ORIGINAL FOR EXECUTION

AGREEMENT
Between
ISABELLA COUNTY BOARD OF COMMISSIONERS
and the
SHERIFF OF ISABELLA COUNTY
and

POLICE OFFICERS ASSOCIATION OF MICHIGAN
(Corrections Unit) '

Effective: January 1, 2007 to December 31, 2009



TABLE OF CONTENTS

AGREEMENT
PURPOSE AND INTENT ............... e ere—r e ——e———e s eseanresrarteneeeraneeeas e e R 1
ARTICLEI
RECOGNITION ........ ereeereeereeerrrre et e rbe s rreenrrres eeeerrreer—er—eeeaaeeraeeerr e ereeerraeeeraes e 1
1.1:  Collective Bargaining Unit .......cccccveeeevneerivveereenanes teererrereereesnrareeeeeerranees 1
1.2:  Other AGreements .....occceeeeveerereeeereeceneneiesneeeeeenns trereeeerrrreerereeeeraaeeebaaes 1
ARTICLE I
REPRESENTATION ...oovveeeeeeeeeeeceeeeeerees e erss e essesssressesssessnssssnnasees "
2.1:  Steward
2 AR o1~ A o 1= U rerrevreeeerenanne vereeens 2
2.3:  SpeCial CONFETEINCES .ouvrrvrrrrreerrrerreereresreeereessesrssessrssesesessesssersesessesssersnenss 2
ARTICLE T
UNION SECURITY AND CHECKOFF ... ereererrraeereabeeraaeeanaen rrerereerenns 2
3.1:  Agency Shop .......... ereserereerrnnnerenreserrrrren ereereererrseerrrnrnte e rnreeerraeee e nrananns w2
3.2:  Union Membership ............. rererereererereretaanbnrarrotererebrbrrarrra—.tasrreresnnae e rrres 2
3.3:  Payroll Deduction ..........cuu..... teevrreeeartrreeeianes eerrreeeesieaereerreeeerareeearaeaeas 2
3.4: Hold Harmiess ...ccccocevveevemreeeecnnns reeennans teeererreeneseeseressarenraseeeaanrrnernarararn 3
ARTICLE IV
RIGHTS OF THE EMPLOYER ...ooovvreeeeeeeeee et tveesrereere s —eaa—eeenresee reeeereeas 3
4.1: RIHLS oot s rreeevereeeennes e —— 3
ARTICLEYV :
GRIEVANCE PROCEDURE ....... ceveeees reeerenenr———————————— rreeerere e, rreerreeerreeeareanns 4
5.1:  Grievance Definition .......... teerereeererreeeesearraraeeesaraeeerarnnraeaenns reereeernns veeeens &
5.2:  Grievance ProCedure .......ccceeevveeiveeeeererereeeeverecesnneaeenne rrereennn vereeennaes .4
5.3: Time Limitations ............... rrrereeen———. reeerreerereeearererrrennnee R reerreerenene 5
5.4: Grievance ReSOIHON ..ooevveeeeevereeeereseeeeeese e seenne v e e be e e raren 5
5.5:  Grievance Settlements ..o.cccceeeeevveeeieeecneeecrinee veevernraes tevrveeeereeeeeerreeeeranes 5
5.6:  Expedited GIievance .......cccoeceeeveveeeceevrnnnn. tererreeeeeannnes rerreerererrreeeennens - 5
ARTICLE VI
ARBITRATION ...ovvreercreeernnne eeeeeeseraeeaseeea—arharr—erbsireseseeasesres e e srrrressrennreerrr vreveenes ©
6.1:  Notice of Arbitration ............ eeereeteeeaeeeeeerarereeraaratesveaararaesaaareaeeesnrreannrene 6
6.2:  Selection of ATDItrator ......ceceeeeeeeeseeeeeeeeeeeeeeeeeeeeas et eeer et eaterennrnas 6
6.3:  Arbitrator's POWELS cooveiieeeeeeeeeeeeeee et eee e ree e erre e eereeesanees reeeeerreees 6

s o



ARTICLE VII

WORK STOPPAGES ..o eeeeereeeecee e ssresseeeresseesrsn s seses e ssns ssssessssansssssnersssssseessnsasssenes 7
7.1: NO SIIKS PlatEE woereeeeeeeeeceeece e cceeeeeceree e recere e sree e snseeeenaeeeseensne e snens 7
7.2:  Violation of No Strike PIEdge ..uceeveeerreeeeeerreceeeeseeeccree e verreeeras i
ARTICLE VIII
SENIORITY coeveecreeeerrreereeeerrreesresesesssseessssssrrsssssesessressenssesssesssrasesrseersrssseessessssserssesssssesns 7
8.1:  Seniority DEfINIION ..oeeeeeeeeeeceeeceeeeeeereeeereeeeeeecveesreeeseeessesereessesesaessaessnessaees 7
8.2: Probationary PETIOQ ....ceceueeeeeeeveiieeceeererineeereesineeesreseeeseeressesessessssesssnserseness 7
- 8.3:  Seniority List ....ccevee.e. Fereeeererrreeeeersseeeresereeeeirraeeerabeeererrrratesesbeaseraneeenrates 8
8.4:  SUPEI-SENIOTILY .eveeerrreirerreerreeereeeerreeeersseessressrrsseessserssesssreeessesersessssesseses 8
8.5:  Seniority and Benefit Accumulation .......ccccvveuvveeeviereecvnnreeennne rreeerrreeanns 8
8.6:  Permanent TTAnSTErS ...cccoceeeveeieeeeeeieeeee it eeeieeeeeeeereeeraraese e esaesseseaeerens er 8
8.7:  Temporary Assignments s reverees 9
8.8:  Temporary Emplovees ....coccovvervennees . 9
8.9:  Transfers to Non-Bargaining Unit Position 9
8.10:  L10SS Of SCIIOTILY wooeueeieeeeeeeeeeeceeeeeeie e e eneeesaeeeeeseeseseae s raeaseseese s saaeenses 9
ARTICLE IX
LAYOFF AND RECALL ...vereeeeeeeeereeeerteeevecerrreeeres e serseessreneees
9.1: Notification of Lavoff ....ccoovvvvvvnveernn. reeereeerreeeeanne teeeetrere e arrenreeaaennreens
9.2:  LayoffS cevreeerrreeeecceeee e rreeeeraeanneaenne eteereisrresserbreeeereneessranrerre e 10
9.3:  LayOff ProCEAUIE ....oovvvveeeeeeeceeececereeeceeeere v e seeees e s eeee s e e ens e en e ees 10
9.4: Recall eevrrerereeereennes feerterervereiearnan—eeserrareeraabertevharanernrranenrns rveerrereeenes 11
9.5: Notification of Recall ...ccoovueervnreerennnns teerveeereersessrerbererrarereeeisraraeesasrnnrnne 11
ARTICLE X
DISCIPLINE ..coovveeeevveeereneen ceerereeerbeeeereeerbetreebee st eeraresberrrnerbeen reteerererre e br e eraeares v 11
10.1: JUSE CAUSE oo ceceteeeceevee e eeer e e ee e e ee e esasseae e esneeeenseae e ansens 11
10.2: RUIES ceoeeeeeeeeceeeeeeeceeeeeee e ves e e eevn e eannes vrreeeerenenes vevrrerne. vereeerrenaens 11
10.3: RECOIA weuveeeeeerreeeeeecereeeeeeereeeceereerer e rrvese e srreseae v e ne e seees rererrreeerieresrennes .11
10.4: Suspension Pending Investigation .....ceceeevvvereeceecrveverenne rrrererrerrrerraneres 11
ARTICLE XI
PROMOTIONS ..o ceeeceeeeeeceereeseeeeecrssaeressesesssesssssssssssnsssssessnsnseesssssssssesssseenes R veveens 12
11.1: Purpose of Promotional Procedure .....cocvveeeerreeerreereveeercceeeenennns S 12
11.2: Advancement Opporfuniti€s .....ccceeveeeeerveerrreeerrverercvneseeees rrevereerrrerrrrrares 12
11.3: Corrections Testing for Police CIErk ...cocvvveeeeveeivvereeeereeeeeeeereeveeeenens 12
11.4: .. eeereeeererereareeeesteeearreesnreebeseeiraeeres rreerreearenanes 12
11.5: Roster ......... trverererrereeeereerennn. reerereerereteriariaaaverrarseon s rarrrRnreeeenanranrnranns 12
11.6: Written EXamination ......ccceeeeeevvreveeeeerireveeeeevreeeersnes rerrereerrrereeeraeaeerbens 12
11.7: Posting of EXamination NOTICES ...ccevceeeerereivrereereeeesneeeesrneeesssessssasasssessnns 12
11.8: Posting 0f TESHNG SCOTES .uvuvreeieeereeeeeeerreeeerrrrereestereeesesennreesnnns ververeenene 13
11.9: Examination Period .......... Fereeeresesrseeserseetrreeasreerarnr e raeee e e tearateerrearrananes 13
11.10: Examination Procedure ............. fveeeens rrereererereeerernaeer e rrrranaes reeerernraeeeenns 13




11.11: Pay Rate ON PrOmMOtION .oiivveereeeiireieeeeeseeemteereeeeeseseeneeeeessesnesseeasseessessnn 13
11.12: Outside Appointment

11.13: Promotions Cutside Bargaining Unit ....cooeevrrrevrsieesseeesnennns reerereeererees 13
11.14: COITECHIONS SEIZEANL .oovereeeeeeeereereereeee e eree e e es e esesesoess e essssnsseseeressnas 13
ARTICLE X1II
HOURS OF WORK AND OVERTIME ...cuoveunen rreeeerraeesereesareeshreesrreseareeasnenenesensaeaes 14
1217 WOTKWEEK ooeeeereeerreeeeeereeet et e s eeernrens 14
12.2: Workday .....eeveeeeeeveverreneeen eeeeeerssreseereesseesersrsseeeebnbeseeeireeaarereerenrraeraraeeeenss 14
12.3: Work Schedule .....ooveeieveeceeeeereeeececeeeeeeeaens teverererrreeeeererrrrneareesrraeren 15
12.4: OVErtime ..ocoveveenereeeeeeeeece e reeeereeenns tereeeesreeeesnnneereraeerraeaeanns 15
12.5: Premium PAY ..o s 15
12.6: Compensatory TIME .....oovveeeeeeverimreireveeeeennens revenaes erverrrenresesnrraeerarreraaes 16
12.7: Call-BACK PAY weevieeieeeeeeereeeree et et ceeseeeceeseneeeeeeseeseess e neesessnessessensens .17
12.8: Outside EMPIOVIMENL ...oceerereeereeieceeeceeeeee e eeeseeeseeeveeveevesensesrersaessesenes 17
12.9: Union Activities .......... trreerererresrieerrraeerareasaansrrrnne e raeeraras vererennnne cevreenes 17
12.10: Correction Training OfFICEr ....coovvvvrieiveiiiiiiiiiinieeeeeieeees e one veveeeens 17
ARTICLE XIIT
LEAVES OF ABSENCE ... rreeerreernrrreaaees rreervereresearanerrennarens e 17
13.1: Procedure for Requesting Leaves ......cccccceeevvveeeennnns eeeeeeesranersrranraeeranens 17
13.2: Purpose of Leaves ig8
13.3: Early Returns from Leave ..ocoevveveeeecveerceeeeeieeeseee e reerrreeereearaaae s 18
13.4: Maternity Leave .......veeueeeeee. rveenreeerneneraeernrennnees rrreerrerireaeas veerreereernneenns 18
13.5: Funeral Leave .............. eerrmseressrsnreeresnrisasressresesrnress s s sae b s e s s e rere e e bt aeees 18
13.6: In-Service Training LEeAVE ..ocveeveveeeeeeeeveeeceeees e erees s e v saeeseresens vereeene 18
13.7: Extended Educational Leave .....ccocceeveevercvvennnnne. rerreerareeentneereesbesesaaenras 19
FIC TR 0} 1 110 () B 3 OSSR vrveeernnns 19
13.9: Paid Sick Leave ..oueeeevevreeereererreeenns vrrrverrererees errvrrereenrerrrraereererenenraaeas 19
13.10: Extended Medical Leave ..vvveeerevercereeere e e eee eevenesee A |
13.11: Personal Days ................ veeerreeernrenanres rerteeeereeeeerreeaeenrae e nres verreennne e 21
ARTICLE XIV
HOLIDAYS
14.1:
14.2: Worked Holidays ......cccceeeeeeeecenerrenennnes veeresinns vrrrreeranes rerrrarenenne vrveenennne 22
14.3: .. feeeeereeesiereessseeraieerrsbaae e br—e e ——.es rae e baternberrare e bae e as s brnesrrbreeraeerranann 22
ARTICLE XV
VACATIONS ..o eeeeereeseterrreitesstessteeearenaneesreeseeetteeanseoneseneenaeseesaeesaesteeranans 22
15,17 VECALONS vevrvreerrreeerreeiieresseessreerreessssessseeesssssssssssessssesssesessssossesssessesssssessses 22
15.2: New Hires ....... e eeerereneeeerreevreeri—erasbaeerbeterreearhrer e ae e ras e e rasees reererrrnaes 22
15.3: Crediting ......... teveeeeesreesssseeesraeeerarersrreeeeraeeeraees e e e e—— 23
15.4:  ACCUMUIALION .eovviieeiceieceieceiecect ettt e sr e aesae e eneeres eenen 23

iii



15.5:

15.6: Vacation SEleCHON .oovvveieererereeeeeeeee s et e eser e rereeeeees R R 24
ARTICLE XVI
INSURANCE ..eeveeemeeeeeeeeeereeeceeeeeeneeraeenes terareeeeeernneesraereenrenr e breas terreeereeraeaas e 24
16.1: Hospitalization
|3 2 R
- 16.3: Dental Insurance
16.4: Term Life Insurance
16.5: False Arrest Insurance
16.6: Provisions of INSUrance CAarfiersS .....ccovverveerrerveeerieerrerrereveerrsesrerssesrsessses 25
16.7: Selection of INSUrance CAITIETS ...evveevreeereivereerrereerreseeerseeiesesssessessssersees 25
16.8: Continuation of Insurance Premium Payments ..........cee..ee.. rererereeeernes w25
ARTICLE XVII
PENSION ...cvveieeteeeerteceeerreerree s see s e essvssesassssesssssesssssassssererssessseessseessssesssnsesseassrssserses 26
17.1: Retir€ment PIAN c...oeocieeecreeee et seerne e e snae e seneeesee s sannenes 26
17 2 et rre e e an e r e ae s ar e s ane e s s e naaeenes reennenrees vererennes 27
17.37 e rreeererrrererereererrtaeeseerrrararernraes veeees rvveesrneeeeeerreae e e e naeras 27
ARTICLE XVIII
COMPENSATION ......... retteeeieeeteeersteabeerneer—eeesreesaeaaae et ae e et e e e baesbe st bneearesans vreveeeees 27
18.1: Wage Rates and ClaSSIﬁcatlons ........................................................ S 27
18.2: Shift Differential ................. T rereeeerreeesrrrrreoaarete s reaear s rrnee e rnteanerees 28
183 e rereeeenreranne reveerueerreeenrrereraaeerans oo 29
ARTICLE XIX
UNIFORMS AND EQUIPMENT ......ocovverrennene. eereeeeree e enrenreras rreervreeraeserrnrneeraaneranas 29
19.1: Uniforms and EQUIPMENLE «.eeveeeeeeenveeeeneeevenereeenens teerreerreeeeerrraeerenes vereeenns 29
19.2: Uniforms and EQUIPMENT ...cvveevvviieieeceieereeeee e eeee e eeevreenrrenes 29
19.4: Ammunition Annual Allotment ............. rreveeererrrerieererrbraee et rnreeranranaeaaaes 29
19.5: Police Clerk - Uniform ....cccceeveeeeverrneenne. tevreeeerereerrreeeerrrreeeerrrnanananen R 29
ARTICLE XX
HEALTH ettt cceeeeeeeee e sesnvesssssesesvesssensnasssnnne s rreeeerrresrreatrerraeeeearneeaanas crerreennene 29
20.1: Annual Physical EXaminations ....cccceceeeeeevrvveeerveversnrerseenens reeeeerrrraeeeenas 29
20.2: Mandatory Leave ..oooveercevvreeiieereeennn reerreerrvrerenr e raneeraes vrerrerrerrnreneins 29
20.3: Medical ATDITATION ...evevveeecceieeeeeeeeeeeeecreecenrescerceeeenseeeereneees reverreernne 30
ARTICLE XX1
MISCELLANEOUS ...covveeeerererveenne U OOV UUUUTUURt 30
21.1: Bulletin BOATA ...coeeeeericeeeeceeeecceeeesee e seeecnveeeeeessessveeesssaseessnnesssssnesane 30
21.2: BOMAS .oiieeecieeereeceeeeeeeeeeereeesreeeeesieeesrsareessseeesnnaeaseesrseersseeesarraesnnneeesranrens 30
21.3: CaptionsS ...ccceeevverevreerrerrueeerseernnnes rreereeirrrrrarrr—rreeare rrrrererrrraerernereeeeriras 30
21.4: Gender ..vevevverrvrenn. Cerrreeererreeerererereabareear i e hbrnnes s bbb rnTr et eesreroe e e sreerares 30

v



21.5:  Separabilily ...cevereeeecercrrecrececee e eve s e esses e e ersesrne s eeseesaeeraessnenees 30
21.6: Veterans' Preference ClalmS oo eeeeeeeeieeeeeeeeeeeeeeeeeeeeeeeeeeevseeveensnnesnsne 30

ARTICLE XX1I

®resvsssessssrrssssrasasersesrssnasrassens 31

22.1. D L R T N aa L L L L T LT T TS 31
22.2. D e T T L L L I T T T 31
22.3. D A R T R L L I L L R R TR TP TR Y 31

Lo e N

V‘VAWER L g e Y 31

DURATION ... ceveeeeeeeereveeeeeeeesrreseeeeessresssrsssssserssseessesersssensrsessssssessesessrasemssnsesasanerens 32
24.1: Termination .....ceccceeveeeeereevennes 32

sesensescevsvoner et sr s T se st Isar s s asenancanan




Page 1
Isabella County/POAM (Corrections)
Effective January 1, 2007 to December 31, 2009

AGREEMENT
THIS AGREEMENT, entered into this dayof , 2008, effective

the first (1st) day of January, 2007, except as otherwise noted hereunder, by and between the
ISABELLA COUNTY BOARD OF COMMISSIONERS and the ISABELLA COUNTY SHERIFF,
together hereinafter referred to as the "Employer”, and the POLICE OFFICERS ASSOCIATION
OF MICHIGAN (POAM), together hereinafter referred to as the "Union".

PURPOSE AND INTENT

The general purpose of this Agreement is to set forth the terms and conditions of
employment and to promote orderly and peaceful labor relations for the mutual interest of the
County, the Sheriff, and employees in the bargaining unit covered by this Agreement.

The parties recognize that the interest of the community and the job security of the
employees depend upon the County and the Sheriff's success in establishing a proper service to the
community.

Tothese ends, the County, the Sheriff, and the Union encourage to the fullest degree friendly
and cooperative relations between the respective representatives at all levels and among all
employees.

ARTICLET |
RECOGNITION

1.1:  Collective Bargaining Unit. Pursuant to the provisions of Act 379 of the Public Acts of
1965, as amended, the Employer hereby recognizes the POAM as the exclusive agent for the
purposes of collective bargaining with respect to rates of pay, wages, hours of employment, and
other conditions of employment for the term of this Agreement for all employees empioyed in the
Isabella County Sheriff's Department in the following-described unit:

All full-time and regular part-time correctional officers and police clerks.

But excluding: All deputies, special deputies, the chief matron, jail administrator,
cook, part-time deputies and employees, captain, undersheriff and all other
supervisors and all other employees.

1.2:  Other Agreements. In view of the recognition herein granted to the Union, the Employer
hereby agrees not to enter into any Agreement with any other labor organization with respect to
employees included in the collective bargaining unit described herein.




Page 2
Isabella County/POAM (Corrections)
Effective January 1, 2007 to December 31, 2009

ARTICLE I
REPRESENTATION

2.1:  Steward. The Employer agrees to recognize one (1) non-probationary Steward who shall be
elected or selected by the Local Union from employees in the Collective Bargaining Unit. It shall
be the function of the Steward to process grievances and to assist in the administration of this
Agreement as provided herein. An Alternate Steward may be selected who shall serve only in the
absence of the Steward. If it becomes necessary for the Steward to leave his work in order to
process a grievance, he shall first obtain permission from the Sheriff or his designee. The Union
shall notify the Employer in writing of the names of its Steward and Alternate Steward before they
shall be recognized.

2.2: Lost Time. The Employer agrees to compensate the Steward for any reasonable time lost
- from his regular work schedule at his straight time regular rate of pay, as the result of his duties.

2.3:  Special Conferences. Special conferences for important matters of mutual concern may be
arranged by mutual agreement of the parties. Arrangements for such conferences shall be made in
advance and shall be limited to the agenda presented when such arrangements are made.

ARTICLE 1T
UNION SECURITY AND CHECKOFF

3.1:  Agency Shop. As a condition of continued employment, all employees included in the
collective bargaining unit, within thirty (30} days from the date of their employment within the
Isabella County Sheriff's Department or the execution date of this Agreement, whichever is later,
shall become members of the Union or pay a service fee equal to but not to exceed the periodic
monthly dues of a Union member to the Union for labor services as uniformly required by the
Union, for the duration of this Agreement. Employees shall be deemed to be in compliance with
this Section if they are not more than thirty {30) days in arrears in payment of membership dues or
service fees, whichever is appropriate.

3.2:  Union Membership. Membership in the Union is not compulsory and is a matter separate,
distinct, and apart from an employee's obligation to share in the costs of administering and
negotiating this Agreement. All employees have the right to join, not join, maintain, or drop their
membership in the Union as they see fit. The Union recognizes, however, that it is required under
this Agreement to represent all employees included in the collective bargaining unit without regard
to whether or not the employee is a member of the Union.

3.3:  Payroll Deduction. The Employer agrees to deduct from the wages of its employees covered
by this Agreement service fees uniformly required by the Union, provided the Union first furnishes
to the Employer an authorization for checkoff of such service fees signed by the employee involved.
Upon deduction, the Employer shall remit such deductions to the Treasurer of the Police Officers
Association of Michigan, 27056 Joy Road, Redford, Michigan 48239, on or before the fifteenth
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(15th) day of each month. Deductions shall commence the first (1st) full month following receipt
by the County Clerk of the signed checkoff authorization provided the employee shall have earned
sufficient pay to cover the deduction. Such written authorization shall be irrevocable for the
duration of this Agreement and shall automatically renew itself for successive one (1) year periods
thereafter unless the employee gives written notice of his termination of said authorization to the
County Clerk. The Union shall certify the amount of the service fees to the County Clerk.

3.4: Hold Harmless. The Union agrees to indemnify and save the Employer harmless against any
and all claims, suits, or other forms of liability arising out of the deduction of dues or service fees
provided herein or by reason of action taken by the Employer pursuant to Section 3.1.

ARTICLE IV
RIGHTS OF THE EMPLOYER

A. Except as this Agreement otherwise specifically and expressly provides, the
Employer retains the sole and exclusive right to manage and operate the County in
all of its operations and activities. Among the rights of management, included only
by way of illustration and not by way of limitation, is the right to hire; determine all
matters pertaining to the services to be furnished and the methods, procedures,
means, equipment, and machines required to provide such service; to establish
classifications of work and the number of personnel required; to determine the nature
and the number of facilities and departments to be operated and their locations; to
adopt, modify, change, or alter its budget; to combine or reorganize any or all parts
of its operations; to determine the number of supervisors; to direct and control
operations; to maintain order and efficiency; to continue and maintain its operations
as in the past; to study and use improved methods and equipment and outside
assistance, and in all respects to carry out the lawful, ordinary, and customary
functions of County Government, provided, however, that these rights shall not be
exercised in violation of any specific provision of this Agreement. Disputes over any
of the rights of management illustrated above shall be subject to the grievance
procedure, excluding arbitration. All other rights vested exclusively in the Employer
shall not be subject to arbitration.

B. Except as this Agreement otherwise specifically and expressly provides, the
Employer shall also have the right to promote, assign, transfer, suspend, discipline,
discharge for just cause, lay off and recall personnel; to establish reasonable
penalties for violations of such rules; to make judgments as to ability and skill; to
determine work loads; to establish and change work schedules; to provide and assign
relief personnel, provided, however, that these rights shall not be exercised in
violation of any specific provision of this Agreement and, as such, they shall be
subject to the Grievance and Arbitration Procedures established herein.
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C. The Union hereby agrees that the Employer retains the sole and exclusive right to
establish and administer without limitation, implied or otherwise, all matters not
- specifically and expressly limited by this Agreement.

D. The Sheriff or his designated representative has discretion to assign clerical duties
to those Corrections Officers who, in his sole discretion, possess the appropriate
skills and responsibilities to perform them.

ARTICLEV
GRIEVANCE PROCEDURE

5.1:  Grievance Definition. For purposes of this Agreement, a "grievance" shall mean a complaint
filed by an employee or the Union concerning the application or interpretation of this Agreement
as written. Grievances involving more than one (1) employee which allege a violation of the same
provision or provisions of this Agreement and which seek the same remedy may be filed by the
Union. All such grievances shall be designated as a "group grievance". The Union shall identify
in writing, not later than Step 3 of this Procedure, the names of all individuals affected by a "group
grievance" and consideration of the "group grievance" shall, thereafter, be limited to the individuals
so named. '

5.2:  Grievance Procedure. All grievances shall be handled in the following manner:

A. Step 1. Verbal Procedure. An employee with a grievance shall, either within seven
(7) calendar days of the occurrence of the incident which gave rise to the grievance
or within seven (7) calendar days following the date the employee first reasonably
should have known of the events giving rise to the grievance, first discuss it with the
Sheriff or his designee, with the object of resolving the matter informally. If
requested, the Steward may be present. The Sheriff or his designee shall give his
answer within seven (7) calendar days.

B. Step 2. Written Procedure. If the grievance is not satisfactorily resolved at Step 1,
the grievance shall be reduced to writing, signed by the aggrieved employee, and,
within seven (7) calendar days presented to the Sheriff or his designee who shall
place his written disposition and explanation thereupon and return it to the Steward
within seven (7) calendar days.

C. Step 3. Ifthe grievance is not satisfactorily settled at Step 2, the Steward may appeal
the Sheriff's decision by delivery to the County Administrator and the Sheriff, within
seven (7) calendar days after receipt of the Sheriff's disposition, a written request for
a meeting concerning the grievance. Within ten (10) calendar days after the
grievance has been appealed, a meeting shall be held between the representatives of
the Employer and the Union. The Employer's representatives shall be the Sheriff and
the County Administrator or their respective designees. The Union's representative
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shall be the Steward. Either party may have non-employee representatives present,
if desired. If the meeting cannot be held within the ten (10) calendar day period, it
shall be scheduled for a date mutually convenient to the parties. The Employer shall
place its written answer on the grievance and return it to the Steward within ten (10)
calendar days following the meeting.

5.3:  Time Limitations. The time limits established in the Grievance Procedure shall be followed
by the parties hereto. Saturday, Sunday and Holidays shall be excluded from the grievance
procedure time limits. If the time procedure is not followed by the Union, the grievance shall be
considered settled. If the time procedure is not followed by the Employer, the grievance may be
advanced to the next step by the Union. The time limits established herein may be extended by
mutual agreement in writing.

5.4:  Grievance Resolution. All grievances which are satisfactorily resolved at Steps 1 or 2 of the
Grievance Procedure, if the grievance has economic implications, must be approved by the Board
of Commissioners before they shall be final. Any Step 1 or 2 settlements submitted to the Board
of Commissioners must be submitted, accepted or rejected within twenty-one (21) days of settlement
or settlement becomes final. The time limits set forth in Step 1 or Step 2 of the Grievance Procedure
shall be stayed during the period which such grievance resolutions are referred to the County Board
of Commissioners. If the resolution of a grievance is disallowed by the County Board of
Commissioners, the Union shall have ten (10) calendar days following receipt by the Steward of
notice of the County Board of Commissioners' action to resubmit the grievance at the next higher
step in the Grievance Procedure than the grievance held prior to such disallowance. Ifthe grievance
is not resubmitted in a timely fashion, it shall be deemed to have been withdrawn.

5.5:  Grievance Settlements. With respect to the processing, disposition, or settlement of any
grievance initiated under this Agreement and with respect to any court action claiming or alleging
a violation of this Agreement, the Union shall be the sole and exclusive representative of the
employee or employees covered by this Agreement. The disposition or settlement, by and between
the Employer and the Union, of any grievance or other matter shall constitute a full and complete
settlement thereof and shall be final and binding upon the Union and its members, the employee,
or employees involved, and the Employer. The satisfactory settlement of all grievances shall be
reduced to writing and shall be written on or attached to each copy of the written grievance and
signed by the representatives involved. Unless otherwise expressly stated, all such settlements shall
be without precedence for any future grievance.

5.6:  Expedited Grievance. Should a non-probationary employee who has been discharged or
given a disciplinary suspension consider such discipline to be improper, a written grievance shall,
within seven (7) calendar days following the date such discipline is imposed, be filed at Step 3 of
the Grievance Procedure. The Union may file the grievance on behalf of the employee so
disciplined by delivering a copy of the grievance to the Sheriff or his designee. At the Step 3
meeting, the disciplined employee shall be present if desired by either party. All grievances relating
to the discharge or the disciplinary suspension of a non-probationary employee must be presented
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within the time limits contained in this Section or they shall be considered abandoned and no appeal
allowed.

ARTICLE VI
ARBITRATION

6.1: Notice of Arbitration. If the grievance is not satisfactorily resolved at Step 3 of the
Grievance Procedure, the Union may request arbitration by notifying the Employer in writing within
thirty (30) days after receipt of the Employer's answer in Step 3. If the Employer fails to answer the
grievance within the time limits set forth in Step 3, the Union, if it desires to seek arbitration, must
notify the County Administrator in writing no later than thirty (30) calendar days following the date
the Employer's Step 3 answer was due. If arbitration is not so requested within these time limits,
the matter shall be considered withdrawn by the Union.

6.2: Selection of Arbitrator. If, pursuant to the Grievance Procedure established in this
Agreement, a timely request for arbitration is filed by the Union on a grievance, the parties shall
promptly select by mutual agreement one (1) arbitrator who shall be selected from a panel of seven
(7) arbitrators submitted by the American Arbitration Association {AAA) by each party alternately
striking a name. The remaining name shall serve as the arbitrator. The arbitrator's decision shall
be final and binding on the Employer, the Union, and employees. The fees and expenses of the
arbitrator shall be shared equally by the Union and the Employer. Each party shall pay the fees,
expenses, wages, and other compensation of its own witnesses, representatives, and legal counsel.

6.3:  Arbitrator's Powers. The arbitrator's powers shall be limited to the application and
interpretation of this Agreement as written, and he shall at all times be governed wholly by the terms
of this Agreement. The arbitrator shall have no power or authority to amend, alter, or modify this
Agreement either directly or indirectly. Further, the arbitrator shall not be empowered to rule upon
or consider the propriety of oral or written warnings given to employees by the Employer. If the
issue of arbitrability is raised, the arbitrator shall only decide the merits of the grievance if
arbitrability is affirmatively decided. It is the intent of the parties that arbitration shall be used
during the life of this Agreement to resolve disputes which arise concerning the express provisions
of this Agreement which reflect the only concessions which the Employer has yielded. The award
of the arbitrator shall be retroactive no earlier than the date when the grievance could have been
timely filed under Section 5.1. Further, no claim for back wages under this Agreement shall exceed
the amount of straight time earnings the employee would have otherwise earned by working for the
Employer, less any and all compensation received, including unemployment compensation, the
employee has received from any other sources. ' '

ARTICLE VII
WORK STOPPAGES
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7.1:  No Strike Pledge. The parties to this Agreement mutually recognize that the services
performed by employees covered by this Agreement are essential to the public health, safety, and
welfare. The Union therefore agrees that there shall be no interruption of these services, for any
reason whatsoever, and neither it, nor its officers, representatives, members, or the employees it
represents shall, directly or indirectly, call, sanction, counsel, or encourage any concerted failure by
them to report for duty, absent themselves from their work, stop work, sit-down, stay-in, strike,
abstain in whole or in part from the full, faithful, and proper performance of the duties of their
employment, picket the Employer's premises, or refuse to cross any picket line.

7.2:  Violation of No Strike Pledge. Any employee who engages in any activity prohibited by
Section 7.1 shall be subject to such disciplinary action by the Sheriff as is appropriate, up to and
including discharge. The Union acknowledges that discharge is an appropriate penalty for striking
in violation of Section 7.1. A strike is defined as the withholding of services by one or more of the
bargaining unit, in whole or in part, which is designed to effect a change in wages or other terms and
conditions of employment. Any appeal to the grievance procedure shall be limited to the question
of whether the Employer or employee did, in fact, engage in an activity prohibited by Section 7.1.

ARTICLE VIII
SENIORITY

8.1:  Seniority Definition. Seniority shall be defined as the length of the employee's full time
continuous service with the Isabella County Sheriff's Department commencing from his last date of
hire. Classification seniority shall mean the length of continuous service commencing from the date
of the employee's service in his particular classification. The application of seniority shall be limited
to the preferences specifically recited in this Agreement. An employee's "last date of hire" shall be
the most recent date upon which he first commenced work. Employees who commence work on
the same date shall be placed on the seniority list in alphabetical order of surnames.

8.2:  Probationary Period. All new employees shall be considered probationary employees for
a period of twelve (12) months, without regard to the number of hours worked within the twelve (12)
month period, after which time their seniority shall be as of their last date of hire. Service in a
part-time position shall not count toward completion of an employee's probationary period. Until
an employee has completed the probationary period, he may be disciplined, laid off, recalled,
terminated, or discharged at the Employer's discretion without regard to the provisions of this
Agreement and without recourse to the Grievance and Arbitration Procedures set forth in this
Agreement. There shall be no seniority among probationary employees. '

8.3:  Seniority List. The Employer shall maintain a roster of employees, arranged according to
seniority, showing name, rank, and seniority date. An up-to-date copy of the seniority list shall be
furnished to the Local Union every six (6} months.
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8.4:  Super-Seniority. For purposes of layoff and recall only, the Steward shall head the
Department's seniority list within his classification, provided, however, that the Steward must be an
employee with a minimum of two (2) years' continnous actual service with the Isabella County
Sheriff's Department.

8.5:  Seniority and Benefit Accumulation. An employee shall retain and continue to accumulate
seniority while on all approved leaves of absence unless otherwise specifically provided in one of
the leave of absence Sections in this Agreement. Benefits such as insurance, vacation, and sick
leave shall not accrue, continue, or be paid during any leave of absence in excess of thirty (30)
calendar days unless otherwise specifically provided for in this Agreement. There shall be no
duplication or pyramiding of leave benefits or types of absence.

8.6:  Permanent Transfers.

A

A An employee may be permanently transferred within the bargaining unit by the
Sheriff from one classification to another if the employee consents to the transfer or
if it is reasonably necessary for the needs of the Department or for medical or safety
reasons and does not violate Article XI (Promotions).

B. If the permanent transfer is to a higher-rated classification than the one which the
employee held immediately prior to the transfer, the transferred employee will be
placed on trial status for a period of six (6) calendar months following the transfer.
Probationary employees permanently transferred to a higher-rated classification will
be required to successfully complete the remaining portion of their probationary
period, in addition to being on trial status in the transferred classification for a period
of six (6) months following the transfer. During such trial period, a
non-probationary employee will continue to accumulate seniority in his former
classification. After successful completion of the trial period, the employee's
seniority in the transferred classification shall relate back to the date he first
commenced work in that classification. At any time within the trial period, the
Employer may return the employee to his former classification and all secondary
transfers shall be returned to their former classifications. Commencing the first (1st)
full pay period following a permanent transfer to a higher-rated classification within
the bargaining unit, the transferred employee shall initially be paid at the earliest step
in the classification to which he is transferred which will give him a pay increase;
thereafter, he shall advance on the pay scale in accordance with his length of service
in the new classification.

8.7:  Temporary Assignments. The Sheriff reserves the right to make, but shall not be obligated
to do so, temporary transfers or assignments of employees from their regular job to another job, and
will return the employee to his regular job as promptly as efficient operations will permit. If such
temporary assignment exceeds forty-five (45) working days and the position to which the employee
is transferred is at a higher rate of pay, the employee shall receive the higher rate for the remainder
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of the duration of the temporary assignment. Temporary assignments shall in no case exceed six
(6) months in duration.

8.8:  Temporary Employees. The Employer reserves the right to hire temporary or irregular
employees. Such employees shall not be subject to the terms of this Agreement.

8.9:  Transfers to Non-Bargaining Unit Position. Any employee covered by this Agreement who
is transferred from a classification covered by this Agreement to a supervisory or other position
“within the Sheriff's Department which is not included within this Agreement shall retain his
seniority as of the date of such transfer. The Sheriff retains the right to determine all working
conditions for employees outside the collective bargaining unit and the right to determine whether
an employee transferred outside the bargaining unit shall be permitted to return to the bargaining
unit, except an employee so transferred shall have the right, if he so elects, to return to the
bargaining unit: (1) whenever his position is eliminated; (2) if he is laid off from his position or
(3) if he Occupies the pOSiﬁﬁi’i of either Jail Administrator or Luuﬁlaueuu, upoi the election or
appointment of a new Sheriff. Upon return to the collective bargaining unit, the employee shall be
returned to the classification and seniority he held prior to his promotion or transfer and, seniority
permitting, shall have the right to displace 2 less senior employee in the bargaining unit.

8.10: Loss of Seniority. An employee's seniority with the County in the Sheriff's Department and
his employment relationship with the Employer shall terminate for the following reasons:

A. He resigns or quits;

B He is discharged or terminated, and such are not reversed;

C. He retires;

D He has been on layoff or sick leave of absence status for a period of time equal to his
seniority at the time of his layoff or sick leave or eighteen {18) months, whichever
1s less;

E. He is absent from work, including the failure to return at the expiration of a leave of
absence, vacation, layoff, or disciplinary layoff, for three (3) consecutive working

days unless otherwise excused;

F. He is convicted of a felony or a second traffic offense involving OUIL, Impaired or
Reckless Driving;

He is declared mentally incompetent by a Probate Court of competent jurisdiction;

H. If he makes an intentionally false statement on his employment application, on an
application for leave of absence, or on any other official police report;
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L He fails to notify the Employer within three (3) consecutive working days that he
will not be reporting for work, unless otherwise excused;

1. County insurance carriers refuse to insure the employee's performance of his duties
on behalf of the Sheriff for reason of an QUIL, Impaired or Reckless Driving
Conviction.

ARTICLE IX
LAYOFF AND RECALL

9.1:  Notification of Layoff. The Employer agrees to give two (2) weeks' advance notification of
layoff and, if possible, to state in the notification the anticipated duration of the layoff.

9.2: Layoffs. In the event that a reduction in the work force becomes necessary, the first
employees to be reduced from the Bargaining Unit within each classification affected shall be in the
order stated: irregular, temporary, pari-time employees, and probationary employees. Thereafter,
further reductions in the work force shall be on the basis of inverse seniority in the classifications
affected, provided, however, that the senior employees retained have the necessary training, ability,
and experience to perform the remaining available work.

9.3:  Layoff Procedure. The first employee to be laid off in the corrections and police clerk
classifications shall be:

A. The employee with the Ieast classification seniority in the classification affected,
provided, however, that the remaining senior employees have the experience,
necessary training, and ability to perform the required work. Where the affected
employees have the same classification seniority, the employee with the least
Departmental seniority shall be laid off first. Further layoffs from the affected
classification shall be accomplished by the inverse order of classification seniority,
provided, however, that the remaining senior employees have the experience,
necessary training, and ability to perform the required work.

B. Upon being laid off from his classification, an employee who so requests shall, in
lieu of layoff, be demoted to the next lower classification in the bargaining unit for
which he has the necessary training, experience, and ability to perform the required
work. :

C. Employees who are demoted in lieu of layoff shall initially be paid the same salary
step in the range for the lower position to which he has been demoted.

D. Employees who are laid off or who are demoted in lieu of layoff shall be recalled to
their former classification in order of their classification seniority when the work
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force is to be increased, provided, however, that the employee has not lost his
seniority.

9.4: Recall. Inthe event the work force is increased, recall to work shall be in the inverse order
of layoff from work.

9.5: Notification of Recall. Notification of recall from layoff shall be sent to employees by
certified mail, return receipt requested. The notice shall set forth the date the recalled employee is
expected to return to work. Employees who decline recall or who, in the absence of extenuating
circumstances, fail to respond within three (3) working days of the time set for return to work shall
be presumed to have resigned and their names shall be removed from seniority and preferred
eligibility lists.

ADTINT h'e
RIS LN 3 BAVLS

DISCIPLINE

10.1:  Just Cause. The Sheriff shall not discipline any non-probationary employee except for just
cause. It is mutually agreed that progressive discipline for minor offenses should be employed and,
therefore, the employee shall first receive an oral and a written warning notice before more severe
discipline is issued. The Union acknowledges, however, that a warning notice need not be first
issued for major infractions. A "major infraction" shall be defined as the violation of any
Departmental rule which carries a penalty of suspension or discharge for a first (1st) offense
violation.

10.2: Rules. The Employer reserves the right to establish reasonable rules and regulations
governing the conduct of its employees.

10.3: Record. Anemployee who maintains an offense-free record for a period of twenty-four (24)
months shall have all prior minor offenses removed from his record for purposes of subsequent
disciplinary action. The parties agreed during bargaining that under this Article everything relating
to an employee's disciplinary record would remain in his personnel file but minor offenses would
be "removed" in the sense of not boosting the level of the next penalty assessed if the employee had
an offense-free record for a period of twenty-four (24) months.

10.4: Suspension Pending Investigation. The Sheriff or his designated representative may suspend
an employee pending investigation for up to fourteen (14) days. If the investigation discloses that
the employee did not commit the alleged offense, he shall not suffer any loss of pay or benefits
while on suspension. The time limits provided for in the Grievance Procedure set forth in this
Agreement shall not begin to run, nor shall any grievance be processed or filed, until the employee
receives notification of what disciplinary action, if any, will be imposed as a result of the suspension
pending investigation.
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ARTICLEXI
PROMOTIONS

11.1: Purpose of Promotional Procedure. The purpose of this procedure is to establish a
promotional system for full time, non-probationary employees. This procedure shall not apply to
temporary vacancies anticipated to last ninety (90) calendar days or less or to vacancies due to an
employee being on sick leave of absence, including a Workers' Compensation Leave.

11.2: Advancement Opportunities. Promotion means to advance from a given classification to a
higher paid classification within the bargaining unit.

11.3:  Corrections Testing for Police Clerk. Any member of the bargaining unit classified as a
Police Clerk who obtains a ranking of first, second or third in open competitive testing for the
position of Correction Officer shall be hired as a Correction Officer.

11.4:  Any member of the bargaining unit classified as part-time who obtains a ranking of first,
second, or third in open competitive testing for the position of full-time Correction Officer shall be
offered the full-time position should the Sheriff decide to fill that position.

11.5: Roster. For each classified position, a roster of selection will prevail. This means that the
scores will be in consecutive order with the Sheriff promoting from among the top three (3) scores.

11.6: Written Examination. The content of any written examination will be scaled appropriately
to the level of the position being considered. All written tests will be structured and administered
to each given rank level. Written tests will be designed at a general knowledge level or standards
designated where rank and position warrant specialization. The Sheriff will determine where
general or specialized standard testing is warranted. To qualify for placement on a promotional list,
all applicants must achieve a score of at Ieast 70% on the written exam. Those achieving 70% or
better will then be scheduled for the assessment center.

11.7: Posting of Examination Notices. Examination notices for all competitive promotion
examinations shall be posted on the bulletin boards throughout the Department for a minimum of
forty-five (45) days prior to the written examination date. Subjects to be covered in the written and
oral examinations shall be posted thirty (30) days prior to the respective examination dates.
Employees eligible to compete must submit a written letter of intent to participate to the Sheriff no
later than fifteen (15) days prior to the respective examination dates.

11.8: Posting of Testing Scores. Scoring and posting of eligible participants shall be accomplished
after the testing process is completed.

11.9: Examination Period. Promotional examinations will be given whenever a vacancy exists.

11.10: Examination Procedure. Any employee has the right to examine the results of his own
examination. These documents are confidential and they cannot be removed from the files. The
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contents of promotional documents will be made known only to the Sheriff or his designated
representatives and the employee and his designated representative.

11.11: Pay Rate on Promotion. Commencing the first {1st) full pay period following promotion,
the promoted employee shall be paid at the same Step in the pay range for the new classification
which he held in his former classification. He shall thereafter advance, on each subsequent
anniversary date of his promotion, from Step to Step on the pay scale in accordance with his length
of service in the new classification.

11.12: Qutside Appointment. The Sheriff may fill a vacancy subject to this procedure from outside
the bargaining unit if no employee has attained a passing score of seventy percent (70%) for the
examination or the vacancy is unable to be filled because employees subject to this procedure have
failed to take the examination or declined advancement. If an employee declines a promotional
advancement, he shall not be eligible for any promotional advancement thereafter for a period of
six (6) months.

11.13: Promotions Outside Bargaining Unit. The Union recognizes that promotions outside the
bargaining unit are within the exclusive discretion of the Sheriff and may not necessarily be based
upon the above considerations. Whenever practicable, however, the Sheriff shall give notice to the
Union that a position outside the bargaining unit is available and interested employees will be given
an opportunity to discuss with the Sheriff their qualifications for the open position.

11.14: Corrections Sergeant. The position of Corrections Sergeant will be filled pursuant to the
procedures set forth in Article XI of the Agreement except as modified below:

A. The Sheriff will notify the Department that he desires to prepare an eligibility list for
Corrections Sergeant by notifying the Department by means of a posting.
Bargaining unit members having at least three (3) years of service as a Corrections
Officer with the County will be allowed to file a letter of interest with the Sheriff,
stating their qualifications for the position.

B. An eligibility list will be created based upon examination scores. Examinations may
be oral, written or a combination of both oral and written. Determination of the type
of examination and the weight to be given, should both types be utilized, lies within
the discretion of the Sheriff. Minimum passing score on the written exam shall be
70% in order to be scheduled for an assessment center. If a tie exists following the
examination and assessment center, seniority as a corrections officer will break the
tie. Scores will be posted from the highest to lowest in consecutive order. The
Sheriff shall promote from the top three (3) persons remaining on the eligibility list
for each position to be filled. Future eligibility lists shall expire one (1) year after
establishment.
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C. Position on the eligibility list will determine seniority as a Corrections Sergeant for
purposes of shift pick, vacation selection and any other issues determined by the
parties.

D. Corrections Sergeants shall be members of the correction officer bargaining unit and

all provisions of the current collective bargaining agreement between the County and
the corrections umnit, to the extent not modified herein, shall be applicable to them.

E. If either the Sheriff or the promoted member determines that the member shall not
continue in the position of Corrections Sergeant, within six (6) months of the
promotion, the member will be returned to the position of Corrections Officer and
will suffer no loss of benefits or seniority.

F. A Sergeant may elect to give up his position as Sergeant for a period of one (1) year
after a promotion in which case he/she shall be allowed to move back to a
Corrections Officer position at the seniority level he/she had at the time of the
promotion.

ARTICLE X1I
HOURS OF WORK AND OVERTIME

12.1: Workweek. The normal workweek shall consist of forty (40) hours and twenty-five (25)
minutes per week. ‘

12.2: Workday. Anemployee's normal work day shall consist of either (8) consecutive hours (five
days/40 hour) or ten (10) consecutive hours (4 days/10 hour) or twelve (12) consecutive hours
(seven days/80 hours per pay period) plus five minutes before the start of a shift to be used for
changing uniforms and preparation time, which shall be excluded from all overtime. Work days of
twelve (12) hours shall consist of twelve (12) hours for six {6) of the days in a two (2) week period
and one (1) day consisting of an eight (8) hour day. Determination of shift schedules and hours
worked per day shall be the exclusive decision of the Sheriff. A work day shall be defined as a
twenty-four (24) hour period commencing with the start of an employee's regularly scheduled shift.
For purposes of overtime premium pay, this definition shall not apply where:

A. An employee's regular shift is changed at his request.

B. The employee's regular shift has variable starting times or is scheduled on a rotation
basis, provided, however, at least eight (8) hours of off-duty time is scheduled
between the end of shift and the start of another.

12.3: Work Schedule. The work schedule shall be established by the Sheriff and posted thirty (30)
days in advance. The Sheriff reserves the right to change the work schedule and the starting and
quitting times for any and all shifts when bona fide emergencies exist. Whenever the work schedule
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and starting and quitting times are so changed, the Steward and the affected employee(s) shall be
notified in writing at least seventy-two (72) hours in advance.

12.4: Overtime. All employees shall be expected to work reasonable amounts of overtime upon
request. Overtime other than of an emergency nature must have the prior approval of the Sheriff
or his designated representative. Insofar as practicable, scheduled overtime opportunities will be
rotated as equitably as possible among employees within the same classification on the same shift.
Overtime rotation shall begin with the employee having the most classification seniority on a
particular shift, provided the employee scheduled for overtime rotation has the necessary skill,
ability, experience, and knowledge, at the time the overtime work is assigned, to perform the
required work. The rotation of overtime shall be started over again upon completion of each twelve
(12) month period under this Agreement. When an employee is offered overtime but does not work
or when an employee is absent, he shall be charged as if he had worked for purposes of rotation.
If an employee accepts an overtime assignment and fails to report, unless otherwise excused, he

shall forfeit his next two (2) opportunities in the rotation of overtime hours.

12.5: Premium Pay.

A. Time and one-half (1-1/2) the employee's straight time regular rate of pay shall be
paid for all hours worked in excess of eighty (80) hours during any two (2) week pay
period.

B. Time and one-half (1-1/2) the employee's straight time regular pay shall be paid for
all hours worked in excess of eight (8) hours if it’s the eight (8) hour day that you are
scheduled to work during your four (4) day work week. Time and one-half (1-1/2)
the employee's straight time regular pay shall be paid for all hours in excess of
twelve (12) hours in any one (1) twelve hour work day.

C. To be eligible for premium pay under subsection (B) of this Section, an employee
must have worked all of his scheduled hours in the normal workweek, unless
excused for one of the following reasons:

1. Tllness or injury supported by a physician's statement, if required by the
- Employer. _

2. Death in the employee's immediate family.
3. Permission granted by the Employer.
4. Holiday recognized under this Agreement occurring during the workweek.

D. An employee's straight time regular hourly rate of pay shall be determined by
dividing his annual salary by 2,080 hours.
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E. There shall be no pyramiding or duplication of premium, stand-by, or call-back pay.
F. Premium Pay. An employee's second leave day shall be considered an employee's

Sunday. An employee who works a second leave day shall be entitled to double-
time, twice his normal rate of pay for all hours worked.

12.6: Compensatory Time.

A. An employee who is assigned to work overtime may, in lieu of payment, request
compensatory time at the rate of one and one-half (1-1/2) times total hours worked
in lieu of overtime pay. The request may be denied by the Sheriff or his designee.

B. All overtime must have prior approval, by the immediate supervisor, unless
otherwise excused by the Sheriff or his designee.

C. At NO time will an employee be allowed to accumulate more than forty (40) total
hours of compensatory time. Any time over forty (40} hours shall be patd.

D. All overtime must be documented on the officer’s daily with the reason for the
overtime if compensatory time 1s to be accumulated.

E. An accounting of compensatory time will be maintained on the payroll record.

F. Compensatory time can only be used when it does not create an overtime situation
that causes another to be compensated at the rate of time and one-half (1-1/2) unless
otherwise excused by the Sheriff or his designee.

G. Compensatory time may be used in any increment of one (1) hour to twelve (12)
hours per day.

H. All compensatory time used must have prior approval (eight (8) hours before the
beginning of the shift to be worked) unless the shift is covered. This prior approval
must be authorized by the employee’s supervisor.

L All compensatory time accrued must be used as compensatory time unless otherwise
approved by the Sheriff or his designee.

12.7: Call-Back Pay. Employees called back to work for emergency work after completing their
regular shift shall receive a minimum oftwo (2) hours' pay or work at time and one-half (1-1/2) their
straight time regular rate of pay. This Section shall not apply to employees who are called in to
begin work prior to the start of their regular shift and who work continuously into their shift. The
provisions of this Section shall not apply to court-related time. Notwithstanding the provisions of
Section 12.4, an off-duty employee who is required to remain on standby on any day to attend Court
as a witness in a case which is adjourned or otherwise disposed of without the necessity of the
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employee appearing for Court shall receive one (1) hour pay at time and one-half (1-1/2) his straight
time rate of pay. No standby pay shall be required if the employee is notified at any time on the day
or evening prior to his scheduled appearance that his presence shall not be required. An employee
who appears for Court as a witness shall receive two (2) hours pay at time and one-half (1-1/2) for
having reported as a witness.

12.8: Outside Employment. No employee shall work at other employment which will be a conflict
of interest or impair his performance as a law enforcement officer. Written permission from the
Sheriff must be obtained before any employment or work is undertaken if such work or employment
is to be on other than an irregular or occasional basis. Employees shall not wear the Department
uniform unless they are working for or under the direction of the Employer. Violation of the

provisions of this Section shall constitute just cause for dismissal and loss of all seniority rights and
~ benefits provided by this Agreement.

12.9: Union Activities. There shall be no unauthorized Union activities during working hours.
The passing around of petitions, paperwork, or other matters not authorized by the County or the
Sheriff by individuals or groups during working hours or upon the County premises at any time is
strictly prohibited. No Union buttons or other designations shall be worn upon the uniform of the
employees at any time, unless approved by the Sheriff.

12.10: Correction Training Officer. Correction Training Officers (CTO’s) shall be compensated
with compensatory time at the rate of eight (8) hours for each forty (40) hours of training time,
commencing April 15, 2008.

ARTICLE X1I
LEAVES OF ABSENCE

13.1: Procedure for Reguesting Leaves. Requests for a leave of absence must be submitted in
writing by the employee to his immediate supervisor at least thirty (30) days in advance of the date
the leave is to commence, except in emergency situations. The request for the leave of absence shall
state the reason for the leave and the exact dates on which the leave is to begin and end.
Authorization or denial of a leave of absence shall be furnished to the employee in writing by the
Employer. Any request for an extension of a leave of absence must be submitted in writing to the
Employer at least ten (10) days in advance, if possible, of the expiration date of the original leave,
stating the reasons for the extension request and the exact revised date the employee is expected to
return to work. Authorization or denial of the extension request shall be furnished in writing to the
employee by the Employer.

13.2: Purpose of Leaves. It is understood by the parties that leaves of absence are to be used for
the purpose intended, and employees shall make their intent shown when applying for such leaves.
There shall be no duplication or pyramiding of leave benefits or types of absence. All leaves of
absence shall be without any additional accrual of seniority unless specifically provided to the
contrary by the provisions of the Leave Section involved.
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13.3: Early Returns from Leave. There shall be no obligation on the part of the Employer to
provide work prior to the expiration of any leave of absence granted under this Agreement, unless
the employee gives written notice to the Employer of his desire to return to work prior to the
expiration of his leave. If such notice is given, the employee will be assigned to work no later than
one (1) week following receipt by the Employer of such notice, seniority permitting.

13.4: Matemity Leave. Leaves of absence for pregnancy shall be treated the same as any other
sick leave. :

13.5: Funeral Leave. Upon approval of the Sheriff or his designee, a full time employee will be
granted a leave of absence with pay for a period not to exceed three (3) normally scheduled working
days to attend the funeral or attend to personal family matters when death occurs in the employee's
"immediate family", provided he attends the funeral. "Immediate family" shall be defined as the
employee's spouse, children, parents, grandparents, grandchildren, brothers, sisters, mother-in-law,
father-in-law, and any other persons for whom financial or physical care is the employee's principal
responsibility. Full time employees shall be entitled to one (1) funeral leave day with pay for the
death of the employee's brother-in-law or sister-in-law. Employees shall receive up to two (2)
additional days' travel time with pay if the funeral is out of state, subject to the approval of the
Sheriff or his designee.

13.6: In-Service Training Leave. The Employer recognizes the advantages of training for the
employees of the Sheriff's Department. Employees who are assigned for schooling and training by
the Sheriff shall be paid at the applicable rate pursuant to Article XII. The County Board of
Commissioners and the Sheriff shall determine in their discretion the number of employees to be
granted in-service training leave. As a general rule, no more than one (1) employee will be
permitted such training leave at any time and the timing of such will be the sole prerogative of the
Sheriff. An itemized statement of the expenses shall be furnished by the employee before any
reimbursement of the costs and expenses of such training leave will be allowed by the County Board
of Commissioners.

For employees working 12-hour shifis, all travel for training programs of one day’s duration
or less will be included in the employee’s normal 12-hour work day. If the training program ends
before the employee’s 12-hour shift ends, the employee may work the balance of his/her shift or
may use available comp time or personal time to cover. For week-long training programs and
schools, the employee’s work schedule for that week will be changed to five (5) 8-hour days. Travel
time to and from the location of the training will be paid at the employee’s regular hourly rate.

13.7: Extended Educational Leave. In the discretion of the Sheriff, an unpaid extended
educational leave of up to six (6) months may be granted to full time, non-probationary employees
for the purpose of taking accredited courses directly related to law enforcement. No more than one
(1) employee will be permitted such leave at any time. During the leave provided by this Section,
an employee may elect to pay at his own cost the required premiums for the hospitalization and
other insurance coverages set forth in this Agreement. An employee's seniority shall be retained
during such leave of absence, but he shall not accrue any additional seniority. An employee granted
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an extended educational leave may, if the Sheriff in his discretion so elects, be empioyed on a
part-time basis as a Special Deputy on the same terms and conditions of any other Special Deputy.

13.8: Union Leave. If an employee covered by this Agreement is selected to attend the annual
State POAM convention, a leave of absence with pay for not more than one (1) employee will be
granted. Such paid leave shall be limited to a maximum of four (4) regularly scheduled working
days or the duration of the convention, whichever is shorter. One (1) employee covered by this
Agreement shall be granted a one (1) day leave of absence with pay to attend any POAM labor
conference. Leave may be denied if the absence of the employee would unreasonably interfere with
the services required to be performed due to the existence of emergency conditions within the
Department or County. Requests for such leave shall be given to the Sheriff in writing ten (10) days
in advance of the time such leave is to commence.

13.9: Paid Sick Leave. Employees covered by this Agreement shall earn and be granted'sick leave

with pay under the following conditions and gualifications:

oAUy NS X CE K

A. Upon completion of six {6) months' employment, each full time employee shall be
credited with six (6) days of sick leave and will thereafter accumulate additional sick
leave at the rate of one (1) working day for each full month of employment,
exciusive of leaves of absence unless otherwise specifically provided to the contrary.
Unused paid sick leave credits may accumulate up to a total of one thousand four
hundred forty (1,440) hours.

B. Each employee shall earn sick leave at the rate of 3.6923 hours per pay period.
When sick leave is used it shall be deducted from an employee's accrued sick time
bank on an hour-for-hour basis.

C. Paid sick leave will continue to accrue during an allowed sick leave of absence or
extended medical leave.

D. An employee may utilize sick leave allowance when he/she reasonably believes that
he is incapacitated for the safe performance of his duty due to illness or injury. An
employee who uses sick leave for other than illness or injury may be denied the use
of sick leave for the day and may also be subject to discipline.

E. The Sheriff may require as a condition of any sick leave a medical certificate setting
forth reasons for the sick leave when there is reason to believe that the health or
safety of personnel may be affected or that an employee is abusing sick leave
benefits. Falsification of the medical certificate or falsely setting forth the reasons
for the absence shall constitute just cause for discipline, up to and including
dismissal.
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F. Sick leave 1s a benefit for employees to be used in cases of illness. It is not a benefit
to be converted to wages. Subject to subsection (J) below, employees whose
employment status is severed forfeit all accrued sick leave benefits.

G. An employee may utilize sick leave allowance for purposes of caring for the illness
of a member of the employee’s immediate family.

H. In case of work-incapacitating injury or illness for which an employee is eligible for
work disability payments under the Workers' Compensation Law of the State of
Michigan, accrued sick leave may be utilized to maintain the difference between the
compensation payment and the employee's net regular salary or wage. If accrued
sick leave is utilized for this purpose, the provisions of subsection (F) shall not
apply. Upon exhaustion of his sick leave bank, the employee shall draw only those
benefits as are allowable under the Workers' Compensation Law of the State of
.wuuhlga.ﬁ if any.

I Afier an employee has exhausted his paid sick leave benefits, then such leave,
including an extended medical leave, shall be without accumulation of any fringe
benefit predicated on length of service with the County or the Sheriff's Department.

J. Sick leave benefits may be taken in units of less than one-half (1/2) day.

K. Upon an employee's death or retirement after completion of ten (10) years
consecutive service with the County, an employee shall receive a lump sum payment
representing fifty percent (50%) of such employee's accumulated and unused sick
leave. The maximum payment under this subsection shall be limited to seven
hundred and twenty (720) hours of pay. Buy back of sick time shall be at the
employee's current rate of pay.

L. Employees who use no sick leave during the calendar year will be credited with
sixteen (16) additional vacation hours on January 1st of the following year. Said
bonus hours shall be taken within that calendar year.

13.10: Extended Medical Leave. Extended medical leave shall be granted automatically upon
application from the employee for illness or injury, subject to the Employer's right to require
medical proof of disability. Such medical leave shall be without pay if an employee has exhausted
his accumulated paid sick leave benefits. An employee may be on extended medical leave for a
period of not more than eighteen (18) months or the length of his seniority, whwhever less, and
seniority shall not continue beyond that time.

13.11: Personal Days. Full time non-probationary employees covered by this Agreement shall be
allowed a maximum of twenty-four (24) hours for those working eight (8) hour shifts, and thirty (30)
hours for those working ten (10} and/or twelve (12) hour shifts leave of absence with pay each
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calendar year. There shall be no accumulation or carryover of such ieave days from one calendar
year to another. Requests for a personal day leave of absence must be made to the Sheriff or his
designee twenty-four (24) hours in advance of the date requested, provided, however, that the
Sheriff in his discretion may, if possible, shorten the notification period if necessary arrangements
can be made in the Department. Written verification of the number of personal leave days taken and
the date or dates involved must be submitted to the Sheriff by all employees within the pay period
following the employee's return from such leave. Failure to submit such verification may result in
a loss of pay equivalent to the amount of personal leave time taken by the employee. The number
of leave days to be taken at any one time shall be determined by the Sheriff in his sole discretion.
A request for a personal leave day may be denied if the absence of the employee would
unreasonably interfere with the services required to be performed due to the existence of emergency
conditions within the Department or the County. The parties have agreed to continue their present
practice of crediting personal days to current employees on January 1st of each year. Upon
completion of one year probation, an employee shall receive a pro-rated amount of personal days
for the remainder of the calendar year based upon the number of personal days available annually
to non-probationary employees. For example, an employee who completes his one year
probationary employment as of June 30 shall receive a proration of 1/2 of the personal leave to
which he would have otherwise been entitled for the remainder of the calendar year. Such days must
be used during the twelve (12) months period immediately following an employee's anniversary date
of hire.

ARTICLE XIV
HOLIDAYS

14.1: Holiday Pay. All full time employees occupying a job classification covered by this
Agreement who have completed sixty (60) calendar days of employment with the Sheriff's
Department shall begin to accumulate holiday hours at the rate of 3.6923 hours per pay period.

The holiday hours accumulate in lieu of any holiday pay for employees of the Sheriff

Department. The accumulated hours are to be added bi-weekly to an employee's accumulated
vacation hours.

14.2: Worked Holidays.

A. Full-time members of the bargaining unit who are regularly scheduled to work on the
day that the holiday falls on shall be given the option of working that day for 1.5
times their regular rate of pay. If an employee chooses not to work on this day they
must take vacation time in lieu of work. The following days are recognized as
holidays:

New Year's Day Independence Day
Presidents' Day Labor Day
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Good Friday (1/2 day)* Thanksgiving Day
Memorial Day December 24 (1/2 day)*
Martin Luther King Christmas Day

Jr’s Birthday

* Half days shall be equal to one-half of the number of regularly scheduled
hours an employee works.

B. Part-time members of the bargaining unit who are regularly scheduled to work on the
day that the holiday falls on shall be paid 1.5 times their regular rate of pay for all
hours worked. The following days will be recognized as days on which part-time
members who work will receive this premium pay:

Independence Day Christmas Eve
Labor Day Christmas Day
Thanksgiving Day

14.3: Inthe event that all scheduled employees choose not to work on the designated holiday, the
scheduled employee on that shift with the least seniority will be required to work.

ARTICLE XV
VACATIONS

15.1: Vacations. A permanent full time employee shall be entitled to vacation leave with pay for
each 80 hours of paid service. Paid service in excess of 80 hours in a biweekly work period shall
not be counted.

15.2: New Hires. Vacation leave shall not be credited for use until the full time employee has
completed 1040 hours of paid service in the initial appointment. Paid service in excess of 80 hours
in a biweekly work period shall not be counted.

15.3: Crediting. Vacation leave shall be credited at the end of the biweekly work period in which
80 hours of paid service is completed. When paid service does not total 80 hours in a biweekly work
period, the balance shall carry forward to subsequent biweekly work periods.

Vacation leave shall be available for use only in biweekly work periods subsequent to the
biweekly work period in which it is earned. Vacation leave shall not be credited or used in
anticipation of future leave credits. In the absence of applicable leave credits, payroll deductions
for the time lost shall be made for the work period which the absence occurred.

A. The increase in the rate of accrual will commence on the first full pay period after
the applicable anniversary date.
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15.4: Accumulation. The maximum accumulation of vacation leave is 270 hours. No
accumulation of vacation leave shall be authorized or credited in excess of 270 hours. Any time
earned over 270 hours must be dissipated during the pay period received or the time will be
forfeited.

It is the employee's responsibility to plan his vacation to avoid a forfeiture situation.
Requests for special leave for the purpose of reducing accumulated vacation leave to avoid forfeiture
will require prior approval.

Vacation leave may be used only with the prior approval of the employee's immediate
supervisor. An employee must accumulate sufficient vacation leave credits to cover his planned
vacation period. Supervisors shall not approve use of vacation leave when an employee has
insufficient vacation leave hours to his or her credit.

YEARS OF SERVICE- VACA

0-2  years ( 0 - 4,159 hours) = 3.0769 hrs/80 hrs of service
2-5 years ( 4,160 - 10,399 hours) 4.6153 hrs/80 hrs of service
5-8  years (10,400 - 16,639 hours) 49230 hrs/80 hrs of service
8-10 years (16,640 - 20,799 hours) 5.5384 hrs/803 hrs of service
10+ years (20,800 - ?  hours) 6.1538 hrs/80 hrs of service

15.5: Within 30 days after execution of the collective bargaining agreement by the parties,
employees shall receive, by separate check, payment for all accrued vacation hours over 250 at the
2006 rate in effect on August 16, 2007.

Employees who have accrued 234 hours may opt to receive up to 50% of their annual accrual
in cash as it is earned. Such employee shali notify the Employer in writing with 30 days prior
notice. The employees’ option for the above is limited to twice per year.

After the payoff of accrued vacation as noted above, this section shall be strictly enforced.
15.6: Vacation Selection. Vacation requests must be submitted in writing by the employee thirty

(30) days in advance of the period requested. Any other request may be granted at the Sheriff or
Undersheriff's discretion. Vacations shall be determined as follows:

1. First by class level. If employees are of the same class level, seniority in class level
will be used.
2. If both class level and seniority in class level are equal, seniority in length of service

in lower classes (considered successively when necessary) shall be used.
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in the event of a tie between employees having identical class Ievels, seniority in
class levels, and seniority in length of service, priority shall be determined by the
supervisor in a manner of his own choosing.

* Any changes in vacations, such as changes in number of vacation days, or starting a
vacation a day later because of court appearances and/or for emergency reasons, shall be determined
by the Sheriff.

ARTICLE XVI
INSURANCE

16.1: Hospitalization. The County agrees to pay the full cost of BC/BS Community Blue Plan 4
with the $20 office visit and a $10 generic/$40 brand name drug co-pay through the expiration of

this agreement.

Employees may buy up to BC/BS Community Blue Plan 1 or Plan 2 by paying the difference
in premium cost from BC/BS Community Blue Plan 4 to BC/BS Community Blue Plan 1 or Plan
2, whichever level of coverage the employee chooses. In-lieu payments of $100 per pay period.

The Employer agrees to pay the required premiums for each full time employee, including
dependent coverage (children until the age of eighteen or age twenty-three if attending college),
covered by this agreement who has completed sixty (60) calendar days of employment with the
Isabella County Sheriff’s Department.

If an employee selects BC/BS Plan 1 or Plan 2, such employee will be required to pay the
premium differences above BC/BS Plan 4 via payroll deduction. The County shall maintain a
“Flexible Benefit Plan (FBP)” to permit unit members to pay for eligible medical and day care
expenses on a pre-tax basis.

16.2: Members of the bargaining unit shall be provided, at the County's expense, the same 6ptica1
insurance program provided to other County employees.

16.3: Dental Insurance. The Employer agrees to pay the required premiums for each full time
employee, including dependent coverage, covered by this Agreement who has completed sixty (60)
calendar days of employment with the Isabella County Sheriff's Department for Blue Cross/Blue
Shield's "preventive preferred" dental insurance program. Within the maximum benefit amount of
eight hundred dollars ($800.00) per member per insurance contract year, this program shall provide
payment of seventy-five percent (75%) of covered diagnostic services and payment of fifty percent
(50%) of the usual and customary charges for covered basic and comprehensive prosthodontic
services, but shall not include orthodontic services.

16.4: Term Life Insurance. The Employer will pay the required premiums for a term life insurance
policy in the amount of twenty-five thousand dollars ($25,000.00) and fifty thousand doliars
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($50,000.00) Accidental Death and Dismemberment for each insurable, full time employee
occupying a job classification covered by this Agreement who has completed sixty (60) days of
employment with the Sheriff's Department.

16.5: False Arrest Insurance. The Employer shall continue in effect its present program of false
arrest insurance on the same terms and conditions that existed prior to the execution of this
Agreement.

16.6: Provisions of Insurance Carriers. No matter respecting the provisions of any of the insurance
programs set forth in this Agreement shall be subject to the Grievance Procedure established under
this Agreement except that, where the County exercises its right to select or change insurance
carriers under Section 16.5, the Union shall reserve the right to process through the grievance
procedure, including arbitration if necessary, the issue of whether or not the level of such benefits
remains substantially the same.

16.7: Selection of Insurance Carriers. The Employer reserves the right to select or change the
insurance carriers, to be a self-insurer, either wholly or partially, with respect to such benefits, and
to choose the administrator of such insurance programs, provided the level of benefits stated in
Section 16.0 through Section 16.3 remain substantially the same.

16.8: Continuation of Insurance Premium Pavments.

A. There shall be no liability whatsoever on the part of the Employer for any insurance
premium payment for an employee or employees who are on layoff or leave of
absence status, other than sick or extended medical leave, beyond the month in
which such leave of absence or layoff commences. Federal laws (such as)
"COBRA," "TEFRA," or "DEFRA" may, however apply.

B. If an employee is granted an extended medical leave, other than for an injury
compensable under the Workers' Compensation Law of the State of Michigan, the
Employer agrees to continue its applicable insurance contribution for a period of no
more than two (2) months, not counting the month in which such extended medical
leave commenced.

C. If an employee is granted a sick or extended medical leave because of an injury
compensable under the Workers' Compensation Law of the State of Michigan, the
Employer shall continue its applicable insurance contribution for a period of no more
than eight (8) months, not counting the month in which such sick or extended
medical leave commenced.

D. Provisions of the workers' compensation laws of the State of Michigan shall apply
to all occupational injuries and ilinesses as defined by state laws. Commencing on
the ninth full week after an occupational injury or illness is sustained, a full-time
employee who is disabled as a result of an occupational injury or iliness arising from



Page 26
Isabella County/POAM (Corrections)
Effective January 1, 2007 to December 31, 2009

the performance of his or her duty shall receive a workers' compensation suppiement.
The supplement shall consist of payment to the employee of his or her regular rate
of pay (minus regular payroll deductions). During the period the supplement is paid,
the employee shall endorse his workers' compensation check to the County. Where
necessary, said supplement shall be paid through the twenty-sixth (26th) week of
disablement at which time the supplement to workers' compensation shall end.

E. Blue Cross/Blue Shield provided to bargaining unit members and their families
under the terms of the Collective Bargaining Agreement shall be continued for the
widowed spouse and dependent children of any bargaining unit member killed in the
line of duty until the children reach the age of eighteen (18) or age twenty-three (23)
if attending college or the remarriage of the spouse.

F. If a dispute arises whether an employee is eligible for worker's compensation
benefits, and the employee utilizes accrued sick time for the injury or illness leave,
and it is later determined that the employee was eligible for worker's compensation
benefits, back payments from worker's compensation shall be first used to replenish
the employees' used accrued sick time bank.

ARTICLE XVII
PENSION

17.1: Retirement Plan. Employees hired prior to July 1, 2001, shall be provided a Michigan
Municipal Employees Retirement System (MERS) with the following benefit programs:

B-4 (multiplier)
F55/20 (age and service)
FAC-3 (final average compensation)

The bargaining unit has chosen to adopt a B-4 Pension Annuity Factor under the provisions
of the Municipal Employees Retirement System (MERS). Upon implementation by MERS the cost
differential between the B-4 benefit and the cost of the current benefit (B-3) shall be borne solely
by the employees of the bargaining unit by means of pre-tax payroll deduction. The County shall
incur no additional cost of the bargaining unit adopting the B-4 MERS benefit. The parties further
more agree to a moratorium of bargaining of pension benefits and/or contribution levels until
12/31/2009.

17.2: The County agrees that if, in its discretion, the County determines to grant the "E" benefit
under the Michigan Municipal Employee's Retirement System to County retirees, this benefit shall
likewise be granted to bargaining unit retirees. The determination as to whether to provide the "E"
benefit in any year to County retirees is at the sole discretion of the County Board of
Commissioners.
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17.3: Members of the bargaining unit hired after June 30, 2001, shall be required to participate in
a defined contribution plan. The Employer shall contribute 7% of FAC wages into the plan and the
employee shall contribute 3% of FAC wages. Current employees in the defined benefit plan will
have the option to the defined contribution plan to the extent that it is permitted by MERS policies.

ARTICLE XVHI
COMPENSATION

18.1: Wage Rates and Classifications. The following wage rates will be placed into effect for each
of the classifications listed below at the dates indicated:

WAGES

Corrections Officer

Effective January 1, 2007

Start 1 Year 2 Years 3 Years 4 Years 5 Years 10 Year
30,743 - 31,967 33,230 34,546 35,916 37,340 38,460
Effective January 1, 2008
31,358 32,606 33,894 35,237 36,635 38,087 39,229
Effective January 1, 2009 .
31,985 33,258 34,572 35,942 37,367 38,849 40,014
Pelice Clerks

Effective January 1, 2007
Start 1 Year 2 Years 3 Years 4 Years 5 Years 10 Years
24,729 25,622 26,561 27,779 29,058 30,401 31,314
Effective January 1, 2008
25,223 26,135 27,092 28,334 29,639 31,009 31,940

Effective January 1, 2009

y :
25,728 26,658 27,634 28,901 30,232 31,629 32,579
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Part-Time Wages (per hour)

Effective January 1, 2007
Start 1 Year 2 Years 3 Years J 4 Years 5 Years 10 Years
9.85 10.09 10.32 10.55 10.79 11.03 11.35

Effective January 1, 2008

10.05 10.29 10.53 10.76 11.01 11.25 11.58
Effective January 1, 2009
10.25 10.50 10.74 10.97 11.23 11.47 11.81

Corrections Sergeant pay shall be 10% greater than a Corrections Officer at top step.

Hourly rate is determined by dividing the annual salary by 2080 hours.

18.2: Shift Differential. Employees scheduled to work an afternoon shift will be paid a shift
premium of twenty (20¢) cents per hour and employees scheduled to work the midnight shift will
be paid a shift premium of twenty-five (25¢) cents per hour. Employees who work hours which
overlap the afternoon and midnight shifts shall be paid the shift premium for which the major
portion of hours are worked. Similarly, employees who work hours which overlap the midnight and
day shift or day shift and afternoon shift shall be paid the midnight or afternoon shift premium, as
applicable, where the major portion of hours worked are either on the midnight shift or the afternoon
shift. Employees scheduled to work 12-hour shifis and are scheduled to work the night shift will
be paid a shift premium of twenty-five (25¢) cents per hour on this shift as shift differential,
commencing April 15, 2008. There shall be no additional shift premium for police clerks who serve
as LEIN TAC.

18.3: When the Sheriff determines that an individual is to be temporarily assigned as the officer
in charge of a shift, said individual shall receive $1.00 per hour above their normal rate for each hour
assigned starting April 15, 2008. The Sheriff, prior to making the assignment, will, when practical,

seek input from the Sergeant and Jail Administrator. However, the determination will be solely with
the Sheriff.

ARTICLE XIX
UNIFORMS AND EQUIPMENT

19.1: Uniforms and Equipment. The County shall provide such uniforms and equipment,
including shoes, as the Sheriff and the County shall determine is necessary and as identified in
Appendix B, subject to reasonable rules for the preservation, use, and care of such uniforms and
equipment. The County shall assume the cost of the necessary cleaning such uniforms under such
rules as the Sheriff may determine.
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19.2: Uniforms and Equipment. Employees shall have a purchase amount of $200.00 annually.
Amounts unused during the year may be carried over into subsequent years up to a maximum of
$400. Employees shall adhere to reasonable rules for the preservation, use and care of such
uniforms and equipment. The County shall assume the cost of the necessary cleaning of such
uniforms under such rules as the Sheriff may determine.

19.4: Ammunition Annual Allotment. All employees required to carry and qualify with a firearm
shall receive an annual allotment of 500 rounds to qualify and an additional 250 rounds for practice
purposes. Ammunition shall be made available on January 1 annually.

19.5: Police Clerk - Uniform. The County will provide police clerks two uniform shirts per
contract year.

ARTICLE XX

N hsd s LN EN

HEALTH

20.1: Annual Physical Examinations. All employees shall be required to submit annually to a
physical examination. The cost of the physical examination shall be borne by the Employer. The
employee shall be allowed to see the results of the physical examination. This exam will include a’
blood test of the member.

20.2: Mandatory Leave. Where an employee's physical or mental condition reasonably raises a
question as to an employee's capability to adequately perform his job, the Sheriff may require the
employee involved to take a sick leave of absence up to three (3) working days. If the employee's
condition is such that a leave of absence of more than three (3) working days is deemed necessary
by the Sheriff, the employee may be required to take a physical examination and, if cause is found,
the employee may be piaced on extended medical ieave.

20.3: Medical Arbitration. Before an employee absent from his duties for twelve (12) consecutive
workdays returns to work, he shall satisfy the Employer he is fit again to perform his duties. In the
event of a dispute involving an employee's physical ability to perform his job on his return to work
and the Employer is not satisfied with the determination of the treating physician, the employee
may submit a report from a medical doctor of his own choosing and at his own expense. If the
dispute still exists, final resolution, binding on both parties, shall be a report of 2 committee,
consisting of three (3) physicians, one of whom shall be selected by the Employer, one of whom
shall be selected by the employee, and the third by the two (2) physicians so named. The report
shall be in writing to the Employer and the Union. The cost of this report shall be shared equally
by the Employer and the Union.

ARTICLE XXI
MISCELLANEOUS
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21.1: Bulletin Board. The Empioyer shall provide bulietin board space for the posting of Union
notices, provided, however, the Employer shall have the right to police the bulletin board for
offensive materials.

21.2: Bonds. Whenever a bond is required of an employee in the bargaining unit for the
performance of his duties, the bond premium shall be paid by the County.

21.3: Captions. The captions used in each section of this Agreement are for purposes of
identification only and are not a substantive part of this Agreement.

21.4: Gender. The masculine pronoun, wherever used in this Agreement, shall include the
feminine pronoun, and the singular pronoun the plural, unless the context clearly requires otherwise.

21.5: Separability. Any part of this Agreement which is held by a2 Court of competent jurisdiction
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to the extent of the conflict; all other parts shall continue in full force and effect for the duration of
this Agreement. Should any part of this Agreement become null and void due to a conflict with
applicable State or Federal law now or in the future, the parties shall, upon notice, meet at a
mutually acceptable time and renegotiate the part or parts so affected.

21.6: Veterans' Preference Claims. It is the intent of the parties to this Agreement that its terms
and provisions shall be applicable to all employees included within the bargainingunit. Accordingly,
the parties hereby agree that any employee who may come within the provisions of any legislative
enactment entitling a military veteran to a preference in employment or which establishes a
procedure whereby the military veteran may challenge the Employer's determinations regarding the
veteran's employment status by the Steward of the Employer's answer in Step 3 of the Grievance
Procedure, elect in writing either the Grievance Procedure or his statutory remedy as his single
means of chalienging the Employer's determination. If the employee elects to pursue his statutory
remedy or fails to make an election, any grievance concerning the Employer's employment
determination shall be considered withdrawn by the Union and, further, shall not thereafter be a
subject to any arbitration proceeding. Any veteran whose grievance claim is withdrawn by the
Union prior to selection of an arbitrator shall have the right to reinstate his veteran's preference
claim within five (5) work days after receipt of notice of the Union's determination to withdraw the
grievance.

ARTICLE XX1I
SHIFT PREFERENCE

22.1: Employees who have completed their probationary period shall be permitted to select their
shifts twice per calendar year by seniority. The shift periods shall be semi-annual, starting
approximately on or about January 1 and July 1 and ending on or about June 30 and December 31
of each year.
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Employees working 12-hour shifts who have completed their probationary period shall be
permitted to select their shifts three (3) times per calendar year by seniority. Employees will select
their shift preference by days of weeks, and day or night shifts. Management retains the right to
assign employees to a particular shift based on departmental needs.

22.2: The Employer retains the right to transfer an employee to a shift other than the employee's
preference for vacancies. An employee may also be transferred to another shift if the Employer has
cause. When an employee 1s transferred to another shift for the convenience of the Employer, the
most senior employee(s) on the shift shall be offered the transfer first. If the senior employee(s)
refuse the transfer the least senior shall then be transferred. Spouses employed as corrections
officers shall not select the same shift.

22.3: Probationary employees shall work any shift to which they are assigned.

22.4: The Employer retains the right to select employees for any specialty assignments such as
nurse, civil process, and transport.

ARTICLE XXIN
WAIVER

23.1: Waiver Clause. It is the intent of the parties hereto that the provisions of this Agreement,
which supersedes all prior agreements and understandings, oral or written, express or implied,
between such parties, shall govern their entire relationship and shall be the sole source of any and
all claims which may be asserted in arbitration hereunder, or otherwise. The parties acknowledge
that during the negotiations which resulted in this Agreement, each had the unlimited right and
opportunity to make demands and proposals with respect to any subject or matter not removed by
law from the area of coliective bargaining, and that the understandings and agreements arrived at
by the parties after the exercise of that right and opportunity are set forth in this Agreement.
Therefore, the Employer and the Lodge, for the life of this Agreement, each voluntarily and
unqualifiedly waive the right and each agrees that the other shall not be obligated, to bargain
collectively with respect to any subject or matter referred to or covered in this Agreement or with
respect to any subject or matter not specifically referred to or covered in this Agreement, even
though such subject or matter may not have been within the knowledge or contemplation of either
or both of the parties at the time they negotiated or signed this Agreement.

ARTICLE XXIV
DURATION

24.1: Termination. This Agreement shall remain in full force and effect from January 1, 2007 to
11:59 p.m. through December 31, 2009. One hundred and twenty (120) days prior to expiration
either party may serve written notice on the other party of a desire to terminate, modify, alter,
negotiate, change, or amend this Agreement. A notice of desire to modify, alter, amend, negotiate,



Page 32
Isabella County/POAM (Corrections)
Effective January 1, 2007 to December 31, 2009

or change, or any combination thereof, shall have the effect of terminating the entire Agreement on
the expiration date in the same manner as a notice to terminate unless before that date all subjects
of amendment proposed by either party have been disposed of by the party proposing amendment,
modification, alteration, negotiation, change, or any combination thereof. If either the Union or the
Employer gives the notice specified in this Section, negotiations with respect to such modifications
shall commence, if possible, ninety (90) days prior to the Agreement's expiration, but in any event
not later than sixty (60) days prior to expiration.
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APPENDIX A

Description. This directive outlines the procedures relating to administration of the County's
drug testing policy.

Policy. The County intends to give the same consideration to persons with chemical
(alcohol and other drugs) dependencies as it does to employees having other diseases.
However, the County cannot condone the use of illicit drugs or the abuse of legal drugs or
alcohol. With the abuse of legal drugs or alcohol, constructive disciplinary measures may
be utilized to provide motivation to seek assistance. Normal County benefits, such as sick
leave and the group medical plan, are available to give help in the rehabilitation process.
However, the sale, purchase, transfer, use, or possession of illegal drugs or drugs which have
not been legally obtained by employees is prohibited. Arriving for work under the influence
of drugs or alcohol to the extent that job performance is adversely affected is also prohibited.

In such cases, disciplinary action, up to and including termination, will be imposed.

1t is the intent of the County, however, to encourage and assist such employees in treatment
or rehabilitation whenever appropriate.

Urine testing of employees can be an effective means by which to identify those in need of
counseling, treatment or disciplinary action. The urine testing program is intended to
supplement, not replace, other means by which the use of drugs and alcohol can be detected.

Procedure.
1. Testing of employees shall be conducted only under the following circumstances:

A, When an employee's supervisor has a reasonabie suspicion that an employee
is intoxicated or under the influence of drugs or alcohol. "Reasonable
suspicion” is a belief based on objective and articulable facts sufficient to
lead a prudent supervisor to suspect that the employee is on drugs or alcohol
(e.g., slurred speech, alcohol on breath, inability to walk a straight line, etc.).

B. When an employee is found in possession of suspected illicit drugs or alcohol
or when suspected illicit drugs or alcohol are found to have been brought by
the employee in an area controlled or used exclusively by the employee (e.g.,
employee's locker, etc.).

C. Following a serious accident or incident on the job where, in either case,
safety precautions were violated or unusually careless acts on the job were
performed.

D. As a part of a routine twelve (12) months testing program instituted as a
result of prior drugs or alcohol related disciplinary penalties against the
employee.
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E. Routinely to all job applicants to whom a job offer is being considered within
the Sheriff's Department.

An employee ordered to submit for testing shall be informed of the underlying
reasons why he is being ordered to submit the specimen. In situations covered by
collective bargaining agreements, individuals shall have the right of steward
representation consistent with the applicable collective bargaining agreement. The
reasons shall be documented in writing prior to the test results being known with a
copy furnished to the employee within forty-eight (48) hours. If the employee
refuses or fails after a three hour period to submit to testing, he shall be informed that
this refusal constitutes failure to obey a direct order and that this is grounds for
termination.

The supervisor requesting the test shall fill out the designated Form A.
For urine testing, the urine specimen shall be obtained from the employee as follows:

A. The employee shall be escorted to the bathroom or other appropriate area
(Med-1).

B. The supervising officer (or medical personnel) shall hand the employee the
specimen bottle, labeled with the employee's name, the date, name of staff
witness, and any other relevant identifying information. This information
shall be typed or written in indelible ink.

C. The supervising officer (or designated medical personnel) shall personally
watch the employee to insure that the employee submits an unadulterated
urine specimen in the specimen bottle provided, by witnessing the employee
urinate into the bottle or take other precautions, the foregoing shall be
conducted by staff of the same sex, in private, and outside the presence of
other employees if conducted within County facilities. Employees will be
required to indicate to the Employer the types of prescribed or over the
counter drugs they are taking prior to the test.

D. If the employee is unable to provide a urine specimen immediately, he shall
be detained until he is able to provide a urine specimen. Employees unable
to provide a urine specimen within three (3) hours of being ordered to do so
shall be considered to be refusing to submit the specimen.

E. After the bottle is filled, the supervising officer (or designated medical
personnel) must not lose sight of it or compromise such other precautions as
may have been taken until he obtains it from the employee.
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For the testing of alcohol, an aiternative method of testing (e.g. infrared toximeter,
blood sample) will be utilized.

5. The officer or designated medical personnel witnessing the test by the employee
shall then make the appropriate notation on the designated Form A. If the employee
is unable within three (3) hours of being ordered or if the employee refuses to submit
to the test, this fact shall be noted on Form A.

6. The urine specimen shall be forwarded to a contract laboratory for testing and
processed as follows:

A. The specimen shall be placed in a secured freezer, if it is not to be tested
immediately. All persons handling the specimen shall make an appropriate
notation on Form A. The number of persons handling the specimen should
be minimized.

B. For applicants to positions within the Sheriff's Department, the thin layered
chromatography (TLC) test shall first be administered. The TLC testing shall
be performed by sending the sample to a contract laboratory. The results
obtained shall be noted on the form. If a positive result is obtained on an
applicant, a second test shall be performed on the same specimen using an
alternative scientific method, Enzyme Multiplied Immunoassay Technique
(EMIT). In the event that both tests are positive, an applicant may request
at applicant's cost the sample be tested using the Gas Chromatography/Mass
Spectrometry (GC/MS) method. If this test is negative, the applicant will be
reimbursed.

For all tests, the lab shail be instructed:
1) To freeze all specimens yielding positive resuits.

2) To return the Form A, the lab report and any printouts showing positive
results.

C. For employees, the GC/MS test shall be performed.

7. Reporting of results: Form A, together with all printouts of positive results and any
lab reports, shall be forwarded to the Human Resources Administrator who will be
responsible for interviewing the employee regarding the results.

Confidentiality. The Human Resources Department will be designated to receive any
positive reports. It will notify medical and other members of the County strictly on a need-
to-know basis.
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No laboratory reports or test resuits shall appear in a personnel foider. Information of this
nature will be included in the medical file with a marker to appear on the inside cover of the
personnel folder to show that this information is contained elsewhere.

Use of Results

1.

Any action to be taken on receipt of a positive report which has been confirmed will
be taken by the agency head only after receiving a report from the Human Resources
Department.

The detection of the use of any illegal drug may be grounds for immediate dismissal.
The employee, however, should have every opportunity to explain the presence of
any drug in his system, and if need be, substantiate his explanation with medical
evidence.

Obviously, the presence of a drug such as phencyclidine (PCP) is self-explanatory.
However, the use of prescribed drugs could be an indication of a possible health
problem and close look will be given to the employee's job responsibilities and
whether the use of these drugs poses a potential hazard to himself, his fellow
employees or the general public.

In keeping with County policy, every effort should be made to assist the employee
to deal with his problem. However, if this fails or if it is obviously inappropriate
given the nature of the drug usage and the employee's position, then appropriate
disciplinary action shall be instituted.
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APPENDIX B
UNIFORMS & ACCESSORIES
ISSUED TO NEW FULL AND PART-TIME CORRECTIONS OFFICERS

2 Long Sleeve Shirts

2 Short Sleeve Shirts

2 Pair Pants

1 Pant Belt

1 Cuff Case

1 Pair Handcuffs

1 Pair Shoes/Boots

1 Holster

1 Magazine Pouch

1 Duty Belt

2 Coats (1 Winter / 1 Spring)

During the first year of empleymf;nt, no uniform allowance shall be provided.
Starting January 1, 2008, in addition to the two (2) shirts currently provided, police clerks shall have

an annual $50.00 bank to draw from for approved by Sheriff uniform components. Banks shall not
exceed $100.00 per clerk. '
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LETTER OF UNDERSTANDING
BETWEEN

POLICE OFFICERS ASSOCIATION OF MICHIGAN
AND
COUNTY OF ISABELLA

The Sheriff's meal policy shall be modified such that a maximum of $7.50 shall be paid for
a meal for any member of the bargaining unit required to transfer prisoners provided the transfer is
greater than 140 miles one way. Otherwise, the regular County meal policy will be in effect. When
transporting prisoners only, under this agreement or County policy, the meal allowance shall be no
greater than $7.50.

Effective date:

Ol Aok

Union President Sheriff

7))

esi ? Undersheriff

Union Vice
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POAM and the Employer (Isabella County and the Sheriff) agree to settle the Act 312
arbitration currently pending with arbitrator Mario Chiesa as follows:

1.

One year contract covering January 1 through December 31, 2010. There will be
no changes to the existing contract except for the dates and the following change
to Section 16.1. No other changes will be made.

16.1 Hospitalization. The Employer agrees to pay the regular premiums for
each full time employee, including dependent coverage, covered by this
Agreement who has completed sixty (60) calendar days of employment with the
Isabella County Sheriff's Department for Blue Cross/Blue Shield Community Blue
Plan 4 with a $10 generic, $40 name brand prescription drug co-pay and $20
office visit co-pay. At the employee’s option, he/she may buy up to the
Community Blue Plan 2 or Plan 1. The difference in premiums between the
Community Blue Plan 4 and Community Blue Plans 2 or 1 shall be paid monthly
by means of payroll deductions by the Employee.

In situations where a bargaining unit member’s spouse is a full-time
employee of Isabella County within this bargaining unit, said employees
shall decide which employee receives “primary” coverage and which
employee receives “dependent” coverage: Only one employee shall be
permitted to receive primary coverage. Failure by the employee(s) to make
a selection within 30 days shall result in the automatic designation of the
more senior employee as “primary.”

In situations where a bargaining unit member’s spouse is a full-time
employee of Isabella County outside of this bargaining unit, the bargaining
unit member shall be assigned coverage as a “dependent.”

A bargaining unit member who receives either “primary” or “dependent”
coverage from Isabella County shall not be eligible for any payment in lieu
of coverage.

The parties also agree to settle the Todd Graham and Joe Critz pending
arbitrations as follows in order to avoid litigation costs to the employer. Neither

- party is making any admission as to the guilt or innocence of the officers

involved.

a. Officer Todd Graham shall be given a written reprimand for his
inappropriate behavior related to a phone call to Sheriff Michael
Oltersdorf. His vacation bank will be increased by 20 hours which
represents the disciplinary time off given to him previously.

b. Officer Joe Critz shall receive a written reprimand, same as noted above.
There will be no reinstatement of his unpaid time off.



