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AGREEMENT 

THIS AGREEMENT made and entered into as of this day of_---::-::-=:=::-
2009, at Kalamazoo County, Michigan, by and between the KALAMAZOO COUNTY 
FAMILY COURT, and the COUNTY OF KALAMAZOO, hereinafter referred to as the 
"Employer(s), 11 and the KALAMAZOO COUNTY JUVENILE HOME EMPLOYEES 
CHAPTER OF LOCAL #1677, affiliated with Council #25, American Federation of 
State, County and Municipal Employees AFL-CIO, hereinafter referred to as the 
"Union." 

W I T N E S S E T H: 

ARTICLE 1 -PURPOSE 

The general purpose of this Agreement is to set forth the terms and conditions of 
employment which shall prevail for the duration of this Agreement and to promote 
orderly and peaceful labor relations for the mutual interest of the Employer, its 
employees and the Union. Recognizing that the interest of the community and the job 
security of the employees depends upon the Employer's ability to continue to provide 
proper services for the community, the Employer and the Union, for and in consideration 
of the mutual promises, stipulations and conditions hereinafter specified, agree to abide 
by the terms and provisions set forth herein for the duration of this Agreement. 

The parties recognize that the success of the Juvenile Home operation depends 
upon the Judges' ability to establish a proper service to the community, and for its 
citizens, with due regard to the interests of the citizens of the community, the Family 
Court and the Juvenile Home personnel. 

To these ends, the Judges, employees and the Union encourage, to the fullest 
degree, friendly and cooperative relations between their respective representatives at all 
levels and among all employees. 

ARTICLE 2- NON-DISCRIMINATION 

The Employer and the Union agree that neither shall discriminate against any 
employee because of race, color, creed, age, sex, nationality, disability, political belief, 
sexual orientation, gender identity or membership in a Union, nor shall the Employer or 
the Union, or its agents, or its members discriminate against any employee because of the 
exercising of his/her rights, under the Act. This provision recognizes both the Employer's 
and Union's responsibilities under all applicable state and federal civil rights legislation. 
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ARTICLE 3 -RECOGNITION 

The Family Court and the County of Kalamazoo, the public employers under the 
Public Employment Relations Act No. 336 of the Public Acts of 1947, as amended, and 
sometimes herein referred to as The Act, hereby recognize the Union as the exclusive 
representative for purposes of collective bargaining with respect to rates of pay, wages, 
hours of employment or other conditions of employment for the term of this Agreement, 
as certified below: 

All regular and regular part-time employees of the Kalamazoo County Juvenile 
Home, in the positions of Youth Specialist, who are regularly scheduled on Monday 
through Sunday, Head Cook, Cook, Part-Time Cook and Detention Secretary, but 
excluding all other employees. 

ARTICLE 4- MANAGEMENT RIGHTS 

Section 1: The Union recognizes that, except as specifically limited or abrogated by 
the terms and provisions of this Agreement, all rights to manage, direct, and supervise the 
operations of the Employers and the employees are vested solely and exclusively in the 
Employers. 

Section 2: It is understood that the Employers have the right and responsibility to 
promulgate work rules and other work-related policies and procedures. Work rules shall 
be publicized to the employees. The Union has the right to file a grievance if it believes 
that the work rule is umeasonable. 

ARTICLE 5- AID TO OTHER UNIONS 

The Employer will not aid, promote, nor finance any labor group or organization 
which purports to engage in collective bargaining or make any agreement with any such 
group or organization for the purpose of undermining the Union. 

ARTICLE 6 - UNION SECURITY 

Section 1: Requirement of Union Membership. 

(a) Employees covered by this Agreement at the time it becomes effective and 
who are members of the Union at that time shall be required as a condition of continued 
employment to continue membership in the Union or pay a service fee equal to dues and 
initiation fees required for membership commencing six (6) months after the effective 
date of this Agreement, and such conditions shall be required for the duration of this 
Agreement. 
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(b) Non-probationary employees covered by this Agreement who are not 
members of the Union at the time it becomes effective shall be required as a condition of 
continued employment to become members of the Union for the duration of this 
Agreement or pay a service fee equal to dues and initiation fees required for membership 
and such conditions shall be required on or before the thirtieth (30th) day following such 
effective date. 

(c) Employees hired, rehired, reinstated or transferred into the bargaining unit 
after the effective date of this Agreement and covered by this Agreement shall be 
required as a condition of continued employment to become members of the Union for 
the duration of this Agreement or pay a service fee equal to dues and initiation fees 
required for membership commencing six (6) months after the effective date of this 
Agreement, and such conditions shall be required upon the completion of their 
probationary period. 

(d) Employees shall be deemed to be members of the Union within the 
meaning of this Section if they are not more than sixty (60) days in arrears in payment of 
membership dues. 

ARTICLE 7- UNION DUES- CHECK OFF 

Section 1: Effective the first pay period occurring after the execution of this 
Agreement, and monthly thereafter, on the first pay period, the Finance Director shall 
deduct from the pay of all employees who authorize in writing such deduction, an amount 
equivalent to the regular dues of the Union. The Union shall supply the employees with 
an authorization form approved by the Employer and shall transmit such form to the 
Finance Director's Office of the County. Deductions for any calendar month shall be 
remitted to the designated financial officer of the Union, with a list of employees for 
whom dues have been deducted within ten (10) working days thereafter. The Union 
agrees to indemnify and hold the County and Employer harmless for all claims against 
the County and Employer in connection with the check off of dues. 

Section 2: An employee shall cease to be subject to check-off deductions beginning 
with the month immediately following the month in which he/she is no longer a member 
of the bargaining unit. The Local Union will be notified by the Employer of the names of 
such employees following the end of each month in which the termination took place. 

Section 3: Any dispute arising as to an employee's membership in the Union shall be 
reviewed by the designated representative of the Employer and a representative of the 
Local Union, and if not resolved may be decided at the final step of the grievance 
procedure. 
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Section 4~ Effective 1/1/01, the Employer agrees to a monthly deduction from the 
wages of any employee who is a member of the Union, a PEOPLE deduction as provided 
for in a written authorization (minimum deduction of $1.00). Such authorization must be 
executed by the employee (no more than once per year) and may be revoked by the 
employee at any time by giving written notice to both the Employer and Union (if 
revoked, any subsequently submitted authorization will not take effect until 1/1 of the 
following year). The Employer agrees to remit any deductions made pursuant to this 
provision promptly to the Union together with an itemized statement showing the name 
of each employee from whose pay such deductions have been made and the amount 
deducted during the period covered by the remittance. 

ARTICLE 8- STEWARDS AND ALTERNATE STEWARDS 

Section 1: The employees covered by this Agreement shall have steward 
representation as follows: 

shift; 
(a) One (1) steward and one (1) alternate steward - morning 

One (1) steward and one (1) alternate steward- afternoon shift; 

One (1) steward and one (1) alternate steward- night shift; 

One (1) steward for kitchen 

(b) The stewards shall be regular employees working on the 
designated shift and shall be elected by those people they represent. 
However, in the absence of the duly elected steward, alternate stewards 
may be appointed by the Chapter Chairperson. 

(c) Part-time employees shall have one (1) steward and one (1) 
alternate for each shift. 

Section 2: The steward, during his/her working hours, without loss of time or pay, 
shall investigate and present grievances to the Employer. 

(a) However, the steward shall not leave his/her assigned task 
until a substitute has been obtained, if needed. The Employer shall provide 
such a substitute promptly on request. 

(b) The Union shall furnish the Employer, in writing, a list of its 
designated officers and stewards. 
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Section 3: The Employer shall make every reasonable effort to allow employees in the 
Chapter time off without loss of pay during scheduled working hours to attend Union 
conventions, Union educational functions, Union schools and/or conferences or other 
authorized Union functions, subject to the following conditions: 

The Chapter will be allowed up to five ( 5) days per calendar year for the 
attendance at Union functions as outlined above. Only one (1) Union representative may 
be absent for such Union business at any one time. In addition, the Chapter Chairperson 
will be allowed time off without reduction in pay for attendance at quarterly AFSCME 
local meetings 

ARTICLE 9- SPECIAL CONFERENCE 

Section 1: Special conferences for important matters will be arranged between the 
Chapter Chairperson and the Employer's designated representative upon the request of 
either party. Meetings shall be held at mutually agreed upon times, but not more 
frequently than once each calendar month. Special meetings of urgent or compelling 
nature concerning health and safety or other items in which time is important to both 
parties may be called by either party in which event the parties shall endeavor to meet 
within seven (7) days' time after such a request is made. Consideration will be limited to 
a written agenda accompanying the request. In the event the Union does not submit an 
agenda or the Employer does not submit an agenda, no such meeting shall be held. 
Employees will be paid for the time lost from regular working hours at such meeting. 
The two (2) Union representatives at such meetings will normally consist of the steward 
in the area affected and the Chapter Chairperson. The two (2) Employer representatives 
at such meetings will normally consist of persons designated by a Family Court Judge. 

Section 2: Conferences may be attended by a representative of the Council and/or a 
representative of the International Union, in which event the Employer may include in the 
conference designated representatives of its choice. 

Section 3: The Union representatives may meet at a place designated by the Employer 
on the Employer's property for at least one-half hour immediately preceding the 
conference with the representatives of the Employer, for which a written request has been 
made. 

Section 4: The Employer agrees that any consolidation or elimination of jobs 
represented by the bargaining unit shall not be affected without a special conference. 

Section 5: Notwithstanding the above sections regarding special conferences, the 
parties to this Agreement have also instituted a means of communication known as the 
Action Review Committee. The Action Review Committee has been established 
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independently from this Agreement, but the parties have now agreed that such Committee 
will continue to function during the term of this contract. 

ARTICLE 10- GRIEVANCE PROCEDURE 

Section 1: It is the intent of the parties to this Agreement that the procedure set forth 
herein shall serve as a means for peaceful settlement of disputes that may arise between 
the employees and the Employer as to the application, interpretation or compliance with 
the provisions of this Agreement pertaining to wages, hours and other conditions of 
employment. Both parties shall make an earnest effort to settle such differences. 

Section 2: For the purpose of the grievance procedure only: Whenever the words 
"working days" are used in this Article, they shall be defined as those days which are 
scheduled for work between Monday and Friday, both inclusive, excluding holidays 
recognized under this Agreement. The steps of the grievance procedure are as follows: 

Step 1. An employee having a grievance shall present it orally to his/her immediate 
supervisor. If it is not settled orally, the steward and the employee shall jointly reduce it 
to writing, stating the grievance, the contract provisions alleged to be violated, and the 
remedy desired, and they shall sign the grievance and submit it to the employee's 
immediate supervisor within fifteen (15) working days from the date of the occurrence of 
the event which gave rise to the grievance. The supervisor shall answer the grievance in 
writing within five (5) working days following the presentation of the written grievance. 

Step 2. In the event the steward and the employee desire to proceed further with the 
grievance, they shall appeal the same in writing to the Superintendent of the Juvenile 
Home, or, in his/her absence, to the Assistant Superintendent of the Juvenile Home 
within five (5) working days from the receipt of the answer from the immediate 
supervisor, and in such event the Superintendent or the Assistant Superintendent shall 
answer the grievance in writing within five (5) days following its receipt. If the 
grievance is a question related to an economic consideration, the Human Resources 
Director or his/her designee shall be present at the Step 2 grievance meeting. 

Step 3. If the Superintendent's answer is not satisfactory, the Chapter Chairperson 
of the local Union may, within five (5) working days, submit the appeal to the Grievance 
Committee. The Grievance Committee shall be comprised of two (2) representatives of 
the Employer and two (2) representatives of the Union. A meeting will be arranged to 
discuss the grievance appearing on the agenda no later than ten (10) working days from 
the date the agenda is received by the Grievance Committee. A mutual decision in 
writing shall be given within ten (10) working days by both the parties or, in the event 
they cannot agree, the Employer representatives to the Grievance Committee shall give 
their own written decision within such period. 
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Step 4. (a) If the representative of the Employer and the Union representatives 
do not dispose of the matter, and the Union believes that the matter should be carried 
further, the Union shall notify in writing the County's Human Resources Director of its 
intent within fifteen (15) calendar days of the third step answer, and file a Demand for 
Arbitration with Council #25. AFSCME Council 25's Arbitration Department shall 
review the grievance on its merits. AFSCME Council 25 shall submit approved cases to 
the appropriate Arbitrator within 30 calendar days from date of notice by Local 1677 to 
the County and Council25. Such arbitration hearing shall be held in accordance with the 
rules of the American Arbitration Association then in effect. 

(1) The parties shall select an Arbitrator from the following mutually-agreed-upon 
panel of Arbitrators on a rotating basis: 

Mario Chiesa 
Howard Cole 
William Daniel 
Paul Glendon 
Patrick McDonald 

The Arbitrators shall be placed on the panel list in alphabetical order. The 
first Arbitrator selected shall be the Arbitrator whose name is at the top of 
the list. After an Arbitrator has been assigned a grievance for the parties, 
his name shall be placed at the bottom of the list. The Arbitrator whose 
name is then at the top of the list shall be assigned the next grievance, and 
so on. If a selected Arbitrator is not able to hear a grievance, his name 
shall remain in the same place on the list and the next Arbitrator on the list 
shall be selected. This procedure shall continue until an Arbitrator is 
selected. 

(2) AFSCME Counsel 25's Arbitration department shall track selection of the 
Arbitrators from the approved Panel of Arbitrators. When an arbitrator is selected, the 
parties shall jointly ask the arbitrator to provide a hearing date (or dates) as soon as 
possible. If the arbitrator is unable to offer a hearing date within four ( 4) months of 
selection, the parties may, by mutual agreement, select the next arbitrator on the list if 
that arbitrator is available to hear the grievance sooner. This process shall continue 
through the list to assign the grievance to the closest date after the four ( 4) month target. 

(3) AFSCME Council 25 Arbitrator Department shall coordinate the setting of dates 
with the County's Director of Human Resources or his/her designee. 

( 4) The Union and County may mutually agree to change the list of Panel members. 
A member of Counsel 25 and the County's Human Resources Director may, after ten 
(10) calendar day notice, delete an arbitrator and replace him with a mutually agreeable 
arbitrator. 
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(b) The arbitrator shall have no authority to add to, subtract from, change or 
modify any provision of this Agreement but shall be limited solely to the interpretation 
and application of the specific provisions contained herein. The arbitrator shall not have 
authority to decide grievances dealing with a suspension or discharge. The decision of 
the arbitrator shall be final and binding upon the parties hereto. The expenses and fees of 
the arbitrator and the American Arbitration Association shall be shared equally by the 
Employer and the Union. 

(c) If a grievance which has not been settled at any step of the grievance 
procedure is not appealed by the Union to the next succeeding step within the time frame 
provided for such appeal, such grievance shall be considered as having been withdrawn 
by the Union. If the grievance is not answered by the County within the time frame 
specified for such answer at any step of the grievance procedure, such grievance shall 
automatically be advanced to the next step of the grievance procedure except arbitration. 
It is understood and agreed that by mutual agreement between the County and the Union, 
the time limits herein specified may be extended. 

(d) No claim for back wages shall exceed the amount of wages the employee 
would otherwise have earned at the regular rate. 

(e) If the representatives of the Employer and the Union do not dispose of or 
resolve a grievance involving either a suspension or a discharge, the Union shall have the 
right to refer such grievance for a decision by a Family Court Judge pursuant to the 
following procedure: 

Step 1. If the Union desires to refer the matter for a decision by a Family Court 
Judge it must, within thirty (30) days of the decision of the Grievance Committee, submit 
a record to the Chief Family Court Judge which shall consist of the written grievance, the 
written answers to the grievance, and such other written records as there may be in 
connection with the matter. , 

Step 2. If an employee has been discharged or suspended by a Family Court Judge, 
that Family Court Judge is disqualified from being the Judge hearing the formal 
grievance of the discharged or suspended employee. If all Family Court Judges have 
been involved in such discharge or suspension, then a visiting Family Court Judge shall 
hear the formal grievance. 

Step 3. Pursuant to the limitations contained in Step 2, the Family Court Judge 
shall convene a formal hearing within two (2) weeks of the submission of the grievance. 
The grievant may be represented at such formal hearing by any party the grievant selects. 
The Family Court Judge shall consider any evidence offered by or on behalf of the 
employee and shall take other such testimony or proofs as he/she deems appropriate. If 
either party requests that a ward of the Court appear and testify in the matter, such 
request may be granted within the discretion of the Family Court Judge. At the 
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conclusion of the hearing by the Family Court Judge, the Family Court Judge shall render 
a written opinion within thirty (30) days of such hearing. The decision of the Family 
Court Judge shall be binding on all parties. 

ARTICLE-11- DISCHARGE CASES 

Section 1: In the event an employee under the jurisdiction of the bargaining unit shall 
be suspended or discharged for disciplinary reasons or is discharged from employment 
after the date hereof and believes he/she has been unjustly suspended or discharged, such 
suspension or discharge shall constitute a case arising under the grievance procedure 
provided a written grievance with respect thereto is presented at the second step of the 
grievance procedure to the Juvenile Home Superintendent or his/her designated 
representative within three (3) regularly scheduled working days after such discharge or 
suspensiOn. 

Section 2: Upon request, an employee shall have a Union representative present at an 
investigatory meeting which the employee believes could lead to disciplinary action. 
Unless otherwise requested, an employee shall have a Union representative present when 
he/she is disciplined. The Union representative shall be allowed a brief period of time to 
confer with the employee prior to the disciplinary meeting. At the disciplinary meeting, 
the employee will be provided an opportunity to respond. Copies of the disciplinary 
action will be provided to the employee and Union representative before the disciplinary 
meeting ends. 

Section 3: In the event it should be decided under the grievance procedure that the 
employee was unjustly suspended or discharged, the Employer shall reinstate such 
employee and grant full, partial or no compensation as may be decided under the 
grievance procedure, which compensation, if any, shall be at the employee's regular rate 
of pay at the time of such discharge or the start of suspensions. 

Section 4: Use of past records. In imposing any discipline, the Employer may use 
only official reprimands/warnings within the past eighteen (18) months. . 

Section 5: An employee shall receive a copy, with a copy to the proper steward, of any 
written reprimand placed in his/her personnel file which could be construed as 
detrimental to his/her future promotion, transfer, present or future employment; and in the 
event the employee believes said written reprimand is unjust or without cause, a 
grievance may be filed at Step 1 of the procedure provided. 

Section 6: In imposing any discipline, the employer shall utilize the concept of 
progressive discipline. 

Section 7: It is understood and agreed that when an employee files a grievance with 
respect to his/her disciplinary action, suspensiOn or discharge, the act of filing such 
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grievance shall constitute the employee's authorization of the County to reveal to the 
participants in the grievance procedure any and all information available to the County 
concerning the alleged offense and such filing shall further constitute a release of the 
County from any and all claimed liability by reason of such disclosure. 

Section 8: Any employee covered by this Agreement may view the contents of his/her 
personnel file in the Human Resources office in the presence of a member of the Human 
Resources staff at any reasonable time, upon request. 

ARTICLE 12- SENIORITY 

Section 1: (a) Seniority shall be defined as an employee's length of continuous 
service with the Employer since his/her last hiring date. No time shall be deducted from 
an employee's seniority due to absences occasioned by authorized leaves of absence, 
vacations, sick or accident leaves, suspensions, or for any other type of leave of absence 
which the Employer has granted. 

(b) When regular part-time employees have the same date of hire. They shall 
accrue seniority on a pro rata basis as determined by their regularly scheduled hours of 
work. 

(c) Regular part-time workers shall have the right to utilize said seniority to bid 
for posted bargaining unit positions and Youth Specialists shall have the right to bid for 
posted regular part-time positions. 

(d) The parties recognize that regular part time workers were added to the 
bargaining unit effective February 19, 1989. Therefore, all such regular part-time 
workers employed as of June 19, 1989 have the same seniority date. The parties have 
agreed that the Court has placed such regular part-time workers on the seniority list in a 
prioritized order based upon past continuous service to the Court as a Youth Specialist. 

Section 2: (a) All new employees shall be probationary employees until they have 
completed six ( 6) months of employment. The purpose of the probationary period is to 
provide an opportunity for the Employer to determine whether the employee has the 
ability and other attributes which will qualify him/her for regular employee status. After 
each three (3) months of probation the Employer shall make a written evaluation 
concerning the employee's work performance, ability and other attributes. Such 
employees shall receive a copy of all evaluations and must sign for receipt of such 
evaluations. 

(b) During the probationary period, the employee shall have no seniority status 
and may be laid off or terminated at the sole discretion of the Employer without regard to 
his/her relative length of service. At the conclusion of his/her six (6) month probationary 
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period, the employee's name shall be added to the seniority list as of his/her last hiring 
date. 

Section 3: The Employer will maintain an up-to-date seniority list. A copy of the 
seniority list will be posted on the appropriate bulletin board each three (3) months. The 
names of all employees who have completed their Probationary period shall be listed on 
the seniority list in order of their last hiring dates, starting with the senior employee at the 
top of the list. 

Section 4: Job Vacancies. 

Employees in Youth Specialist positions and other full-time Youth Specialists 
within the bargaining unit shall be given the opportunity to bid on the shifts as outlined in 
the then-applicable work schedule. Openings on said shifts will be posted for a period of 
five (5) calendar days. Employees interested shall apply by written application to the 
Juvenile Home Superintendent within the five (5) calendar day posting period. The 
senior employee applying for the vacancy in the schedule who meets the requirements 
shall be transferred to the shift opening on the schedule. Article 29, Section 14, will be 
utilized by management in making determinations relative to vacancies on shifts. 

In the event the senior applicant is denied the vacancy, reasons for denial shall be 
given in writing to such employee, with a copy to the employee's steward; in the event 
the senior applicant disagrees with the reasons for denial it shall be a proper subject for 
the second step of the grievance procedure. 

Open positions that the Court decides in its discretion to fill shall be posted in a 
timely manner. 

The individual in question and the Union shall be notified within two (2) weeks 
when the Court decides to promote internally. 

Section 5: Transfers. 

(a) Transfer of employees. If an employee is transferred to a position under the 
Employer not included in the unit, and is thereafter transferred again to a position within 
the unit, he/she shall have accumulated seniority while working in the position to which 
he/she was transferred. Employees transferred under the above circumstances shall retain 
all rights accrued for the purpose of any benefits provided for in this Agreement. 

(b) The Employer agrees that in any movement of work not covered above in 
(a), he/she will discuss the movement with the Union in order to provide for the 
protection of the seniority of the employees involved. 

Section 6: (a) When it becomes necessary to reduce the size of the work force due 
to a decrease of work, or lack of funds, probationary bargaining unit employees shall be 
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laid off first, providing there are employees with seniority who are available, and can 
satisfactorily perform the work of the probationary bargaining unit employees with 
reasonable break-in or training period. Such period shall be for a four ( 4) week duration. 
Thereafter, the bargaining unit employees with the least seniority shall be the ones laid 
off providing senior employees are then available who can satisfactorily perform the 
work of the laid-off employee with a reasonable break-in or training period. In the event 
there are no senior bargaining unit employees who are then available and who can 
satisfactorily perform the work of those scheduled for layoff with reasonable break-in or 
training, then the junior bargaining unit employee shall be retained and the next least 
junior bargaining unit employee shall be laid off. 

(b) Employees to be laid off for an indefinite period of time will have at least 
fourteen (14) calendar days notice of layoff. The Unit Chairman and Secretary shall 
receive a list from the Employer of the employees being laid off on the same date the 
notices are issued to the employees. 

Section 7: (a) When recalling employees to work following a layoff, the senior 
employee on layoff status who can satisfactorily perform the available work with 
reasonable break-in or training period will be the first recalled to work. Such period shall 
be of a four (4) week duration. If there are no employees on layoff status who can 
satisfactorily perform the available work with reasonable break-in or training, and the 
available work is of such a nature that a normal employee shall be able to learn to 
perform such work with minimum break-in or training, the senior laid-off employee in 
the bargaining unit who has the capability and the special qualifications to satisfactorily 
perform the work and meets the requirements for the job shall be the one recalled and 
given a minimal amount of break-in or training period. If under this Section there are no 
laid-off employees who qualify for recall, then the Employer shall be free to hire new 
employees to perform such work. 

(b) Seniority of Stewards: Notwithstanding their position on the seniority list, 
stewards shall, in the event of a layoff of any type, be continued at work as long as there 
is a job in the classification in which they are employed and shall be recalled to work in 
the event of a layoff on the first open job in the classification in which they were 
employed prior to layoff. 

(c) Seniority of Officers: Notwithstanding their position on the seniority list, 
the Chapter Chairperson and the Chapter Chief Steward of the local unit shall, in the 
event of a layoff only, be continued at work at all times as long as there is a job in the 
classification in which they are employed. 

Section 8: An employee shall lose his/her seniority rights for the following reasons: 

(a) The employee resigns or is discharged, and the discharge is not reversed 
through the grievance procedure. 
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(b) The employee is laid offfor more than twelve (12) consecutive months. 

(c) The employee fails to return to his/her duties at the expiration of an 
approved leave of absence. 

Section 9: Any employee actively serving in the armed forces of the United States 
shall not lose his/her seniority status but upon release from service under honorable 
conditions, he/she shall be re-employed by the Employer under the provisions of the 
Universal Military Training and Service Act provided he/she reports for work within 
ninety (90) days after such release from training in service or hospitalization continuing 
after discharge. If such employee does not receive a certificate of satisfactory completion 
of military service and has received an undesirable, bad conduct or dishonorable 
discharge, the Employer will review his/her case with the Union as to whether or not 
he/she should be re-employed but generally such person shall not be entitled to re
employment. The Employer agrees to comply with all provisions of any statute of the 
United States or the State of Michigan concerning the re-employment or reinstatement of 
veterans. 

ARTICLE 13- SUPPLEMENTAL AGREEMENTS 

All proposed supplemental agreements shall be subject to Good Faith negotiations 
between the Employer and the Union. They shall be approved or rejected within a period 
of ten (1 0) days following the conclusion of negotiations. 

ARTICLE 14- LEA YES OF ABSENCE 

Section 1: A full-time employee who is summoned for jury or witness duty shall be 
granted a leave of absence to serve as required. He/she shall be expected to be at work at 
all hours when not serving as a witness. Such leaves of absence for witness or jury duty 
shall be with full pay, less the amount received by the employee for such jury or witness 
duty. A full-time employee who, in fact, is serving as a juror, shall not be expected to 
perform any scheduled duties that day. The employee must notify the Employer of such 
juror status at the earliest possible moment. 

Section 2: The Employer will continue to abide by all state and federal laws governing 
the granting of leaves of absence for military duty, including those dealing with job 
restoration and the retention of seniority. 

Section 3: A full-time employee who requests a leave of absence, not to exceed ten 
(10) working days, to participate in a branch of the Armed Forces Reserve Training 
Program or National Guard, shall be granted such leave upon proper documentation by 
his/her commanding officer. He/she shall be paid by the County the difference between 
the amount received for the training and his/her full salary. 
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Any full-time employee who is called for emergency duty by any of the 
established Armed Forces Reserve Training Units or by the Michigan National Guard in 
order to protect the rights of the citizens of the State of Michigan and/or the citizens of 
the United States, shall be paid his/her full salary for a period not to exceed five ( 5) 
working days each instance of such emergency duty. 

Section 4: (a) Leaves of absence without pay will be granted equal to an 
employee's accumulated seniority, but not to exceed one (1) full year, for the following 
purposes: 

1. Illness leave (physical or mental). 

In the event a leave of absence is granted for illness, either physical or mental, the 
employee, upon the request of the Employer, will furnish a physician's statement 
regarding the employee's ability to perform essential functions. The expense of the 
examination will be assumed by the Employer. 

2. Prolonged illnesses in the immediate family. 

(b) Leaves of absence without pay may be granted equal to an employee's 
accumulated seniority, but not to exceed one (1) year, for the following purposes: 

1. Service in any elected or appointed position public or union. 

2. Educationalleave. 

3. Personal business or for such other reasons which may be 
beneficial to the employee aud the Employer. 

(c) Employees shall not lose seniority while on any leave of absence granted 
by the provisions of this Agreement, aud shall be returned to a position within the 
classification they held at the time the leave of absence was granted. If no vacancy exists 
within the classification, the employee with the lowest seniority in the returning 
employee's classification shall be reclassified or laid off. 

(d) Leaves of absence shall be requested in writing by the employee. A request 
for leave shall be answered by the Employer in writing within seven (7) working days 
from the date of receipt of the request. 

(e) A verbal request will be considered in case of an emergency, but must be 
reduced to writing at a later date arranged between the parties. 

(f) Leaves may be extended for not to exceed one (1) year by the Employer for 
good cause. 
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(g) Members of the Union elected to attend a function of the International 
Union, or Council #25, such as conventions or educational conferences, shall be allowed 
time off without pay to attend such conferences and/or conventions, not to exceed three 
(3) employees at any one time. 

(h) A "short-term leave of absence" is defined as any leave ninety (90) days or 
less; however, it may be extended to a longer period of time by mutual agreement in 
individual cases. Employees returning from a leave of absence that has exceeded ninety 
(90) days in duration shall not be guaranteed a return to their previous shift and schedule. 

Section 5: Medical Leave. 

For purposes of Sections 5 and 6 of this Agreement, the following definitions 
apply: 

Eligible employee - one who has regular status, has been employed minimally for 
twelve (12) months, and worked 1,250 hours (if a full-time employee) or 1,000 hours (if 
an employee regularly scheduled to work less than forty ( 40) hours per week)during the 
twelve (12) month period immediately preceding the leave. An eligible employee who 
takes a leave under this policy is guaranteed to return to the job that he/she left if the 
leave time does not exceed twelve (12) weeks in any twelve (12) month period, measured 
backward from the date the leave began. 

Family member - a spouse, child, or parent of the employee. 

Serious health condition - an illness, injury, impairment, or physical or mental 
condition that involves inpatient care in a hospital, hospice, or residential medical 
facility; or continuing treatment by a health care provider. 

The Family and Medical Leave Act of 1993 provides reasonable leave for 
employees with a serious health condition. Any request for medical leave of absence 
must include a supporting physician's statement, which includes the employee's inability 
to perform his/her job functions. A verification from the physician as to the severity of 
the illness or condition, when it commenced, its probable duration, and the medical facts 
surrounding the illness or condition is required. A second opinion may be required at the 
County's expense. If a conflicting opinion is received, a third opinion may be obtained 
from a physician selected jointly by the County and the employee, at the County's 
expense. 

While on Medical Leave of Absence, the employee must periodically report 
his/her status and intention to return to work. 

All requests for Medical Leave of Absence must be approved by the Human 
Resources Director. Upon approval of the Human Resources Director, a department may 
fill the vacancy created by the medical Leave of Absence. The employee granted a 
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Medical Leave of Absence is guaranteed reinstatement to the same or an equivalent 
position which he/she held prior to the leave, if the leave does not exceed twelve (12) 
weeks. An employee, before returning to his/her duties from an illness of over five (5) 
consecutive working days, shall submit a statement from his/her physician certif'ying 
his/her ability to return to work. Such statement shall be submitted to the Human 
Resources Director. An employee returning from a Medical Leave of Absence should 
contact the Human Resources Department thirty (30) days prior to the expiration of such 
leave regarding his/her return. For those employees whose leave exceeds twelve (12) 
weeks, every effort will be made to place the employee in a comparable position. If the 
employee has not been reinstated twelve (12) months after the commencement of the 
leave, regular status will be terminated. 

Section 6: Family Leave: 

For definitions of eligible employee, family member, and serious health condition, 
see Section 5. 

The Family and Medical Leave Act of 1993 provides that up to twelve (12) weeks 
leave without pay (with pay if accrued vacation or personal time available) may be taken 
by an eligible employee for the birth, adoption, or foster care of a child, or the serious 
health condition of a family member. 

During the twelve (12) weeks, the County will continue to pay for its share of 
benefits as long as the employee pays for his/her share. An employee may use any 
accumulated vacation or personal leave time to cover his/her absence. Such paid time off 
must be taken consecutively. 

If both spouses are employed by the County and eligible for the same leave, the 
two employees may share the family leave up to a total of twelve (12) weeks in a twelve 
(12) month period. 

Employees are required to give a minimum of thirty (30) days notice if they intend 
to take leave under this policy. If thirty (30) days is impossible, given the nature of the 
situation, as much notice as practicable is required. If the leave is to care for a family 
member, the health care provider must provide written verification that the employee's 
assistance is needed. 

Leave may be intermittent or reduced hours when such can be arranged between 
the employee and the Department Head with the approval of the Human Resources 
Director. 

If an employee fails to return following an approved leave under this policy, then 
the employee must pay back to the County the cost of health premiums incurred by the 
County during the leave, except when the employee's failure to return is due to the 
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continuation, reoccurrence, or onset of a serious health condition which would entitle the 
employee to medical or family leave or other circumstances beyond the employee's 
control. 

In all respects, leaves of absence under this policy shall be administered and 
provided for in a manner consistent with the Family Medical Leave Act of 1993 and its 
published regulations. 

ARTICLE 15 - SICK LEAVE 

Section 1: All members covered by this Agreement shall accumulate three (3) hours 
with pay as sick leave for each completed biweekly pay period, with unlimited 
accumulation. A retiring employee will receive compensation for unused sick leave 
credits at his/her retiring rate of pay up to fifty percent (50%) of the total number of sick 
leave days accrued but such payment may not exceed eight hundred (800) hours. As a 
result of the negotiations regarding the Disability Insurance Plan, it has been agreed that 
such payoff at the time of retirement shall continue; however, only those hours 
accumulated prior to 12-31-85 shall be part of the calculation of final average 
compensation for retirement purposes. An employee who has been continuously 
employed by the County for five (5) years and who terminates his/her employment prior 
to retirement, except in the case of discharge for cause, will receive compensation for 
unused sick leave credits at his/her rate of pay at termination up to twenty-five percent 
(25%) of the total number of sick days accrued, but such payment shall not exceed four 
hundred ( 400) hours. As a result of the negotiations regarding the Disability Insurance 
Plan, it has been agreed that such payoff at the time of termination shall continue; 
however, only those hours accumulated prior to 12-31-85 shall be subject to such payoff. 
This benefit regarding the twenty-five percent (25%) payoff only applies to those current 
employees as of the date of this Agreement and does not apply to any future hires. Sick 
leave .used by employees will be charged first against sick leave earned after 12-31-85 
and then to accumulation earned prior to such dates. 

Section 2: 
purposes: 

Sick leave shall be available for use by employees for the following 

1. Personal illness, injury or quarantine. 

2. Illness or injury in the immediate family. Immediate family 
is interpreted to mean spouse, or children living in the same household. 

3. Exposure to a contagious disease which might make the 
employee's presence dangerous to other employees. 

4. When unusual situations or emergencies exist in the 
employee's immediate family and any absence for which the employee 
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qualifies for FMLA leave. Failure to make diligent effort to notify the 
employee's department head may result in loss of pay. 

Section3: Funeral leave. When death occurs in the employee's immediate family 
(spouse, children, parents, or foster parents, brothers, sisters, mother-in-law, father-in-
law, grandparents, grandchildren, and any person for whom financial or physical care is 
the employee's principal responsibility), the employee is allowed three (3) days leave, the 
first to be with pay and the second and third to be deducted from sick leave, if accrued. 
At the County's discretion, with the approval of the Director of Human Resources, such 
leave may be extended for just cause, such extension to be deducted from sick leave. 

Section 4: The Employer reserves the right to have any sick leave substantiated when 
such sick leave appears to be a pattern or concern to the Employer. If the employee has 
not been treating with a physician, the Employer may require the employee to be 
examined by a physician of the Employer's choosing, provided that the Employer makes 
the arrangements for the appointment and pays for the expense of such appointment. 

Section 5: An employee covered by this Agreement shall have forty-two (42) hours 
annually for personal business. This time may be taken any time within the year with the 
prior approval of the Superintendent or Assistant Superintendent. Personal business 
leave shall be granted to attend to personal business which cannot be attended to outside 
of the normal working day. Personal business leave shall not be accumulative from one 
year to another. 

Section 6; New Bargaining Unit employees who are hired mid-year, shall have their 
personal business leave pro-rated for the remainder of the calendar year. 

ARTICLE 16- WAGES 

Section 1. Effective March 1, 2009, the pay rates for each classification covered by this 
Agreement will be increased by one and twenty-six hundredths percent (1.26%), and 
shall be at the levels set forth in the attached Salary Schedules. If the County of 
Kalamazoo agrees to and implements an across-the-board wage increase for 2009 in 
excess of two percent (2.0%) for any other bargaining unit other than ones representing 
employees of the Sheriff's Department or in the Airport bargaining unit, that same 
across-the-board wage increase will be extended to members of this bargaining unit. 

ARTICLE 17- WORKING HOURS AND SIDFTS 

Section 1: Youth Specialists shall be scheduled pursuant to the schedule attached to 
this Agreement as Appendix B. 

Section 2: The schedule for Cooks in the Bargaining Unit is as follows: 
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Head Cook 

Cook 

Cook 

Cook Part-Time 

6:00a.m. - 2:00p.m. 

6:00a.m. - 2:00p.m. 

10:00 a.m. - 6:00 p.m. 

2:00p.m. - 6:00p.m. 

The Head Cook and three (3) Cooks agree to the following change in the coverage 
of shifts: 

(a) When school is not in session; when one of the two morning shifts is absent 
due to the use of sick, vacation, or personal business time, the other cook will cover 
without assistance. When school is in session, assistance will be provided. 

(b) When one of the two (2) afternoon shifts is absent due to the use of sick, 
vacation, or personal business leave and the projected meal count for the evening meal is 
seventy (70) or more, additional help will be provided. 

Section 3: The secretary's shift is from 7:30 a.m. to 4:30p.m. Monday through Friday. 

Section 4: If the present schedule in effect is to be changed, the Employer shall first 
have a special conference with the Union relative to such change. If the Union does not 
agree with the schedule change established by the Employer, such schedule change may 
be aggrieved pursuant to the grievance procedure. However, such grievance may not be 
taken to binding arbitration. 

Section 5: The Employer agrees to provide free meals to employees when employees 
are required to supervise children during regular meal times. The employees shall have a 
thirty (30) minute period during their scheduled shift for a lunch period in the building at 
their duty station. 

Section 6: Employees may take a rest period in the a.m. and also a rest period in the 
p.m., or the first half and second half of their regular shift, whichever may apply. Rest 
periods shall be of fifteen (15) minutes duration and shall be taken at times when relief is 
available. However, it is understood that rest periods shall not interfere with the 
operation of the Juvenile Home or emergency situations. The supervisors of Bargaining 
Unit personnel shall establish "time-frames" in which such breaks can be taken. If it is 
impossible to take a break during such "time-frames" as a result of the operation of the 
Juvenile Home, such break period shall be immediately rescheduled. 

Section 7: An employee reporting for overtime shift duty shall be guaranteed at least 
two (2) hours pay at the overtime rate. 
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ARTICLE 18 - TIME AND ONE-HALF 

Section 1: Time and one-half will be paid as follows: 

(a) For all hours over eight (8) in one work day for cooks, the Bargaining Unit 
secretary, and those Youth Specialists scheduled for eight (8) hour shifts. 

(b) For all hours worked over ten (10) in any one work day for all Youth 
Specialists scheduled for ten (10) hour shifts. 

(c) For all hours in excess offorty ( 40) hours in any one week. 

Section 2: Compensatory Time. When an employee covered by this Agreement 
works hours in excess of those described in Section 1, s/he will be allowed to designate 
any number of those hours as either hours for which s/he shall be paid one and one-half 
times the straight-time rate-of-pay, or shall have accrue to him/her for use as designated 
herein, time at the rate of one and one-half hours per hour worked ("compensatory time 
off' or "comp time"). 

(a) The employee must designate on his/her bi-weekly time sheet, the hour(s) 
which will be taken as pay and the hour( s) which will accrue as comp time. 
Once the time sheet containing the designation of pay or comp time hours 
has been turned in, the designation may not be changed. 

(b) An employee's request to use available compensatory time off must be 
made seventy-two (72) hours in advance. No hours may be taken before 
they are earned, i.e. in anticipation of future overtime. 

(c) The Juvenile Home Director or his designee may approve or deny the use 
of compensatory time off, however the use will not be unreasonably denied. 

(d) Compensatory time off may be taken in whole hour increments, only. 

(e) Compensatory time off may only be utilized during the pay period in which 
it is accrued or the next pay period immediately following the pay period in 
which it is accrued. 

(f) All time taken as compensatory time will be considered as hours worked for 
the purposes of computing any benefits under the Collective Bargaining 
Agreement. 

(g) As of the end of the pay period immediately following the pay period in 
which the comp time is accrued, any hours which have not been used shall 
be paid to the employee at his/her rate of pay ("cashing-out") as of the date 
of cashing out. 
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(h) When the cashing-out occurs, the hours which are cashed-out will not count 
as hours worked, such that the standard 40-hour work week is reduced. 

At his sole discretion and at any time, this comp time provision may be discontinued by 
the Juvenile Home Director 

Section 1: 

ARTICLE 19- HOLIDAY PROVISIONS 

The paid holidays are designated as: 

New Year's Day 
Martin Luther King Day 
Memorial Day 
Independence Day 
Labor Day 
Thanksgiving Day 
Friday following Thanksgiving 

Day 
Christmas Day 
Washington's Birthday 
Veteran's Day 
Easter 

January 1 
Third Monday in February 
Last Monday in May 
July4 
First Monday in September 
Fourth Thursday in November 

Fourth Friday in November 
December 25 
Third Monday in February 
November 11 

Employees shall be entitled to an additional holiday between the day before 
Christmas Day and the day after New Year's Day. Employees will be paid their current 
rates based on an eight (8) hour day or a ten (1 0) hour day for said holidays. 

Section 2: If a holiday, as defined in this Agreement, occurs during an employee's 
scheduled day off, the employee shall receive one (1) additional day off. Employees who 
are scheduled to work on holidays as defined in this Agreement shall receive time and 
one-half for all hours worked on the holiday in addition to their base pay. 

It has been agreed by the parties that management has the right to schedule and 
staff the facility with temporary employees for all holiday periods. If management 
requires a Bargaining Unit employee to work on a holiday, that employee will receive the 
additional compensation as outlined in this Article. In lieu of the time and one-half paid 
for working a scheduled holiday, the employee may request the time at the rate of 1 1/2 
times for all hours worked. However, such time may not be utilized by the employee in 
such a manner which would require the Employer to pay another individual at an 
overtime rate. 

21 



Section 3: When part of an employee's shift falls on a holiday and part falls on a non
holiday, the employee is deemed to work all of his/her hours on the day on which the 
majority of hours worked in one continuous shift fall. 

The parties have agreed that even though management will try to honor requests 
for time off on a scheduled holiday, those employees scheduled to work on a holiday 
must work if management is unable to secure an adequate replacement. 

Section 4: To be eligible for holiday pay, an employee must work his/her scheduled 
day prior to the holiday and his/her scheduled day following the holiday. If an employee 
submits a doctor's certification substantiating the need to be off on the employee's 
scheduled qualifYing day, the employee will be deemed eligible for holiday pay. 

ARTICLE 20- VACATION 

Section 1: Eligibility. 

(a) An employee will earn credits toward vacation with pay in accordance with 
the following schedule: 

Every continuing full-time employee shall be entitled to vacation leave with pay of 
four (4) hours for each completed bi-weekly work period of service, except that no 
employee shall be entitled to such vacation leave until he/she has completed thirteen (13) 
biweekly work periods. 

Employees who have completed five (5) years of currently continuous service 
shall earn additional vacation leave with pay according to length of total classified 
service as follows: 

For five or more, but less than ten years, sixteen hours annually; 

For ten or more, but less than fifteen years, thirty-two hours annually; 

For fifteen or more, but less than twenty years, forty-eight hours annually; 

For twenty or more years, sixty-four hours annually. 

ARTICLE 21-VACATION PERIOD 

Section 1: Vacations will be granted at such times during the year as are suitable, 
considering both the wishes of employees and efficient operation of the Juvenile Home. 

Section 2: Employees requesting times for vacation by May 15 shall be granted their 
choice of time based on seniority. Employees failing to request vacation by May 15 will 
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not be allowed to exercise their seniority as to vacation dates over those employees who 
made their request by May 15. Employees shall be notified in writing within not more 
than two (2) weeks of approval or denial of their vacation requests. 

Section 3: Vacations may be taken in a period of one or more consecutive days, 
provided such scheduling does not drastically interfere with the operation of the Juvenile 
Home. 

Section 4: When a holiday is observed by the Employer during a scheduled vacation, 
the vacation will be extended one day continuous with the vacation. 

Section 5: A vacation may not be waived by an employee and extra pay received for 
work during that period. 

Section 6: If an employee becomes ill and is under the care of a duly licensed 
physician during his/her vacation, his/her vacation will be rescheduled. In the event 
his/her incapacity continues through the year, he/she will be awarded payment in lieu of 
vacation, for any excess above the two hundred forty (240) hours maximum accrual 
allowed. 

Section 7: No vacation leave shall be authorized, accrued or credited in excess of two 
hundred forty (240) hours. 

ARTICLE 22 - VACATION PAY 

Section 1: If an employee is laid off or retired, or severs his/her employment, he/she 
will receive an unused vacation credit including that accrued in the current calendar year, 
but in no case in excess of two hundred forty (240) hours. In the event of the death of an 
employee, any unused or accrued vacation credits shall be paid to the employee's 
designated beneficiary. A recalled employee who received credit at the time of layoff for 
the current calendar year will have such credit deducted from his/her vacation the 
following year. Only vacation time accumulated prior to 12-31-85 and later paid off at 
the time of retirement shall be included in the calculation of Final Average Compensation 
for retirement purposes. 

Section 2: Rate During Vacation: Employees will be paid their current rate based on 
their regular scheduled pay while on vacation and will receive credit for any benefits 
provided for in this Agreement. 

ARTICLE 23 - UNION BULLETIN BOARDS 

Section 1: The Employer will provide a bulletin board in the Juvenile Home which 
may be used by the Union for posting notices of the following types: 
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1. Notices of recreational and social events. 

2. Notices of elections. 

3. Notices of results of elections. 

4. Notices of meetings. 

Notices other than the above shaH be submitted to the Employer for approval prior 
to being posted. 

ARTICLE 24- COMPUTATION OF BENEFITS 

Ail hours paid to an employee shaH be considered as hours worked for the purpose 
of computing benefits under this Agreement such as sick leave, vacation leave, and 
personal business leave. However, for the purpose of eligibility for overtime payments, 
hours paid as a result of the utilization of sick leave shaH not count towards the forty ( 40) 
hours per week for the purpose of eligibility for overtime. 

The last sentence of the above Article 23 will be deleted and sick leave hours may 
be counted toward overtime eligibility provided, however, that at his sole discretion and 
at any time, this may be discontinued by the Director of the Juvenile Home and, upon 
written notice to Union of the termination, the language of Article 23 will be reinstated 
and applies as was previously written in the 2003-2006 Agreement. 

ARTICLE 25 - INSURANCE 

Section 1: Ail regular bargaining unit employees who work at least twenty (20) hours per 
week shaH be eligible to become members of the County's KAL-FLEX Insurance 
Program. On an annual basis, each bargaining unit member shall have the opportunity to 
select the options then available under said Flexible Benefit Plan. 

The parties recognize that the Plan year for KAL-FLEX starts March 1 of each 
year. Any contemplated changes in the KAL-FLEX insurance will be communicated to 
the Union so that the Union has the opportunity to discuss said changes with the County 
during the normal bargaining process. The KAL-FLEX Insurance Program cannot be 
changed by the County unilaterally during the term of this Agreement and any 
contemplated changes must be given to the Union either prior to or during collective 
bargaining. 

Ail unit employees who are regularly scheduled twenty (20) hours per week or 
more shaH be eligible to participate in the County' s KAL- FLEX Benefit Program. 
Those employees working more than twenty (20) but less than twenty two and one-half 
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(22 1/2) hours are eligible for fifty percent (50%) participation. Those employees 
regularly scheduled more than twenty two and one-half (22) hours but less than thirty 
(30) hours, are eligible for seventy-five percent (75%) participation. Those employees 
regularly scheduled thirty (30) hours or more per week are eligible for full participation. 
The County agrees to comply with all applicable COBRA rules and regulations. 

ARTICLE 26- WORKERS' COMPENSATION 

On-the-Job Injury: Each employee will be covered by the applicable Workers' 
Compensation Laws and the Employer further agrees that an employee being eligible for 
Workers' Compensation will receive, in addition to his/her Workers' Compensation 
income, an amount to be paid by the Employer sufficient to make up the difference 
between Workers' Compensation and his/her regular weekly income based on forty (40) 
hours to the extent of sick leave earned at the employee's option. Employees who are 
injured as a result of an assault by a resident shall be compensated at their regular rate of 
pay for time not worked because of such injury, up to one hundred twenty (120) hours 
per calendar year. Compensation will be in effect from the date of said injury until such 
time as the employee is eligible for Workers' Compensation. There shall be no deduction 
from an employee's accumulated sick leave for compensation paid in accordance with 
this Section other than the supplement as stated above. 

ARTICLE 27- EQUALIZATION OF OVERTIME HOURS 

Section I: The Juvenile Home Superintendent shall divide overtime hours as equally 
as possible among employees in the same classifications. 

Section 2: All available overtime will be distributed starting with the first name on the 
overtime list and proceeding in consecutive order until available overtime is covered: 
Overtime will be distributed in not more than eight (8) hour or ten (10) hour increments. 
Format for the distribution of overtime using the overtime list is as follows: 

(a) When a Youth Specialist accepts/rejects eight (8) hours or ten (10) hours of 
overtime his/her name will be moved to the bottom of the overtime list. 

(b) When a Youth Specialist is not reached by telephone, his/her name will not 
be moved to the bottom of the overtime list. 

(c) The Shift Supervisor on duty when the overtime is offered will move the 
appropriate individual's name to the bottom of the overtime list. 

(d) The Shift Supervisor is responsible for the accurate update of the overtime 
books. 
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(e) Involuntary overtime- Overtime will first be offered as outlined under Art, 
26. If no one accepts voluntary overtime it will become involuntary for employees who 
are currently working. For overtime in excess of one hour, a separate involuntary 
overtime list will be created beginning with the least senior employee and shall move in a 
rotational order. The employee who last worked the involuntary overtime will be moved 
to the bottom of the involuntary overtime list. Employees may not be mandated to work 
beyond the end of a voluntary overtime shift or beyond two consecutive shifts. 

Section 3: Notwithstanding the above, it is understood by the parties that regular part
time workers shall be utilized first, and relief workers second, when possible, for all 
overtime assignments up to forty ( 40) hours per week. 

ARTICLE 28 -PENSIONS 

New employees, upon hiring, will sign an application to participate in the 
Kalamazoo County Employees' Pension Plan as provided for in a resolution adopted by 
the Board of Commissioners on March 1, 1960, and as amended. The multiplier to be 
utilized in Retirement Plan computations shall be 2.4%. Members of the County 
Retirement Plan, hired on or before June 30, 2009, who have attained or attain age sixty 
(60) years and have eight (8) or more years of credited service may retire if such 
application is made in compliance with the conditions set forth in the Retirement System 
Resolution. An employee hired on or before June 30, 2009 with twenty-five (25) years 
of credited service may retire at age fifty-five (55) with no penalty for early retirement. 
The Employer shall pay the full cost of the pension. 

Employees hired on or after July 1, 2009 will be eligible for normal retirement 
benefits if they retire after attaining age sixty-five ( 65) with at least eight (8) years of 
service. They will be eligible to retire with a reduced benefit if they retire after attaining 
age sixty ( 60} with at least eight (8) years of credited service. This reduction in the 
benefit will not apply to an employee hired on or after July 1, 2009 who retires after 
attaining age sixty ( 60) with at least twenty-five (25) years of credited service. 

Changes to the multiplier up to 2.5% may be negotiated as part of the economic 
re-openers in either the second or third year of this Agreement. The costing for such 
changes will be as provided by the County's Finance Department. 

The Union must exercise its option and notify the County (written notice from 
Council 25's Representative) by 12/1/09 if it wishes to purchase a 0.1% increase in the 
pension multiplier for the 2010-2011 contract year, or by 12/1110 if it wishes to purchase 
a 0.1% increase in the pension multiplier for the 2011-2012 contract year. Ifthe Union 

26 



fails to timely exercise its option, it will not purchase an increase in the pension 
multiplier for the pertinent contract year, but may thereafter again timely exercise its 
option in subsequent years. If the Union timely exercises its option in either year, it has 
the ability to increase the pension multiplier to 2.5%. 

For any year that the Union timely exercises its option, the negotiated wage 
increase for that year of the Agreement will be reduced by the corresponding amount, as 
set by the County's Finance Department, needed to purchase the 0.1% increase in the 
pension multiplier. 

ARTICLE 29- LONG-TERM DISABILITY INSURANCE 

Section 1: Each regular Bargaining Unit employee who works twenty (20) hours per 
week or more, shall be eligible for the County's Long-Term Disability Insurance 
Program. 

Section 2: The Long-Term Disability Insurance Plan is also fully coordinated with the 
employee's sick leave accumulation. Such plan covers a disability after the employee has 
been disabled for three (3) months. A disabled employee is eligible for 60% of his/her 
salary under such plan provided the employee has exhausted his/her personal 
accumulation of sick leave. All other benefits of such plan are fully set forth in the 
insurance contract between the County and the insurance provider. 

Section 3: An employee on long-term disability will not be considered on active status 
for purposes of this contract, but the County will continue to pay the cost of the
employee's health insurance and the employee may continue dental, vision, and 
dependent health coverage at the employee's cost. 

Section 4: The long-term disability insurance shall not be applicable to any injury or 
disability which is job related and covered by the Workers' Compensation Laws as set 
forth in Article 24. 

Section 5: Notwithstanding any other provision of this Agreement, an employee who 
has been on disability leave which has been approved by the insurance provider, shall be 
eligible to return to County employment upon the cessation of the period of disability. 
Upon return, the employee will be assigned to either the same position or a position 
similar to the assignment of the employee prior to such period of disability. This 
assignment will result in no loss of pay to the returning employee. 

Section 1: 
Employer. 

ARTICLE 30 - GENERAL PROVISIONS 

The employees shall use all safety devices as may be specified by the 
The Employer agrees that it will take reasonable steps to assure safe and 
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healthful working conditions and the Union agrees to assist the Employer in its efforts to 
have the employees comply with all safety, sanitary and fire regulations. 

Section 2: If, during the life of this Agreement, any of the provisions contained herein 
are held to be invalid by operations of law or by any tribunal of competent jurisdiction or 
if compliance with or enforcement of any provisions should be restrained by such 
tribunal pending a final determination as to its validity, the remainder of this Agreement 
shall not be affected thereby. In the event any provision herein contained is so rendered 
invalid, upon written request of either party hereto, the Employer and the Union shall 
enter into collective bargaining for the purpose of negotiating a mutually satisfactory 
replacement for such provision. 

Section 3: Distribution of Agreement. The Employer agrees to make available to each 
employee a copy of this Agreement and to provide a copy of the same Agreement to all 
new employees entering the employment of the Employer. 

Section 4: Physical Examinations. Before being appointed, each prospective 
employee, including temporary employees, shall undergo a thorough medical 
examination by a physician or physicians desiguated by the Employer, and no one shall 
be employed unless the examining physician certifies that he/she meets the minimum 
standards of fitness required for his/her position classification. A prospective employee 
shall be re-examined if more than 30 days have expired between his/her medical 
examination and the date of appointment. Former County employees returning to County 
service and temporary employees shall be re-examined if they have been off the County 
payroll for more than 30 days. Such examinations shall be provided at no cost to the 
employee. 

In the event an employee is required as a condition of employment to secure by a 
physician or physicians desiguated by the Employer a physical examination, lab test, X
ray or immunization, such shall be paid for by the Employer. An employee who is asked 
to obtain a physical examination can utilize his/her personal physician, however, the cost 
of such examination will be the responsibility of the employee. 

Section 5: Successor Clause. To the extent lawful, this Agreement shall be binding 
upon the Employer's successor, whether such succession be effected voluntarily or by the 
operation of the law, and in the event of the Employer's merger or consolidation with 
another employer, this Agreement shall be binding upon the merged or consolidated 
employer. 

Section 6: Attendance - Staff Meetings. Off-duty scheduled employees who are 
required to attend staff meetings and/or training sessions outside of their scheduled work 
hours shall be compensated at the appropriate overtime rate for all such hours attended. 
Employees on vacation leave of absence pursuant to this Agreement shall not be required 
to attend such meetings. 
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Section 7: Pay Period. Each employee covered by this Agreement shall be paid every 
other Friday. Checks shall cover the two (2) week period ending on the Saturday before 
payday. The Employer agrees to provide the employee, along with his/her check, an 
accounting showing for the payroll period his/her overtime hours and rate, and hours 
compensated for attendance at staff meetings and training sessions. 

Section 8: Tuition Refund Policy. The County shall pay seventy-five percent (75%) 
of the cost of tuition to County employees, up to a maximum of $500 per year, taking 
approved high school or college courses, as outlined in a more detailed policy statement 
available from the Human Resources Director. Approved courses shall be those which 
provide for the systematic improvement of the knowledge or skills required in the 
performance of the employee's work or courses that, for other reasons, will be beneficial 
to the employee and the County. All courses shall be approved by the Human Resources 
Director prior to issuance of the tuition refund. The employee must remain in County 
service for a period of twelve (12) calendar months following completion of the course or 
courses or forfeit the tuition payment. 

Section 9: Longevity Compensation Plan. For Employees Hired Prior to January 1, 
2007, following the completion of six ( 6) years of continuous regular service, by October 
1st of that year and continuing in subsequent years of such service, each employee shall 
receive annual1ongevity payments as follows: 

Employees who, by October 1st of any year, complete continuous service with the 
County and who, as of the day of payment thereof in such year are still employed by the 
County, shall qualify for a lump sum longevity payment in December of that year which 
shall be computed on the basis of Twenty Dollars ($20.00) for each full year of 
continuous service from 6-10 years, Twenty-Five dollars ($25.00) for each full year from 
11-15, Thirty Dollars ($30.00) for each full year from 16-20, Thirty-Five Dollars 
($35.00) for each full year from 21-25, Forty Dollars ($40.00) for each full year from 
26+. 

Any eligible employee who retires under the provisions of the Kalamazoo County 
Retirement System prior to October 1st of any year shall receive longevity payment in a 
pro rata amount for the time worked during that period. 

In the case of death, the beneficiary of such deceased eligible employee shall 
receive the pro rata amount to the date of death. 

Section 10: Emergency Situations. When it is deemed to be in the best interest of the 
employees in the County service to close the buildings or curtail certain services as a 
result of emergency situations, snowstorms, tornadoes, etc., such determination shall be 
made by the Family Court Judges. If the Department is closed without this authorization, 
employees who have lost time shall not be paid for such lost time except: 
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(a) Earned vacation time can be utilized for such lost time. 

Section 11: Personal Property Damage. (During working hours). It is hereby agreed 
that in the event an employee, during working hours, suffers a loss or damage to his/her 
personal property, other than a motor (driven) vehicle, due to acts of children in the 
Juvenile Home, and the same is as the result of fulfilling his/her job responsibility and 
directly attributable to same, the Employer agrees to compensate the employee for such 
loss. 

Section 12: The Employer shall have the right to secure the services of temporary 
employees and relief workers, as needed, to replace regular employees who are absent as 
a result of vacations, short-duration leaves of absence, or sickness. It is understood that 
the provisions of this Agreement do not apply to these temporary employees. The 
Employer reserves the right to hire part-time and occasional employees during special or 
emergency situations. In addition, the parties have agreed that relief Youth Specialists 
shall be utilized by the court to cover the Juvenile Home on Saturday and Sunday. 

Section 13: If an employee transfers into the bargaining unit from a non-bargaining unit 
position, the employee's seniority date will be the date on which they were hired into the 
bargaining unit as a regular employee. For the purpose of determining such an 
employee's eligibility for benefits, such as longevity pay, sick leave and vacation, the 
date the employee commenced work for the Employer shall apply. 

Section 14: Due to certain duties and responsibilities of all Youth Specialists, the 
parties have agreed that all scheduling and placement of employees on the schedule as 
outlined in Appendix B shall ensure that at least five ( 5) Youth Specialists (one of which 
must be a female) shall be scheduled in the facility at all times. This Section will only be 
effective provided the Juvenile Home continues the current program, current schedule, 
current operations and that there are no changes in administrative rules and statutes. If 
any of the above-mentioned changes occur, this Section shall be null and void, and the 
parties shall bargain relative to this issue. This Section does not apply to the night shift. 

Section 15: When a new bargaining unit job is created, the Employer will notify the 
Union of the classification and rate structure prior to its becoming effective. In the event 
the Union does not agree that the classification and rate are proper, it shall be subject to 
negotiations. Current bargaining unit employees shall be given priority for promotion, 
training and transfer when filling new bargaining unit positions and classifications. 

Section 16: Uniform. The Employer shall provide and maintain each cook uniforms . 
There shall be a yearly grant of Sixty-Five Dollars ($65.00) for protective shoes after the 
proof of purchase is provided to the Human Resources Office. 

Uniforms damaged or destroyed in the line of duty shall be replaced without 
charge to the employee. 
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Section 17: Continuity of service can be restored upon completing his/her probationary 
period when an employee leaves the employ of the County government and is rehired. 
The employee's prior period of service will be combined with the employee's current 
period of service to determine a new seniority date for purposes of vacation and longevity 
pay. For purposes of layoff/recall, job preferences, etc., the employee will not receive 
any prior service credit, but rather his/her seniority date will be his/her most recent 
hire/rehire date. The returning employee can also reestablish retirement service credit if 
he/she repays all retirement contributions as provided in the retirement resolution. The 
Human Resources Manager shall rule on all cases ofcontinuity of service, subject to the 
grievance procedure. 

Section 18: Bargaining Unit members shall be eligible to participate in the Kalamazoo 
County Worksite Wellness Program. Participation by individual unit members is 
completely voluntary. Individual participate results shall be kept strictly confidential 
between the contract provider and the Employee, provided this does not prohibit the 
normal reporting of names of participants for qualification incentives or for the collection 
and reporting of data which does not identify an individual participant. Participation or 
lack thereof shall not limit any members' rights under the collective bargaining 
agreement. 

The Parties recognize that this plan is a County wide program. Neither the 
continuation of this plan in the future or the content of the plan or related incentives are 
subject to negotiation with this Union. Changes or amendments in the plan or its 
incentives will be made unilaterally by the County in its sole discretion and will be 
immediately applicable to the members of this unit upon notice. 

ARTICLE 31- RIGHTS OF REGULAR PART-TIME WORKERS 

Regular part-time workers are eligible to participate in the County's KAL-FLEX 
Benefit Program as indicated in Article 24 of this Agreement. Those individuals must 
select a minimum life insurance benefit under the KAL-FLEX system. 

Regular part-time workers receive sick leave and vacation credit based on a 
proration of their hours worked. Such employees receive personal business leave credit 
based upon a proration of their regular schedule. 

Regular part-time workers are eligible for full participation in the County's tuition 
reimbursement and longevity pay program. 

Regular part-time workers who are regular, scheduled twenty (20) or more hours 
per week are eligible for the County's long-term disability plan. 

All other benefits in the contract are applicable to regular part-time workers on a 
pro rata basis based upon their regularly schedule hours. 
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ARTICLE 32- DRUG-FREE WORKPLACE 

In order to provide a safe, healthy, productive environment for members of the public 
doing business with the County and for County employees, the Employer insists upon a 
workplace free of drugs, alcohol and controlled substances. Employees found to be in 
violation of this Section, including testing positive for a drug, controlled substance or 
alcohol, will be subject to disciplinary action up to and including discharge for a first 
offense and/or other remedial measures the individual circumstances warrant. "Drug" 
and "Controlled Substance" include not only illegal drugs but legally obtainable drugs 
that have not been legally obtained. 

Employees are required to notify the Human Resources Director no later than five (5) 
days after a conviction of a violation of a workplace-related drug or any alcohol criminal 
statute that impedes an employee's ability to perform his/her job. The County must take 
appropriate action against the employee within thirty (30) days of the date it learns of a 
conviction. 

Any employee who is exhibiting suspicious behavior or activity that is consistent with the 
use of illegal drugs or alcohol may be subject to drug testing paid for by the County 
("Reasonable Suspicion" testing). An employee will not be subject to a reasonable 
suspicion test until an Employer-designated drug and alcohol testing coordinator or 
his/her designee has given approval to conduct the test. Any employee in a safety 
sensitive position involved in a workplace accident that causes an injury to the employee 
or another person requiring medical attention other than on-site first aid or that results in 
property damages estimated by the County to exceed $1,000 will be subject to drug and 
alcohol testing. All Youth Specialists are considered to be in safety sensitive positions; 
other bargaining unit employees are not. Employees holding a CDL may be required to 
undergo random testing to the extent required by applicable state or federal law. 

An employee may confer with a Union Representative on site (if available) or by 
telephone whenever that employee is directed to submit to a reasonable suspicion alcohol 
or drug test, provided that the opportunity for such a conference does not unduly delay 
submission to the testing. An employee who refuses or fails to fully participate in the 
drug and alcohol testing process will be deemed to have tested positive. 

All testing will be paid for by the County. Employees will be paid for all time necessary 
for the administration of the test and such time will be considered as time worked for 
purposes of wages, overtime and other benefits. 

When an employee is directed to submit to a test based on reasonable suspicion, the 
employee will not drive a vehicle to the testing site and will not perform any additional 
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work on the day of the test. The County will provide transportation to and from the 
testing site and pay the employee for the remainder of the day. 

In the case of urine testing, the laboratory used must be a certified lab selected by the 
County. An EMIT test will be the initial screening test. A Gas Chromatography/Mass 
Spectrometry (GCMS) test will be used to confirm an initial positive result. No 
disciplinary action shall be taken based on the initial EMIT test, but may only be taken 
after a GCMS confirmation test results in the detection level for a substance being 
reached. A positive specimen will be retained for up to one year and a chain of custody 
will be maintained on positive testing specimens. Negative test results will be destroyed. 

The detection levels for substances for urine testing will be 

Drug Family Initial Test Level (ng/ml) GCMS Confirmation 

Amphetamines and 1,000 500 
methamphetamines 

Cocaine metabolites 300 150 

Marijuana metabolites 50 15 

Opiate metabolites 2,000 2,000 

6- Acetylmorphine 2,000 10 

Phencyclidine 25 25 

The detection level for alcohol is 0.04% of Blood Alcohol Content. A positive test result 
(one meeting or exceeding these levels) establishes a violation of this Section. 

Confirmed Positive Drug or Alcohol Test 

A. An employee who has a confirmed positive test for illegal or controlled drugs (not 
prescribed by a treating physician) shall be subject to discipline up to and 
including employment discharge. 

B. If an employee registers a blood alcohol level (B.A.C.) of 0.04% or greater, the 
employee shall be immediately removed from duty and will not be allowed to 
return to work for at least twenty-four (24) hours. The employee shall be required 
to register a B.A.C. ofless than 0.02% before resuming his/her duties. 

C. An employee who has been cited for alcohol use shall be subject to unannounced 
follow-up testing for up to twelve (12) months from the date of infraction. A 
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second positive test within this twelve (12) month period will subject the 
employee to discipline up to and including termination of employment. 

D. An employee with a confirmed positive test who is not discharged will be required 
as a condition of continued employment to complete the course of treatment 
established for him/her through the Employee Assistance Program (EAP) and will 
be required to sign an authorization permitting the EAP or any service providers to 
confirm whether or not the employee has completed the established course of 
treatment. 

The employee will be notified promptly by the County of the results of the test. All 
records from the testing agency showing a test result will be considered confidential and 
will be shared only with persons involved in decisions concerning the affected employee. 

ARTICLE 33- DURATION OF AGREEMENT 

This Agreement shall become effective as of the 1st day of March, 2009, and shall 
remain in full force and effect through February 5, 2012, and from year to year thereafter 
unless either Party hereto serves a written notice upon the other at least sixty (60) 
calendar days prior to the expiration of any subsequent automatic renewal period of its 
intention to amend, modify or terminate this Agreement. The Agreement will re-open for 
wage and benefit issues only on February 7, 2010 and February 6, 2011. 
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I 
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KALAMAZOO COUNTY GOVERNMENT 
Salary Schedules 

AFSCME ·JUVENILE HOME Increase% 

Effective: March 1, 2009 1.26 

Cook 

A 11 N Entry Annual 21,860.80 Bf·Weekly 840.80 Hourly 10.51 11/2 15.77 

A 06Mos 22,900.80 880.80 11.01 16.52 

B 12 Mas 23,691.20 911.20 11.39 17.09 

c 24Mos 24,960.00 960.00 12.00 18.00 

D 36Mos 25,376.00 976.00 12.20 18.30 

E 48Mos 25,750.40 990.40 12.38 18.57 

Detention Secretarv 

A 13 N Entry Annual 23,483.20 BI-Weekly 903.20 Hourly 11.29 11/2 16.94 

A 06Mos 24,793.60 953.60 11.92 17.88 

B 12Mos 25,625.60 985.60 12.32 18.48 

c 24Mos 26,707.20 1,027.20 12.84 19.26 

D 36Mos 27,414.40 1,054.40 13.18 19.77 

E 48Mos 28,184.00 1,084.00 13.55 20.33 

Head Cook 

A 14 N Entry Annual 23,046.40 Bi-Weekly 886.40 Hourly 11.08 11/2 16.62 

A 06Mos 24,315.20 935.20 11.69 17.54 

B 12Mos 25,147.20 967.20 ·12.09 18.14 

c 24Mos 26,187.20 1,007.20 12.59 18.89 

D 36Mos 26,915.20 1,035.20 12.94 19.41 

E 48Mos 27,643,20 1,063.20 13.29 19.94 

Part-time Youth Specialist, On-Call Relief Youth Specialists 

A 15 N Entry Annual 22,131.20 Bi-Weekly 851.20 Hourly 10.64 1112 15.96 

A OSMos 23,067.20 887.20 11.09 16.64 

B 12 Mas 23,982.40 922.40 11.53 17.30 

c 24Mos 24,897.60 957.60 11.97 17.96 

D 36Mos 25,854.40 994.40 12.43 18.65 

E 48Mos 26,977.60 1,037.60 12.97 19.46 
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KALAMAZOO COUNTY GOVERNMENT 
Salary Schedules 

AFSCME -JUVENILE HOME Increase% 
Effective: March 1, 2009 1.26 

Tier I Youth Specialist 

A 16 N Entry Annual 26,187.20 BI•Weekly ,,007.20 Hourly 12.59 11/2 16.89 

A 08 Mos 27,248.00 1,048.00 13.10 19.65 

B 12 Mos 28,371.20 1,091.20 13.64 20.46 

c 24Mos 29,723.20 1,143.20 14.29 21.44 

D 36Mos· 31,033.60 1,193.60 14.92 22.38 

E 48Mos 32,323.20 1,243.20 15.54 23.31 

Tier II Youth Specialist 

A 17 N Entry Annual 27,768.00 BI-Weekly 1,068.00 Hourly 13.35 1112 20.03 

A 06Mos 28,953.60 1,113.60 13.92 . 20.88 

B 12 Mos 30,139.20 1,159.20 14.49 21.74 

c 24Mos 31,512.00 1,212.00 15.15 22.73 

D 36Mos 32,926.40 1,266.40 15.83 23.75 

E 48 Mos 34,340.80 1,320.80 16.51 24.77 
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APPENDIX A 

Section 1: All newly hired full-time employees will receive orientation/training before 
being assigned to a particular job. The orientation/training will include, at a minimum, 
orientation to the purpose, goals, policies and procedures of the institution; working 
conditions and regulations; responsibilities and rights of employees; rights and 
responsibilities of juveniles and preparatory instruction related to the particular job. 

In addition, all newly hired full-time employees will receive substantive training 
within the first six (6) months of employment. Substantive training will include, at a 
minimum: Juvenile Law/Due Process; Court Intake Procedures; Causative Theories of 
Juvenile Delinquency; CPR/First Aid; Conflict Resolution and Mediation; CPI Training; 
Suicide Training; Observation of Hearings and Confidentiality. 

Employees will be eligible for movement on the salary schedule provided they 
have completed the minimum training requirements and receive an evaluation from 
management of their work performance which indicates that they are eligible for such 
movement. 

Section 2: Management will have the right to move Youth Specialists to Tier II 
provided they have met the requirements for such position. The primary requirement for 
placement on Tier II will be a positive evaluation from management that the employee 
has demonstrated through job performance the on-the-job ability to do the following: 

(a) Provide crises counseling as situations necessitate. 

(b) Develop and lead social skills training groups with residents. 

(c) Work one-on-one with specific residents to assist them in coping with their 
immediate and long-term environments. 

In addition to such primary requirements, employees who desire to move to Tier II 
must have either a bachelor's degree in a human services area or such employees must 
successfully complete the M. J. I Program offered by the State of Michigan. Employees 
desiring to complete theM. J. I. training will notify the Superintendent of such desire and 
employees will be selected to participate in such training based upon their evaluation and 
on-the-job performance. 

An employee moved to Tier II will be placed in such manner to give the employee 
a raise and such placement will be made pursuant to County placement policy. 
Following a placement on the Tier II schedule, the employee will be eligible for 
advancement on the increment system provided he/she has received an evaluation upon 
his/her anniversary data indicating that he/she is eligible for such advancement. 
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Section 3: Management within its full discretion, will have the right to hire new 
employees on either the starting 1988 rate schedule or the Tier I schedule. 
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WORK SCHEDULE 
April w T F s s M T w T F s s M T w T F s s M T w T F s s M T w T F 
2009 1 2 3 4 5 6 7 8 9 10 11 12 13 14 15 16 17 18 19 20 21 22 23 24 25 26 27 28 29 30 31 
Kitchen 

0 0 0 0 0 0 0 
I 0 

0 0 0 0 0 0 0 0 
2 

3 
0 0 0 0 0 0 0 0 

Relief 
Cook 

10/6 10/6 6/2 6/2 612 6/2 6/2 
I 6/2 

2 
6/2 6/2 !0/6 1016 6/2 6/2 1016 10/6 
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APPROVED ON APRIL 21, 2009 

2009 WAGE AND BENEFIT REOPENER AGREEMENT BETWEEN 
AFSCME LOCAL NO. 1677.04 AND THE COUNTY OF KALAMAZOO 

The County of Kalamazoo and AFSCME Local No. 1677.04, pursuant to the wage and benefit 
reopener contained in Article 16, Section I of their current collective bargaining agreement 
("Agreement"), have agreed to amend the collective bargaining agreement as set forth below. 
All provisions of the current Agreement will remain unchanged except for the following: 

1. Wages. Effective the first full pay period starting on or after February I, 2009, the pay 
rates for each classification covered by this Agreement will be increased by two percent 
(2.0%). If the County of Kalamazoo agrees to and implements an across-the-board wage 
increase for 2009 in excess of two percent (2.0%) for any other bargaining unit other than 
one representing employees of the Sheriffs Department, that same across-the-board 
wage increase will be extended to members of this bargaining unit. 

2. Retiree Health Insurance (Article 25, Section 1 (b)). The current wording of Article 25, 
Section 1 (b) of the Agreement will be modified to read: 

Retiring employees, who terminate employment after becoming eligible for immediate 
commencement of retirement benefits from the County, shall be eligible for group health 
insurance when the retiring employee meets the insurance eligibility criteria set forth in 
this Section. The County shall pay a share of the premium for the retiree based on their 
completed years of retirement plan credited service. The retiree share of the premium, 
based on completed years of retirement plan credited service is: 

At least 8 70% 
At least 9 65% 
At least 10 60% 
At least 11 55% 
At least 12 50% 
At least 13 45% 
At least 14 40% 
At least 15 35% 
At least 16 30% 
At least 17 25% 
At least 18 20% 
At least 19 15% 
At least 20 10% 
At least 25 5% 

Retiree insurance eligibility is based on hire date, years of retirement plan credited 
service and age at retirement as follows: 

Employees hired on or before 12/3112008 are eligible at age 55 with at least 8 
years of service. 
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Employees hired on or after 11112009 are eligible at age 60 with at least 8 years of 
serv1ce. 

An employee whose employment terminates prior to attaining the age and years of 
service set forth above is not eligible for retiree health insurance. 

At age 65, the County will provide only supplemental insurance coverage. A retiree and 
his/her dependents must obtain Medicare Part A & B at the earliest date eligible. For 
purposes of this Section, "dependent" means a retiree's spouse, minor children, and/or 
children who are physically or mentally disabled, regardless of age, who depend upon the 
retiree for full-time support. 

If dependent coverage is available and selected, the retiree must pay the full cost of the 
coverage. 

Optional dental and vision insurance coverages are available to a retiree and his/her 
dependents at 100% cost to the retiree. 

This Section does not apply to employees who have deferred retirement (i.e. deferred 
retirees). A deferred retiree is not eligible to receive retiree health insurance coverage. 

3. Retirement (Article 26, Section 1). Replace the first paragraph of this Section with: 

New employees, upon hiring, will sign an application to participate in the KCE 
Retirement System as provided for in a resolution adopted by the Board of 
Commissioners on March 1, 1960, and as amended. The multiplier to be utilized in 
Retirement Plan computations shall be 2.2%. Members of the County Retirement Plan, 
hired on or before June 30, 2009, who have attained or attain age sixty (60) years and 
have eight (8) or more years of credited service may retire if such application is made in 
accordance with the conditions set forth in the Retirement System Resolution. An 
employee hired on or before June 30, 2009 with twenty-five (25) years of credited service 
may retire at age fifty-five (55) with no penalty for early retirement. The County shall 
pay the full cost of said Retirement Plan. 

Employees hired on or after July 1, 2009 will be eligible for normal retirement benefits if 
they retire after attaining age sixty-five (65) with at least eight (8) years of service. They 
will be eligible to retire with a reduced benefit if they retire after attaining age sixty ( 60) 
with at least eight (8) years of credited service. This reduction in the benefit will not 
apply to an employee hired on or after July 1, 2009 who retires after attaining age sixty 
(60) with at least twenty-five (25) years of credited service. 

2 



4. Uniform Allowance (Article 27, Section 2). Amend this Section to state: 

Each employee who is required to wear safety shoes shall be entitled to a one hundred 
dollar ($1 00.00) voucher each calendar year for the purchase of such safety shoes. The voucher 
can only be utilized at Okun Bros. Employees may purchase safety shoes elsewhere, but will 
required to submit receipts, proof of "safety shoe" purchase and wait for reimbursement. 
Employees may, if they choose, utilize the yearly one hundred dollar ($1 00.00) allowance for 
repair of safety shoes they own. They must submit written proof of repairs, and the County will 
not reimburse employees' expenditures above one hundred dollars ($100.00) per year. 

MICHIGAN COUNCIL #25, AMERICAN 
FEDERATION OF STATE, COUNTY 
AND MUNICIPAL EMPLOYEES, LOCAL 
NO. 1677 COUNTY OF KALAMAZOO 

1 '_;/ ~ n 
By: ~ t'. 13dtJa'r},( 
Date: t/ /17~9 
!~ 
~ // By~~-A~~ 

tl . 2 
Date: 'L, I 1 / l t;' 

By: ~_4~;~v~-
/Stacie Dineen 

AFSCME Council 25 

COUNTY OF KALAMAZOO 

By: <e: :eo/ 
C flo E. Moshoginis, Secretary 
Kalamazoo County Aeronautics Board 

Date: .tt/GY~'/ 

y:clients/kal county/airport/Wage and Benefit Reopener Agreement.4.3.09.doc 
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