intention that 

its Last Offers of Settlement, if adopted, would be applied 

retroactively was gleaned from its Last Offers of Settlement. 

After carefully considering the available evidence, the panel 

concludes that the Employer's Last Offers of Settlement regarding 

retroactive application of the wage awards, specifically the awards 

for the first two years of the Collective Bargaining Agreement, be 

adopted. 
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AWARD - RETROACTIVITY 

The Employer's Last Offer of Settlement regarding retroactive 

wage payments is adopted by the panel, 
, 

It was also agreed that the panel would issue one final award 

which would tie together all aspects of the parties' contractual 

relationship. 

FINAL AWARD 

The panel orders that the total award in this matter shall be 

comprised' of the Findings of Fact, Opinion and Orders contained 

herein, along with prior contract language that has not been 

mOdified by the Findings of Fact, Opinion and Orders herein, or by 

tentative agreements and all tentative agreements created by the 

parties, 
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AWARD - RETROACTIVITY 

The Employer's Last Offer of Settlement regarding retroactive 

wage payments is adopted by the panel. 

elegate " 

It was also agreed that the panel would issue one final award 

which would tie together all aspects of the parties' contractual 

relationship. 

FINAL AWARD 

The panel orders that the total award in this matter shall be 

comprised of the Findings of Fact, Opinion and Orders contained 

herein, along wi th prior contract language that has not been 

modified by the Findings of Fact, Opinion and Orders herein, or by 

tentative agreements and all tentative agreements created by the 

parties. 

r Delegate 

!S/~ 
union Delegate 
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Current Provisions Not Otherwise Displayed 



ARTICLE 38 - RETIREMENT 

38.01 General Provisions: 

A. The detailed provisions of Wayne County Employee's Retirement System as it 
applies to WCAA employees shall control except where changed or amended 
below. 

B. Each employee shall participate in one of the Defined Benefit Plans, the Defined 
Contribution Plan or the Hybrid Retirement Plan. 

C. Employees must meet all age and service requirements to be eligible for post 
retirement insurance and health care benefits pursuant to the Wayne County Airport 
Authority Health and Welfare Benefit Plan. 

D. All new employees hired on or after December 1, 1986 shall be eligible for 
participation in Defined Benefit Plan #2 or Defined Contribution Plan #4 

E. The Hybrid Retirement Plan shall be mandatory for all new employees hired and 
former employees re-employed, reinstated or rehired on or after October 1, 2001. 

F. Regardless of the Retirement Plan, all f:Jmployees hired, re-employed, re-instated 
(except by an arbitrator, administrative law judge or court of law) and rehired on or 
after December 1, 1990, shall not be eligible for insurance and health care benefits 
upon retirement unless they retire with thirty (30) or more years of service or after a 
minimum fifteen (15) years of service at age (60) or older. However, employees in 
the Hybrid Retirement Plan shall only be eligible for insurance and health care 
benefits upon retirement if they retire with thirty (30) or more years of service. 

G. Employees separating from Authority service with vested pension benefits who then 
receive, when eligible, a deferred pension payment. shall not be eligible for post 
retirement insurance and health care benefits. 

H. One (1) year of service equals 2080 straight time hours. No more than one (1) year 
of service credit may be earned in anyone (1) calendar year. 

I. Unless otherwise specified, the terms and conditions of each Retirement Plan as 
indicated in the following provisions are effective beginning December 1, 1999 for 
members of the bargaining unit retiring after that date: 

38.02 Defined Benefit Plan #1 (DBP-#1) 

For employees who are members of Defined Benefit Plan #1, the detailed provisions of 
. Wayne County Employee's Retirement System shall control except where changed or 
amended below. 
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A. Applicable to full-time members of Local 3317 employed by the County of Wayne 
PRIOR to October 1,1983. 

B. The Employer shall pay the employee's cost for the increase in retirement benefits 
in accordance with the July 31,1972, Act 312 Award. 

C. Normal Retirement shall mean twenty-five (25) years of credited service without any 
age requirement. 

D. Employee contributions to the Retirement System shall be five percent (5%) of all 
W-2 compensation. 

E. The Employer shall contribute in addition thereto, the amounts required to 
actuarially fund the Retirement System. 

F. Average Final Compensation shall be equal to the average of the four (4) highest 
years of compensation while a member of the Retirement System. The standard 
method used by the Retirement System in calculating the employee's highest years 
shall continue to be utilized. 

G. Employees retiring under Defined Benefit Plan #1 with a regular service (normal) 
retirement (i.e., twenty-five [25) or more years of service), may retire with a pension 
benefit formula of 2.65% of Average Final Compensation multiplied by all years of 
credited service. 

H. The amount of Employer financed normal pension shall not exceed seventy-five 
percent (75%) of Average Final Compensation reduced by the annual equivalent, as 
presently used and determined by the retirement system. of any workers' 
compensation benefit paid on account of prior employment by the County. 

I. Effective December 1, 1995, the maximum benefit on retirement shall not exceed 
seventy-five percent (75%) of Average Final Compensation regardless of the 
formula used and regardless of the source of funding. This does not 
apply to employees who had thirty (30) or more years of credited service on or 
before November 30, 1995. 

An employee who reaches the maximum benefit of seventy-five percent (75%) shall 
be allowed to freeze his or her vested rights under Defined Benefit Plan #1 and 
transfer to Defined Contribution Plan #4. The amounts paid off upon retirement for 
sick and annual leave shall be counted in computing an employee's Average Final 
Compensation. In accord with Article 38.06(D), employees in Defined Benefit Plan 
#1 may transfer to the Hybrid Retirement Plan. Once an employee has elected to 
withdraw from the Defined Benefit Plan #1, that employee may not return. 
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J. If an employee receives social security disability benefits after he or she is in receipt 
of a disability pension or a norma! pension, said social security disability benefits 
shall not cause the employee's pension to be reduced as is now the current 
practice. 

K. Employees separating from Authority service with vested pension benefits who then 
receive, when eligible, a deferred pension payment shall have that payment 
computed in accordance with Article 38.02 (G). 

38.03 Defined Benefit Plan #2 (DBP-#2) 

For employees who are members of Defined Benefit Plan #2, the detailed provisions of the 
Wayne County Employee's Retirement System shall control except where changed or 
amended below. 

A. Normal Retirement shall mean twenty-five (25) years of credited service without any 
age requirement. 

B. Eligible employees shall receive a duty disability retirement benefit which shall equal 
seventy-five percent (75%) of the employee's average annual compensation as 
otherwise provided in Defined Benefit Plan #1. 

C. In accord with Article 38.06(0), employees in Defined Benefit Plan #2 may transfer 
to the Hybrid Retirement Plan. 

D. Once an employee has elected to withdraw from Defined Benefit Plan #2, that 
employee may not return. 

38.04 Defined Benefit Plan #3 (DBP-#3) 

For employees who are members of Defined Benefit Plan #3, the detailed proVisions of the 
Wayne County Employee's Retirement System shall control except where changed or 
amended below. 

A. Normal Retirement shall mean twenty-five (25) years of credited service without any 
age requirement. An employee retiring with twenty-five (25) years of service shall 
receive all medical benefits as otherwise provided under the terms of this 
Agreement. 

B. Eligible employees shall receive a duty disability retirement benefit which shall equal 
seventy-five percent (75%) of the employee's average annual compensation as 
otherwise provided in Defined Benefit Plan #1. 

C. Employees in Defined Benefit Plan #3 may elect one of the following options: 

79 



1. Transfer to Defined Benefit Plan #2 and receive a refund of all contributions 
made to date, plus 50% bonus. Service earned in Defined Benefit Plan #3 
shall be transferred entirely to Defined Benefit Plan #2. 

2. Transfer to Defined Contribution Plan #4 and receive a refund on those 
contributions which exceed the selected contribution rate. Upon transfer 
which terminates all claim for benefits under Defined Benefit Plan #3, the 
Employer shall match the non-refunded contributions four dollars ($4.00) for 
every one dollar ($1.00) the employee contributes. 

3. In accord with Article 38.06(0), employees in Defined Benefit Plan #3 may 
transfer to the Hybrid Retirement Plan. 

D. Once an employee has elected to withdraw from Defined Benefit Plan #3, that 
employee may not return. 

38.05 Defined Contribution Plan #4 (DCP-#.4) 

For employees who are members of Defined Contribution Plan #4, the detailed provisions 
of the Wayne County Employee's Retirement System shall control except where changed 
or amended below. 

A. Normal retirement shall mean twenty-five (25) years of credited service at age fifty
five (55), twenty (20) years of credited service at age sixty (60), or eight (8) years of 
credited service at age sixty-five (65). 

Effective October 1, 2001, normal retirement shall also mean thirty (30) years of 
credited service without an age requirement. An employee retiring with thirty (30) 
years of service will receive medical benefits as otherwise provided under the 
terms of this Agreement. An employee in Defined Contribution Plan #4 may 
apply for pension service credit for up to three (3) years of military service to 
meet the thirty (30) year service requirement. However, this military service 
credit will not be used to compute the retirement benefit. 

B. All Bargaining Unit members who elect the Defined Contribution Plan #4 shall 
contribute no less than one percent (1 %) nor more than two and one half percent 
(2.5%) of gross wages to the plan. Effective December 1, 1999, members with 
twenty (20) or more years of credited service may contribute up to three percent 
(3%) of gross wages to the Plan. 

C. The Employer shall contribute $4.00 for each $1.00 the employee contributes. 
After the employee reaches twenty (20) years of credited service, the Authority shall 
contribute $5.00 for each $1.00 the employee contributes. 
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D. Effective beginning December 1, 1999, employees may contribute an additional 
7.5% of gross wages to the Plan annually with no matching Authority contribution. 
The combined total contribution that an employee may make to Plan #4 and to the 
Deferred Compensation Program (the 457 Plan) cannot exceed $30,000.00 
annually, and must otherwise conform to Internal Revenue Service Rules and 
Regulations. 

E. Vesting in the Defined Contribution Plan shall occur as follows: 

1. An employee with less than three (3) years of total Authority credited service 
who voluntarily terminates employment shall be permitted to 
withdraw only the employee's contribution from the Defined Contribution Plan 
#4, plus earnings on those withdrawal contributions, if any .. 

2. After three (3) years of total Authority credited service or upon involuntary 
termination of employment other than for cause, the employee shall be 
permitted to withdraw both the employee and Employer contributions, plus 
earnings, if any. 

F. The funds deposited with the Retirement System as contributions to the Defined 
Contribution Plan #4 shall be invested as specified by the Retirement Ordinance. 

G. Effective October 1,2001, the Defined Contribution Plan #4 - Loan Program will be 
eliminated. 

. H. Distribution of the funds from the Defined Contribution Plan #4 shall be in 
accordance with the prevailing rules and regulations of the Internal Revenue Service 
and the Retirement Ordinance. 

I. Once an employee has opted for the Defined Contribution Plan #4, that employee 
may not opt for a Defined Benefit Plan. 

J. In accord with Article 38.06(D), employees in Defined Contribution Plan #4 may 
elect to transfer to the Hybrid Retirement Plan. 

K. Once an employee has elected to withdraw from Defined Contribution Plan #4, 
that employee may not return. 

L. Duty Disability Retirement 

An employee who sustains a duty-related disability may elec! to utilize his or her 
contributions in the Defined Contribution Plan #4 to purchase credit in the defined 
benefit portion of the Hybrid Retirement Plan #5 for the purpose of obtaining a duty 
disability retirement under the terms of Article 38.06(8)(5) of that Plan. The cost of 
purchasing this credit will be determined by the Plan's actuary. An employee will be 
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granted additional service credit from the date of retirement until age 60 even though he 
or she may have insufficient contributions in the Defined Contribution Plan #4 to 
purchase this credit. If an employee has more contributions in the Defined Contribution 
Plan #4 than is required to purchase the credit needed for a duty disability retirement in 
the Hybrid Retirement Plan #5, the surplus contributions shall be transferred to the 
defined contribution potion of the Hybrid Retirement Plan #5. An employee's decision 
to transfer contributions from Plan #4 to Plan #5 will be permanent and irrevocable. 
Upon an employee's election to purchase credit in Plan #5 for duty disability retirement 
purposes, any and all rights he or she may have had in Plan #4 shall be permanently 
forfeited. 

38.06 Hybrid Retirement Plan 

A. General Provisions: 

1. The Hybrid Retirement Plan shall be mandatory for all new employees hired 
and former employees re-employed, re-instated or rehired on or after 
October 1,2001. . 

2. Employees hired, re-employed, re-instated or rehired prior to October 1. 
2001, may elect to transfer from their current Retirement Plan to the new 
Hybrid Retirement Plan during the one-time window period of October 1, 
2001 through June 30, 2002. Once an employee elects to transfer to the 
new Hybrid Retirement Plan that employee may not return to his or her prior 
Retirement Plan. 

B. Defined Benefit Provisions: 

1. Normal retirement shall mean twenty-five (25) years of credited service at 
age 55, twenty (20) years of credited service at age 60, eight (8) years of 
credited service at age 65 or thirty (30) years of credited service without an 
age requirement. An employee retiring with thirty (30) years of service will 
receive medical benefits as otherwise provided under the terms of this 
Agreement. For employees in Defined Benefit Plan #3 who transfer to the 
Hybrid Retirement Plan, normal retirement will mean twenty-five (25) years 
of credited service without an age requirement. 

2. The amount of retirement compensation shall equal one and one-quarter 
percent (1.25%) per year times average final compensation for the first 
twenty (20) years, and one and one-half percent (1.5%) per year times 
average final compensation for all years of service over twenty (20) years. 

3. Average final compensation shall be equal to the monthly average of the 
employee's base compensation for the last five (5) years of credited service. 
Compensation does not include payouts of excess sick or annual leave. 
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4. Regarding deferred retirement, vesting shall occur upon completion of eight 
(8) years of credited service. The amount of retirement compensation shall 
be computed as normal retirement, but based on the actual number of years 
of credited service and average final compensation at the time of 
termination. The payment of retirement benefits shall begin at age sixty-five 
(65). 

5. Eligible employees shall receive a duty disability retirement benefit. The 
amount of retirement compensation shall be computed as normal retirement 
with additional service credit granted from the date of retirement to age sixty 
(60). Payments of workers' compensation benefits will be used to reduce an 
employee's retirement compensation. No age or service requirements apply. 

6. Employees shall be eligible for a non-duty disability retirement upon 
completion of ten (10) years of credited service. The amount of retirement 
compensation shall be computed as normal retirement, but based on the 
actual number of years of credited service and average final compensation 
at the time of termination. The Employer reserves the right to limit payments . 
from the Retirement System through the use of proceeds from the 
Employer's long-term disability policy. 

7. In the event of an employee'S death prior to retirement, normal retirement 
shall mean ten (10) or more years of credited service or eight (8) years of 
credited service at age 65. The amount of retirement compensation paid to 

. the spouse shall be computed as normal retirement, but actuarially reduced 
in accordance with a one hundred percent (100%) joint and survivor 
election. If there is no eligible spouse, unmarried children under age 
eighteen (18) shall receive equal shares of fifty percent (50%) of the normal 
retirement benefit. 

8. Employees in the Hybrid Retirement Plan shall be eligible for post retirement 
cost-of-Iiving adjustments in the form of distributions from the Reserve for 
Inflation Equity. 

C. Defined Contribution Provisions: 

1. All employees in the Hybrid Retirement Plan shall contribute three percent 
(3%) of base compensation to the plan. An employee shall be immediately 
vested in one hundred percent (100%) of his or her contributions. 

2. The Employer shall contribute three percent (3%) of the employee's base 
compensation to the Plan. An employee shall be vested in the Employer's 
contributions as follows: 

a. Fifty percent (50%) vested in the Employer's contribution upon 
completion of one (1) year of service; 
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b. Seventy-five percent (75%) vested upon completion of two (2) 
years of service; and 

c. One hundred percent (100%) vested upon completion of three (3) 
years of service. 

3. Upon termination, an employee may select one (1) of the following 
distribution options: 

a. Lump sum distribution of the vested account balance, 

b. Rollover of the vested account balance into a qualified plan, or 

c. Annuitizing the vested account balance if the employee is also 
eligible for a defined benefit pension. 

D. Transfer Options: 

1. Employees in the Defined Benefit Plans #1, #2 or #3 may elect to transfer to 
the Hybrid Retirement Plan at no cost during the window period provided in 
Article 38.06(A)(2). Members of Defined Benefit Plans #1 and #3 shall have 
their employee contributions and earning transferred to their Hybrid -
Defined Contribution Plan aCCQunt with a separate accounting for taxable 
and non-taxable assets. All participants transferring to the Hybrid 
Retirement Plan shall immediately begin to contribute 3% of their eligible 
retirement eamings to their Hybrid - Defined Contribution Plan account. 

2. A Defined Contribution Plan #4 member may elect to transfer to the Hybrid 
Retirement Plan during the window period provided in Article 38.06(A)(2). 
The member may elect to purchase their entire credited service into the 
Defined Benefit portion of the Hybrid Retirement plan, purchase none of 

. their credited service into the Defined Benefi! portion of the Plan or 
purchase a portion of their credited service. The cost of purchasing credited 
service shall be determined by utilizing the actuarial tables (Actuarial Cost of 
SeNice Purchases for Transfers from Plan 4). For calculation of purchase 
costs, the age shail be rounded up to the nearest whole age at the time of 
purchase and the years of service shall be rounded down to the nearest 
whole year at the time of purchase; however, the actual time purchased 
shall be equal to the actual credited service at the time of purchase. "Salary 
at the time of purchase" shall be defined as the average of eligible 
retirement earnings for the last five (5) years of credited service. 

3. Transfers must be elected during the window period defined in Article 
38.06(A)(2) and once a transfer election is made it is irrevocable. Payment 
in full must be made at the time of transfer and funds from the employee's 
Defined Contribution Plan #4 vested account balance may be utilized to 
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purchase the time. Transfers from the employee's account shall be taken 
from the taxable and non-taxable funds in the same proportion that they 
were contributed. Up to three (3) years of military time may be purchased at 
full actuarial valuation and funds from the employee's vested Defined 
Contribution Account may be utilized to purchase military lime. Any funds 
remaining in the employee's vested account shall be the basis for 
establishing the employee's new Defined Contribution Account under the 
Hybrid Retirement Plan. 

4. All credited service still maintained by an employee in any Wayne County 
Retirement Plan may be utilized by the employee for calculating eligibility for 
future retirement regardless of which retirement plan the credited service is 
vested in. However, only time that is credited to the Hybrid - Defined 
Benefit Plan shall be utilized for calculating an actual retirement benefit 
based on the multiplier factors. 

38.07 Retirement Option - Purchase of Military Service 

Military service time prior to Authority employment may be purchased up to a maximum of 
six (6) years at full actuarial cost. Purchase shall be in one (1) month increments with 
twelve (12) months of purchase needed for one year of credit. Purchases of service credits 
under this section, when combined with the credits purchased or earned under prior 
military service provision, shall not exceed six (6) years. 

A. The Retirement Commission may establish rules not in conflict with this Section for 
the implementation of this Section. Such rules may define payment schedules, limit 
purchases when military time has already been used as a credit in another public 
pension system, limit the way this time may be used, or limit purchases to specified 
time periods on an annual basis or within certain periods after the date of the 
member's first employment with the Authority. 

B. This provision does not apply for employees who are members of Defined 
Contribution Plan #4. 

38.08 Non-Duty Disability Retirement 

The Employer retains the right to place an employee into non-duty disability status under 
the same terms and conditions as now apply to the Defined Benefit Plan #1 and in the 
Defined Contribution Plan # 4. The specific terms of the benefits to be 
provided to non-duty disability retirees under Plan #4 shall be as published by the 
Retirement Department. Upon request the parties will meet to negotiate changes if 
necessary. 
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38.09 Deferred Compensation 

The Employer shall continue to allow deductions for qualified Deferred Compensation 
Plans. 

38.10 Supplemental Retirement 

The Employer shall offer to any employee a non-qualified supplemental retirement program 
by which the employee shall be allowed to reduce his or her wages in order to be eligible 
for said supplemental retirement program. 

38.11 

The Union shall notify the Employer as to which company shall be used as the carrier or 
broker for this program, which shall be offered by way of payroll deduction. 

38.12 

If the Authority adopts a Deferred Compensation Program that would be more beneficial to 
employees in this Bargaining Unit, the Union shall have the option to: 

A. Remain in the current plan as outlined in Articles 38.10 and 38.11 or 
B. Adopt the new program. 

ARTICLE 39 - ECONOMIC IMPROVEMENT 

39.01 Special Skills Positions 

A. Eligible employees shall receive one thousand five hundred dollars ($1,500.00) per 
year in addition to their base wage rate while working in one of the following special 
skills positions: 

1. Motorcycie Officer 
2. Polygraph Operator 
3. Explosive Ordinance Disposal Technician 
4. Canine Unit 
5. Special Response Officer 
6. Communications Unit 
7. Airport Special Investigative Unit (ASIU) 
8. Identification Technician 
9. Water Rescue Officer 

10. Field Training Officer/Accident Investigator 
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B. Employees in the classifications of Police Sergeant and Police Lieutenant will 
receive an additional one thousand dollars ($1,000) per year upon completion of 
five (5) years of service in-grade. 

39.02 Captains 

All employees promoted to captain positions as enumerated in Article 21shall receive 
additional compensation in the amount of three thousand dollars ($3,000.00) per year 
during the term of that assignment. 

39.03 Wage Rates For Employees In Local 3317 

A Police Sergeant: 

SGT 

1. The wage rates which were in effect as of November 30, 2004 (Entry equals 
$60,797, Step 2 equals 62,386, and Step 3 equals $63,976l shall be increased by 
3% percent per year on a compound basis on December is annually for the years 
2004, 2005, 2006, 2007 and 2008. 

[SIEP 
12/1/200112/1/200 12/112008 

3 4 12/1/2005 12/1/2006 12/1/2007 3% 
• 3% I 3% 3% 3% f--

$60,797 I $()2,621 
... __ .-

i 1 $64,500 $66,435 $68,428 . $70,481.00 
I 2 I $62,386 $64258 $66186 $68172 $70,217 $72,324.00 .. 

L_3~$63,976 $65,895 J $67,872 $69,908 $72,OO~ $74,165.00 

2. Annual Step Increases: 

Based on the number of completed months of service in-grade, the above
cited regular full-time employees of record employed in the classification of 
Police Sergeant shall be placed at the following annual base wage rates on 
the dates indicated. 

Annual step increases for each year of the contract shall be increased by 3% 
on an across the board basis. 

3. Minimum Base Wage Rates: 

Employees of record promoted to the classification of Police Sergeant shall 
be placed at the minimum base wage rate in effect as of the date of their 
promotion as follows: 

87 



The minimum base rate for the classification of police sergeant shall be 
increased at three percent (3%) compounded rate as of December 1, 
2004, December 1,2005, December 1, 2006, December 1, 2007 and 
December 1, 2009. 

B. Police Lieutenant: 

1. The wage rates which were in effect as of November 30,2004 (Entry equals 
$67,195, Step 3 equals $69,963, and Step 3 equals$72,730) shall be 
increased by three (3%) percent per year on a compound basis, on 
December 1 s! annually for the years 2004, 2005, 2006, 2007 and 2008. 

POLICE LIEUTENANT/CAPTAIN PAY RATES 

[STEP 
12/1/200 12/1/200 12/1/200 12/1/200 12/1/200 121112008 

3 4 5 6 7 3% 
3% 3% 3% 3% 

1 . $67,195 $69,211 $71,287 $73,426 $75,629 $77,898.00 ! - ..... 

I 2 $69,963 $72,062 $74,224 $76,451 $78,745 $81,107.00 . __ .-

3 $72,730 $74,912 $77,159 $79,474 $81,858 $84314.00 

2. Annual Step Increases: 

Seniority in grade annual step increases for each year of the contract shall be increased by 
3% on an across the board basis. 

3. Minimum Base Wage Rates: 

The minimum base rate for the classification of police Lieutenant/Captain shall be 
increased by 3% compounded rate as of December 1, 2004, December 1! 2005, 
December 1, 2006, December 1, 2007 and December 1,2008. 

D. Annual step increases will continue beyond the expiration date of the Collective 
Bargaining Agreement [November 30, 2009J for those employees who are below the 
maximum wage step for their classification. 
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Employer's Last Offers of Settlement 



- " 

STATE OF MICHIGAN 
DEPARTMENT OF LABOR AND ECONOMIC GROWTH 

EMPLOYMENT RELATIONS COMMISSION 
LABOR RELA110NS DIVISION 

WAYNE COUNTY AIRPORT AUTHORITY, 

Respondent, 

-vS-

AFSCME, LOCAL 3317 

Petitioner. 

Case No. D09 A-0064 
Arbitrator Mario Chiesa 

AIRPORT AUTHORITY'S LAST BEST OFFER ON 
ARTICLE 14.14 - STANDARD OF PROOF 

CURRENT CONTRACT LANGUAGE: 

Article 14,14: In all disciplinary proeeedings, the department shall carry the burden of 
,proof in order to substantiate the charges and the standard shall be proof by a 
preponderance of the evidence, except that if the employee's offense involves a serious 
breach of law or moral turpitude sufficient to damage the employee's rcputation, the 
standard of proof shall be clear and convincing evidencc. In application of this standard, 
the palties understand that all department charges are non-eriminal in nature. 

UNION'S PROPOSED CHANGE: 

Article 14.14: In all disciplinary proceedings, the depaltment shall calTY the 
burden of proof in order to substantiate the charges and the standard shall be proof by a 
preponderance of the evidence, except that If the employee's offense involves a serious 
breach oflaw or moral turpitude sufficient to damage the employee's reputation, the 
~~~~,";;f~~f.~~~r~Ba eenvi?eing e¥id~ !1l~~(~llg~~a~~1'~rQ6t,§J~allC1;l~ 
JlKpqf'1iey.gt(4Ia:i·el!~6l!,8'J:fL'iJ:l§l\~!. In applIcation of thiS standal'd, the parties understand 
that all department charges are non-criminal in nature. 

AUTHORITY'S LAST BEST OFFER 

No change. Retain stalus quo. 



STATE OF MICHIGAN 
DEPARTMENT OF LABOR AND ECONOMIC GROWTH 

EMPLOYMENT RELATIONS COMMISSION 
LABOR RELATIONS DIVISION 

WAYNE COUNTY AIRPORT AUTHORITY, 

Respondent, 

-vs-

AFSCME, LOCAL 3317 

Petitioner. 

Case No. D09 A-0064 
Arbitrator Mario Chiesa 

AIRPORT AUTHORITY'S LAST BEST OFFER ON 
ARTICLE 29 - PERSONAL BUSINESS LEAVE 

CURRENT LANGUAGE 

29.01 

All full-time employees, who have completed one (l) year of service, shall be entitled to 
personal business leave not to exceed four (4) days in anyone (1) anniversary year, 
which shall be charged to sick leave. 

AUTHORITY'S LAST BEST OFFER 

No change. Retain status quo. 



STATE OF MICHIGAN 
DEPARTMENT OF LABOR AND ECONOMIC GROWTH 

EMPLOYMENT RELA TIONS COMMISSION 
LABOR RELA TIONS DIVISION 

WAYNE COUNTY AIRPORT AUTHORITY, 

Respondent, 

-vs-

AFSCME, LOCAL 3317 

Petitioner. 

... _-' 

Case No. D09 A-0064 
Arbitrator Mario Chiesa 

AIRPORT AUTHORITY'S LAST BEST OFI?ER ON 
ARTICLE 38 - RETIREMENT 

. AUTHORITY'S LAST BEST OF.FER 

No change. Retain status quo. 



STATE OF MICHIGAN 
DEPARTMENT OF LABOR AND ECONOMIC GROWTH 

EMPLOYMENT RELA TIONS COMMISSION 
LABOR RELATIONS DIVISION 

WAYNE COUNTY AIRPORT AUTHORITY, 

Respondent, 

-vs- Case No. D09 A-0064 
Arbitrator Mario Chiesa 

AFSCME, LOCAL 3317 

39.01-39.02 

Petitioner. 

AIRPORT AUTHORITY'S LAST BEST OFFER 
ON ARTICLE 39 - ECONOMIC IMPROVEMENT 

FOR DECEMBER 1; 2009 

NO CHANGE 

39.03 Wage Rates For Employees In Local 3317 

A. Police Sergeant: 

1. The wage rates which were in effect as of November 30, tlOO4 ~fiQ~ €E-fltfy 
equals $60,797, Step 2 equals 62,386, and Step 3 equals $63.9-7St shall be 
increased by the following p~I~l1t~g~ 3% percent per year on a compound basis 
on December 1st for the years 2004,2000-,2006, 2007 and 2000 @1fgJj)';~~Qff'Qj 
?Qd]~~D~;2~grt~: . ,. 

~:21rl/2QQ$(I;;ft¥'f~;;r;EtQW~?i§?;N'll~9~if?lili:!~Qi6'~iC[R~~tea! 

2. Annual Step Increases: 

Based on the number of completed months of service in-grade, the above
cited regular full-time employees of record employed in the classification 
of Police Sergeant shall be placed at the following annual base wage rates 
on the dates indicated. 

Annual step increases for each year of the contract shall be increased by 
3% on an across the board basis. 



3. Minimum Base Wage Rates: 

Employees of record promoted to the classification of Police Sergeant 
shall be placed at the minimum base wage rate in effect as of the date of 
their promotion. as follo~ 

The minimum base rate for the classifioatien of polioe sergeant shall-ge 
ifloroased at thr~OfCent (3%) o~UAded rate as of Deoem~, 
2004, Deoember 1,2005, December 1, 2006, December 1,2007 and 
GeGemaeH,;moo, 

B. Police Lieutenant; 

1. The wage rates which were in effect as of November 30, ~ ;[~9;Q (~ 
equals $67,105, gtep3equal~$6~,9~d gtep 3 eq~ shall 
be increased ~y;,th~~fQIlJ:;iwIVgirI~[Q~~t~g~ three (3-0/<>tPer~ per year on a 
compound basis, on December i·l for the years 2-004, 2005, 2006, 200+ 
afld-2008 ~OQ~f"~QJ;g~~Q~1~~~t1g~0;1:g. 

,f~ZI1~QQ~lt:;,'~tt · •. Qohcf0;~W€!g~J~:~jk~fQi!.l&·O~aJi1EI~·1 

2. Annual Step Increases: 

Seniority in grade annual step increases for each year of the contract shall be increased 
by 3% on an across the board basis. 

3. Minimum Base Wage Rates: 

The minimum base rate for the classification of pOlice LieutenanUCaptain shall be 
increased In ~cqoraan~ce witllihe .a!iove~w~ge1nQEeases. by 3% compounded rate as of 
Qaoember 1 , 2~1,--2-000,DeGember 1, 2006, Decemi3er 1, 200Hflfl 
Gecember 1, 2008, 

C. Annual step increases will continue beyond the expiration date of the Collective 
Bargaining Agreement [November 30, 2000J for those employees who arer below the 
maximum wage step for their classification. 



STATE OF MICHIGAN 
DEPARTMENT OF LABOR AND ECONOMIC GROWTH 

EMPLOYMENT RELATIONS COMMISSION 
LABOR RELATIONS DIVISION 

WAYNE COUNTY AIRPORT AUTHORITY, 

Respondent, 

-vs- Case No. D09 A-0064 
Arbitrator Mario Chiesa 

AFSCME, LOCAL 3317 

Petitioner. 

39.01 - 39.02 

NO CHANGE 

AIRPORT AUTHORITY'S LAST BEST OFFER 
ON ARTICLE 39 - ECONOMIC IMPROVEMENT 

FOR DECEMBER 1, 2009 
RETROACTIVITY 

39.03 Wage Rates For Employees In Local 3317 



STATE OF MICHIGAN 
DEPARTMENT OF LABOR AND ECONOMIC GROWTH 

EMPLOYMENT RELATIONS COMMISSION 
LABOR RELATIONS DIVISION 

WAYNE COUNTY AIRPORT AUTHORITY, 

Respondent, 

-vs- Case No. D09 A-0064 
Arbitrator Mario Chiesa 

AFSCME, LOCAL 3317 

39.01 39.02 

Petitioner. 

AIRPORT AUTHORITY'S LAST BEST OFFER 
ON ARTICLE 39 - ECONOMIC IMPROVEMENT 

FOR DECEMBER 1, 2010 

NO CHANGE 

39.03 Wage Rates For Employees In Local 3317 

A. Police Sergeant: 

1. The wage rates which were in effect as of November 30, 2-004 ~PQQ (Entry 
6qlffils400,797,-Step 2 ~9!:l~"!!~_,~?,~86, and Step 3 equals $63,976) shall be 
increased by the following PJftg.~i'j.t~g~ 3% pement per year on a compound basis 
on .D_ecem~er1·t for the years 200~, 2006, 2007 and 2008 2'QQ~}%?:!,f[Ql 
~Q;;fj~§i;t~?'Ql2:: 

}~tjlgg1,O~1!J;\;;0.t~~;1~~$~iIl[~g~51lXl?R!ltQrP':~~gprt~j~~l 

2. Annual Step Increases: 

Based on the number of completed months of service in-grade, the above
cited regular full-time employees of record employed in the classification 
of Police Sergeant shall be placed at the following annual base wage rates 
on the dates indicated. 

Annual step increases for each year of the contract shall be increased by 
3% on an across the board basis. 



3. Minimum Base Wage Rates: 

Employees of record promoted to the classification of Police Sergeant 
shall be placed at the minimum base wage rate in effect as of the date of 
their promotion. as-f~WS7 

The minimum base rate for the olassifjoatioFl-e~flt shall be 
iooreased at three peroent (3%)-wmpounded rate as of Deoember+, 
2()G4,Deoember 1, 2005, Deoember 1, 2G06,Deoember 1, 2007 and 
Geoember 1, 2009. . 

B. Police Lieutenant: 

1. The wage rates which were in effect as of November 30, 2Q04'g]JP:9 (Entry 
equals $67,195, Stepa equals$69,963, and Step 3 equals $72,730) shall 
be increased ~~~{f{El~f@l!Qw1ffgin§l#1int§g~ three (3%) peroent per year on a 
compound basis, on December 1s

( for the years 2G04, 20G5, 2006, 2G07 
and 20GS ~QP,!ti*g~i41J:tig:l)Ir%~lID~l;Zj)~~. 

&1WM~~J;m~~:~ffl:~;1!(:~?29~~~I\N¥!g~J!f£pl~;;f¢~[~Jypa;il~gj) 

2. Annual Step Increases: 

Seniority in grade annual step increases for each year of the contract shall be increased 
by 3% on an across the board basis. 

3. Minimum Base Wage Rates: 

C. Annual step increases will continue beyond the expiration date of the Collective 
Bargaining Agreement [November 30, 2GOOj for those employees who arer below the 
maximum wage step for their classification. 



STATE OF MICHIGAN 
DEPARTMENT OF LABOR AND ECONOMIC GROWTH 

EMPLOYMENT RELA nONS COMMISSION 
LABOR RELATIONS DIVISION 

WAYNE COUNTY AIRPORT AUTHORITY, 

Respondent, 

-ys- Case No. D09 A-0064 
Arbitrator Mario Chiesa 

AFSCME, LOCAL 3317 

Petitioner. 

39.01 - 39.02 

NO CHANGE 

AIRPORT AUTHORITY'S LAST BEST OFFER 
ON ARTICLE 39 - ECONOl\UC IMPROVEMENT 

FOR DECEMBER 1,2010 
RETROACTIVITY 

39.03 Wage Rates For Employees In Local 3317 



STATE OF MICHIGAN 
DEPARTMENT OF LABOR AND ECONOMIC GROWfH 

EMPLOYMENT RELA nONS COMMISSION 
LABOR RELATIONS DIVISION 

WAYNE COUNTY AIRPORT AUTHORITY, 

Respondent, 

-vs- Case No, D09A-0064 
Arbitrator Mario Chiesa 

AFSCME, LOCAL 33!7 

39.0! - 39.02 

Petitioner. 

AIRPORT AUTHORITY'S LAST BEST OFFER 
ON ARTICLE 39 - ECONOMIC IMPROVEMENT 

FOR DECEMBER 1, 2011 

NO CHANGE 

39.03 Wage Rates For Employees In Local 3317 

A. Police Sergeant: 

1. The wage rates which were in effect as of November 30, 2004 g,g9~~ (Entry 
equals $60,797, Stop 2 equals. 62,386, and Step 3 equals $63,976) shall be 
increased by the following pfi~m~g~ ,'3% percent per year on a compound basis 
on Dece tTIber.1 st for the years 2004;4G05, 2006, 2007 and 200!~ gQl:re;?~plQl 
?:Q1!:1<;in~~gO;jf~: . _.. . 

~~2Z11~6J~1$i;t~~r;~:~,~S(~¥it§mi~lZ[~9'~tf~m~lta;q~~Qfia1it~aI 

2. Annual Step Increases: 

Based on the number of completed months of service in-grade, the above
cited regular full-time employees of record employed in the classification 
of Police Sergeant shall be placed at the following annual base wage rates 
on the dates indicated, 

Annual step increases for each year of the contract shall be increased by 
3% on an across the board basis, 



3. Minimum Base Wage Rates: 

Employees of record promoted to the classification of Police Sergeant 
shall be placed at the minimum base wage rate in effect as of the date of 
their promotion. as follows: 

The minimum base rate for the classifioation of police sergeant shall be 
iRGreaseG-at-thraa-peFcent (3%) oompounded rat~ecembeF 1, 
;wQ4, Deoember 1, 2005, Deoombef 1, 2006, December 1, 2007 and 
December 1, 2009. 

B. Police Lieutenant: 

1. The wage rates which were in effect as of November 30, 2004 g:(1jlj.~ (Entry 
equals $67,195,.~te~:eg':l_f:lls'6.9~~63,and Step 3 equals $72,730) shall 
be increased W1hiffQIIQWijjglp~r~~fila,~i~ throe (3%) peroent per year on a 
compound basis, on December 1st for the years 2OO4;-2005,2006;-;wQ? 
and 2008 ~009~2010;'2;1:ifJaiWl52Q1··. __ .. , ... " .......... (L •. ) __ .. .... ' .. .. A 

2. Annual Step Increases: 

Seniority in grade annual step increases for each year of the contract shall be increased 
by 3% on an across the board basis. 

3. Minimum Base Wage Rates: 

The minimum. bas~ ratefor . the. cla~sific~tion ofp9'ice LieutenanUCaptain shall be 
increased n;{.~pq9E@Q@YliIDJ6:~(§blJY!:ikW~9~>lhqtea!l!:il by 3% oompoooded rate as of 
Oeoomber 1, 2004, December 1, 2005, Deoember 1, 2006, Deoember 1, 2007 and 
Deoember 1, 2008. 

C. Annual step increases will continue beyond the expiration date of the Collective 
Bargaining Agreement [f>lolJembOf-.dO, 2009] for those employees who arer below the 
maximum wage step for their classification. 

&>J~~iIt&~(f!YX~~t~~J.fiJ,!1~£UhW~m~!9y~£~'~mp.(qye,o!)?·~:f~~;;WfJ/#'Yii~·t6e:diif~iQttlj~7A9f 
.i!~;~I1iWat(j~I:l!1U:bE!:fiJ.igii5le~f9 .~if$"trga¢tivl§jw:age. paymE!(:lt$l] 



STATE OF MICHIGAN 
DEPARTMENT OF LABOR AND ECONOMIC GROWTH 

EMPLOYMENT RELATIONS COMMISSION 
LABOR RELATIONS DIVISION 

WAYNE COUNTY AIRPORT AUTHORITY, 

Respondent, 

-vs- Case No. D09 A-0064 
Arbitrator Mario Chiesa 

AFSCME, LOCAL 3317 

39.01-39.02 

Petitioner. 

AIRPORT AUTHORITY'S LAST BEST OFFER 
ON ARTICLE 39 - ECONOMIC IMPROVEMENT 

FOR DECEMBER 1, 2012 

NO CHANGE 

39.03 Wage Rates For Employees In Local 3317 

A. Police Sergeant: 

1. The wage rates which were in effect as of November 30, ;W/M gO:O:9 {Entry 
E*lOOls $60,797, Step 2 equals 62,380, and Step 3 equals $a3,97~ shall be 
increased by the following R~\i~n(~g~ ~erceRt per year on a compound basis 
on December 1st for the years 2004, 2005, 2006, 2007 and 2008 ~PQ~,S2Q,1O:1 
~:o:m~~J)~¥ggJl~: 

a2nl~Qn:~T~ijJygi{~'?!cl\;]2%~~i0':w~a[~'j~~I~)f~·~~~I1iR§~I~gJ 

2. Annual Step Increases: 

Based OR the number of completed months of service in-grade, the above
cited reg ular full-lime employees of record employed in the classification 
of Police Sergeant shall be placed at the following annual base wage rates 
on the dates indicated. 

Annual step increases for each year of the contract shall be increased by 
3% on an across the board basis. 



3. Minimum Base Wage Rates: 

Employees of record promoted to the classification of Police Sergeant 
shall be placed at the minimum base wage rate in effect as of the date of. 
their promotion. as fulloW8+ 

+he-miAimttm-base rate fur tRe classification of police-sergeant shall-l3e 
inoreased at three percent (3%) compollnded rate as of Decembef..4, 
2004, Deoember 1, 2005 i-Oecember 1, 2000,-QeGember 1, 2007 and 
Qeoember 1, 2009. 

B. Police Lieutenant: 

1. The wage rates which were in effect as of November 30, :wG4 gPRg (Entry 
'*IuaIs-$67,195, Step 3oquais-$S9,963 , and Step 3 equals$n,730) shall 
be increased [yjllf!i1rf~U~Wjngip~f~~6ti1!:g~ tAree (3%) percern per year on a 
compound basis, on December 1st for the years :wG4, 2005, 2003,20Q.7 
and 2008 ~fj,Q~1'-2'QJQr;,1lQll~1;;@Yiaig(j:j~. 

~grf%~Qg.?¥~?~E?,;:,~~~;~~~~g§r~~l~tl~~.~~Ha~.WW~l 

2. Annual Step Increases: 

Seniority in grade annual step increases for each year of the contract shall be increased 
by 3% on an across the board basis. 

3. Minimum Base Wage Rates: 

The minimum base rate for the classification. of police LieutenantJCaptain shall be 
increased 1i1,~Q"cj;)ra~!i~tWljJj}it5~£I'!Rqy~w1l9~jh9ti:i:§~~~. by-3%·oompoun4ed rate as-of 
Qeoember 1, 2004, December 1, 2005, DeGember 1, 2006, DeGember 1, 2007 and 
Qeoember 1, 2008. 

C. Annual step increases will continue beyond the expiration date of the Collective 
Bargaining Agreement [Ne'lember 30, 2009J for those employees who arer below the 
maximum wage step for their classification. 



STATE OF MICHIGAN 
DEPARTMENT OF LABOR AND ECONOMIC GROWTH 

EMPLOYMENT RELATIONS COMMISSION 
LABOR RELA nONS DIVISION 

WAYNE COUNTY AIRPORT AUTHORITY, 

Respondent, 

-vs- Case No. D09 A-0064 
Arbitrator Mario Chiesa 

AFSCME, LOCAL 3317 

37.01 

Petitioner. 

AIRPORT AUTHORITY'S LAST BEST OFFER ON 
ARTICLE 37 -INSURANCE PROGRAMS 

CHANGES EFFECTIVE OCTOBER 1, 2011 

Except where inconsistent with the express terms of this Agreement, the Wayne County Airport 
Authority Health And Welfare Benefit Plan, is hereby incorporated by reference. 

37.02 Medical Insurance 

PI'Pl Ihe coverage provided shall be equal to Blue CrossIBlue Shield Community Blue PPO 
("Community Blue"). Effective Aprill, 2008, the following deductibles and copays will 
be applied to the Community Blue plan: 

• $100/200 deductible in network; $250/500 out oflletwork 
• 20% out of network copay 
• Annual out of pocket maximum {~~st9iHQii$;!j $15001$3000 out of network 
• $20 office visit copay in network 
• $250 annual preventative max 
• 50% mental health copay 
• $50 Emergency room copay (waived if admitted) 
• Hearing Aid Rider 



Employees electing this option shall be required to pay 10% of the monthly premium, to be paid 
via payroll deduction. Employee premium payments shall be made on a pre-tax basis. (For 
purpose of this jlaragraph, "premium" is defined as the annual COBRA rate asdetermined.bythe 
provider.) Ll'10'rEfl'R:E °lq%PREMrtlM SijARE'I~NQt~W::L/j:}IQPAGEB'QTSIMPi;X 
MQVBDEROMj:t2j 

HMO: Employees may choose an available Health Maintenance Organization (HMO) to be 
selected each year by the Employer. Effective April 1,2008, employees who seleot the HMO 
shall pay ~%. of the menthl)' premium, to be jlaid via jlayroll deduction with the follov.4ng eo 
jl8YS Th:ef6n6wing~Q~pay~ wiUapp,ly.tptl1el:!MQ: 

• $20 Office Visit and Urgent Care co-pay 
• $50 Emergency room co-pay 

Effective April 1, WOS, the preooription eo pay for the-Pf!O·-and the Hl\40 shali-be $10.00 for 
generic drags and $20 for brand name drugs. A mail order jlrogram for mainteHanee drags as 
defined by Blue Cross Blue Shield wi.lI he omced and the capay shall be doubled for presorijltiOHs 
covering up-t&a 90 day supjlly. 

13:' ;7'l.{~~~RffpUpl)14iyg~ 

A mail order program (!'M'~PJ:t.~;~X") @Olt*·~;t®]I~ii~I~"0~tW(j}:>·\I)ES~m'r:!'YE 
Ol~fJ.:ffl for maintenance dmgs as defined by the provider will be offered and the co-pay will be 
'doubled for prescriptions covering up to a 90 day supply. 



HMO:~fiectiye ClctQber I, 20 lIi.the .l?r~seriJ!tlO/1co.';?ayl()rthis optionwillhe$? . f,<ir\~en~ric 
drUgs, $20.·fVrforn;iulary.bl'®diUld$40j'ornonformUl\li"yb.aI1<!. 

A mail order program for maintenance drugs will be offered an the eo-pay will be doubled for 
preseriptions covering up to a 90 day supply 

The Employer will provide only one health eare benefit option per family. This is applicable 
even though both spouses work for the Authority and/or are covered as a result of the retirement 
program. 

B. Effectivc October 1,2008, eligible full-time, pennanent employees within the bargaining 
unit may elect medical beHefits for-thernse!¥es and their eligible legal dependeHt&-m 
aeeerdance with the following options: 

1. BClBS Camnumity Blue PPO with the deduetibles, ea pays and preseription dn;g 
coverage set forth in f\rtiele 37.02(A}above. Emplayees eleeting tllis optian.-shallbe 
re<J.Uir<ld to pay 10% of tho monthly premium, to be paid via payroll deduotion, 
Employee premium paymeHts-shall-be-rnnd!HIR-apre talE basis. (For purpose of this 
paragraph, "premium" is defined as the aIlllHal GOBRA rate as determined by the 
provider.) 

2. Health Maintenenee Organizatian ("HMO"), with the ea pays and preseriptien-€lrug 
ec)'verage as sot furth in ,t\rtieie 37.02(A) above. -Employees electing the HMO aptian 
shall be f6qHired ta pay 10% af the rnanthly premium, ta be peid 'lie payrall deduetian. 
EUlj'lloyee-fll'0lTli:um-payruents shall be made 00 a pre talE basis. 

3. BCIBS Community Blue Plan #4 (Rp~;;p), with the following co-pays, deductibles and 
prescription drug coverage: 

• $250/$500 deductible in network; $1000/$2000 deductible out of network 

• 20% in network co-pay and $1500/$3000 annual stop-loss ('j@:tj.~1 
~~~i!~~.&;40%out of network co-pay and $3000/$6000 annual stop
I oss ~~~rum\l~lihi.*~irli\).hi!:~ 

• $20 office visit co-pay in network; $50 emergency room co-pay (wai ved if 
admitted) 

• 50% mental health co-pay 

• $250 annual preventative maximum 



• Prescription drug{3o pay: $10 geooriei$20 formulary I3ran~ll{ffi
. fofffiliWy 

Employer will provide benefits under this option 3 with no premium contribution 
rcquired by the employee. 

EffectiYeQctPbejq,~011i.a.Mfliiaatol'Y~O:\ln()HaEf()gfarruIVi~Xii.1:lwnAllo\'{~pl~(~{)st 

~~~e1l~~~~~~{~~~~~:~Wl~~\f~tT~~~~f:~~~~t~~fr~~J~J~r~~~~'1jn 
pP6P'WlIl~h~Ve'~,tdple:ti~rcli)'~Ji\1l~i';£QRq)ha~;Mt~W§; 

Jiltt~~~a 
A.... . mail .ord er. .pl'Ogram f~MQFID~~~l;\12~~t'[N@:Uf.fi1JY;[f;TnS'fI'~1illl[,~E%~@B~?f}TffiI{t " ___ , __ ~_~_ "',' ____ ._ , .. , \.: ____ ""y __ '"";.,_"J_~.T. -'i_/_-~<j, _~"-,.....c __ • __ .".~.~_. ,,_:¥:J..,_~ ... _<-" __ -•• ~. __ ~ ___ '''''-~ ___ -.4_/"~,,~J.f~,._..,,.-._~ 

Q~gQ~~~[Q:!W~ for maintenance dmgs as defined by the provider will be offered 
and the co-pay will be doubled for prescriptions covering up to a 90 day supply. 

C. Opting-Out Program as described iu Article 37.03; must provide proof of insurance 
elsewhere; $1250 cash rebate 

D. Eligible employees can elect from among the above options during the annual open
enrollment period each year (only one option per family). Cash rebates will be paid 
monthly or bi-weekly (1I12th or l126th of the rebate amount, at the Employer's option) 
beginning with the first payroll period after receipt of the notice of the opt-out program 
selection. 

E. Eligiblc employees can move to or from Community Blue or the HMO or the opt-out 
Plan during the emollment period. Each year a new selection can be made. Cash rebates 
will be paid monthly or bi-weekly (l112th or 1126th of the rebate amount, at the 
Employer's option) beginning with the fust payroll period after receipt of the notice of 
option seleetion. 

F. In the event of the death of an employee resulting from the performance of his or her 
duties, the Employer shall pay the full premium cost of such hospital-medical or dental 
benefits for the employee's surviving legal dependents as provided by the existing 



policies. Eligible dependents shall be defined as unmarried children (up to age 19) of the 
employee, by birth or legal adoption, or the spouse of the employee until date of 
remarriage. 

G. Dependent Coverage 

1. Where in~opJli~t ~th.th.is.tl(\pti6v, Dependent children will be covered wiJI.be 
coyeredjn·l\ccOrdlll1c~with ,Jtl1e}Patient.F.t:ote<Ju()u{and· Affordable·, Cm'l.l'Act. 

,. - -: ",') "".- '_.~ .' '::- _ _ ,,c. ','" '" Y.' \-"+>}!', ':,: :",_. ,'; , .' -i,'" < :,' ;""\( __ . ">'_' ,-.' ,-, '. '"" ""-- ',' .. ,.'-,. '- - -" --- -',. ',' - --' . 
Otli.e~:Wise; 4epe#dM(JQh.il~~:~WJl!jji;{;~QY-~r¢Q under the plan of participation 
until the end of tbe year in which they have reached age 19. Coverage may be 
continued until the end of the year in which they reach age 25 if employees 
certify the following annually for dependent children: 

a. Full-time active eurollment in college Of university by letter from the 
registrar's office of the school attendance. 

b. Dependency status, by notarized affidavit. 

Employees who fail to file an affidavit indicating full-time student status of 
dependent children age 19 to 25 by the deadline, will no longer have to wait until 
the next open eurollment period, but may submit documentation at any time, with 
coverage beginning the first of the month following receipt by the Employee 
Benefits Division. The Employer will not be responsible for any medical costs 
incurred during the period of non-coverage . 

. , 
2. Dependent children between the ages of 19 and 24, who are still the employee's 

legal dependents but are not full-time students, may continue coverage on the 
employee's contract with a partial contribution from the employee. The cost for 
this continued coverage must be paid by payroll deduction. The cost will be 
$30.00 per month for the life of this Agreement. Employee Benefits shall regoost 
roof of dl7cnden=<-h· nola<ized affidavit r·-fiWN'"j'''All,j~)llern'lb·fe''1i:;wmiU)~ ,t., _ , ... y.... . ..I: ..... ".-.,.':7:"'.' '"'.C' .. '...' .•• "' •• " · ' __ '""¥P'l~,_",,' ..... -.Q .. ·}Y."Y!i'·,._ .,', ,N 

Itqlll!:9qlfg%~li9,JWt{Wgqf,J:Uta,!iPfjj'Sl~1J3;Y;. 

3. Handicapped dependent children over the age of 19 will be carried, at no expense 
to the employee, so long as he/she meets the terms and conditions of Public Act 
275 of 1966 and any other applicable statute, and as long as the employee remains 
eligible for lJealth care coverage, Employee Bellefits Division shall request the 
following: 

Q:;mpIete FOfHl-#040-1;-IDue..GffissfBffie Smold -of Mishlgan or.Ji-ke-ferrn-fram 
other health provider. This fennis called "Disabled Depelldent Applieation.!l 
+hew- fenns ';,'ill be suj9plied te the employee by the Employee Benefits-Division. 

Ifapplicable,eniploY¢es_wllLbe~uii~d t()~ubtliifptdpl6ta~peri'deQcy, 



4. Dependents over the age of 25 may be covered under the plan of participation as a 
"Sponsored Dependent" if they: 

a. Reside in the same household as the employee or are related by blood or 
marriage, and 

b. Are currently dependent on the employee for at least 50% of their support, 
and 

c. Are claimed as a dependent on the employee's most recent 
federal income tax return. 

Employees covering children under this provision will be responsible for 100% of 
the monthly cost for this continued coverage. The cost for this coverage will be 
determined on a sound actuariaL basis, consistently applied, on a per covered 
"Sponsored Dependent" approach. Dependents described in this subsection 4 
may not be covered for optical and dental insurance. 

5. Failure to respond to a Request of Verification ofa Dependent's Status will result in loss 
of coverage for that dependent. 



STATE OF MICHIGAN 
DEPARTMENT OF LABOR AND ECONOMIC GROWTH 

EMPLOYMENT RELA TrONS COMMISSION 
LABOR RELATIONS DIVISION 

WAYNE COUNTY AIRPORT AUTHORITY, 

Respondent, 

-vs- Case No. D09 A-0064 
Arbitrator Mario Chiesa 

AFSCME, LOCAL 3317 

37.01 

Petitioner. 

AIRPORT AUTHORITY'S LAST BEST 01'1"ER ON 
ARTICLE 37 - INSURANCE PROGRAMS 

CHANGES EFFECTIVE OCTOBER 1, 2012 

*ASSUMES THE ACT 312 PANEL ADOPTS THE* 
AUTHORITY'S LAST BEST OFFER 

CONc''ERNING CHANGES EFFECTIVE OCTOBER 1. 2011 

Except where inconsistent with the express terms of this Agreement, the Wayn\;CcJUnty Airport 
Authority Health And Welfare Benefit Plan, is hereby incorporated by referenee. 

37.02 Medicallnsurance 

A. The Employer shall provide medieal benefits for full time, permanent employees within the 
bargaining unit, and their legal dependents with the co-pays and deductibles as provided herein. 
Where applicable, preventive maximums and related co-pays will be eliminated to conform with 
the Patient Protection and Affordable Care Act. 

PPo: The coverage provided shall be equal to Blue CrosslBlue Shield Commlll1ity Blue 
PPO("Commmuty Blue"). Effective April 1, 2008 (]19~9~pi';f;;!J.Ql2! the following 
deductibles and co-pays will be applied to the Community Blue plan: 

• $1001200 $iscf/$s66 deductible in network; $2501500 $'$ood1l606 out of network . . .. ". - - , .,- .', 



• 90% coinsurance ifiuetWork; 70% coinsllrance out of ne!"V.orkwith anaQl1ual out 
ofPQpket ntaxinmnt .("stopJoss") ·0[$750/$1500 in.riet\york; $1500/$3000 out of 
nct:work 

• 2!l% out of network 0fi-i*l'Y 
• AIlffi!aI eut ofJ3oeket HlaldmuHl $1500/$3000 om offl8tvl{)rlt 
• $20 office visit co-pay in network 
• $250 ammal preventative max 
• 50% mental health co-pay 
• $W $75 Emergency room co-pay (waived if admitted) 
• Hearing Aid Rider 

Employees electing this option shall be required to P'iY 10% of the monthly premium, to be paid 
via payroll deduction. Employee premium payments shall be made on a pre-tax basis. (For 
purpose of this paragraph, "premium" is defined as the annual COBRA rate as determined by the 
provider.) 

HMO: Employees may ehoose an available Health Maintenanee Organization (HMO) to be 
selected each year by the Employer. Effective April 1, 2008, eHlJ3loyees '<'mo aelest the-HMG 
shan pay 5% of the monthly preHliu~id via pa,'c1'01l deduetion-witfi-tfle-following eo-
!'ayB C1Qi()1i~~i;gr~9I~:ilf~@1tQFjng!;cq~j)'l!X~;W1l)~~~iJf~'WJ,{ff~~t'): 

• $20 Office Visit and Urgent Care co-pay 
• $W $;111 Emergency room co-pay 

Employees eleeting the HMO option shall be required to pay 10% of the monthly premium, to be 
paid via payroll deduction. Employee premium payments shall be made on a pre-tax basis. 

B. Preseription dlUgS 

PPO C: Effective October 1,2011, a Mandatory Generic ProgramlMaximum Allowable Cost 
(MAC) for prescription drugs will be implemented in accordance with the Mandatory 
GenericIMAC Program as set forth by the provider. Additionally, prescription drugs in PPO C 
will have a triple-tier member co-pay as follows: 

Tiel' 1 - A $5 co-pay for all generic drugs. 
TicI' 2 - A $20 co-pay for preferred brand-name drugs (preferred brand-name drugs are brand 
name drugs on the provider's Custom FormulalY listing) 
Tier 3 A $40 co-pay for non-preferred brand-name drugs (non-prcferred brand-name drugs are 
brand-name drugs that are NOT on the provider's Custom Formulary listing) 

When a member obtains a brand name drug (preferred or non-preferred), the co-pay for the Tiel' 
2 or 3 still applies even if the prescription indicates DA W ("Dispensed as Written") or the brand 
name medication has no generic equivalent. 



A mail order program ("MOPD - 2X") for maintenance drugs as defined by the provider will be 
offered and the co-pay will be doubled for prescriptions covering up to a 90 day supply. 

HMO: Effective October I, 2011, the prescription co-pay for this option will be $S for generic 
drugs, $20 for formulary brand and $40 for non formulary brand. 

A mail order program for maintenance drugs will be offered an the co-pay will be doubled for 
prescriptions covering up to a 90 day supply 

The Employer will provide only one health care benefit option per family. This is applicable 
even though both spouses work for the Authority and/or are covered as a result of the retirement 
program. 

B. Effective Octoher 1, 2QQ8, l}ligible full-time, permanent employees within the bargaining 
unit may elect the following option: 

Bffe:Ctiv:~DQtob~\:1/20J~, BClBS Community Blue Plan #4 (l\it~P), with Wi)lifui:\i~ the 
. .. 

following co-pays, deductibles and prescription drug coverage: 

• $250/$500 ~~Q.Qt¥~:QQ:6 deductible in network; $1000/$2000 $;.l'SPP2$S'QQQ 
deductible out of network 

• 20% innctwork co-pay and $}500/$3000 annual stop-loss ("annual 
maximum"); 40% out of network co-pay and $30001$6000 arulUal stop
loss ("annual maximum") 

• $20 office visit co-pay in network; $50 ~:!;ttQ emergency room co-pay 
(waived if admitted) 

• 50% mental health co-pay 

• $250 arulUal preventative maximum 

Employer will provide benefits under this option 3 with no premium contribution 
required by the employee. 

PRESCRJPTION DRUGS: 

Effective October 1, 2011, a Mandatory Generic ProgramfMaximum Allowable Cost 
(MAC) for prescription drugs will be implemented in accordance with the Mandatory 
Generic!MAC Program as set fOlth by the provider. Additionally, prescription drugs in 
PPO D will have a triple-tier member co-pay as follows: 

Tier I - A $5 co-pay for all generic drugs. 
Tier 2 - A $30 co-pay for preferred brand-name drugs (preferred brand-name drugs arc 
brand name drugs on the provider's Custom Formulary listing) 



Tier 3 - A $50 co-pay for non-preferred brand-name drugs (non-preferred brand-name 
drugs are brand-name drugs that are NOT on the provider's Custom Formulary listing) 

When a member obtains a brand name drug (prefened or non-preferred), the co-pay for 
the Tier 2 or 3 still applies even if the prescription indicates DA W ("Dispensed as 
Written") or the brand name medication has no generie equivalent. 

A mail order program ("MOPD - 2X") for maintenance drugs as defined by the provider 
will be offered and the co-pay will be doubled for prescriptions covering up to a 90 day 
supply. 

C. Opting-Out Program as described in Artiele 37.03; must provide proof of insurance 
elsewhere; $1250 cash rehate 

D. Eligible employees can elect from among the above options during the annual open
enrollment period each year (only one option per family). Cash rebates will be paid 
monthly or bi-weekly (1Ili" or 1/2610 of the rebate amount, at the Employer's option) 
beginning with the first payroll period after receipt of the notice of the opt-out program 
selection. 

E. Eligible employees can move to or from Community Blue or the HMO 01' the opt-out 
Plan during the enrollment period. Each year a new selection can be made. Cash rebates 
will be paid monthly or bi-weekly (1/12th or 1I26th of the rebate amount, al the 
Employer's option) beginning with the first payroll period after receipt of the notice of 
option selection. 

F. In the event of the death of an employee resulting from the performance of his or her 
duties, the Employer shall pay the full premium eost of such hospital-medical or dental 
benefits for the employee's surviving legal dependents as provided by the existing 
policies. Eligible dependents shall be defined as unmarried children (up to age 19) of the 
employee, by birth or legal adoption, or the spouse of the employee until date of 
remamage. 

G. Dependent Coverage 

1. Where in conflict with this section, Dependent children will be covered will be 
eovered in accordance ','lith the Patient Protection and Affordable Care Act. 
Otherwise, dependent children will be covered under the plan of participation 
until the end of the year in which they have reached age 19. Coverage may be 
continned until the end of the year in which they reach age 25 if employees 
certify the following aunually for dependent children: 

a. Full-time active enrollment in college or university by letter from the 
registrar'S office of the school attendance. 

b. Dependency status, by notarized affidavit. 



Employees who fail to file an affidavit indicating full-time student status of 
dependent children age 19 to 25 by the deadline, will no longer have to wait until 
the next open enrollment period, but may submit documentation at any time, with 
coverage beginning the first of the month following receipt by the Employee 
Benefits Division. The Employer will not be responsible for any medical costs 
incurred during the period of non-coverage. 

2. Dependent children between the ages of 19 and 24, who are still the employee's 
legal dependents but are not full-time students, may continue coverage on the 
employee's contract with a partial contribution from the employee. The cost for 
this continued coverage must be paid by payroll deduction. The cost will be 
$30.00 per month for the life of this Agreement. If applicable, employees will be 
required to submit proof of dependency. 

3. Handicapped depcndent children over the age of 19 will be carried, at no expense 
to the cmployee, so long as he/she meets the terms and conditions of Public Act 
275 of 1966 and any other applicable statute, and as long as the employee remains 
eligible for health care coverage. 

If applicable, employees will be required to submit proof of dependency. 

4. Dependents over the age of25 may be covered under the plan of participation as a 
"Sponsored Dependent" ifthey: 

a. Reside in the same household as the employee or are related by blood or 
marriage, and 

b. Are currently dependent 9n the employee for at least 50% oftheir support, 
and 

c. Are claimed as a dependent on' the employee's most recent 
federal income tax return. 

Employees covering children under this provision will be responsible for 100% of 
the monthly cost for this continued coverage. The eost for this coverage will be 
determined on a sound actuarial basis, consistently applied, on a per covered 
"Sponsored Dependent" approach. Dependents described in this subsection 4 
may not be covered for optical and dental insurance. 

5. Failure to respond to a Request of Verification of a Dependent's Status will result in loss 
of coverage for that dependent. 



STATE OF MICHIGAN 
DEPARTMENT OF LABOR AND ECONOMIC GROWTH 

EMPLOYMENT RELATIONS COMMISSION 
LABOR RELA TrONS DIVISION 

WAYNE COUNTY AIRPORT AUTHORITY, 

Respondent, 

-vs- Case No. D09 A-0064 
Arbitrator Mario Chiesa 

AFSCME, LOCAL 3317 

37.01 

Petitioner. 

AIRPORT AUTHORITY'S LAST BEST OFFER ON 
ARTICLE 37 - INSURANCE PROGRAMS 

CHANGES EI<'FECTIVE OCTOBER 1,2012 

. "ASSUMES THE ACT 312 PANEL DOES NOT ADOPT THE" 
A UTHORlTY'S LAST BEST OFFER 

CONCERNING CHANGES EFFECTIVE OCTOBER 1. 2011 

Except where inconsistent with the express terms of this Agreement, the Wayne County AirpSlrt 
Authority Health And Welfare Benefit Plan, is hereby incorporated by reference. 

37.02 Medical Insurance 

A The Employer shall provide medical benefits for full time, permanent employees within the 
bargaimng umt, and their legal dependents with the co-pays and deductibles as provided herein. 
Where applicable, preventive maximums and related co-pays will be eliminated to confOlID with 
the Patient Protection and Affordable Care Act. 

~,p~J The coverage provided shall be equal to Blue CrosslBlue Shield Commumty Blue 
_.- PPO("Commumty Blue"). Effective Aprill, 2008 !!'ft1fil[<~~, the following 

deductibles and co-pays will be applied to the Community Blue plan: 

• $cl 00/200 ~ deductible in network; $2SO/S00 ~d'Q[(! out of network 



• 

• 20% out of network eo-:fl8Y 
• Annual out-ef.fJeskot maxill'ffim $1500l$W~* 
• $20 offiee visit co-pay in network 
• $250 annual preventative max 
• 50% mental health co-pay 
• $W $~ Emergency room co-pay (waived if admitt«d) 
• Hearing Aid Rider 

Employees electing this option shall be required to pay 10% of the monthly premium, to be paid 
via payroll deduction. Employee premium payments shall be made on a pre-tax basis. (For 
purpose of this paragraph, "premium" is defined as the annual COBRA rate as detenninedby the 
provider.) 

m~: Employees may choose an available Health Maintenance Organization (HMO) to be 
selected each year by the Employer. Effective ,A4JI'il 1, 2008, employees 'NaO seleet tae HMO 
shall-:E.! ~~Qf the monthly-premitlm, tf.l be-paidvia patroll dedaotion-with4he-fullowinge<l-
paysm.'alY.[~~~: 

• $20 Office Visit and Urgent Care co-pay 
• $50 m Emergency TOom co-pay 

Employees electing the HMO option shall be required to pay 10% of the monthly premium, to be 
paid via payroll deduction. Employee premium payments shall be made on a pre-tax basis. 

B. Prescription drugs 

Effective April I, 2008, the prescription co-pay for the PPO and the HMO shall be $10.00 for 
generic drugs and $20 for brand name drugs. A mail order program for maintenance drugs as 
defmed by Blue Cross Blue Shield will be offered and the co-pay shall be doubled for prescriptions 
covering up to a 90 day supply. 

The Employer will provide only one health care benefit option per family. This is applicable 
even though both spouses work for the Authority and/or are covered as a result of the retirement 
program. 

B. Bfreotive Gotoher 1,2008, Iligible full-time, pennanent employees within the bargaining 
unit may elect the following option: 

B~~~m{~, BClBS Community Blne Plan #4 <il~1fij), with fffi;1fGB the 
following co-pays, deduetibles and prescription drug coverage: 



• $250/$500 ~j:gQZtI:Ql1A deductible in network; $MOOl-$;!OQQ ~115Wl[Q® 
deductible out of network 

• 20% in network co-pay and $1500/$3000 annual stop-loss ("annual 
maximum"); 40% out of network co-pay and $3000/$6000 annual stop
loss ("annual maximum") 

• $20 office visit co-pay in network; $5{i ~l~Q emergency room co-pay 
(waived if admitted) 

• 50% mental health co-pay 

• $250 annual preventative maximum 

• Prescription dtug co-pay: $10 genericl$20 formulary brand/$40 non
formulary 

Employer will provide benefits under this option 3 with no premium contribution 
required by the employee. 

C. Opting-Out Program as described in Article 37.03; must provide proof of insurance 
elsewhere; $1250 cash rebate 

D. Eligible employees can elect from among the above options during the annual open
enrollment period eaeh year (only one option per family). Cash rebates will be paid 
monthly or bi-weekly (1/121h or 1/26th of the rebate amount, at the Employer's option) 
beginning with the first payroll period after receipt of the notiee of the opt-out program 
selection. 

E. Eligible employees can move to or from Connnunity Blue or the HMO or the opt-out 
Plan during the enrollment period. Each ycar a new selection can be made. Cash rebates 
will be paid monthly or bi-wcekly (1I12th or 1I26th of the rebate amount, at the 
Employer's option) heginning with the first payroll period after receipt of the notice of 
option selection. 

F. In the event of the death of an employee resulting from the perfOlmance of his or her 
duties, the Employer shall pay the full premium cost of such hospital-medical or dental 
beneftts for the employee's surviving legal dependents as provided by the existing 
policies. Eligible dependents shall be defined as unmarried children (up to agc 19) of the 
employee, by birth or legal adoption, or the spouse of the employee until date of 
remarriage. 

G. Dependent Coverage 

1. Dependent children will be covered under the plan of pmlicipation until the end 
of the year they have reached age 19. Coverage may be continued until the end of 



the year in which they reach age 25 if employees certify the following annually 
for dependent children: 

a. Full-time active emollment in college or university by letter from the 
registrar's office ofthe sehool attendance. 

b. Dependency status, by notarized affidavit. 

Employees who fail to file an affidavit indicating full-time student status of 
dependent children age 19 to 25 by the deadline, will no longer have te wait until 
the next open emollment period, but may submit doeumentation at any time, with 
coverage beginning the first of the month following receipt by the Employee 
Benefits Division. The Employer will not be responsible for any medical costs 
incurred during the period of non-covcrage. 

2. Dependent children between the ages of 19 and 24, who are still the employee's 
legal dependents but are not full-time students, may eontinue coverage on the 
employee's contract with a pruiial contribution from the employee. The cost for 
this continued coverage must be paid by payroll deduction. The cost will be 
$30.00 per month for the life of this Agreement. Employee Benefits Division 
shall request proof of dependency by notaJ1zed affidavit. 

2. Handicapped dependent children over the age of 19 will be carried, at no expense 
to the employee, so long as he/she meets the terms and conditions of Public Aet 
275 of 1966 and any other applicable statute, and as long as the employee remains 
eligible for health care coverage. Employee Benefits Division shall request the 
following: 

Complete Form #040-7, Blue CrosslBlue Shield of Michigan or like form from 
other health provider. This form is called "Disahled Dependent Application." 
These forms will be supplied to the employee by the Employee Benefits Division. 

4. Dependents over the age of25 may be covered under the plan of participation as a 
"Sponsored Dependent" if they: 

a. Reside in the srune household as the employee or are related by blood or 
mrunage, and 

b. Are currently dependent on the employee for at least 50% oftheir support, 
and 

c. Al'e claimed as a dependent on the employee's most recent 
federal income tax return. 

Employees covering children under this provision will be responsihle for 100% of 
the monthly cost for this continued coverage. The cost for this coverage will be 



determined on a sound aetuarial basis, consistently applied, on a per covered 
"Sponsored Dependent" approach. Dependents described in this subsection 4 
may not be covered for optical and dental insurance. 

5. Failure to respond to a Request of Verification of a Dependent's Status will result in loss 
of coverage for that dependent. 



Union's Last Offers of Settlement 



ARTICLE 29 - PERSONAL BUSINESS LEAVE 

29.01 

All full-time employees, who have completed one (1) year of service, shall be entitled to· 
personal business leave not to exceed three (3) days in anyone (1) anniversary year of 
which one (1) parsonal business leave day shall be charged to their sick leave bank. 

29.02 

Such personal business leave days under Article 29.01 above shall be used at the 
employee's discretion to the following extent that the request shall be made to the Chief 
of Police or his or her deSignee. 

A. Reasonable notice for a personal business leave day is construed to be twenty
four (24) hours except for stated emergencies. 

B. Approval of requests for personal business leave days may be withheld if they 
cause a hardship upon the Employer'S exclusive right to either manage its 
agencies. departments and offices or direct its affairs. operations and the 
services of lts employees, as determined by the Department. 

C. Denial of personal business leave days as an adjunct to leave days or vacation 
days may not be deemed unreasonable and approval thereof may be withheld in 
the discretion of the Chief of Police or his or her approved representative. 

D. Personal bUSiness leave days may be taken in four (4) hour minimum 
increments. 

29.03 

All full-time employees Shall be entitled to utilize two (2) additional personal business 
leave days on a contingent basis, provided the leave time comes directly from their 
personal sick leave bank. 

Approval and use of the additional two (2) personal business leave days shall be at the 
full discretion of the Chief of Police and may be denied if the employee has received 
any form of discipline for sick time abuse within the previous six (6) months. Approval 
for use of the two additional personal business leave days shall not be granted if 
overtime is Incurred on the particular day and shift requested or due to an actual or 
potential operational staffing deficiency. 



ARTICLE 37 -INSURANCE PROGRAMS 

37.01 

Except where Inconsistent with the express terms of this Agreement, the Wayne County 
Almort Authority Health and Welfare Benefit Plan, is hereby Incorporated by reference. 

37.02 Medical Insurance 

A. The Employer shall provide medical benefits for full time, permanent employees 
within the bargaining unit, and their legal dependents with the copays and 
deductlbles as provided herein. The coverage provided shall be equal to Blue 
CrosslBlue Shield Community Blue PPO ("Community Blue"). Effective April 1 , 
2008, the following deduc!ibles and co pays will be applied to the Community Blue 
plan: 

• $100/200 deductible in network; $250/500 out of network 
• 20% out of network capay 
• Annual out of pocket maximum $1500/$3000 out of network 
• $20 office visit copay in network 
• $250 annual preventative max 
• 50% mental health copay 
• $50 Emergency room copay (waived if admitted) 
• Hearing Aid Rider 

Employees may choose an available Health Maintenance Organization (HMO) to be 
selected each year by the Employer. Effective April 1, 2008, employees who select the 
HMO shall pay 5% of the monthly premIum, to be paid via payroll deduction with the 
following copays: 

• $20 Office Visit and Urgent Care copay 
• $50 Emergency room copay 

Effective April 1, 2008, the prescription co-pay for the PPO and the HMO shall be $10.00 
for generiC drugs and $20 for brand name drugs. A mall order program for maintenance 
drugs as defined by Blue Cross Blue Shield will be offered and the capay shall be doubled 
for prescriptlons covering up to a 90 day supply. 

The Employer will provide only one health care benefit option per family. This is 
applloable even though both spouses work for the Authority and/or are covered as a 
result of the retirement program. 

B. Effective October 1, 2008, eligible full-time, permanent employees within the 
bargaining unit may elect medical benefits for themselves and their eligible legal 
dependants in accordance with the following options: ' 



1. Be/BS Community Blue PPO with the deducllbles, co-pays and prescription drug 
coverage set forth In Article 37.02(A) above. Employees electing this option shall 
be required to pay 10% of the monthly premium, to be paid via payroll deductlon. 
Employee premium payments shall be made on a pre-tax basis. (For purpose of 
this paragraph, "premium" is defined as the annual COBRA rate as determined 
by the provider.) 

2. Health Maintenance Organization ("HMO"), with the co-pays and prescription 
drug coverage as set forth in Article 37.02(A) above. Employees electing the 
HMO option shall be required to pay 10% of the monthly premium, to be paid via 
payroll deduction. Employee premium payments shall be made on a pre-tax 
basis. 

3. BC/BS Community Blue Plan #4, with the foJlowing co-pays, deductlbles and 
prescription drug coverage: 

• $250/$500 deductible in network; $1000/$2000 deductible out of 
network 

• 20% in network co-pay and $1500/$3000annual stop-loss; 40% out 
of network co-pay and $3000/$6000 annual stop-loss 

• $20 office visit co-pay In network; $50 emergency room co-pay 
(waived If admitted) 

• 50% mental health co-pay 

• $250 annual preventative maximum 

• Prescription drug co-pay: $10 generic/$20 formulary brandl$40 
non-formulary 

Employer will provide benefits under this option 3 with no premium contribution 
required by the employee. 

C. Opting-Out Program as described in Article 37.03; must provide proof of 
insurance elsewhere; $1250 cash rebate 

D. Eligible employees can elect from among the above options during the annual 
open-enrollment period each year &only one option per family). Cash rebates will 
be paid monthly or hi-weekly (11121 or 1/26lh ofthe rebate amount, at the 
Employer's option) beginning with the first payroll period after receipt of the 
notice of the opt-oul program selection. 

E. Eligible employees can move to or from Community Blue or the HMO or the opt-



out Plan during the enrollment period. Each year a new selection can be made. 
Cash rebates will be paid monthly or bi-weekiy (1112th or 1126th of the rebate 
amount, at the Employer's option) beginning with the first payroll period after 
receIpt of the notice of optfon selection. 

F. In the event of the death of an employee resulting from the performance of his or 
her duties, the Employer shall pay the full premium cost of such hospital-medical 
or dental benefits for the employee's surviving legal dependents as 
provided by the existing policies. EligIble dependents shall be defined as 
unmarried children (up to age 19) of the employee. by birth or legal adoption, or 
the spouse of the employee until date of remarriage. 

G. Dependent Coverage 

1. Dependent children will be covered under the plan of partiCipation until the 
end ofthe year in which they have reached age 19. Coverage may 
be continued until the end of the year In which they reach age 25 if 
employees certify the following annually for dependent children: 

a. Full·time active enrollment in college or university by letter from the 
regIstrar's office of the school attendance. 

b. Dependency status, by notarIzed affidavit. 

Employees who fall to file an affidavit indicating full-time student status of 
dependent children age 19 to 25 by the deadline, will no longer have to 
wait until the next open enrollment period, but may submit documentation 
at any time, with coverage beginning the first of the month following 
receipt by the Employee Benefits Division. The Employer will not be 
responsible for any medIcal costs incurred during the period of non
coverage. 

2. Dependent children between the ages of 19 and 24, who are still the 
employee's legal dependents but are not full·tlme students, may continue 
coverage on the employee's colitract with a partial contribution from the 
employee. The cost for this continued coverage must be paid by payroll 
deduction. The cost will be $30.00 per month for the life of this 
Agreement. Employee Benefits shall request proof of dependency by 
notarized affidavit. 

3. Handicapped dependent children over the age of 19 will be carried. at no 
expense to the employee, so long as he/she meets the terms and 
conditions of Public Act 275 of 1966 and any other applicable statute, and 
as long as the employee remains eligible for health care coverage. 
Employee Benefits Division shall request the following: 



Complete Form #040-7, Blue Cross/Blue Shield of Michigan or like form 
from other health provider. This form Is called "Disabled Dependent 
Application." These forms will be supplied to the employee by the 
Employee Benefits Division. 

4. Dependents over the age of 25 may be covered under the plan of 
participation as a "Sponsored Dependent"lf they: 

a. Reside in the same household as the employee or ara related by 
blood or marriage, and 

b. . Are currently dependent on the employee for at least 50% of their 
support,and 

c. Are claimed as a dependent on the employee's most recent 
federal income tax return. 

Employees covering children under this provision will be responsible for 
100% of the monthly cost for this continued coverage. The cost for this 
coverage will be determined on a sound actuarial basis, consistently 
applied, on a per covered "Sponsored Dependent" approach. Dependents 
described in this sUbsectfon 4 may not be covered for optical and dental 
Insurance. 

5. Failure to respond to a Request of Verlficallon of a Dependenfs Status will result 
in loss of coverage for that dependent 

37.03 Opting..()ut of Health Benefits 

At the Employer's option, an Opt-Out Program may be offered as follows: 

A. Upon the hire, rehire, transfer into a job classification covered by this Agreement, 
annual open enrollment, or initial coverage by other health insurance, an 
employee may elect to opt-out of health benefits offered by the Employer as 
described In this Article. 

B. Only employees who are covered by other health insurance may opt-out. "other 
health Insurance" means another Employer sponsored plan of group health 
insurance which provides primary coverage to the employee In this capacity 
either as a spouse of an active employee, as a retiree or as an acUve employee. 

C. Once elected in writing by the employee, the opt-out Is irrevocable until the next 
open enrollment, unless the other health coverage is lost. If an employee re-



elects Employer coverage due to loss of other coverage as allowed in Article 
37.03 (E), he or she will be automatically placed in the medical plan of the 
Employer's choice until the next open enrollment 

D. An employee who wishes to opt-out shall certify to the Employer In writing that he 
or she is covered by other health insurance, the name of the group health plan, 
the 
other Employer, In what capacity he or she is covered, and the name of the 
insurer or payor of the other plan. Employer'S coverage shall terminate as of the 
end of the month following receipt of the notice. 

E. An employee who loses his other health insurance must notify Employee 
Benefits In writing of the reason why c::overage was lost, and must enroll himself 
or herself and his or her dependents, IT any, within fifteen (15) calendar days after 
the date 
coverage was lost. If notification occurs within the fifteen (15) day period, then 
coverage provided by the Employer shall be effective retroactively to the date 
coverage was lost. If notification occurs after the fifteen (15) day period, 
coverage provided by the Employer shall be effective on the first day of the 
month following notice. 

F. Notice is considered received by the Employer upon receipt of the appropriate 
written notice on a form authorized for this purpose by Employee Benefits. 

37.04 

Enrollment of employees and dependents in health plans is the responsibility of the 
employee. 

37.05 Optical Program 

A. The Employer shall continue to provide retiree's and an active employee's self
insured optical reimbursement program with a seventy-five dollar ($75.00) 
maximum benefit level for each retiree and family member, and a two hundred 
dollar ($200.00) maximum benefit level to active employees and eligible family. 
Benefits will be restored every two (2) years on December 1 of each odd 
numbered year. 

Effective the first month following the date that this Act 312 Award Issues, laalk 
surgery will be inCluded In the Optical Program for active employees and eligible 
family members. The maximum benefit level will be Increased to $400; however, 
the optical benefit for that employeelfamlly member using Isslk surgery will not be 
restored for a period of 3 years; 

B. Under the Plan, the following steps are required: 



1. Contact the Employee Benefits to obtain a Certificate of Reimbursement. 

2. After the services are provided, present the Certificate to the specialist to 
fill out the cost for the services performed. 

3. Obtain a receipt listing the charge for the services performed and payment 
made. 

4. Return the completed Certificate with the paid receipt to Employee 
Benefits. 

37.06 Cost Containment Programs 

With the exception of the medical insurance plans outlined above, the Authority 
reserves the right to Implement Health Care Cost Containment Programs during the 
term of this Contract, for example a prescription drug carve out program or dental PPO. 
Said Cost Containment Program shall not diminish the levels of benefits provided In the 
basic plans but may require the Insured to follow procedures prescribed by the carrier in 
order to be eligible for benefits. In addition, the Authority reserves the right to change 
the provider of dental and/or life insurance with eO-day notice to. employees so long as 
there is no reduction in plan benefits. 

37.07 Retiree Health Insurance 

Employees who retire on or after February 1. 2008 and who are not covered by 37.08 
below and who are eligible for retiree medical coverage. shall participate in the same 
medical benefit plans, coverages, copays and deductibles as those employees covered 
under this or subsequent contracts and In accordance with the Wayne County Airport 
Authority Health and Welfare Plan 

37.08 Retiree Health Insurance (Health Care Savings Plan) 

A. Employees hired on or after February 1. 2008: 

1. Employees hired on or after February 1. 2008 shall not be eligible to 
receive retiree medical coverage offered under the Wayne County Airport 
Authority Health and Welfare Benefit Plan or any Retirement Plan 
specified In Article 38 ofthlsAgreement. Such employees will be enrolled. 
beginning the first day of the month following their date of hire, in the 



WCAA Health Care Savings Program (HCSP). in the form provided by the 
Municipal Employees Retirement System of Michigan (MERS). Each 
employee will be required to make mandatory contributions in the amount 
of 2% of their base wages to this HCSP Plan. The Employer will contribute 
2% of the employee's base wages [but in no event less than One 
Thousand Dollars ($1,000.00) for each full calendar year of employment] 
into the HCSP Plan. All employee contributions (and investment earnings 
thereon) shall be immediately vested in the employee's account; employer 
contributions (and investment earnings thereon) shall vest in accordance 
with the following schedule: 

After 10 years of employment 33% 
After 20 years of employment 66% 

. After 30 years of employment 100% 

2. Those participants in the HCSP Plan who satisfy requirements for 
retirement eligibility and who retire with entitlement to pension benefits 
from WCAA employment may elect to use their vested HCSP account 
funds to purchase post employment health care insurance through the 
WCAA. from among the health care plans available to actlve employees. 
at full rate cost. or alternatively may elect to purchase medical Insurance 
coverage from a provider other than that offered by WCAA. It is 
understood that the medical plans available for the retired employee to 
purchase through WCAA shall be those being offered to active employees 
at the time; I.e., the natura of the plan benefits will be subject to change 
over time consistent with changes that apply to active employees. Further, 
such retiree may also elect to use their vested account balance for 
reimbursement of post employment "medical expenses" as allowed under 
Section 213 of the Internal Rev.anue Code of 1986 (IRC). 

3. Those participants In the HCSP Plan who terminate employment prior to 
eligibility for retirement may elect to use their vested account balances for 
reimbursement of post-employment "medical expenses" as allowed under 
Section 213 of the IRC. 

4. The HCSP Plan shall be administered by MERS pursuant to a Plan 
document, a copy of which shall be available to all partiCipants. 

B. Employees hired prior to February 1, 2008 who elect to waive retiree medical 
benefits and not participate In the WCAA Health and Welfare Benefit Plan. 

1. Employees hired before the effective date of the Act 312 Arbitration Award 
will be allowed to permanently and irrevocably waive eligibility for retiree 
medical benefits pursuant to the WCAA Health and Welfare Benefit Plan 
and/or any Retirement Plan provided under Article 38 of this Agreement 
and elect to partiCipate in the HCSP Plan as described in the paragraph 



above. The employee's election to participate In the HCSP and to waive 
eligibility for any other retiree medical benellts shall be permanent and 
Irrevocable. The Employer shall contribute 4% of such employee's base 
wages into the HCSP Plan. Employees may elect to make additional 
post-tax contributions from their wages. Employee contributions (if 
any) shall vest Immediately in the employee's account. Employer 
contributions shall be vested in accordance with the vesting schedule set 
forth in paragraph 1 (A) above. 

2. The provisions of Article 37.0BA, (2), (3) and (4) above shall also apply. 

37.09 Dental Insurance 

The Employer shall provide a dental plan for each active employee and qualified 
dependents in this Bargaining Unit with a yearly combined maximum of $1,000 per 
person, per benefit year, for all dental services in Classes I, II and III with Individual 
levels as follows: 

A. Class I Benefits: 

100% on diagnostic services, preventive services, restorative services, and oral surgery 
services. Include In $1,000 maximum pel" person, per benellt year. See service 
definitions below: 

1. Diagnostic Services: 

Usually employed by dentists In evaluating existing conditions and the 
dental care required. Such services may Include: consultations, 
dIagnosis and diagnostic aids. 

2. Preventive Services: 

Dental procedures or techniques usually employed by dentists to prevent 
the occurrence of dental abnormalities or disease. Such services may 
Include: prophylaxis and topical application of fluoride solution. 

3. Restorative Services: 

Usually employed by dentists to rebuild, repair or reform the tissues of the 
teeth. Minor services usually InclUde amalgam, synthetic porcelain, 
plastic restorations and relines and repairs to prosthetic appliances. 
Major restorations shall Include crowns, jackets and gold-related services 
when teeth cannot be restored with another filling material. All major and 
minor restorations are not limited to those listed above. 



4. Oral Surgery Services: 

Extraction and other oral surgery procedures employed by a dentist. 

B. Class II Benefits: 

Provides for prosthodontic services. endodontic and periodontic services. 85% paid, 
Included In $1.000 maximum per person. per benefit year. 

1. Endodontic Services: 

Procedure usualJy employed by a dentist for the treatment of teeth with 
diseased or damaged nerves (i.e., root canals). 

2. Prosthodontia Services: 

Provides for bridges and partials and complete dentures. In other words. 
appliances that rap lace missing natural teeth. 

3, Periodontic Services: 

Procedures usually employed by dentists for the treatment of diseases of 
the gums and supporting structures of the teeth. 

C. Class III Benefits: . 

Provides for orthodontic services defined as treatment and prooedures required for the 
correction of malposed teeth. 50% paid up to a maximum benefit of $950 per person's 
lifetime. 

37.08 Dental MaIntenance Organization 

A. Employees hired prior to December 1. 1995 may remain in the dental plan 
described above or may elect during open enrollment to enter a Dental 
Maintenance Organization, However. if they choose the DMO plan they may not 
return to their previous plan. 

B. Employees that are hired on or after December 1, 1995, when eligible for dental 
coverage. will be placed in the available Dental Maintenance Organization. 
These employees must remain in that Dental Maintenance Organization unless 
an alternate DMO plan Is offered by the Employer. The services and coverage 
levels are as follows: 
CLASS I COVERAGE 

DiagnostiC and Preventative Service: 100% 



Examinations, Cleanings, Space Maintainers, 
Palliative Treatment and Single Radiographs, 
Fluoride Treatments Are Covered To Age 19 Only. 

CLASS" 

Restorative & Oral Syrgerv services: 
Radiographs (Full Mouth and Panorex) 
Fillings, Crowns 
Extractions & Other Oral Surgery Procedures 

CLASS II! 

Prosthetics: 
Endodontics (Root Canals), Bridges 
and Dentures (Partials and Complete) 

CLASS IV 

Specialty Care: 
Oral Surgery 
Endodontics 
Periodontics 
Pedodontics 
CLASS V 

Orthodontics: Braces Under Age 19 
100%; maximum lifetime benefit $3,000 

Braces Age 19 and OVer 
100%; maximum lifetime benefit $1,250 

37.09 Life Insurance 

100% 

85% 

85% 

The Employer shall continue to pay the full premium for $30,000 of group life insurance 
for each full-time permanent employee within the Bargaining Unit. 

37.10 

Supplemental life insurance Is available under a group plan at the option of the 
employee. Supplemental life insurance as currently offered will continue using a flat 
rating. The Authority may offer age rated supplemental life In lieu of flat rated at Its 
option. 

37.11 



The Employer shall pay the full premium for Sixty Thousand ($60,000) of life and 
dismemberment Insurance for employees assigned to the S.W.A.T. detail and bomb 
squad detail who actually handle potentially explosive devices and the canine unit 
members. 

37.12 

Except for employees provided for in Article 37.11, any employee who Is killed in the 
line of duty shall have his or her Authority provided life insurance doubled. 

37.13 

The Employer shalf provide $5,000 of life Insurance to employees that retire from this 
Bargaining Unit on or after the effective date of this contract. 

37.14 Pre-Paid Legal Plan 

Authority shall contribute eight dollars ($8.00) monthly per employee to a recognized 
and established pre-paid legal plan as selected by the Union and approved by the 
Authority. Such approval shall not be unreasonably withheld. Said contribution shall be 
payable by the 15th of each month. Said plan shall be recognized and established as 
an existing legal services plan and shall not include nor be a sUbstitute for legal services 
provided by the Union as part of its representational obligations (e.g. grievance 
representation. unfair labor practice litigation, colleotive bargaining including Act 312 
proceedings or other related judicial proceedings). 
37.15 

Employees who terminate their employment prior to regular retirement and who 
subsequently exercise their vested retirement rights will not be entitled to any health or 
insurance benefits. 

37.16 

In the event of the accidental death of an employee. resulting from the performance of 
his/her duties, the Employer shall provide at its expense medical, optical, and dental 
benefits for surviving legal dependents. Eligible dependents shall be defined as 
unmarried ohlldren, up to the age of 25 and legally dependent in accordance with the 
Internal Revenue Service regulations and spouse who was legally residing with the 
employee at the time of death. Coverage will continue for the eligible spouse until 
remarriage. An employee's legal dependents will be determined eligible for these 
benefits only if survivors qualify for Workers' Compensation as a result of the 
employee's accidental death. 

37.17 

An open enrollment for medical benefits will be held in the fall of each calendar year, 



whereby employees can elect various coverages for the subsequent calendar years, 
and enroll new dependents for both the medical and dental plans. Newly acquired 
dependents (I.e., by birth, adoption, marriage, or court order) must be enrolled within 30 
(thirty) days from the date of birth, adoption, marriage or court order for both 
medical and d.ental coverage. Dependents not enrolled within 30 (thirty) days may 
be enrolled at the next open enrollment period. Subject to 37.03 (Opt·Outs) employees 
may make changes between medical plans only at the open enrollment, and at no other 
time. 

37.18 

The Employer will continue to coordinate hospital, medical and dental benefits wlth 
insurance carriers of spouses andlor dependents of Wayne County Airport AuthorIty 
active employees. It is a requirement that all employees and retirees provide Employee 
Benefits with current Information as to changes In marital, employment and insurance 
status. 

37.19 

Benefits paid under insurance programs or self funded programs for basic, master 
medical, prescription drugs, dental and life insurance shall be subject to the policy 
prOVisions of the carriers or third party administrative servIce organizations selected to 
Insure or provide administrative claims service for the various plans. 

37.20 

An employee leaving employment with Wayne County Airport Authority shall not be 
entitled to continuation of benefits other than provided In the Consolidated Omnibus 
Budget Reconciliation Act (COBRA). 

37.21 

The Employer may, at its option and at its own cost, Implement Spending Accounts 
("accounts") for health care, dependent care, or both, during the term of this Agreement. 
The accounts will comply with Section 105, 125 and 129 of the Internal Revenue Code. 
and will provide employees with a voluntary program to achieve income tax savings on 
unreimbursed medical, and qualifying dependent care expenses. 

37.22 Effective Date For Insurance Programs 

The following Insurance programs shall be effective on the first day of the month 
following date of hire, rehire or transfer into an eligible Job classification covered by this 
Agreement: 



A. Health Insurance 
B. Dental 
C. Life Insurance 
D. Supplemental Life Insurance 

37.23 Termination Date For Insurance Programs 

Subject to Article 37.28 (continuation of medical coverage while on long-term disability), 
Article 33.05 (B) (continuation of medical dental and life covl;lrage while on an approved 
leave due to illness). Article 37.16 (continuation of medical. optical and dental coverage 
upon the accidental death of an employee), Article 37.33 (continuation of medical and 
dental benefits while on workers' compensation), and Article 37.15 (eligibility for retiree 
health and life Insurance benefits). the following insurance programs shall terminate on 
the last day of the month following a voluntary or Involuntary termination of employment, 
retirement, death, unpaid leave of absence, commencement of a disability. or layoff: 

A. Health Insurance 
B. Dental 
C. Life Insurance 
D. Supplemental Life Insurance 

37.24 

If an employee is suspended or dismissed as a result of disciplinary action, or because 
the employee is charged with the commissIon of a felony. the Employer will continue to 
provide benefit cOverage until the suspension or dismIssal Is resolved through 
arbitration or court decision; and if the Employer's action is upheld or the employee is 
found guilty of the charges alleged against them, then the employee shall repay the 
County the value of the benefit coverage provided. which monies may be deducted from 
the employee's accumulated sick time, annual leave. and/or holiday pay. 

37.25 Long-Term Disability 

Employees in the Bargaining Unit hired on or after October 1, 1983 or those who were 
hired prIor to October 1, 1983 and who made an election prior to January 1, 1988, shall 
be covered by a Long Term Disability Income Protection Plan which pays a member 
60% of the regular annual pay rate or a maximum of $2,400 monthly, whichever Is less. 
An employee qualifies for this protection after sixty (60) calendar days of Illness or 
disability. Benefits will begin on the 61 st calendar day of illness or disability or the day 
following the use of all sick leave whichever occurs last. To minimize financial loss 
during this period, an employee may elect to utilize accumulated annual leave, personal 
business leave or holiday leave. The employee receives benetlts under the terms and 
conditions of the Long Term Disability Income Benetlt Plan. Payment of benefits will be 
made in accordance with the approved Long Term Disability Income Benefit Plan. 



37.26 

An employee disabled as a result of a work related injury Is qualified to col/ect workers' 
compensation benefits. Payment of workers' compensation benefits preclude payment 
of long-term disability benefits. If long-term disability benefits have been made prior to a 
favorable adjudication of the employee's workers' compensation claim, the Authority 
shall deduct tne dollar amount received, by the employee, in long- term dIsability 
benefits, on a dollar for dollar basis, against the supplemental workers' compensation 
benefits due and 
owing the employee. ,In the event the supplemental workers' compensation benefits are 
less than the benefits received under the long-term disability plan, then the employee 
shall have his statutory workers' compensation benefits reduced,' on a dollar for dollar 
basis to make up the difference. 

37.27 

Employees receiving long-term disability must cooperate in efforts to receive treatment' 
and/or rehabilitation for continued benefits under the plan. Failure to comply may result 
in termination of benefits. 

37.28 

Medical Insurance, Optical Benefits, Dental Insurance and Life Insurance as provided In 
Articles 37.02, 37.05, 37.07 and 37.09 will continue for up to two (2) years, as long as 
an employee Is receiving long-term disability benefit payments. Employees of this 
Bargaining Unit who have filed for or are In receipt of Long-Term Disability benefits may 
be subject to independent medical exams at the request of the Administrator to 
determine eligibility. The Administrator will utilize Beaumont, Oakwood or Henry Ford 
Hospitals or other nautralthird parties jointly selected by the parties. The evaluation of 
the doctors will be utilized exclusively to determine ongoing eligibility and will be binding 
upon the Employer, the UnIon and the employee. 

37.29 

The Long-Term Disability Income Program will be totally funded by the Employer. 

37.30 

Employees receIVing long-term disability Income benefits shall receive benefits 
administered according to the "Wayne County Airporl Authority, Long-Term Dlsebility 
Income Benefit Plan': 

37.31 



Employees may purchase additional long or short term disability Insurance separate 
from the long term disability benefits provided by the Employer. The employee's 
additional disability insurance benefits shall not be coordinated with benefits from the 
Authority's Plan, provided the employee does not receive In excess of one hundred 
percent (100%) of his or her regular after-tax rate of pay. This additional disability 
insurance policy will only supplement the employee's Income above the maximum 
benefit level provided under the Authority's plan, but will not exceed 100% of his or her 
regular after-tax rate of pay. The Wayne County Airport Authority Long Term Disability 
Income Benefit Plan shall be the primary coverage. 

37.32 Workers' Compensation 

A. Workers' Compensation shall be paid in accordance with the qualification period 
established by state law. 

B. An officer injured and placed on workers' compensation shall receive 
supplemental pay, which may be received as supplemental payroll or may, In the 
case of a disability due to a motor vehicle accident, be received as motor vehicle 
no fault wage loss benefits, in an amount when combined with the statutorily 
required Workers' Compensation Benefit, does not exceed a total of one hundred 
percent (100%) of the regular after-tax rate of pay for a period of two (2) years. 

C. Officers receiving benefits In accord with Artlcle 37.32 (B) above shall be placed 
on duty disability retirement as soon as they are determined to be eligible under 
the Retirement Ordinance. However, after two (2) years on workers' 
compensation, 

37.33 

they will be presumed eligible and application will automatically be made on their 
behalf for suc~ retirement. If for any reason they are determined to be ineligible, 
they may continue receiving the benefits provided under Article 37.32 (B) beyond 
the two (2) year period. 

Officers filing claims and receiving Workers' Compensation, shall earn sick and annual 
leave for up to two (2) years. All officers receiving Workers' Compensation shall be 
paid off excess annual leave In accordance with Article 27.07 of the Agreement. 

37.34 

Medical Insurance, Dental Insurance, Life Insurance, and Optical Benefits for which the 
officer would otherwise be entitled pursuant to this Agreement, shall be continued while 
an officer Is on Workers' Compensation but not to exceed two (2) years. 

37.35 



Employees who are not working due to an on the job injury and collecting benefits under 
this Article will be paid their annual uniform allowance and an annual uniform 
maintenance allowance on the dates required under Articles 34.12 through 34.14. 
however, the time period that the member was not working due to an on the job 
Injury and collecting benefits under this Article shall be deducted from the annual 
allowances. Such deduction shall be prorated on a monthly basis. 

37.36 

Employees who are not working due to an on the job Injury and col/ectlng benefits under 
this Article will be paid their weapon qualifying allowance on the date requIred and 
under the provisions of ArtIcle 34.13. However. the party recognizes that the WCAA 
CEO or designee has the sole authorIty over the gun range facilities, therefore when a 
member Is not working due to an on the job Injury and collecting benefits under this 
Article, such member shall not be allowed to qualify until he/she has returned to full time 
duty. 

37.37 

Upon returning to work, If physically able, an officer shall be restored to his or her 
former classification. 

37.38 

During the period an officer Is on Workers' Compensation and drawing supplemental 
pay, Union dues shall be deducted from hislher supplemental pay. 

37.39 

The Employer may assign duties to an officer who Is placed in a Workers' 
Compensation status which are within the physical ability of the officer to perform. If the 
member refuses to perform these lob dutIes, the member shall no longer be eligible for 
supplemental Workers' Compensation pay. Employees returned to work in accordance 
wIth this paragreph will be entitled to their life Insurance, medical, dental and optical 
benefits. 

37.40 

If an officer receives an economic benefit from the Employer's automobile insurance 
carrier as a resuRof the officer being Injured in the line of duty; said payment shall offset 
the Employer provided supplemental Workers' Compensation pay on a dollar-for-dollar 
basis. 

37.41 



When combined with statutory payments. supplemental payments and economic 
benefits from the Employer's automobile insurance carrier. the combined payment shall 
equal one hundred percent (100%) of the officer's net pay and no more. 

37.42 

All officers on Workers' Compensation who meet the eligibility requirements In Article 22 
of this Agreement shall be entitled to fake promotional examinations. The officer upon 
returning to work will be placed on the list in the appropriate position as Indicated by his 
score. If bypassed for promotion the officer will be placed on the promotional recall list 

37.43 

Where an employee Is found to be ineligible for Workers' CompensatIon benefits. any 
supplemental payments made in accord with Article 37.32 (B), may be recovered by the 
Authority through payroll deduction upon the employee's return to work or by offsetting 
any other payor benefits In equal amount. 

37.44 

If this contract is extended by mutual agreement of the parties, for the purpose of 
collective bargaining the provisions described In this Article shall continue. 



ARTICLE 38 - RETIREMENT 

38.01 General Provisions: 

A. The detailed provisions of Wayne County Employee's Retirement System 
are incorporated as part of this agreement and shall control except where 
_ changed or amended below. 

B. Each employee shall participate in a retirement savings plan offered by 
theWCAA. 

C. E,xcept as set forth in Hybrid Plan #6, employees participating in a 
retirement plan offered by the WCAA hired prior to the date of execution 
of this Agreement must meet all age and service requirements to be 
eligible for post retirement insurance and health care benefits pursuant 
to the Wayne County Airport Authority Health And Welfare Benefit rlan, 

D. All employees hired on or after December 1, 1986, and prior to October 
1,2001, shall be eligible for participation in Defined Benefit Plan #2 or 
Defined Contribution Plan #4. 

E. Upon the issuance of the Act 312 Arbitration Award, the Hybrid 
Retirement Plan #6 shall be offered to all members of the bargaining unit. 

F. Unless otherwise specified In Hybrid Plan #6, regardless of the 
Retirement Plan, all employees hired, re-employed, reinstated and rehired 
on or after December I, 1990, shall not be eligible for insurance and 
health care benefits upon retirement unless they retire with thirty (30) or 
more yews of service or after a minimum fifteen (lS) years of service at 
age (60) or older. However, employees in the Hybrid Retirement Plan 
shall only be eligible for insurance and health care benefits upon 
retirement if they retire with thirty (30) or more years of service. 

G. Regardless of the Retirement PIan, all employees hired, rehired, re
employed and reinstated on or after the date of execution of this 
Agreement by the WCAA will not receive nor be eligible for employer
sponsored Insurance and health care benefits upon retirement. However, 
these employees will be eligible to participate in an WCAA Health Care 
Savings Program (HCSP) In accordance with) 37.08 and the terms and 
conditions outlined in the Wayne County Airport Authority Health And 
Welfare Benefit Plan. Employees participating in the Employee Health 
Care Benefit Trust who retire from WCAA employment may elect to 
purchase post-retirement health care insurance from the WCAA at full 
rate cost, or purchase such insurance 'from a provider other than that 
provided by the WCAA. This subsection (38.01(G)) will not apply to 
terminated employees reinstated through arbitration who were otherwise 
eligible for post-retirement health care prior to termination. 

H. Employees separating from WCAA service with vested pension benefits 
who then receive, when eligible, a deferred pension payment, shall not be 



eligible for post retirement Insurance and health care benefits. 

I. All employees hired on or after October 1. 2008 shall not be eligible for a 
13th check upon retirement. 

J. One (I) year of service equals 2.080 straight time hours. No more than 
one (1) year of service credit may be earned in anyone (1) calendar year. 

K.Effective with the Issuance of the Act 312 Arbitratlon Award and for no 
more than thirty (30) calendar days thereafter, employees of record with 
the WCAA In the bargaining unit as of December 1, 2009 who are 
members of either Retirement Plans 1. 2. 3. 5 or 6 may purchase up to 
two (2) years of credited service toward retirement eligibillty at total 
actuarial cost not to exceed $30,000. 

L. Within (60) days of the Issuance of the Act 312 Arbitration Award, the 
WCAA shaJi implement all changes and modifications to the retirement 
benefits in order that full implementation of the Act 312 Award can be 
implemented forthWith .. 

M. Upon the termination of this Collective Bargaining Agreement on 
November 30,2013 the parties may agree to bargaIn over retirement 
related Issues during the next round of contract negotiations. However, 
all Issues concerning retirement, including but not limited to, any and all 
provisions outlined in Article 38 of this Agreement, covering the period 
of December 1. 2009 through, November 30, 2013 shall not be subject to 
Act 312 arbitration untO November 30,2020. 

38.02 Defined Benefit Plan #1 (DBP-IU 

As is - no <;hanges 

38.03 Defined Benefit Plan #2 (DBP-#2) 

As is- no changes 

38.04 Defined Benefit Plan #3 (DBP-#3) 

As is - no changes 

38.05 DefinedContributlog Plan #4 CDCP-#4) 

As 18- no changes 

38.06 Hybrid Retirement Plan #5 (HRP # 5) 



As Is- no changes 

38.07 Hybrid Retirement Plan #6 (HRP # 6) 

A. General Provisions: 

1.. Within (60) days of the issuance of the Act 312 Arbitration Award. 
the WCAA will establish a new hybrid retirement benefit plan 
option #6 (i.e .• Hybrid Retirement Plan #6) for eligible employees 
of record with the WCAA who were in the bargaining unit on 
December 1. 2009. 

2. The defined benefit side multiplier of Hybrid Plan #6 for all past 
and future years of credited service shall be 2.5% of Average Final 
Compensation. 

3. Average Final Compensation shall be equal to the average of the 
best five (5) out of the last seven (7) yenrs of compensation while a 
member of the Retirement System and shallindude. final payouts 
of excess sick and annual leave made pursuant to Articles 27.11 
and 28.12. overtime, and accumulated holiday reserve time. 

4. Normal retirement shall mean twenty-five (25) years of credited 
service at age 55, twenty (20) years of credited service at age 60, 
eight (8) years of credited service at age 65 or thirty (30) years 
of credited service without an age requirement. An employee in 
Plan #6 hired prior to the date of execution of this Agreement by 
the WCAA who retires with thirty (30) years of service will receive 
medical benefits as otherwise provided under the terms of this 
Agreement. 

An employee In Plan #6 hired prior to December 1, 2009, who 
reaches twenty-five (25) years of credited service by December 1, 
2020. will be allowed to retire as provided herein and with full 
medical benefits as otherwise provided under the terms of this 
Agreement 

5. Employees In the Defined Benefit Plan #3 and Hybrid Retirement 
Plan #5 may transfer into Hybrid Plan #6; provided. they elect to 
transfer Into, and fully purchase into Plan #6 at a rate of $500.00 
per year for ea!:h year of credited service, within (90) days after the 
Issuance of the Act 312 Arbitration Award. 

Employees may use their deferred compensation funds to pay for 
this obligation. If an employee does not have suffiCient funds in 
his or her deferred compensation account or if the employee does 
not have a deferred compensation account. the employee will have 
(10) years to pay the contribution or must make the balance of the 



payment within (90) days of his or her retirement. Failure to make 
said payment will cause the employee's annual pension benefit to 
be adJusted accordingly. 

All members of the Union who are in Plan #3 or Plan #5 may elect 
to become members and participants in Plan #6i this election shall 
be made within (60) days of the issuance of the Act 312 
Arbitration Award. All funds on deposit with the retirement 
system in the employee's defined contributIon account shall be 
forfeited and used to pay for the UAAL as set forth in Exhibit 41, 
Act 312 proceedings, Case Number D 09 A-0064. 

In order to offset the cost associated with paying for the UAAL. 
members of the bargaining unit shall have their wages frozen for .".',,'&. v i 
a period covering December I, 2009 and running through tV 
November 30,2013. This provision shall not affect any step 
increases the employee would otherwise be entitled to. 

6. Eligible employees of record transferring Into Hybrid Plan #6 shall 
contribute 4% of all W-2 compensation to the Retirement System. 

7. For purposes of the applicable employee contribution rate 
calculation, compensation shall include payouts of excess sick and 
annual leave made pursuant to Articles 27.07 and 28.03, overtime, 
and accumulated holidar reseIVe time. 

8. Employees shall also be allowed to make contributions to the 
contribution side of Plan #6 with no Employer match, subject to all 
IRS rules and regulations. 

9, Once an employee elects to transfer to the new Hybrid Plan #6, 
that employee may not return to his or her prior Retirement Plan. 

10. Eligible employees shalll'eceive a duty disability retirement 
benefit. The amount of retirement compensation shall be 
computed as normal retirement with additional service credit 
granted from the date of retirement to age sixty (60). The total 
Plan #6 duty disabUity benefit, including that received under the 
contribution side of Plan #6, shall not exceed seventy-five percent 
(75%) of the employee's average compensation as otherwise 
provided in Defined Benefit Plan #1. 

The employee will be required to surrender all accumulated funds 
in the Plan, including both employee and vested Employer 
contributions. In the event an employee has an outstanding loan 
from the Plan. loan payments shall continue as scheduled through 
equivalent withholding from the employee's monthly disability 
retirement benefit until such loan is repaid in full. Should the 
employee become deceased prior to full repayment, the 
employee's estate shall be responsible for any outstanding 



amount. 

38.08 Retirement Option - Purchase ofMllitary Service 

Military sernce time prior to WCAA employment may be purchased up to a 
maximum of six (6) years at full actuarial cost. Purchase shall be In one (l) month 
increments with twelve (12) months of purchase needed for one year of credit. 
Purchases of service credits under this section, when combined with the credits 
purchased or earned under prior military service provision, shall not exceed six (6) 
years. 

A. 

B. 

38.09 

The Retirement Commission may establish rules not in conflict with this 
Section for the implementation of this Section. Such rules may define 
payment schedules, limit purchases when military time has already been 
used as a credit in another public pension system, limit the way this time 
may be used, or limit purchases to specified time periods on an annual 
basis or within certain periods after the date of the member's first 
employment with the WCAA • 

This provision does not apply for employees who are members of 
Defined Contribution Plan #4. 

Non-Duty Di§abiUty Retirement 

The Employer retains the right to place an employee into non-duty disability 
status under the same terms and conditions as now apply to the Defined Benefit Plan 
#1 and In the Defined Contribution Plan #4. The speCific terms of the benefits to be 
provided to non-duty disability retirees under Plan #4 shall be as published by the 
Retirement Department. Upon request the parties will meet to negotiate changes if 
necessary. 

38.10 Deferred Compensation 

The Employer shall continue to allow deductions for qualified Deferred 
Compensation Plans. 

38.11 Supplemental Retirement 

The Employer shall offer to any employee a non-qualified supplemental 
retirement program by Which the employee shall be allowed to reduce his or her wages 
in order to be eUgible for said supplemental retirement program. 

38.12 
The Union shall notify the Employer as to which company shall be used as the 

carrier or broker for this program, which shall be offered by way of payroll deduction. 



38.13 

If the WCAA adopts a Deferred Compensation Program that would be more 
beneficial to employees in this Bargaining Unit, the Union shall have the option to: 

A. Remain in the current plan as outlined in Articles 38.10 and 38.11 or, 

B. Adopt the new program. 

38.14 Retiree Health Insurance ffieaIth Care Savings Plan) WCAA CBA 37.08) 

A. Employees hired on or after Pebruary 1. 2008: 

L Employees hired on or after February I, 2008 shall not be 
eligible to receive retiree medical coverage offered under the 
Wayne County Airport Authority Health and Welfare Benefit Plan 
or any Retirement Plan specified in Article 38 of this Agreement. 
Such employees will be enrolled, beginn1ng the first day of the 
month following their date of hire, In the WCAA Health Care 
Savings Program (HCSP). in the form provided by the Municipal 
Employees Retirement System of Michigan (MERS). Each employee 

. will be required to make mandatory contributions in the amount 
of 2% of their base wages to this HCSP Plan. The Employer will 
contribute 2% of the employee's base wages Ibut In no event less 
than One Thousand Dollars (St,OOO.OO) for each full calendar year 
of employment] Into the HCSP Plan. All employee contributions 

. (and investment earnings thereon) shall be Immediately vested in 
the employee's account; employer contributions (and investment 
earnings thereon) shall vest in accordance with the following 
schedule: 

After 10 years of employment 33% 
After 20 years of employment 66% 
After 30 years of employment 100% 

2. Those participants in the HCSP Plan who satisfy requirements for 
retirement eligibility and who retire with entitlement to pension 
benefits from WCAA employment may elect to use their vested 
HCSP account funds to purchase post employment health care 
insurance through the WCAA, from among the health care plans 
available to active employees, at full rate cost, or alternatively may 
elect to purchase medical insurance coverage from a provider 
other than that offered by WCAA. It Is understood that the 
medical plans available for the retired employee to purchase 
through WCAA shall be those being offered to active employees at 
the time; I.e., the nature of the plan benefits will be subject to 
change over time consistent with changes that apply to active 
employees. Further, such retiree may also elect to use their vested 



account balance for reimbursement of post employment "medical 
expenses" as allowed under Section 213 of the Internal Revenue 
Code of 1986 (IRC). 

3. Those participants in the HCSP Plan who terminate employment 
prior to eligibility for retirement may elect to use their vested 
account balances for reimbursement of post-employment "medical 
expenses" as allowed under Section 213 of the IRe. 

4. The HCSP Plan shall be administered by MERS pursuant to a Plan 
document, a copy of which shall be available to all participants. 

B. Employees hired prior to February. 1, 2008 who elect to waive retiree 
medical benefits and not participate in the WCAA Health and Welfare 
Benefit Plan. 

I. Employees hired before the effective date of the Act 312 
Arbitration Award will be allowed to permanently and Irrevocably 
waive eligibility for retiree medical benefits pursuant to the WCAA 
Health and Welfare Benefit Plan and/or any Retirement Plan 
provided under Article 38 of this Agreement and elect to 
particIpate in the HCSP Plan as described in the paragraph above. 
The employee's election to partlclpate in the HCSP and to waive 
eligibility for any other retiree medical benefits shall be permanent 
and irrevocable. The Employer shall contribute 4% of such 
employee's base wages into the HCSP Plan. Employees may elect 
to make additional post-tax contributions from their wages. 
Employee contributions (If any) shall vest immediately in the 
employee's account. Employer contributions shall be vested in 
accordance with the vesting schedule set forth in paragraph leA) 
above. 

2. The provisions of Article 37.08A, (2), (3) and (4) above shall also 
apply. 

38.15 Retirement Board EUgibllitv 

Effective the date of execution of this Agreement by the WCAr\, if not otherwise 
prohibited by laW, eligibility for election or appointment to a position of trustee on the 
Board of the Wayne County Employees Retlrement System will include retired 
employees of WCAA who reside withln the State of Michigan. 

38.16 SUpplemental Modifications 

In the event a non-union or unionized employee receives a pension or economic 
beneflt whlch is better than the benefits awarded by this Act 312 Panel, the members 
of the bargaining unit shall be granted the same enhancements. If a dispute arises as 
to the nature of the enhancement, then the union shall be entitled to reopen the 
contract for the sole purpose of negotiating the Implementation of said enhancement. 



ARTICLE 39 - ECONOMIC IMPROVEMENT! 12/1/2009 (Proposal A) 

39.01 Special Skills Positions 

A. Eligible employees shall receive one thousand five hundred dollars ($1,500.00) 
per year in addition to their base wage rate while working in one of the following 
special skills positions: 

1. Motorcycle Officer 
2. Polygraph Operator 
3. Explosive Ordinance Disposal Technician 
4. Canine Unit 
5. Special Response Officer 
6. Communications Unit 
7. Airport Special Investigative Unit (ASIU) 
8. Identification Technician 
9. Water Rescue Officer 

10. Field Training Officer/Accident Investigator 

B. Employees in the classificat'ions of Police Sergeant and Police Lieutenant will 
receive an additional one thousand dollars ($1,000) per year upon completion of five 
(5) years of service in-grade. 

39.02 Captains/Executive Sergeant 

All employees promoted to captain positions as enumerated in Article 21 shall 
receive additional compensation in the amount of three thousand dollars ($3,000.00) 
per year during the term of that assignment; said $3,000.00 shall be rolled into their 
annual rate of pay as long as they hold that assignment. 

All employees appointed to Executive Sergeant positions as enumerated in 
Article 21 shall receive additional compensation in the amount of two thousand dollars 
($2,000.00) per year as long as they hold that aSSignment, shall be rolled into their 
annual rate of pay for as long as they hold that assignment. 

39.03 Wage Rates For Employees In Local 3317 

A. Police Sergeant: 

1. The wage rates which were in effect as of November 30, 2009 (Entry 
equals $70,481, Step 2 equals 72,324, and Step 3 equals $74,165) shall be 
increased by 3% percent per year on a compound basis on December 1st, 
2009. 

1 



SGT 

I STEP 12/1/2009 ! 

1 72 595 I 
2 74,494 ! 
3 76.390 

----.. -~ 

2. AnnualStep Increases: 

Based on the number of completed months of service in-grade. the above
cited regular full-time employees of record employed in the classification 
of Police Sergeant shall be placed at the follOwing annual base wage rates 
on the dates indicated. 

Annual step increases for each year of the contract shall be increased by 
3% on an across the board basis. 

3. Minimum Base Wage Rates: 

Employees of record promoted to the classification of Police Sergeant 
shall be placed at the minimum base wage rate in effect as of the date of 
their promotion. 

4. Annual step increases will continue beyond the expiration date of the 
Collective Bargaining Agreement [November 30.2013] for those 
employees who are below the maximum wage step for their classification. 

B. pglice lieutenant: 

1. The wage rates which were in effect as of November 30. 2009 (Entry 
equals $77.898, Step 3 equals $81,107, and Step 3 equals $84.314) shall 
be increased by three (3%) percent per year on a compound basis. on 
December 1st, 2009. 

LT 

STEP ~ 12/1/2009 
---c:1_-f-...... 80.235 

f--.-=2_-+_--=:8"'3 ...... 5'-"4()~ 
3 86.843~ 

2. Annual Step Increases: 

__ ~.Seniority in grade annual step increases for each year of the contract 
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shall be increased by 3% on an across the board basis. 

3. Minimum Base Wage Rates: 

... __ The minimum base rate for the classification of police 
Lieutenant/Captain shall be the 1st step of the pay guide on the date of 
their promotion. 

4. Annual step increases will continue beyond the expiration date of the 
Collective Bargaining Agreement [November 30, 2013] for those 
employees who are below the maximum wage step for their classification. 

39.04 Educational Premium/Incentive 

A. Effective 12/1/09, members of the bargaining unit having the follOwing 
educational credentials from an accredited college or university in criminal justice or a 
related field by the start of the fiscal year (October 1) will receive a lump sum bonus 
which shall be paid by December 10 or the first pay period thereafter each year as 
follows: 

Associates Degree: $375.00 
Bachelors Degree: $750.00 
Masters Degree: $1,000.00 

Decisions about whether or not a field is related to criminal justice shall 
be made solely by the employer. 

B. Tllis incentive shall not be included for purposes of calculating an employee's 
average final compensation for retirement. 

C. The 2010 lieutenant test shall be given without any educational requirements. 
For the subsequent test, which the parties agree will be given in 2013, the employer 
can require an Associates Degree in criminal justice or related field as a minimum 
requirement for promotion to Lieutenant. For the 2015 test, the employer can require 
an Associates Degree in criminal justice or related field and that the candidate be 
enrolled in a Bachelor Degree program in criminal justice or related field working 
toward a Bachelor Degree. For the 2017 test, the employer can require a Bachelor 
Degree in criminal justice or related field. 

For purposes of this Article, a Bachelor Degree in any field that an employee 
already attained as of 10/1/09 will be considered acceptable for purposes of the 
educational incentive and the minimum requirement for promotion. 

39.05 Supplemental Modifications 

In the event a non-union or unionized employee receives an economic benefit 
3 



which is better than the benefits awarded by this Act 312 Panel, the members of the 
bargaining unit shall be granted the same enhancements. If a dispute arises as to the 
nature of the enhancement. then the union shall be entitled to reopen the contract for 
the purpose of negotiating the implementation of said enhancement. 
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ARTICLE 39 - ECONOMIC IMPROVEMENT /12/1/2010 (Proposal A) 

39.01 Special Skills Positions 

A. Eligible employees shall receive one thousand five hundred dollars ($1,500.00) 
per year in addition to their base wage rate while working in one of the 
follOwing special skills positions: 

1. Motorcycle Officer 
2. Polygraph Operator 
3. Explosive Ordinance Disposal Technician 
4. Canine Unit 
5. Special Response Officer 
6. Communications Unit 
7. Airport Special Investigative Unit (ASIU) 
8. Identification Technician 
9. Water Rescue Officer 

10. Field Training Officer/Accident Investigator 

B. Employees in the classifications of Police Sergeant and Police Lieutenant will 
-receive an additional one thousand dollars ($1,000) per year upon completion of 
five (5) years of service in-grade. 

39.02 Captains/Executive Sergeant 

All employees promoted to captain positions as enumerated.in Article 21 shall 
receive additional compensation in the amount of three thousand dollars ($3,000.00) 
per year during the term of that assignment; said $3,000.00 shall be rolled into their 
annual rate of pay as long as they hold that assignment . 

. All employees appointed to Executive Sergeant positions as enumerated in 
Article 21 shall receive additional compensation in the amount of two thousand dollars 
($2,000.00) per year as long as they hold that assignment, shall be rolled into their 
annual rate of pay for as long as they hold that assignment. 

39.03 Wage Rates For Employees In Local 3317 

A. Police Sergeant: 

1. The wage rates which were in effect as of November 30, 2010 (Entry 
equals $72,595, Step 2 equals $74,494, and Step 3 equals $76,390) shall be 
increased by 3% percent per year on a compound basis on December 1",2010. 
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STEP 12/1/2010 I 

1 74,773: 
2 76,729. 
37s,680 

2. Annual Step Increases: 

Based on the number of completed months of service in-grade, the above
cited regular full-time employees of record employed in the classification 
of Police Sergeant shall be placed at the following annual base wage rates 
on the dates indicated. 

Annual step increases for each year of the contract shall be increased by 
3% on an across the board basis. 

3. Minimum Base Wage Rates: 

Employees of record promoted to the classification of Police Sergeant 
shall be placed at the miulmum base wage rate in effect as of the date of 
their promotion. 

4. Annual step increases will continue beyond the expiration date of the 
Collective Bargaining Agreement [November 30, 2013] for those 
employees who are below the maximum wage step for their classification 

B. Police Lieute)1allt: 

L The wage rates which were in effect as of November 30, 2010 (Entry 
equals $80,235, Step 2 equals $83,540, and Step 3 equals $86,843) shall 
be increased by three (3%) percent per year on a compound baSiS, on 
December 1",2009, 

LT 

En· STEP ........ 12/1/2010 
1 82642 
2 86,046 

I 3 . I Jl9,448 .~ 

2. Annual Step Increases: 

Seniority in grade annual step increases for each year of the contract 
shall be increased by 3% on an across the board basis. 

3. Minim11m Base Wage Rates: 
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39.04 

The minimum base rate for the classification of police 
Lieutenant/Captain shall be the 1" step of the pay guide on the date of 
their promotion. 

4. Annual step increases will continue beyond the expiration date of 
the Collective Bargaining Agreement [November 30, 2013] for those 
employees who are below the maximum wage step for their classification. 

Educational Premium/Incentive 

A. Effective 12/1/09, members of the bargaining unit having the following 
educational credentials from an accredited college or university in criminal justice or a 
related field by the start of the fiscal year (October 1) will receive a lump sum bonus 
which shall be paid by December 10 or the first pay period thereafter each year as 
follows: 

Associates Degree: $375.00 
Bachelors Degree: $750.00 
Masters Degree: Sl,OOO.OO 

Decisions about whether or not a field is related to criminal justice shall be 
made solely by the employer. 

B. This incentive shall not be included for purposes of calculating an employee's 
average final compensation for retirement. 

C. The 2010 Lieutenant test shall be given without any educational requirements. 
For the subsequent test, which the parties agree will be given in 2013, the employer 
can require an Associates Degree in criminal justice or related field as a mirrimum 
requirement for promotion to Lieutenant. For the 2015 test, the employer can require 
an Associates Degree in criminal justice or related field and that the candidate be 
enrolled in a Bachelor Degree program in criminal justice or related field working 
toward a Bachelor Degree. For the 2017 test, the employer can require a Bachelor 
Degree in criminal justice or related field. 

For purposes of this Article, a Bachelor Degree in any field that an employee 
already attained as of 10/1/09 will be considered acceptable for purposes of the 
educational incentive and the minimum requirement for promotion. 

39.05 Supplemental Modifications 

In the event a non-union or unionized employee receives an economic benefit 
which is better than the benefits awarded by this Act 312 Panel, the members of the 
bargaining unit shall be granted the same enhancements. If a dispute arises as to the 
nature of the enhancement, then the union shall be entitled to reopen the contract for 
the purpose of negotiating the implementation of said enhancement. 
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ARTICLE 39 - ECONOMIC IMPROVEMENT 1121112011 (Proposal A) 

39.01 Special Skills Positions 

A. Eligible employees shall receive one thousand five hundred dollars ($1,500.00) 
per year in addition to their base wage rate while working in one of the 
following special skills positions: 

1. Motorcycle Officer 
2. Polygraph Operator 
3. Explosive Ordinance Disposal Technician 
4. Canine Unit 
5. Special Response Officer 
6. Communications Unit 
7. Airport SpeCial Investigative Unit (ASIU) 
8. Identification Technician 
9. Water Rescue Officer 

10. Field Training Officer! Accident Investigator 

B. Employees in the classifications of Police Sergeant and Police Lieutenant will 
receive an additional one thousand dollars ($1,000) per year upon completion of 
five (5) years of service in·grade. 

39.02 Captains/Executive Sergeant 

All employees promoted to captain positions as enumerated in Article 21 shall receive 
additional compensation in the amount of three thousand dollars ($3,000.00) per year 
during the tenn of that assignment; said $3,000.00 shall be rolled into their rumual 
rate of pay as long as they hold that assignment. 

All employees appointed to Executive Sergeant positions as enumerated in Article 21 
shall receive additional compensation in the amount of two thousand dollars 
($2,000.00) per year as long as they hold that assignment, shall be rolled into their 
annual rate of pay for as long as they hold that assignment. 

39.03 Wage Rates For Employees In Local 3317 

A. Police Sergeant: 

1. The wage rates which were in effect as of November 30, 2011 (Entry 
equals $74,773, Step 2 equals $76,729, and Step 3 equals $78,682) shall 
be increased by 3% percent per year on a compound basis on December 
1 "·2011. 
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STEP __ +-..='12/1/2011 
f- 1 7?,016 
! 2 79 .. ,031 
r .. 3 L. . .-L----'8'-=l,04~ 

Based on the number of completed months of service in-grade, the above
cited regular full-time employees of record employed in the classification 
of Police Sergeant shall be placed at the following annual base wage rates 
on the dates indicated. 

Annual step increases for each year of the contract shall be increased by 
3% on an across the board basis. 

3. Minlmym Base Wage Rates: 

Employees of record promoted to the classiflcation of Police Sergeant 
shall be placed at the rnlnimum base wage rate in effect as of the date of 
their promotion. 

4. Annual step increases will continue beyond the expiration date of 
the Collective Bargaining Agreement [November 30, 2013] for those 
employees who are below the maximum wage step for their classification 

B. Police Lieutenant: 

1. The wage rates which were in effect as of November 30, 2011 (Entry 
equals $82,642, Step 2 equals $86,046, and Step 3 equals $89,448) shall 
be increased by three (3%) percent per year on a compound basis, on 
December 1",2011. 

LT 

CSl'EP12/1/20l-W 
~_ 1 85,121' 
~. 2_=. __ ~8,62Y-:1 
• 3 .... 9?,l3I:::::J 

2. Annual Step Increases: 
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Seniority in grade annual step increases for each year of the contract 
shall be increased by 3% on an across the board basis. 

3. Minimum Base Wage Rates: 

The mlillmum base rate for the classification of police 
Lieutenant/Captain shall be the 1" step of the pay guide on the date of 
tl;Ieir promotion. 

4. Amiual step increases will continue beyond the expiration date of the 
Collective Bargaining Agreement [November 30, 2013] for those 
employees who are below the maximum wage step for their classification. 

39.04 Educational Premium/Incentive 

A. Effective 12/1/09, members of the bargaining unit having the following 
educational credentials from an accredited college or university in 
criminal justice or a related field by the start of the fiscal year (October 1) 
will receive a lump sum bonus which shall be paid by December 10 or the 
first pay period thereafter each year as follows: 

Associates Degree: $375.00 
Bachelors Degree: $750.00 
Masters Degree: $1,000.00 

Decisions about whether or not a field is related to criminal justice shall 
be made solely by the employer. 

B. This incentive shall not be included for purposes of calculating an 
employee's average final compensation for retirement. 

C. The 2010 IJeutenant test shall be given without any educational 
requirements .. For the subsequent test, which the parties agree will be 
given in 2013, the employer can require an Associates Degree in criminal 
justice or related field as a minimum requirement for promotion to 
Lieutenant. For the 2015 test, the employer can require an Associates 
Degree in criminal justice or related field and that the candidate be 
enrolled in a Bachelor Degree program in criminal justice or related field 
working toward a Bachelor Degree. For the 2017 test, the employer can 
require a Bachelor Degree in criminaijustice or related field. 

For purposes of tIns Article, a Bachelor Degree in any field that an 
employee already attained as of 10/1/09 will be considered acceptable 
for purposes of the educational incentive and the minimum requirem.ent 
for promotioIL 
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39.05 Supplemental Modifications 

In the event a non-union or unionized employee receives an economic benefit 
which is better than the benefits awarded by this Act 312 Panel, the members of the 
bargaining unit shall be granted the same enhancements. If a dispute arises as to the 
nature of the enhancement, then the union shall be entitled to reopen the contract for 
the purpose of negotiating the implementation of said enhancement. 
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ARTICLE 39 - ECONOMIC IMPROVEj\1ENT /12/1/2012 (Proposal A) 

39.01 Special Skills Positions 

A. Eligible employees shall receive one thousand five hundred dollars ($1,500.00) 
per year in addition to their base wage rate while working in one of the 
following special skills positions: 

1. Motorcycle Officer 
2. Polygraph Operator 
3. Explosive Ordinance Disposal Technician 
4. Canine Unit 
5. Special Response Officer 
6. Communications Unit ' 
7. Airport Special Investigative Unit (ASIU) 
8. Identification Technician 
9. Water Rescue Officer 

10. Field Training Officer/Accident Investigator 

E. Employees in the claSSifications of Police Sergeant and Police Lieutenant will 
receive an additional one thousand dollars ($1,000) per year upon completion of 
five (5) years of service in-grade. 

39.02 Captains/Executive Serg~ant 

All employees promoted to captain positions as enumerated in Article 21 shall 
receive additional compensation in the amount of three thousand dollars ($3,000.00) 
per year during the term of that assignment; said $3,000.00 shall be rolled into their 
al1l1ual rate of pay as long as they hold that assignment. 

All employees appOinted to Executive Sergeant positions as enumerated in 
Article 21 shalL receive additional compensation in the amount of two thousand dollars 
($2,000.00) per year as long as they hold that assigmnent, shall be rolled into their 
al1l1ual rate of pay for as long as they hold that assignment. 

39.03 Wage Rates For Employees In Local 3317 

A. Police Sergeant: 

1. The wage rates which were in effect as of November 30, 2012 (Entry 
equals $77,016, Step 2 equals $79,031, and Step 3 equals $81,042) shall 
be increased by 3% percent per year on a compound basis on December 
1"·2012. 
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STEP 12/1/26IL 
1 79,326 , 

2 81,402 I 
3 ?3,473 I 

2. Annua.l Steplncreases: 

Based on the number of completed months of service in-grade, the above
cited regular full-time employees of record employed in the classification 
of Police Sergeant shall be placed at the following annual base wage rates 
on the dates indicated. 

Annual step increases for each year of the contract shall be increased by 
3% on an across the board basis. 

3. Mi:nimum Base Wage Rates: 

Employees of record promoted to the classification of Police Sergeant 
shall be placed at the minimum base wage rate in effect as of the date of 
their promotion. 

4. Annual step increases will continue beyond the expiration date of the 
Collective Bargaining Agreement [November 30, 2013] for those 
employees who are below the maximum wage step for their classification 

B. PQHce lieutenant: 

1. The wage rates which were in effect as of November 30, 2012 (Entry 
equals $85,121, Step 2 equals $88,627, and Step 3 equals $92,13) shall be 
increased by three (3%) percent per year on a compound basis, on 
December 1",2012. 

l.T 
STEP 12/1/2012 I 

1 87,675 
~.~ - --

2 91,286 
3 94,896 
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2. Annual Step Increases: 

Seniority in grade annual step increases for each year of the contract 
shall be increased by 3% on an across the board basis. 

3. Minimum Base Wage Rates; 

The rmmmum base rate for the classification of police 
Lieutenant/Captain shall be the 1" step of the pay guide on the date of 
their promotion. 

4. Annual step increases will continue beyond the expiration date of the 
Collective Bargaining Agreement [November 30,2013] for those 
employees who are below the maximum wage step for their classification. 

39.04 Educational Premium/Incentive 

A. Effective 12/1/09, members of the bargaining unit having the follmving 
educational credentials from an accredited college or university in 
criminal justice or a related field by the start of the fiscal year (October 1) 
will receive a lump sum bonus which shall be paid by December 10 or the 
first pay period thereafter each year as follows: 

Associates Degree: $375.00 
Bachelors Degree: $750.00 
Masters Degree: $1,000.00 

Dedsions about whether or not a field is related to criminal justice shall 
be made solely by the employer. 

B. This incentive shall not be included for purposes of calculating an 
employee's average final compensation for retirement. 

C. The 2010 Lieutenant test shall be given without any educational 
requirements. For the subsequent test, which the parties agree will be 
given in 2013, the employer can require an Associates Degree in criminal 
justice or related field as a minimum requirement for promotion to 
Lieutenant. For the 2015 test, the employer can require an Associates 
Degree in criminal justice or related field and that the candidate be 
enrolled in a Bachelor Degree program in criminal justice or related field 
working toward a Bachelor Degree. For the 2017 test, the employer can 
require a Bachelor Degree in criminal justice or related field. 
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39.05 

For purposes of this Article, a Bachelor Degree in any field that an 
employee already attained as of 10/1/09 will be considered acceptable 
for purposes of the educational incentive and the minimum requirement 
for promotion. 

Supplemental Modifications 

In the event a non-union or unionized employee receives an economic 
benefit which is better than the benefits awarded by this Act 312 Panel, 
the members of the bargaining unit shall be granted the same 
enhancements. If a dispute arises as to the nature of the enhancement, 
then the union shall be entitled to reopen the contract for the purpose of 
negotiating the implementation of said enhancement. 

4 


	D09 A-0064 Wayne County Airport Authority - Part 1 of 3.pdf
	D09 A-0064 Wayne County Airport Authority - Part 2 of 3
	D09 A-0064 Wayne County Airport Authority - Part 3 of 3

