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ARTICLE I
AGREEMENT

A. This Agreement is made by and between the Wayne County Community College Board of
Trustees, and its successors, (hereinafter referred to as the "Employer), and the Wayne County
Community College Professional and Administrative Association, affiliated with the Michigan
Federation of Teachers and School Related Personnel, Local 4467, AFf, AFL-CIO, (hereinaf-
ter referred to as the "Union").

B. This Agreement shall be effective as of July 1, 1992, and shall continue in effect until mid-
night, June 30, 1995. This Agreement shall be extended only by written agreement of the
Employer and the Union.

c. The purpose of this Agreement is to set forth terms and conditions of employment, such as
wages, hours, and working conditions; and to establish the machinery for collective bargain-
ing; and to promote orderly and peaceful labor relations between the Employer and the
employees. To the above end, it is the intent of the parties to abide by the terms of this
Agreement at all times.
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ARTICLE II
RECOGNITION

A. The Board recognizes the Professional and Administrative Association/Union as the sole and
exclusive bargaining representative for the Bargaining Unit, consisting of all full-time and
part-time administrators and professional employees pursuant to Michigan Employment
Certification R71-G297 and Michigan Employment Certification R88-C-93.

B. It is mutually agreed that the personnel listed in Appendix A are included in the Bargaining
Unit.

C. Excluded from the Bargaining Unit are full-time and all regular and temporary part-time
faculty members: Instructors, Counselors, and Librarians; full-time and part-time secretarial,
clerical, and custodial employees; the President, the senior administrative staff which includes
but shall not be limited to the Vice Presidents, the Deans, the Manager of labor Relations, the
Director of Human Resources, the Assistant to the President, the Executive Secretary to the
Board of Trustees, the Controller, the Assistant Controller, the Director of Internal Auditing,
the Chief Engineer, the Employment and Benefits Manager, the Director of Government
Relations and the College General Counsel.

D. In the event that the Board creates a new position which may have a possible "community of
interest" within the Bargaining Unit, the Manager of Labor Relations, representing the Board,
shall inform the President of the Union of this new position prior to announcing it publicly,
and the Union and the Manager of Labor Relations shall meet to determine whether such
position shall be included in the Bargaining Unit.

E. Unless specifically stated in this Agreement, no provision of this Agreement may be waived or
altered by the Employer of the employee unless mutually agreed upon by both the Employer
and the Union. All individual Professional and Administrative Association member's employ-
ment status shall be made expressly subject to the terms of this Agreement.



ARTICLE III
SCOPE OF THE AGREEMENT

A. This Agreement shall supersede any rules, regulations, practices, restricted fund grants, or
contracts inconsistent with its terms unless mutually adjusted in writing by the Employer and
the Union as ratified by the membership of the P&ANMFT and the Board of Trustees.

B. Such an adjustment between the Employer and the Union shall be made when it has been
demonstrated amply that a particular program cannot be designed to comply with specific
provisions of this Agreement and that all efforts to design the program in question so as to
comply with this Agreement have been exhausted.

1. The written adjustment between the Employer and the Union shall specify which provi-
sions of this Agreement shall be adjusted and how they shall be adjusted.

2. Any such adjustments shall apply only to the programs specifically mentioned therein.

3. Any such adjustments shall be made after successful funding of any restricted fund pro-
gram.
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ARTICLE IV
CONFORMITY TO LAW

A. This Agreement is subject in all respects to the law of the State of Michigan and the United
States with regard to the powers, rights, duties, and obligations of the Employer, the Union,
and employees of the Bargaining Unit.

B. In those instances where any state law is contested, the provisions of that law shall be binding
until such time as a court of competent jurisdiction declares it to be unconstitutional, null, or
void.

c. In the event that any provisions of this Agreement shall at any time be held to be contrary to
law by a court of competent jurisdiction from whose final judgment or decree no appeal has
been taken within the time provided fordoing so, such provision shall be void and inoperative.
The parties shall meet for the purpose of rewriting directly affected provisions of this contract
and those provisions only. However, all other provisions of this Agreement shall continue in
effect, and such court determination shall not affect any other portion of this Agreement.



ARTICLE V
EMPLOYER'S RIGHTS

The College, on its own behalf and on behalf of its electors, hereby retains and reserves
unto itself without limitations, all customary and usual powers, rights, authority, duties and
responsibilities conferred upon and vested in it by the laws and the constitution of the State of
Michigan and of the United States, and any modifications made thereto, and any resolution
passed by the Board of Trustees or appointed officials. Further, all rights which ordinarily vest in
and are exercised by employers, except collective bargaining rights and those that are specifically
relinquished in this Agreement, are reserved to and remain vested in the College, including but
without limiting, the generality of the foregoing. The right:

A. to manage its affairs efficiently and economically, including the determination of quantity and
quality of services to be rendered, the control of materials, tools and equipment to be used, and
the discontinuance of any services, material or method of operations;

B. to introduce new equipment methods, machinery, or processes, change or eliminate existing
equipment and institute technological changes, decide on materials, supplies, equipment and
tools to be purchased;

C. to subcontract or purchase the construction of new facilities or the improvement of existing
facilities;

D. to determine the number, location, and type of facilities and installations;

E. to determine the size of the work force and increase or decrease its size;

F. to hire, assign, and layoff employees;

G. to direct the work force, assign work, and determine the number of employees assigned to
operations;

H. to establish, change, combine, or discontinue job classifications and prescribe and assign job
duties, content, and classification, and to establish wage rates for any new or changed classifi-
cation;

I. to discipline and discharge employees for cause;

J. to adopt, revise, and enforce personnel policies and operational procedures, and to implement
cost and general improvement programs;
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K. to transfer and promote employees from one department or location to another;

L. to select employees for positions and, prior to hire, to determine the qualifications and
competency of employees to perform available work.

The College agrees that the rights of the Union are specifically listed in this Agreement. It
is understood and agreed that none of the foregoing rights and responsibilities will be exercised
in a manner which is inconsistent with the provisions of this Agreement.



ARTICLE VI
FAIR EMPLOYMENT PRACTICES

A. The Employer and the Union recognize their respective responsibilities under federal, state,
and local laws relating to fair employment practices.

B. The Employer and the Union recognize the moral and legal principles involved in the area of
civil rights and reaffirm in this collective bargaining agreement their commitment not to
discriminate because of race, creed, color, age, sex, dress and appearance, marital status,
sexual orientation, handicapping conditions, political beliefs and activities, membership or
participation in any employee organization, by adhering to existing equal employment
opportunity, affirmative action, and Title IX guidelines and rules and regulations.

c. Whenever the word "he" or "employee" is used in this document, it shall be deemed to include
male and female.
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ARTICLE VII
AGENCY SHOP

A. UNION MEMBERSHIP
1. As a condition of employment, each employee in the Bargaining Unit on or before the 30th

day after the effective date of this Agreement, or on or before the 30th day after employ-
ment in the Bargaining Unit, whichever is later, and regularly thereafter during the life of
this Agreement, shall tender to the Union either periodic and uniformly required Union
dues, or, in the alternative, service fees in an amount equivalent to these dues as set forth in
the By-Laws of the Union.

2. The Personnel Office, at the time of hire, rehire, reinstatement, or transfer of an employee
into the Bargaining Unit, shall apprise the prospective member of this Article's provisions,
and shall present to him a membership packet supplied by the Union. If the employee
desires to join the Union, the employee shall complete the membership card enclosed in the
packet and return it along with the initiation fee to the Union's financial officer. If the
employee does not desire to join the Union, the employee shall so notify the Union's
financial officer.

B. CHECKOFF
1. If the employee has signed the application for membership, the employee shall sign the

Authorization for Checkoff of Dues form so that the Union may collect from him its
monthly dues. If the employee does not desire to join the Union, the employee shall sign
the Authorization for Checkoff of Dues form so that the Union may collect from the
employee its service fees equal to the monthly dues.

2. During the life of this Agreement and in accordance with the terms of the Authorization for
Checkoff of Dues form, the Employer agrees to deduct membership dues, or service fees,
levied in accordance with the By-Laws of the Union from the pay of each employee who
executes or has executed the Authorization for Checkoff of Dues form.

3. The initial deduction for any employee shall not begin unless the Authorization for Check-
off of Dues form and the verification of the Union's financial officer as to the amount of
the periodic Union dues or service fees has been delivered to the Employer's Payroll
Department at least fifteen (15) calendar days prior to the affected pay day.

4. All sums deducted by the Employer shall be remitted to the Union's financial officer once
each month by the fifteenth (15th) calendar day of the month following the month in which
deductions were made, together with a list of current employees showing the amount of
Union dues or service fees deducted from each employee.



5. In cases where a deduction is made which duplicates a payment already made to the Union
by an employee, or where a deduction is not in conformity with the By-Laws of the Union,
refunds to the employee shall be made by the Union.

6. An employee may revoke his Authorization for Checkoff of Dues form by written notifica-
tion to the Employer's Payroll Department provided such notice also is given to the Union.
This written notice must be received by the Employer's Payroll Department 30 days prior
to effective pay date.

7. The Employer shall not be responsible for checking off or collecting dues or service fees
from an employee on leave of absence during which the employee receives no pay from the
Employer.

8. The Employer shall not be liable to the Union by reason of Section B of this Article for the
remittance or payment of any sum other than that constituting actual deductions made from
the pay earned by the employee.

9. The Employer shall not, during the life of this Agreement, deduct dues or service fees from
employees for any organization other than the Union, without the Union's written permis-
sion.

10. The Union shall protect and save harmless the Employer from any and all claims, de-
mands, suits, and other forms of liability by reason of action taken or not taken by the
Employer for the purpose of complying with Section B of this Article.

C. TERMINATION FOR FAILURE TO COMPLY
1.An employee of the Bargaining Unit who fails to tender to the Union either periodic and

uniformly required Union dues, or in the alternative, service fees in an amount equivalent
to these dues, as set forth in the By-Laws of the Union, shall be terminated by the Em-
ployer, provided the following stipulations are adhered to:

a. The Union shall notify the employee by registered mail explaining that the employee is
delinquent in tendering required Union dues or service fees, specifying the current dues
or service fees, specifying the current amount of the delinquency, and warning the
employee that unless delinquent dues or service fees are paid and a properly executed
Authorization for Checkoff of dues form is tendered within ten (10) working days of
such notice, the employee shall be reported to the Board of Trustees for termination as
provided for in this Article.

b. The Union shall give a copy of the letter sent to the employee and the following written
notice to the Manager of Labor Relations at the end of the ten (10) day period:
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The Union certifies that has failed to tender either the
periodic and uniformly required Union dues or service fees required as a condition of
continued employment under the collective bargaining agreement and demands that,
under the terms of the Agreement, the Board of Trustees shall terminate this employee.

2. The manager of Labor Relations shall communicate the Union's request for termination of
the employee to the Board of Trustees within five (5) working days. At the next scheduled
public meeting, the Board of Trustees shall terminate the employee effective within ten
(10) working days of the meeting.

3. An employee terminated under this Article shall not be rehired without the written consent
of the Union.

a.,Consent to rehire the employee shall not be withheld arbitrarily nor capriciously, and the
Union shall notify the Employer in writing when consent is withheld, giving the reasons
therefore.

b. An employee who receives Union consent to be rehired shall reimburse the Union for all
past dues or service fees before he is rehired.

4. The Union shall protect and save harmless the Employer from any and all claims, demands,
suits, and other forms of liability by reason of action taken or not taken by the Employer
for the purpose of complying with Section C of this Article.



ARTICLE VIII
GRIEVANCE PROCEDURE

A. GRIEVANCE

A grievance shall mean a complaint submitted by a Bargaining Unit member or by a group of
employees, or by the Union on its own behalf, to the Administration concerning any specific,
alleged violation of this Agreement or disciplinary action. Any personnel policies or practices
of the College that are clearly inconsistent with this Agreement may also be grieved. All
grievances shall be settled in accordance with the following procedure:

B. STEP ONE

The Employer and the Union shall make reasonable efforts as herein defined to resolve
employee grievances at the informal stage by facilitating meetings between the grievant and
his immediate supervisor.

1. Prior to the filing of a written grievance, but no later than four (4) working days after the
cause of the grievance, the grievant, with or without a representative of the Union, shall
meet with the appropriate administrator in whose area the grievance arose to discuss the
matter with the object of conflict resolution. In the event the appropriate administrator does
not meet with the grievant within the above time period, the grievant may then file a
wri tten grievance.

2. If the grievance remains unresolved after informal discussion, the Union may submit a
written grievance no later than fifteen (15) working days after the grievant's knowledge
that a grievance exists. A copy of the written grievance shall be dated and signed by the
grievant and/or Union representative and submitted by the Union to the administrator with
whom the grievance has been discussed along with any attachments which the Union
deems relevant to the case. In no event shall the Grievance Procedure be involved for a
grievance based on the Agreement later than the expiration date of this Agreement.

3. Within five (5) working days after the grievance was presented to him, the appropriate
administrator shall communicate his decision in writing to the appropriate division head
and to the Union.

C. STEP TWO

1. If the grievance remains unresolved after Step One, the Union may submit the grievance to
the Manager of Labor Relations within five (5) working days after receipt of the grievance
answer from the appropriate administrator.
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2. Within fifteen (15) working days after receipt of the written grievance from the Union, the
Manager of Labor Relations shall arrange and hold an informal hearing concerning the
grievance with a member of the Grievance Committee of the Union.

D. STEP THREE

1. If the grievance remains unresolved after Step Two of the Grievance Procedure, the Union
shall request an additional meeting between the Manager Labor Relations and the President
of the Union within three (3) working days after receipt of the grievance answer from the
Manager in order to discuss the grievance further. If, however, at this step either the Union
or the administration deems further meetings unproductive, written notification shall be
made by either party to go directly to Step Four of the Grievance Procedure.

2. Within fifteen (15) working days after receipt of the request for an additional meeting, the
Manager of Labor Relations shall arrange and hold a hearing with the Union President and
the Chairperson of the Grievance Committee.

3. Within ten (10) working days after this hearing, the Manager of Labor Relations shall
communicate his decision in writing, including a written explanation thereof, to the
President of the Union.

E. STEP FOUR

1. If the grievance remains unresolved after Step Three of the Grievance Procedure, the Union
may submit the grievance to arbitration. Official written notice of the desire for arbitration
shall be submitted to the Manager of Labor Relations no later than ten (10) working days
after the receipt of the grievance answer from the Manager in Step Three.

2. The arbitration proceedings shall be consistent under the rules of the American Arbitration
Association by an arbitrator to be selected by the Employer and the Union within ten (10)
working days after notice of the desire for arbitration has been received by the Manager of
Labor Relations. If the parties cannot agree upon an arbitrator, they may file for arbitration
by an arbitrator selected by the American Arbitration Association from its list of arbitrators.

3. The arbitrator shall hear the matter promptly and shall issue his decision not later than
thirty (30) days from the close of the hearing(s).

4. The fees and expenses of the arbitrator shall be shared equally by the Employer and the
Union. All other expenses shall be borne by the party incurring them and neither party shall
be responsible for the expense of witnesses called by the other.



5. The decision and award of the arbitrator shall be in writing and shall set forth his opinions
and conclusions on the issue submitted to him.

6. The decision and award of the arbitrator, if made in accordance with his jurisdiction and
authority under this Agreement, shall be accepted as final by the Employer, the Union, and
the employee or employees involved.

7. Nothing in the foregoing shall be construed to empower the arbitrator to make any decision
amending, changing, subtracting from, or adding to the provisions of this Agreement.

F. GENERAL PROVISIONS

1.All formal grievances shall be typed and shall be submitted on the Grievance Report form
illustrated in the Appendix to this Agreement. All subsequent decisions or answers by the
Employer shall be typed.

2. The grievant shall have the right to be present personally, to be accompanied by an official
of the Union, or to be represented by an official of the Union at any stage of the proceed-
ings. Either party shall have the right to bring in witnesses necessary for the processing of
the grievance.

3. Hearings and conferences held under this procedure shall be conducted at a time and place
which shall afford a fair and reasonable opportunity for all persons, including witnesses
required to be present, to attend. When such hearings and conferences are held during
working hours, all employees whose presence is required shall be excused for that purpose
without loss of pay.

4. Grievances shall be processed as rapidly as possible. The number of working days indi-
cated at each level shall be considered a maximum and every effort shall be made to
expedite the grievance process. For purposes of this Agreement, a "working day" shall be
defined as any weekday, Monday through Friday, excluding holidays and any other days on
which the College is closed officially.

5. A grievance involving a continuing monetary liability to the College must be appealed
within the applicable time limits, and failure to do so shall result in said grievances being
deemed withdrawn. All other grievances must be appealed within a reasonable period of
time. Failure to communicate the decision on a grievance within the specified time limits
shall permit lodging an appeal at the next step of this procedure within the time allotted had
the decision been given. Time limits may be extended by mutual written agreement of both
parties.
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6. A grievance may be initiated at any higher applicable level by mutual written agreement of
both parties. The Union may withdraw a grievance without prejudice and without establish-
ing a precedent at any step of the procedure.

7. No restraining, coercive, discriminatory, or retaliatory action of any kind shall be taken by
the Employer against any party of interest, any Union representative, or any official
participant in the Grievance Procedure by reason of such participation.

8. All discussions with respect to the grievance shall be kept confidential by the parties
involved during the procedural steps of the grievance. However, either party may release
pertinent information on any or all personnel related to the grievance.

9. No decision on a grievance or an adjustment thereof shall be contrary to any provision of
this Agreement. No terms shall be added to or subtracted from this Agreement nor any
provisions changed by the Grievance Procedure.

10. The Union Grievance Committee shall meet with the Manager of Labor Relations at least
once every two (2) weeks if requested by either party in order to discuss current grievances
and/or any other matter which is a concern to the Union.



ARTICLE IX
POSITION SECURITY

A. The Employer shall not hire part-time employees or consultants when such employment
effects a decrease in the number of full-time employees in the Bargaining Unit.

B. Staff Reductions - Indefinite Duration

In the event it should become necessary to reduce the number of full-time employees in the
Bargaining Unit or to discontinue formally a College position to which a full-time or part-time
employee is assigned because of reorganization, abolishment of a position, insufficient
enrollment, or reduction in funds, the Employer shall provide the Union and each employee
whose position is to be eliminated with a minimum of thirty (30) calendar days notice. In such
an event the Employer shall meet within five (5) working days with the Union President to
discuss how the layoffs shall be implemented.

1.The following shall be the order of layoffs within the work unit*:

a. Consultants

b. Probationary employees

c. Part-time employees

d. Full-time employees

*A work unit is an organizational unit within the College where common work responsibili-
ties are performed. Common work responsibilities are performed under a single supervi-
sor who operates at below the Dean level (e.g., Director of Financial Aid). Work units
shall not be defined by or limited to building locations. See Appendix D.

2. Continuing contract employees within the work unit and classification where lay offs are
necessary who have completed the probationary period shall be laid off in inverse order of
their classification seniority.

C. Reassignment Rights - Indefinitely Laid Off Employees

A Bargaining Unit member served with a layoff notice, or a Bargaining Unit member who
has been bumped pursuant to the provisions of this Article shall in order of Bargaining Unit
seniority, be offered available positions.
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1. Full-time Bargaining Unit members shall be offered in the priority and sequence listed
below:

a. Any full-time position in the Bargaining Unit, currently vacant at a higher pay grade, for
which he is qualified and has the current ability to perform as determined by the Em-
ployer.

b. If no vacancy at a higher pay grade is available, then any vacancy at an equivalent pay
grade for which the Bargaining Unit member is qualified and has the current ability to
perform as determined by the Employer.

c. If no vacancy of an equivalent pay grade is available, then any vacancy at a lower pay
grade for which the Bargaining Unit member is qualified and has the current ability to
perform as determined by the Employer.

2. Part-time Bargaining Unit members shall be offered in the priority and sequence listed
below:

a. Any part-time position in the Bargaining Unit, currently vacant at a higher pay grade for
which he is qualified and has the current ability to perform as determined by the Em-
ployer.

b. If no vacancy at a higher pay grade is available, then any vacancy at an equivalent pay
grade for which the Bargaining Unit member is qualified arid has the current ability to
perform as determined by the Employer.

c. If no vacancy at an equivalent pay grade is available, then any vacancy at a lower pay
grade for which the Bargaining Unit member is qualified and has the current ability to
perform as determined by the Employer.

D. Bumping Rights - Indefinitely Laid Off Employees

If no Bargaining Unit position is vacant, a Bargaining Unit member shall bump in order of
Bargaining Unit seniority. The sequence of bumping shall be as follows:

1. The least senior Bargaining Unit member in his or her pay grade, provided the bumping
employee is qualified and has the current ability to perform as determined by the Em_-
ployer.

2. A less senior Bargaining Unit member in a lower pay grade, within his or her pay grade
grouping, provided the bumped employee is qualified and has the current ability to perform
as determined by the Employer.



3. For the purpose of this Article, bargaining unit seniority shall accrue from a Bargaining
Unit member's first date of entry into the P&ANMFT Bargaining Unit. A separate
seniority list shall be maintained for full-time and part-time Bargaining Unit members.
Should such member remain a College employee by transferring to another bargaining unit,
or exempt position, and later transfer back into the P&ANMFT Bargaining Unit, bargain-
ing unit seniority shall be retained and not accumulate until reentry into the P&ANMFI
Bargaining Unit. If there is a period when a person is not employed by the College and not
on layoff status, their bargaining unit seniority shall accrue from the date of the person's
reentry into the Bargaining Unit at or after the time of their rehire at the College. A
Bargaining Unit member who accepts any position outside of the bargaining unit on a
temporary basis can remain outside the bargaining unit for no more than one (1) six (6)
month period and still maintain bargaining unit seniority. The Bargaining Unit member's
position will not be filled on a permanent basis during the one (1) six (6) month period.
After the six (6) month duration, the bargaining unit position must be filled on a permanent
basis and follow Article XVII, Vacancies, unless the position is placed on hold or abol-
ished.

4. The Board agrees to issue layoff notices to Bargaining Unit members who are to be laid off
for an indefinite period of time by inverse bargaining unit seniority date within the classifi-
cation to be affected.

5. The Board and Union agree that ties in seniority shall be broken by reference to the
following sequence: first by reference to the most recent entered on duty date of each
seniority equal bargaining unit member, the earlier date having priority, and finally, if
seniority ties shall persist, the last four digits of the Bargaining Unit member's social
security number (which appears on their application for employment) shall be examined
and priority shall be given to the Bargaining Unit member having the highest last four digit
number.

6. The bumping rights of temporary contract Bargaining Unit members shall be restricted to
the ability to bump other Bargaining Unit members in temporary positions who have less
bargaining unit seniority within their pay grade grouping.

7. Bumping rights will be granted to part-time Bargaining Unit members with three (3) or
more continuous years of service at the College. Bumping rights are limited to part-time
positions of the same or lower pay grade for which the employee is qualified and has the
current ability to perform as determined by the Employer.

8. The Board and the Union agree that bumping rights are restricted to Bargaining Unit
members not on probation. A continuing contract or temporary Bargaining Unit member
may bump a temporary or probationary Bargaining Unit member, provided the continuing
contract or the temporary Bargaining Unit member has greater seniority than the temporary
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Bargaining Unit member and is qualified and has the current ability to perform the job duties
as determined by the Employer based on the certified education and work history on file with
the Human Resource Department as of the date of the layoff notice.

E. Compensation Revisions

In a case of reassignment or bumping, there shall be no reduction in the employee's bargaining
unit seniority, and the employee shall receive the rate of pay in the classification to which the
employee is transferred that is equivalent to his old rate or the next highest rate if no rate is
equivalent. If the highest rate of pay in the new classification does not equal the rate of pay that
was the employee's when the employee was laid off, the employee shall be paid at the highest
rate in that new classification.

F. Faculty Vacancies

An employee served with a layoff notice shall be allowed to apply for a vacant, full-time
faculty position for which the employee is qualified according to Article XVII, Vacancies, prior
to their last day of work. If a full-time faculty position is available, the posting shall specify that
preference will be given for previous Wayne County Community College administrative experi-
ence. When the employee secures a position as a faculty member, the employee shall be paid
according to the current Agreement between the Employer and the Wayne County Community
College Federation of Teachers.

G. Recall Rights - Indefinitely Laid-Off Employees

1. A full-time Bargaining Unit member shall have the right to be / recalled to a full-time position
in the bargaining unit in inverse order of their placement on layoffs for a period not to exceed
one (I) calendar year, provided they are qualified and have the current ability to perform as
determined by the Employer. A part-time Bargaining Unit member shall have the right to be
recalled to a part-time position in the Bargaining Unit in inverse order of their placement on
layoff for a period not to exceed one (I) calendar year provided they are qualified and have
the current ability to perform as determined by the employer. Bargaining Unit seniority shall
continue to accrue during the one (I) calendar year period following their placement on
layoff.

2. Any full-time Bargaining Unit member who refuses a call to a full-time position in the
bargaining unit shall be removed from the seniority list and shall be deemed a voluntary quit.
Any part-time Bargaining Unit member who refuses a call to a part-time position in the
bargaining unit shall be removed from the seniority list and shall be deemed a voluntary quit.

3. Notice of recall shall be sent to the laid off employee at his or her last address of record by
certified mail or mailgram. A copy of said notice must be mailed to the Union simulta-
neously.



A recalled employee shall be deemed to have refused a recall if they do not notify the Em-
ployer in writing of their acceptance of the recall within ten (10) calendar days of the mailing
date of the recall notice.

H. Reorganization and Subcontracting

In the event the Employer considers a reorganization plan for the College which would effect
members of the Union, it is mutually agreed that the Employer shall meet with the President of
the Union to discuss the intended plan. Said meeting shall take place prior to the formal
adoption of a reorganization by the Board of Trustees, prior to the delivery of any layoff notice
(Article IX, Position Security), and prior to the implementation of the reorganization plan. It is
expressly understood that such a meeting shall not be for the reorganization plan's approval or
disapproval by the Union but for information and opportunity for input by the President of the
Union.

The Employer further agrees to meet with the Union's negotiating team to negotiate the
effects on Bargaining Unit members of any adopted reorganization plan.

This provision shall equally apply in the event the Employer decides to subcontract bargain-
ing unit work.

I. General Provisions

1. Full-time Bargaining Unit members shall have recall rights only to the classification from
which they were laid off or from which they were bumped. Laid off Bargaining Unit
members shall be given primary consideration for vacancies which occur during the one (I)
calendar year following the effective date of their layoff, for which they are qualified and
have the ability to perform the work as determined by the Employer.

2. Bargaining Unit members may choose to accept layoffs without exercising their reassign-
ment options or bumping rights by communicating same, in writing, to the Manager of
Labor Relations within ten (10) calendar days of the issue date of the layoff notice.

3. The Employer shall allow a Bargaining Unit member an orientation period of then (10)
working days to acquaint the employee with the work station environment and to familiar-
ize this employee with the duties and responsibilities of the position to which the Bargain-
ing Unit member has been reassigned or bumped to pursuant to the provisions of this
Article.

4. The Employer shall have the sole right to determine if an employee is qualified and has the
ability to perform available work.
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ART/CLEX
EMPLOYMENT STATUS

A. GENERAL PROVISIONS

All employees in the bargaining unit shall fall under one of the following designations:
probationary, temporary, interim, or continuing.

All employees in the bargaining unit shall be apprised of their employment status when their
employment commences or is renewed.

B. PROBATIONARY STATUS

1. The probationary period for all full-time employees in the bargaining unit shall consist of
one hundred eighty (180) calendar days for any given classification.

2. The probationary period for part-time employees in the bargaining unit shall consist of two
hundred seventy (270) calendar days for any given classification.

3. No Bargaining Unit member shall serve more than one (I) probationary period.

4. There shall be no employment rights for laid-offs or recall rights for probationary employ-
ees, and no such matters shall be subject to the grievance procedure.

5. All probationary employees are subject to discharge without recourse to either Article VIII
or Article XII.

C. TEMPORARY FULL-TIME AND PART-TIME STATUS

1. DEFINITION

Temporary employment status within the Bargaining Unit is defined as being any full or
part-time job classification which is known to be temporary at the time of hire. This
temporary status shall not exceed twelve (12) months. Any individual occupying a tempo-
rary job classification beyond twelve (12) months, shall be given continuing contract
status.

2. A temporary, full-time or part-time employee who is subsequently hired into a position
offering full-time continuing employment shall have his seniority date back to the first date
of hire in the temporary position.



D. CONTINUING FULL-TIME AND PART-TIME STATUS

1. Definition

Continuing employment status is the full-time and part-time employees' assurance of
employment security until retirement, provided said employee is not terminated for just
cause such as but not limited to the following: gross insubordination, pillage, intoxication
(drugs, alcohol), incompetence, or failure to observe safety rules or regulations. However,
every attempt shall be made by the Employer and Union to rehabilitate those Bargaining
Unit members who experience drug and/or alcohol related problems.

2. Continuing Status Eligibility

a. All present full-time employees in the bargaining unit who have completed one hundred
eighty (180) calendar days of satisfactory service shall be given continuing employment
status retroactive to the date of hire.

b. All present full-time employees in the bargaining unit who have completed less than one
hundred eighty (180) calendar days of service shall be given continuing employment
status retroactive to the date of hire upon the completion of one hundred eighty (180)
calendar days of satisfactory service.

c. All present part-time employees in the bargaining unit who have completed two hundred
seventy (270) calendar days of satisfactory service shall be given continuing employ-
ment status retroactive to the date of hire.

d. All present part-time employees in the bargaining unit who have completed less than two
hundred seventy (270) calendar days of service shall be given continuing employment
status retroactive to the date of hire upon the completion of two hundred seventy (270)
calendar days of satisfactory service.

3. Full-time employees hired after the effective date of this Agreement shall be given continu-
ing employment status retroactive to the date of hire upon completion of one hundred
eighty (180) calendar days of satisfactory service.

4. Part-time employees hired after the effective date of this Agreement shall be given continu-
ing employment status retroactive to the date of hire upon completion of two hundred
seventy (270) calendar days of satisfactory service.
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E. INTERIM FULL-TIME AND PART-TIME EMPLOYMENT STATUS

1. In the event an employee with continuing full-time employment status accepts an interim
full-time appointment as outlined in Article XXVIII, Interim Appointments. Temporary Job
Assignments and the Temporary Assignment of Additional Duties, all continuing employ-
ment rights shall obtain as stipulated and defined in Section D of this Article.

2. In the event an employee with continuing part-time employment status accepts an interim
part-time or full-time appointment as outlined in Article XXVIII, Interim Appointments.
Temporary Job Assignments and the Temporary Assignment of Additional Duties. All
continuing employment rights shall obtain as stipulated and defined in Section D of this
Article.

F. PART-TIME EMPLOYEES - HOURS OF WORK

Part-time employees shall not work more than thirty (30) hours per week unless required
during high activity registration periods at the beginning of each semester. These high activity
periods will not exceed four (4) consecutive weeks and will not occur more frequently than
three (3) times per year. During these specific periods, part-time employees may be required to
work no more than thirty-five (35) hours per week.



ARTICLE XI
EVALUATION OF EMPLOYEES

A. The Employer and the Union recognize the importance of periodical evaluations of employees
in the bargaining unit. The Union supports the evaluation principle and agrees to cooperate
fully with the Employer in these evaluation procedures.

B. EVALUATION PERIODS

1. Probationary, Full-time Employees

Each probationary employee shall be evaluated and given an evaluation interview by the
employee's immediate supervisor twice during the employee's probationary period.

a. The first evaluation and evaluation interview shall be completed between the sixtieth
(60th) and the ninetieth (90th) calendar day of the employee's employment.

b. The second evaluation and evaluation interview shall be completed between the one
hundred fiftieth (150th) and one hundred eightieth (180th) calendar day of the
employee's employment.

c. If this second evaluation indicates satisfactory or better performance, the probationary
employee shall be granted continuing employment status beginning the one hundred
eighty first (181st) calendar day of the employee's employment, provided the employee
is not employed on a temporary, full-time basis.

2. Probationary Part-time Employees

Each probationary employee shall be evaluated and given an evaluation interview by the
employee's immediate supervisor three times during the employee's probationary period.

a. The first evaluation and evaluation interview shall be completed between the sixtieth
(60th) and the ninetieth (90th) calendar day of the employee's employment.

b. The second evaluation and evaluation interview shall be completed between ~heone
hundred fiftieth (150th) and one hundred eightieth (180th) calendar day of the
employee's employment.

c. The third evaluation and evaluation interview shall be completed between the one
hundred eightieth (180th) and the two hundred seventieth (270th) calendar day of the
employee's employment.
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d. If this third evaluation indicates satisfactory or better performance, the probationary
employee shall be granted continuing employment status beginning the two hundred
seventy first (271st) calendar day of the employee's employment, provided the employee
is not employed on a temporary, part-time basis.

3. Employees in Trial Periods of Continuing Employment

a. The evaluation and evaluation interview shall be completed between the sixtieth (60th)
and ninetieth (90th) calendar day of the employee's trial period.

b. If this evaluation indicates satisfactory or better performan~e, the employee shall be
given continuing employment status in that position.

c. In cases of trial employment involving promotions and lateral transfers only, the Em-
ployer shall not fill any vacancy created by such action on a permanent, full-time basis
until after the completion of the evaluation and evaluation interview provided for in
Section B (2) a of this Article. In the event the Employer issues an unsatisfactory
evaluation in the promoted position, the Bargaining Unit member shall have the right to
return to their former position, provided the Bargaining Unit member exercises that right
within five (5) working days after receipt of the written evaluation. In order to exercise
the right to return, the Bargaining Unit member must deliver written notice of such intent
not later than the end of the fifth (5th) working day following receipt of the unsatisfac-
tory written evaluation, to the Manager Labor Relations. Any such negative evaluation
shall be removed from the employee's personnel file upon return to the Bargaining Unit
member's previous position.

4. Other Employees

All other employees may be given a semiannual evaluation during the fiscal year (July 1
through June 30). All employees will be given a four (4) week notice prior to
the semiannual evaluation.

C. GENERAL PROVISIONS

1. All evaluations indicated above shall be made by the immediate supervisor directly
responsible for the employee's work by completion of the Performance Evaluation form
enclosed in the Appendix of this Agreement.

2. The immediate supervisor evaluating the employee shall conduct a private interview with
the employee to discuss the evaluation and compare it with prior evaluations.



a. The immediate supervisor evaluating the employee shall sign the Performance Evaluation
form. The employee shall sign the form indicating only that the employee has reviewed
the completed form in an evaluation interview. The employee's signature does not
necessarily indicate agreement by the employee with the evaluation. If the employee
chooses to do so, the employee may comment on the evaluation and said comment will
be filed in the employee's personnel file.

b. A copy of the signed evaluation form shall be given to the employee at the evaluation
interview and a copy shall be placed in the employee's personnel file, and the provisions
of this Agreement covering personnel files shall apply. A department copy may be
retained by the supervisor.

3. An employee may request an informal oral evaluation session with the employee's immedi-
ate supervisor apart from the formal evaluation and evaluation interview procedures
described above as frequently as both parties deem necessary.

4. a. In utilizing the evaluation form exhibited in Appendix B of this Agreement, the supervi-
sor shall cite specific incidents for each appraisal factor which supports the rating given.

b. In utilizing the evaluation form in Appendix B of this Agreement, the supervisor shall list
as appraisal factors on the first page of the form only measurable goals and objectives.

5. Nothing in this Article shall preclude the immediate supervisor from using forms not
referred to herein, provided that the immediate supervisor employs relevant and uniform
criteria in an evaluation which does not deviate from the standard procedure. However, any
written evaluation shall be discussed with the employee in an evaluation interview as
described above, and the rules concerning these interviews as described above shall apply.
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ARTICLE XII
DISCIPLINARY ACTION, TERMINATION

A. DISCIPLINARY ACTION

1. The Employer and the Union agree that disciplinary action shall be taken against an
employee for adequate and just cause only.

2. In the event problems arise between an employee and his immediate supervisor, it is agreed
that such problems will be solved informally whenever possible. The employee and the
immediate supervisor shall meet in private in an attempt to mutually identify, clarify and
resolve any job related difficulties. In the event the immediate supervisor is unable to meet
privately with the employee on a timely basis, the immediate supervisor shall inform the
employee in writing that a problem exists and shall establish a meeting to discuss the
problem.

3. The Employer and the Union agree that any oral reprimand shall take place in private.

4. The Employer and the Union agree that no reprimand shall be placed in an employee's
personnel file prior to discussion between the person issuing the reprimand and the
employee being reprimanded.

5. The employee shall receive a copy of any written reprimand prior to its placement in the
employee's personnel file. This reprimand shall cite the reasons for the reprimand. How-
ever, if the Employer is unable to secure the employee's signature after three (3) working
days from the issuance of the reprimand, the reprimand may be placed in the employee's
personnel file without his/her signature.

B. SUSPENSION

In the event the Employer elects to suspend a Bargaining Unit member, such suspension shall
be for just cause.

C. TERMINATION

Except as provided for in Article VII, Agency Shop, Article IX, Position Security, and Article
X, Employment Status, an employee in the Bargaining Unit shall be subject to termination
only for just cause. The following procedure shall be adhered to whenever termination
proceedings are initiated against an employee in the Bargaining Unit:



1. The employee's immediate supervisor shall initiate a termination recommendation. The
recommendation shall be in writing and shall set forth the reasons for the termination. The
recommendation shall be reviewed by the employee's Divisional Head. If the Divisional
Head concurs in the recommendation, the Divisional Head shall forward the recommenda-
tion with his approval to the President of the College.

2. The President of the College or his designee shall review the recommendation. If the
President concurs in the recommendation, the President shall authorize the Divisional Head
to inform the employee, by letter, of the termination recommendation. The letter shall be
given to the employee in person, if possible. At the same time, a copy of the letter shall be
given to the Union and a copy placed in the employee's personnel file.

3. If termination is recommended by the President or his designee, such recommendation shall
be forwarded to the Board of Trustees within ten (10) work days after the receipt of the
recommendation for termination from the Divisional Head. The Board shall review the
recommendation and rule on the request for termination at its next public meeting.

4. If the Board of Trustees upholds the termination recommendation, the employee shall be
terminated. The Board or its designee shall send a letter informing the employee of its
decision. At the same time, a copy of this letter shall be given to the Union, and a copy
shall be placed in the employee's personnel file.

D. An employee in the Bargaining Unit, except as limited by Article X, Section B.3., who is
terminated shall have recourse to the grievance procedure. The Union may begin the grievance
at step 4 of the formal grievance procedure.
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ARTICLE XIII
COMMUNICATIONS

A. The Union's designee shall be furnished a copy of the agenda of each public meeting of the
Board of Trustees with all normal attachments not confidential as determined by the Board at
the same time regular distribution is made to the Board.

B. Upon written request by the Union, its officially designated representative shall appear as an
item of new business on the agenda of each monthly public meeting of the Board of Trustees
for which the request was made, provided that such request shall be made in writing and
received by the office of the Secretary to the Board at least three (3) work days prior to the
meeting. Said request shall state the reason for appearing before the Board and shall include
any available, relevant materials related to the subject matter of the request. If sufficient
advance notice of a public meeting is not given to the Union in order to allow for its request to
be delivered within the prescribed time limits, such request shall be made within a reasonable
time after receipt of the notice of the meeting.

C. The Employer shall make available to the Union upon its written request and within ten (10)
working days thereafter such available statistical, financial, and personnel information and
reports related to the operation of the College as are necessary for processing of grievances or
the negotiation or implementation of collective bargaining agreements, provided that nothing
included herein is intended to require the Employer to present information in forms not
normally followed nor in forms not already compiled as provided by law.

D. There shall be a regularly scheduled meeting between the Manager of Labor Relations and the
President of the Union at least once every month. The parties may bring individuals they feel
are necessary for the conduct of business at these meetings.

E. Upon written request, the Union shall be provided with a copy of the organizational chart of
the College, complete with names, titles, salaries, office locations, office te~ephone numbers
and extensions of each Bargaining Unit member. The Union shall be promptly notified of
changes in the organizational chart.

F. The Employer shall be provided with a list of Union officers, committee members, and other
officials of the Union along with office locations and office telephone numbers and extensions.
The Employer shall be promptly notified of changes in this data.

G. Employees shall be responsible for providing the Employer and the Union with changes in
their addresses or telephone numbers within five (5) working days of such changes.



H. The Employer shall supply each employee of the Bargaining Unit with a copy of this Agree-
ment within a reasonable time after its ratification by both parties. Each new hire, rehire,
reinstated, or transferred employee who does not have a copy of the Agreement shall be
supplied a copy by the Employer. The Employer shall supply the Union with three hundred
(300) copies of the Agreement for the Association's own use. Cost of any outside printing of
this Agreement shall be shared equally by both parties. The outside printer shall receive a copy
of the Ratification Agreement within twenty (20) working days after ratification by the Union
and the Employer. A copy of this Agreement shall be maintained in the office of each adminis-
trator and supervisor of the College.

I.The Employer will provide the following information on a monthly basis to the President of the
Union for each Bargaining Unit member: name, address, home telephone, job title, pay grade,
duration of appointment, enter on duty date, classification seniority, bargaining unit seniority
(separate list maintained for full-time and part-time Bargaining Unit members), job location
and cost center. In addition, the Employer shall provide a salary chart to the President of the
Union for all Bargaining Unit members on a quarterly basis.
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ARTICLE XIV
NEGOTIATIONS

A. During the period of this Agreement, any time after one hundred eighty (180) calendar days
preceding the termination date, either party may notify the other of its intentions to negotiate,
and negotiations shall begin within sixty (60) days after such notice is received.

B. During the period of negotiating an Agreement, both parties shall meet at reasonable intervals
and for reasonable periods of time. Every effort shall be made to schedule bargaining sessions
at times which shall not conflict with scheduled assignments or otherwise disrupt or create
discontinuities in normal College operations.

C. The President and members of the bargaining team (which shall be limited to not more than
four (4) officials of the Union) shall be granted a reasonable amount of release time from the
Manager of Labor Relations, beginning one hundred eighty (180) calendar days prior to the
termination date of this Agreement for the purpose of preparing for and conducting contract
negotiations.

D. Whenever, a question arises concerning the application and interpretation of this Agreement
which affects all or substantially all of the members of the Bargaining Unit, by mutual consent
the parties may convene their professional negotiation teams to discuss the matter.



ARTICLE XV
PERSONNEL FILES

A. An official personnel file shall be maintained by the Employer for each employee in the
Bargaining Unit, and all such files shall be maintained in a centrally located office.

B. Each personnel file shall have a cover sheet upon which shall be recorded the date of the
insertion of any material, the subject and origin of the material, and the names of those persons
who insert and inspect the material.

c. At the request of the Employer, each employee shall be obligated to see that employment data,
such as verification of job experience, transcripts of credits, and records of certification,
necessary for initial salary placement and subsequent salary changes or adjustments are on file
in the Human Resources Office. The employee shall be informed on the date of the request
that failure to submit the aforementioned data within six (6) months may result in termination
of employment.

D. Each employee shall have the right to examine the contents of the employee's own personnel
file, the only exclusion being confidential pre-employment credentials of an evaluative nature.
The employee shall make an appointment with the Human Resource Office to examine his
file. The Director of Human Resource or the Director's designee shall be present when the
employee examines the employee's file and, if the employee so desires, the employee may be
accompanied by a representative of the Union. If the employee designates in writing that the
employee desires a representative of the Union to examine the employee's file in the
employee's absence, the designated representative shall be allowed to examine the file.

E. No materials originating from a nonprofessional source shall be placed in the employee's
personnel file. No official report nor any derogatory statement about an employee shall be
filed unless the employee is sent a dated copy. The employee has the right to submit a re-
sponse to that report or statement, and the response shall be attached to and filed with the
report or statement.

F. All documents, communications, and records dealing with the processing of a grievance as
outlined in this Agreement shall be filed separately from the personnel files of the participants.
This provision shall be retroactive.

G. Each employee shall have the right to place in the employee's personnel file relevant material
which attests to the employee's professional competence.
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H. At the employee's request, the Employer shall reproduce any material in the employee's
personnel file, except confidential pre-employment credentials of an evaluative nature,
provided a reasonable duplication fee is paid by the employee.

I.A Bargaining Unit member can request in writing the removal of the oldest reprimand in the
employee's personnel file, provided said employee has not received a reprimand for one
calendar year.



ARTICLE XVI
CIVIC AND ACADEMIC FREEDOM

An employee shall be free from administrative and institutional censorship and discipline when
the employee speaks or writes as a citizen. The employee bears the responsibility to clarify the
fact that the employee speaks or writes as an individual and not on behalf of the Employer, and
to identify himself/herself at the time the employee speaks or writes.

33



34

ARTICLE XVII
VACANCIES

A. The Employer will post all notices of any Union vacancies in a prominent and secure location
in the immediate proximity of the Human Resource Office and will distribute such notice to
each of the day/night instructional centers for the full duration of the application period. The
Human Resource Office will assign a sequential number to each notice of position vacancy.
The notice of position vacancy shall be posted only after notice of receipt has been signed off
by the Union President or designee, provided said notice has been signed off within forty-eight
(48) hours of receipt of said notice. Posting should be made at least fourteen (14) calendar
days prior to the filling of the vacancy for full-time Bargaining Unit members and seven (7)
calendar days prior to the filling of the vacancy for part-time Bargaining Unit members unless
waived in writing by the President of the, Union or his designee.

1.The notice shall be in a form suitable for posting and shall include the date of the notice, a
job description summary, remuneration offered, required qualifications, bargaining unit
designation, and the final date for acceptance of applications.

2. Any employee of the College may apply for the position by written apI>lication to the
Director of Human Resource. An application for a position shall be recognized as a
professional right and shall not adversely affect an employee's status in the employee's
present position.

3. The Employer shall notify all Union member applicants of the disposition of their applica-
tions for a position prior to the approval by the Board of Trustees of the name of the
successful applicant.

B. The Employer shall give primary consideration to applicants from within the Bargaining Unit
if their qualifications are superior or equal to other qualified applicants, provided the selection
of applicants is consistent with existing equal employment opportunity and affirmative action
guidelines. Successful employment in the employee's existing classification shall be a recog-
nized factor for filling a College position.

C. Prior to the posting of a new position within the Bargaining Unit, the Manager of Labor
Relations shall notify the President of the Union in writing of the new position and salary for
said position by submitting a proposed job posting and job description for said position. The
President of the Union may respond within five (5) working days from receipt of said notice.



ARTICLE XVIII
OUTSIDE OR PART-TIME EMPLOYMENT

A. GENERAL PROVISIONS

1. Each employee in the Bargaining Unit is expected to carry out the responsibilities of the
employee's position at the College. A moderate amount of outside or part-time employment
is permissible, provided it does not conflict with the employee's position at the College,
does not adversely effect the quality of the employee's work, and is not carried out during
hours normally devoted to the responsibilities of his position at the College.

2. If the Employer determines that an employee's outside or part-time employment conflicts
with the employee's position at the College, adversely effects the quality of the employee's
work, or is carried out during hours normally devoted to the responsibilities of the
employee's position at the College, the employee shall be so advised, and the employee
shall immediately take steps to remedy the situation.

3. No full-time employee of the College may hold another full-time job. Any other job held by
a Bargaining Unit member shall be deemed a full-time job if the other employer classifies
it as a full-time job. Any employee who continues to hold another full-time job after being
notified that he is in violation of this provision shall be terminated. Such employer determi-
nation shall be subject to the grievance procedure.

B. EMPLOYEES WHO TEACH
An employee in the Bargaining Unit shall be allowed to instruct or to act in the capacity of
counselor or librarian for remuneration in addition to the responsibilities of the employee's
position at the College provided the above and following stipulations are adhered to:
1. The employee shall be qualified to perform the assignment and shall have an application

and other employment credentials which attest to the employee's qualifications in the
employee's personnel file.

2. The employee shall be allowed to teach or act in the capacity of counselor or librarian for a
maximum of two classes per semester.

3. The employee's teaching or other assignments shall in no way result in the reduction of
present full-time facuIty positions.

4. The employee's teaching or other assignments shall in no way infringe on any full-time
facuIty member's priority in regular or overload assignments.
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5. The employee's performance of the teaching or other assignments shall be evaluated using
the same criteria as those applied to part-time faculty.

6. The employee shall be paid according to the existing part-time salary schedule as found in
the current Agreement between the Employer and Wayne County Community College
Federation of Teachers.

7. The employee shall be liable to the Federation of Teachers for an amount equal to the
appropriate dues or service fees.

C. PART-TIME EMPLOYMENT WITHIN THE BARGAINING UNIT
Full-time employees in the Bargaining Unit shall have priority in the assignment of additional
Bargaining Unit work that does not conflict with their normal working hours. Full-time
employees in the classification schedule (A-I through A-5) where there is additional Bargain-
ing Union work sl:tall be given the right of first refusal as to the additional work. Compensa-
tion shall be at straight time at the classification's full-time hourly rate.



ARTICLE XIX
STANDING COMMITTEES

A. The Employer shall involve employees of the Bargaining Unit in the development of policies
having a direct relationship to their interests or professional mission. This involvement shall
be evident especially, but not exclusively, in the standing committees of the College.

B. There shall be appropriate Union representation on all standing committees created by the
Employer. Union representatives serving on standing committees shall be elected at large by
the employees in elections conducted by the Union. Any employee shall have the right to place
the employee's name on the ballet of any standing committee position available.

C. The Union shall be provided with the agenda for all standing committee meetings at the same
time it is sent to its members. This shall be done in order that the Union might submit written
material pertinent to the items on the agenda of these meetings.

D. If the Employer does not accept the recommendations of a standing committee, the reasons for
such action shall be forwarded to the chairperson of the committee involved. In any opinion
rendered by a standing committee, provision shall be made for minority opinion. The Union
shall obtain an opinion of a standing committee by submitting a request in writing to the
chairperson of the committee.

E. Each standing committee shall have access to all non-confidential materials which are perti-
nent to its deliberations. It may use consultants as their need is determined, provided the use of
consultants shall not obligate the committee or the Employer financially.

F. Each standing committee shall be provided with adequate secretarial help and shall be pro-
vided with centrally located files for committee correspondence and records.
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ARTICLE XX
LEAVES

A. LEAVES OF ABSENCE WITH PAY

1. General Provisions

a. Leaves of absences with pay shall be granted only to full-time employees in the Bargain-
ing Unit.

b. All leaves of absence with pay shall be granted without loss of seniority. Contractual
benefits or rights accumulated by an employee prior to the effective date of the leave
shall be carried forward and credited to him upon his return. Upon his return from a
leave of absence with pay, the employee shall be returned to his position and pay grade,
provided such position has not been eliminated by the Employer and his seniority entitles
him to his former position and pay grade.

c. An employee shall suffer no loss of pay during a leave of absence with pay except as
limited in the following provisions.

d. An employee shall accrue sick leave days and vacation days during a leave of absence
with pay, and his insurance benefits shall continue for the duration of the leave. All full-
time employees shall receive,- in writing, an update of their accrued sick leave and
vacation time every six months.

2. Sick Leave

a. Each full-time employee shall accrue one and a half (1-112) days of sick leave for each
month employed, provided the employee worked a minimum of eighteen (18) days per
month used in the computation. Any day for which the employee is compensated fully by
the Employer shall be considered a day worked. The Employer shall minimally charge
two (2) hours for each use of sick leave.

b. Sick leave days shall be used only for the following purposes:

I) Employee's illness, accident, or hospitalization.

2) Pregnancy, miscarriage, abortion, childbirth, and recovery therefrom shall be included
specifically in this category. Normally, routine dental and medical appointments should



not be charged to sick leave. Each employee will make every attempt to secure all
medical and dental appointments outside normal working hours. If such appointments
are necessary during working hours, they shall be charged to sick leave.

3) Emergency Situations

Emergency situations shall be limited to the following: quarantine of employee or
employee's living quarters; court appearance where the employee's attendance is
required by subpoena or summons; such days as may be required by the employee's
religion for holy observance and abstention from work; death in the family or death of
a close associate; care for a member of the employee's family when no other arrange-
ments are possible; weather conditions that make it impossible for the employee to
report to work; conditions arising out of civil strife or riot which make it impossible for
the employee to report to work.

4) Personal Business Leave

The Employer shall minimally charge one (I) hour for each use of personal business
leave. Up to five (5) days per annum may be stipulated as personal business leave days.
Personal business leave is provided for personal business of a nonprofit nature that
cannot be taken care of outside of working hours. Personal business leave days shall
not be allowed immediately prior to or immediately following a scheduled holiday or
vacation day.

c. An employee shall report each absence promptly to his immediate supervisor. Whenever
possible, an employee shall report the absence before the beginning of the normal work
day. The employee shall identify the reason for the absence except in the case of personal
business leave. If an employee is absent for five (5) consecutive work days without
notifying his immediate supervisor, the employee shall be subject to termination,
notwithstanding the provisions of Article IX, Position Security, or Article VIII, Griev-
ance Procedure.

d. After seven (7) consecutive work days of sick leave, an employee shall furnish to the
Employer a statement from his physician verifying that the employee is unable to work.
Clarification of medical statements may be required by the Employer. An employee who
remains on extended sick leave in excess of fifteen (15) work days may be asked by the
Employer to have a medical examination by a physician stipulated by the Employer in
cases where sufficient evidence of continued illness and/or clarification is not obtainable
by other means. An employee returning after seven (7) or more consecutive work days of
sick leave shall supply the Employer with a physician's statement attesting to the
employee's ability to resume full-time employment.
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e. The Employer is responsible for keeping the records of each employee's sick leave
account up to date. The Employer shall report sick leave balances as of the preceding pay
period at the end of the current month as an enclosure with the paycheck.

f. An employee may request a medical leave of absence for medical reasons. Such request
for leave of absence shall be in writing and must be approved by the employee's immedi-
ate supervisor. Ordinarily, such medical leave of absence will be for a period of not less
than fifteen (15) working days and may be extended for good medical reasons for longer
periods of time. An employee who has gone on medical leave of absence for less than
one (I) year's duration shall be entitled to return to the position which the employee left
at the commencement of such medical leave, provided such position currently exists and
further provided the employee can physically and emotionally perform the job. Such
jobs, if filled, will be filled on a temporary basis subject to the employee's return from
'medical leave of absence. If the medical leave of absence extends one (I) year, the
employee may return at the position they left provided the Bargaining Unit member
returning from medical leave of absence has more classification seniority than the
Bargaining Unit member who has filled this position on a temporary basis.

g. An employee shall not be able to use sick leave days before they are accrued.

h. An employee shall be allowed to use accrued vacation days as sick leave days when the
employee's sick leave account is exhausted, provided notification of same is given to the
immediate supervisor on a timely basis.

i. An employee who leaves a position in the Bargaining Unit for another full-time position
in the College shall be allowed to transfer each employee's sick leave account to the
employee's new position.

j. An employee shall be allowed to accumulate unused sick leave days up to a maximum of
one hundred twenty (120) days.

k. If an employee is sick for fifteen (15) consecutive work days, the employee must notify
the Human Resource Department by the end of the fifteenth day as to whether they wish
to begin receiving short term disability benefits as of their 16th consecutive day of
absence, or whether they wish to designate when sick leave benefits shall terminate and
when short term disability benefits shall begin. No other options shall be available to the
employee. If the employee fails to notify the Human Resource Department by the end of
the 15th day the employee shall begin receiving short term disability benefits as of their
16th consecutive day of absence.

Once the employee has notified the Human Resource Department as to their choice or
failed to notify the Human Resource Department of their choice, no changes may be
made.



If an employee elects to exhaust their sick leave before receiving short term disability
benefits, the employee's disability shall be deemed to have occurred on the 15th work
day prior to the exhaustion of the employee's sick leave. Only employees who have more
than fifteen (15) accrued sick leave days may avail themselves of this option.

3. Jury Duty Leave

Upon prior written request, a full-time employee called to jury duty shall be granted a
leave of absence for the duration of that duty, or at the option of the employee, may elect to
take any vacation time that the employee has accrued. The Employer shall be obligated to
pay only an amount equal to the difference between the employee's salary as computed on
a daily basis and the daily jury fee paid. In order to be eligible for compensation from the
Employer as noted above, each full-time employee must submit check stub(s) to the
Employer indicating the amount of jury duty pay received. The Employer, upon receipt of
check stub(s), will deduct the amount of all jury duty fees, exclusive of mileage allow-
ances, from the employee's regular pay check.

4. Reservist Duty Leave

a. Upon prior written request, a full-time employee who is a member of the National Guard
or organized Reserves of a United States Military Service and who is ordered to active
duty for an annual training period shall be granted a leave of absence for the duration of
that training period.

(I) The Employer shall be obligated only to pay an amount equal to the difference
between the employee's salary as computed on a daily basis and the reservist' daily
rate.

(2) The Employer shall be obligated only to pay the above difference for a maximum of
fourteen (14) calendar days.

b. Emergency Duty Leave

A full-time employee who is a member of the National Guard or organized Reserves of
a United States Military Service and who is ordered to emergency duty because of riot,
flood, or other disaster, shall be granted a leave of absence for the duration of that
emergency duty.

(I) The Employer shall be obligated only to pay an amount equal to the difference
between the employee's salary as computed on a daily basis and the stipend paid if that
stipend is less than the employee's daily rate.
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(2) The Employer shall be obligated only to pay the above difference for a maximum
period of thirty (30) calendar days.

5. Part-Time Employee Leave

Part-time employees who have completed one (1) year of employment shall be provided
the following leave days:

Five (5) days of leave the first year of the Agreement, 1992 - 1993.

Six (6) days of leave the second year of the Agreement, 1993 - 1994.

Seven (7) days of leave each year thereafter.

Leave may be used for vacation, sick, and personal business purposes. Leave used for
vacation must be requested in writing thirty (30) days in advance. All leave days must be
used by June 30 of each contract year or they shall be forfeited.

B. LEAVES OF ABSENCE WITHOUT PAY

1. General Provisions

a. Leaves of absence without pay, except as provided for in the following provisions, shall
be granted only to full-time Union members.

b. All leaves of absence without pay shall be granted without loss of seniority. Contractual
benefits or rights accumulated by a Union member prior to the effective date of the leave
shall be carried forward and credited to the employee upon the employee's return. Upon
the employee's return from a leave of absence without pay, the employee shall be
returned to the employee's position and pay grade, provided such position has not been
eliminated by the College and his seniority entitles the employee to the employee's
former position and pay grade.

c. Except as specifically provided for in any of the following provisions, no payments of
any kind shall be made to or for a Union member on any leave of absence without pay.

d. Except as specifically provided in any of the following provisions, an employee shall not
have the employee's insurance benefits paid for him by the Employer for the duration of
a leave of absence without pay. However, the Employer shall allow an employee on
leave of absence without pay to continue the employee's insurance benefits through the
Employer's insurance plans, provided the employee is responsible for all premium
payments.



e. All requests for leaves of absence without pay shall be made in writing and shall be made
initially with the employee's supervisor. They shall be subject to the approval of the
employee's Divisional Head.

f. The Union shall be kept apprised of all extended leaves of absences without pay for
members of the Bargaining Unit. Extensions for leaves of absence without pay shall
comply with the procedure for the initial leave request.

g. Each request for a leave without pay shall be filed in the Office of Human Resources at
least two weeks prior to the requested starting date of the leave whenever possible.

h. Failure to return to employment upon termination of a leave of absence without pay shall
constitute termination of employment.

2. Extended Military Leave

A full-time member who enlists in or is conscripted into the United States Military Service
shall be granted a leave of absence without pay in conformance with conditions established
by federal and state law. If said employee volunteers for alternative service, in lieu of the
Draft, he shall be entitled to the above mentioned rights.

3. Personal Leave

A regular full-time employee who is an expectant mother shall be granted a leave of
absence without pay under the following provisions:

a. The Employer shall grant a leave of absence without pay for maternity leave upon written
request of such leave by the employee and certification of pregnancy by the employee's
physician.

b. The employee shall notify the administrator in charge of Human Resources by written
statement from her physician within six (6) weeks after pregnancy has definitely been
determined. The physician's statement must specify the expected delivery date and must
further specify the date up to which, in the physician's opinion, the employee can
continue full-time employment in her position without: I) danger to the employee's
health or that of the unborn child, or 2) impairment in any way of the employee's ability
to perform her duties.

c. The effective date of separation for maternity reasons shall be the date specified by the
employee's physician as described in the above subsection.
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d. Within six (6) weeks after delivery of the child, the employee shall supply the adminis-
trator in charge of Human Resources with a statement from her physician specifying the
date when, so far as the health of the child is concerned and without respect to any aspect
of care in feeding of the child, the employee is able to resume full-time employment in
her position without danger to the employee's health and without impairment in any way
of the employee's ability to perform her duties.

e. The date of resumption of employment shall be the date specified by the employee's
physician as described in the above subsection.

f. The employee may apply sick leave days to a maternity leave for a period not to exceed
six (6) weeks after the birth of the child. Sick leave shall not be used beyond the six (6)
week period except in those instances where the employee's physician certifies that the
employee is physically unable to return to work.

g. The Employer reserves the right at its option and expense to have the employee exam-
ined by a physician designated by the Employer with respect to the report ending date of
the leave as set forth in subsection d. above. The employee will make herself available
for such examination and will cooperate in furnishing any necessary information in
connection therewith. The Employer's designated physician will provide the Employer
and the employee with a statement specifying the same information as that required from
the employee's physician and described in subsection "d" above. In event of conflict
between the statements of the two physicians, a third physician shall be selected by the
two physicians, and his/her diagnosis shall be controlling.

h. An employee who fails to return to work at the termination of the maternity leave, or any
extension that may have been granted thereof, shall be subject to immediate termination.

i. Hospitalization coverage shall be paid by the Employer for one hundred eighty (180) days
beginning the first day of leave.

4. Child Care Leave of Absence

a. The Employer shall grant a leave of absence without pay for the care of an employee's
newborn child for a period of up to one year upon written request for such leave by the
employee and certification of the birth by the employee's physician.

b. The request for child care leave shall be submitted at the same time as a request for
maternity leave as described in the above paragraphs. Child care leave will begin at the
date for expiration of maternity leave as described in the above paragraph 3.(d).



c. A full-time male Bargaining Unit member shall be granted up to one (I) year's leave of
absence without pay upon written .request to the appropriate administrator, provided such
request is made within sixty (60) days of the birth of the child to his spouse.

5. Medical Examination

Should the Board or its agents have reason to suspect that an employee is being rendered
incompetent by physical and/or emotional disability, the Board may require that said
employee submit to a physical or psychiatric evaluation. The Board may designate an
examiner who must be a licensed physician or psychiatrist, and the Board will assume the
cost of the examination. The employee, at his expense, may select an additional examiner.
In the event the examiners differ upon final diagnosis, the parties shall employ a third
physician selected by the first two physicians whose diagnosis shall be binding on the
parties. The parties shall split the cost of this final examination. All examination reports
shall be confidential and none shall be placed in the personnel file of the employee until
final determination of the employee's condition.

6. Other Leaves of Absence Without Pay

The Employer may grant other leaves of absence without pay if such leaves are recommended
by the employee's' immediate supervisor and approved by the employee's Divisional Head and
the Manager of Labor Relations. A leave granted under this provision to one employee shall in
no way set a precedent for other requests.
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ARTICLE XXI
VACATIONS

A. Each full-time employee in the Bargaining Unit shall be granted vacation days with pay.
Vacation days shall be granted only in accordance with the following provision:

B. METHOD OF COMPUTING VACATION DAYS

1. Vacation days shall accrue according to the following:

a. Vacation days shall accrue at the rate of one and three quarters (1 3/4) days for each
month of full-time employment.

b. For purposes of this and the following paragraph, in order to accrue vacation days for any
month, a full-time employee shall have worked a minimum of eighteen (18) days. Any
day for which the employee is compensated fully by the Employer shall be considered a
day worked.

c. The Employer shall minimally charge four (4) hours for each use of vacation leave.

2. Method of Scheduling Vacation Days

a. Each Bargaining Unit member shall request vacation on forms provided by the Employer.
Any vacation time not used may be reserved for future use provided, however, that the
maximum number of reserved hours for any Bargaining Unit member shall not exceed
336 hours. Any Bargaining Unit member who has a vacation balance greater than 336
hours as of June 30 of each contract year shall forfeit all hours in excess of the 336 hours
reserve maximum.

b. All vacation requests must be submitted not later than one (I) calendar month prior to the
requested time off for vacation.

c. Approvals or denials of vacation time requests shall be made not later than two calendar
weeks after receipt of same.

d. In the event that an employee and his supervisor are unable to agree on the dates when
vacation leave shall be granted, the employee may submit two (2) options in writing to
the supervisor. These alternative options shall be for the same number of consecutive
vacation days as originally requested and shall not overlap each other or the originally
requested vacation period. The Employer must accept one of the two (2) alternatives.



e. Requests for changes in vacation time after approval shall be made in writing to the
immediate supervisor. Approvals for vacation changes shall be effective on~y if signed by
the Divisional Head and the Manager of Labor Relations.

3. Each employee, in addition to the above vacation days, shall be credited as vacation days
those days occurring between the Christmas and New Year's holiday break each contract
year, provided the employee is not scheduled to work during this period. If the employee is
scheduled to work, the employee shall be allowed to reschedule these vacation days.

C. GENERAL PROVISIONS

1. The Employer is responsible for keeping the records of each employee's vacation account
up to date. Accordingly, the Employer shall have printed on each paycheck stub the number
of vacation hours remaining in the employee's account.

2. Notwithstanding any other provisions of this Article, vacation days shall be scheduled by
the Employer at times when the least amount of disruption occurs at the work stations by
any employee.

3. An employee cannot use vacation days before they are accrued.

4. A probationary employee shall accrue vacation days, but he shall not be able to use them
during the period of his probation.

5. Vacation days shall not be waived by an employee and an employee shall not receive
additional pay for working those days.

6. If any of the holidays stipulated in this Agreement should occur during an employee's
scheduled vacation, the employee shall receive one (I) additional vacation day for each
holiday.

7. If any employee becomes ill and presents a physician's statement that the employee was
under the care of a physician during the employee's vacation, the employee may submit an
amended Report of Absence charging the vacation days to the employee's sick leave
account and reschedule the affected vacation days.

8. An employee shall be allowed to use accrued vacation days as sick leave days when the
employee's sick leave account is exhausted, provided notification of same is given to the
immediate supervisor on a timely basis.
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9. If an employee is indefinitely laid off, retired, or terminated for any reason, the employee
shall be paid for any unused days including those accrued in the current year. Payment of
accrued vacation days shall be made to an employee's estate in the event of the employee's
death. All payment for vacation days not used shall be based on the current rate of pay.

10. An employee who leaves a position in the Bargaining Unit for another full-time position
in the College shall be allowed to transfer the employee's vacation account to the
employee's new position, provided the new position is not in the Wayne County Commu-
nity College Federation of Teachers Bargaining Unit. If the new position is as an employee
in the above named Bargaining Unit, the employee shall be paid for any unused vacation
days as outlined in Paragraph 9 above.

11. An employee shall be paid vacation pay prior to the employee's departure on vacation,
provided the employee gives the Payroll Department at least fifteen (15) calendar days
advance notice.



ARTICLE XXII
HOLIDAYS

A. Each regular, full-time employee shall be paid one day's pay for each holiday listed below,
provided the employee was scheduled to work during the pay period in which the holiday
occurs.

B. The following are the paid holidays for fiscal years:
1. FISCAL YEAR 1992-93
July 3, Friday - Day Before Independence Day
September 7, Monday - Labor Day
November 26, Thursday - Thanksgiving Day
November 27, Friday - Day After Thanksgiving

December 18, Wednesday* - Last Day of Work
December 24, Thursday - Christmas Eve
December 25, Friday - Christmas Day
December 31, Thursday - New Year's Eve
January 1, Friday - New Year's Day
January 4, Monday* - First Day of Work
January 18, Monday - Martin Luther King's Birthday
March 12, Monday - Winter Break
April 9, Friday - Good Friday
May 14, Friday - Sojourner Truth Day
May 31, Monday - Memorial Day

2. FISCAL YEAR 1993-94
July 5, Monday - Independence Day
September 6, Monday - Labor Day
November 25, Thursday - Thanksgiving Day
November 26, Friday - Day After Thanksgiving
December 17, Friday* - Last Day of Work
December 24, Friday - Christmas Eve
December 25, Saturday - Christmas Day
December 31, Friday - New Year's Eve
January 1, Saturday - New Year's Day
January 3, Monday* - First Day of Work
January 17, Monday - Martin Luther King's Birthday
March 25, Monday - Winter Break
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April 1, Friday - Good Friday
May 13, Friday - Sojourner Truth Day
May 27, Monday - Memorial Day

3. FISCAL YEAR 1994-95
July 4, Monday - Independence Day
September 5, Monday - Labor Day
November 24, Thursday - Thanksgiving Day
November 25, Friday - Day After Thanksgiving
December 16, Friday* - Last Day of Work
December 23, Friday - Christmas Eve
December 26, Monday - Christmas Day
December 30, Friday - New Year's Eve
January 2, Monday - New Year's Day
January 4, Wednesday* - First Day of Work
January 16, Monday - Martin Luther King's Birthday
March 23, Monday - Winter Break
March 24, Friday - Sojourner Truth Day
April 14, Friday - Good Friday
May 29, Monday - Memorial Day

C. Whenever a state or federal statute requires that any of the above holidays be observed on the
day or date other than as set forth above, the holiday shall be observed on the day or date
prescribed by the controlling statute, except that any holiday falling on a Saturday or Sunday
shall be observed on the respective Friday or Monday.

D. Should any of the above holidays occur during an employee's scheduled vacation, he shall
receive one (I) additional day of paid vacation for that holiday(s).

E. In the event an employee is required to work on a scheduled holiday, such time shall be
credited on an hour for hour basis to the employee.'s vacation account.

F. If a holiday falls on a day that a part-time employee is scheduled to work, that employee shall
be permitted to make up lost hours of work within that pay period based on verifiable depart-
mental/campus needs. Hours of work lost during the Christmas shut down period may not be
made up.

*Dates designated above as "First Day of Work" or "Last Day of Work" shall not be considered
paid holidays.



ARTICLE XXIII
FRINGE BENEFITS

A. INSURANCE

With the exception of Workers' Compensation, only full-time employees in the Bargaining
Unit shall be granted coverage by the following insurance programs. Commencement and
duration of coverage and amount and nature of benefits shall be governed by the terms of the
group insurance policy and the rules and regulations of the carrier.

1. Group Life Insurance

The Employer agrees to pay the necessary premiums to provide a group term life insur-
ance policy with an accidental death rider of equal to twice the employee's annual salary to
the nearest multiple of $1,000 not to exceed a maximum of $50,000.

2. Short Term Disability Insurance

The Employer agrees to pay the necessary premiums to provide a short term sickness and
accident disability policy for each full-time employee providing for twenty six (26) weeks
disability pay at two thirds (2/3) of weekly salary to a maximum of $250 per week.

3. Long Term Disability Insurance

The Employer agrees to pay the necessary premiums to provide long term disability
insurance in the amount of sixty five percent (65%) of the Bargaining Unit member's
salary not to exceed $1,200 per month. Disability benefits shall commence the twenty ninth
(29th) week of total disability or to age sixty five (65) whichever occurs first. During the
time of total disability, there shall be excluded from the non-duplication offset any social
security benefits in excess of those in effect at the time of disability.

4. Medical Insurance

The Employer agrees to pay the necessary premiums to provide at the employer's option
either the Metro Health Plan (Plus Program) or the Blue Cross/Blue Shield Plan (MVF-2
with Master Medical Option IV and Non-Deductible Prescription Drug Rider) or any other
comparable plan for each full-time employee, spouse, and dependent children.
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5. Dental Insurance

Bargaining Unit members may participate in the Delta Dental Plan or comparable plan as
provided by the Employer. The dental plan provides in most cases payment of ninety
percent (90%) of the cost for dental care (90/90/50) up to a maximum of $800.00 in one
year for each full-time employee, the employee's spouse, and dependent children.

6. Optical Insurance

The Employer agrees to pay the necessary premiums to provide each full-time employee,
his spouse, and dependent children, with the Basic Plan of Cooperative Services, Inc.,
Heritage Optical, or a comparable plan, provided said plan does not exceed $65 per annum
per employee.

7. Workers' Compensation

Workers' Compensation Insurance shall be carried by the Employer as required by the
Michigan Workers' Compensation Act.

B. OTHER FRINGES

1. Tax Sheltered Annuity Program

The Employer shall make available to all full-time employees an approved tax sheltered
annuity program. The Employer shall provide no more than five (S) vendors to provide the
tax sheltered annuity service. Each employee shall notify the appropriate administrator of
their designation of vendor.

2. Retirement Fund

The Employer shall assume the cost of each Bargaining Unit member's contribution to the
Michigan Public School Employees Retirement Fund.

3. Courses at the College

The Employer shall issue tuition waivers for each employee for courses taken at the
College by the employee, the employee's spouse, and dependent under the age of twenty
five (25).



4. Unemployment Insurance

Unemployment insurance shall be carried by the Employer as required by Michigan law.

5. Medical Insurance - Laid-Off Employees

A laid-off Bargaining Unit member may continue medical insurance as provided by law.

53



54

ARTICLE XXIV
MILEAGE AND PARKING

A. The Employer shall reimburse each employee in the Bargaining Unit for the following
expenses directly associated with the employee's official duties, provided the expenses are
approved by the employee's immediate supervisor.

1. The Employer shall reimburse an employee twenty-nine (29~) cents per mile or the current
rate in effect allowed by Internal Revenue Regulations Tax Code 162, whichever is higher,
for every mile traveled in the performance of the duties when the employee uses his own
automobile. Travel to and from the employee's home is explicitly excluded from this
provision.

2. The Employer shall reimburse an employee for parking fees paid while on regularly
scheduled assignments for the Employer provided receipts for said fees do not exceed Six
Dollars ($6) per occurrence and receipts are submitted for same to the appropriate adminis-
trator. The Employer shall continue to provide parking without charge at the employee's
major center of employment.



ARTICLE XXV
MISCELLANEOUS

A. UNION MEETINGS

The Union shall be permitted the use of College facilities for regular and special business
meetings of the Union without charge, provided the Union secures permission from the Chief
Administrative Officer of the Administrative Division or designee, and provided said meetings
are not conducted during normal work hours and conform to all regulations as established.

B. TEACHING

Bargaining Unit members employed in the Instructional Division may be required to teach
two (2) courses per semester as part of their job responsibilities. The College, whenever
possible, shall give three (3) weeks notice to any member that is to be required to teach in any
given school semester. Any member required to teach shall choose the class within the
member's department that they are qualified to teach provided said assignments are consistent
with assignment priorities as listed in the existing American Federation of Teachers Master
Agreement.

C. REST AREA

A central rest area shall be provided for use by the Bargaining Unit employees.

D. HEALTH AND SAFETY

The Employer shall make reasonable provisions for the health, safety, and first aid of its
employees during hours of employment.

E. UNION ACTIVITIES NO STRIKE - NO LOCKOUT

The parties fully recognize that the status of the State of Michigan confer upon public
employees and their organization, not only certain rights and privileges, but also certain duties
to maintain and continue the function of government, in this case the operation of the public
schools, without interruption or interference due to strikes or lockouts.

The Union agrees for itself and its individual members that during the term of this Agreement
none of its officers or members shall instigate, authorize, call, support, maintain, or take part
in any strike. The Employer agrees that during the term of this Agreement there will not be a
lockout.
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F. RETIREMENT

Retirement from College service is subject to Article IV, Conformity to Law. A Bargaining
Unit member who wishes to continue to work for the College beyond their seventieth (70th)
birthday must successfully complete a physical examination by a physician designated by the
Employer. Each Bargaining Unit member shall be required on a year-to-year basis to success-
fully complete a physical examination in order to continue to work at the College. The
physical examination shall be paid for in full by the Employer. The employee at his own
expense may select an additional examiner if the employee disagrees with the diagnosis of the
Employer's physician. In the event the examiners differ upon the final diagnosis, the parties
shall employ a third physician selected by the first two physicians whose diagnosis shall be
binding on the parties. The parties shall split the cost of this final examination.



ARTICLE XXVI
SALARY SCHEDULES

A. FULL-TIME SALARY SCHEDULES

1. The salaries of full-time Union employees covered by this Agreement shall be as follows
with Incremental Steps beginning each July 1st:

1991-92
Step 1 Step 2 Step 3 Step 4 Step 5

A-I 20,938 22,097 23,258 24,418 25,578
A-2 24,654 25,813 26,973 28,134 29,295
A-3 28,370 29,529 30,690 31,850 33,010
A-4 32,086 33,247 34,407 35,566 36,727
A-5 35,801 36,962 38,122 39,281 40,441

B-1 38,284 39,830 41,379 42,926 44,474
B-2 42,003 43,549 45,097 46,644 48,190
B-3 45,717 47,265 48,811 50,359 51,906
B-4 49,433 50,980. 52,526 54,075 55,622
B-5 53,151 54,698 56,244 57,791 59,339
B-6 56,870 58,417 59,963 61,510 63,057

1993-94
Step 1 Step 2 Step 3 Step 4 Step 5

A-I 21,985 23,202 24,421 25,639 26,857
A-2 25,887 27,104 28,322 29,541 30,760
A-3 29,789 31,005 32,225 33,443 34,661
A-4 33,690 34,909 36,127 37,344 38,563
A-5 37,591 38,810 40,028 41,245 42,463

B-1 40,198 41,822 43,448 45,072 46,698
B-2 44,103 45,726 47,352 48,976 50,600
B-3 48,003 49,628 51,252 52,877 54,501
B-4 51,905 53,529 55,152 56,779 58,403
B-5 55,809 57,433 59,056 60,681 62,306
B-6 59,714 61,338 62,961 64,586 66,210
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1994-95
Step 1 Step 2 Step 3 Step 4 Step 5

A-I 22,864 24,130 25,398 26,665 27,931
A-2 26,922 28,188 29,455 30,723 31,990
A-3 30,981 32,245 33,514 34,781 36,047
A-4 35,038 36,305 37,572 38,838 40,106
A-5 39,095 40,362 41,629 42,895 44,162

B-1 41,806 43,495 45,186 46,875 48566
B-2 45,867 47,555 49,246 50,935 52624
B-3 49,923 51,613 53,302 54,992 56681
B-4 53,981 55,670 57,358 59,050 60,739
B-5 58,041 59,730 61,418 63,108 64,798
B->6 62,103 63,792 65,479 67,169 68,858

2. Experience shall mean experience at Wayne County Community College with the Bargain-
ing Unit.

3. Experience shall be recorded on a fiscal year basis, July 1 through June 30. A full year's
experience shall be granted to employees hired prior to January 1 of the fiscal year. A
Bargaining Unit member's Entered On Duty (E.O.D.) date shall be the employee's actual
first day of work.

4. When an employee is promoted to a classification in a higher pay grade, an employee shall
be paid the appropriate rate within that pay grade that reflects no less than a ten (10%)
percent increase over and above the employee's current rate or the minimum of the new
classification, whichever is greater.

B. PART-TIME HOURLY SALARY SCHEDULES

1. The hourly rates of part-time Union employees covered by this Agreement shall be as
follows with Incremental Steps each July 1st:

1992-93
Step! Step 2 Step 3

P I 6.90 7.05 7.20
P2 9.02 9.17 9.32
P3 11.67 11.82 11.97
P4 14.33 14.48 14.63



1993-94
Step! Step 2 Step 3

PI 7.25 7.40 7.56
P2 9.47 9.63 9.79
P3 12.25 12.41 12.57
P4 15.05 15.20 15.36

1994-95
Step! Step 2 Step 3

P 1 7.54 7.71 7.86
P2 7.85 10.02 10.18
P3 12.75 12.91 13.07
P4 15.65 15.81 15.98

2. Experience shall mean experience at Wayne County Community College with the Bargain-
ing Unit

3. Experience shall be recorded on a fiscal year basis, July 1 through June 30. A full year's
experience shall be granted to employees hired prior to January 1 through June 30. A full
year's experience shall be granted to employees hired prior to January 1 of the fiscal year.
A Bargaining Unit member's Entered On Duty (E.O.D.) date shall be the employee's actual
first day of work.

C . TUITION AND PROFESSIONAL REIMBURSEMENT

1. The parties to this Agreement support the principle of continuing education for members of
the Bargaining Unit. Accordingly, the Employer agrees to reimburse each full-time member
of the Bargaining Unit for any course taken by such member that leads to a degree and is
job related, in any amount not to exceed the sum of $600.00 per employee per year.

2. In order to be reimbursed for tuition, conference attendance, or membership in professional
organizations, each Bargaining Unit member must submit a Prior Approval Request Form
to the Human Resource Office no later than June 15 of each contract year. The Human
Resource Office within five (5) working days will approve and disapprove requests in
accordance with guidelines in Article XXVI, Section C.l. Any Prior Approval Request
Form submitted after June 15 will, if approved, be charged against the Bargaining Unit
member's Tuition and Professional Reimbursement entitlements for the next co'ntract year.

3. Each full-time Bargaining Unit member to be reimbursed for tuition must submit to the
Human Resource Office evidence of payment and satisfactory completion of any approved
course in order to receive reimbursement. Similarly, each Bargaining Unit member to be
reimbursed for professional conferences, fees, for memberships must submit evidence of
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attendance at conferences or membership in organizations and receipts for expenditures in
order to receive reimbursement. The required evidence must be submitted no later than
July 15 of each contract year.

4. All reimbursements for tuition, conferences, fees, or memberships shall be made to the full-
time Bargaining Unit member within thirty (30) calendar days after submission as stipu-
lated in Article XXVI, C.l.



ARTICLE XXVII
COMPENSATION IN A HIGHER CLASSIFICATION

A. When a full-time employee in the Bargaining Unit is employed in a higher classification on an
interim basis or temporary assignment, he shall be compensated according to the base rate for
the higher classification or ten percent (10%) above his own rate, whichever is greater. When a
full or part-time employee in the Bargaining Unit is assigned additional duties, he shall be
compensated at 10% above his own rate. Such compensation shall begin the first day of the
interim assignment or temporary job assignment and shall continue for the duration of the
assignment.

B. When the employee returns to the classification he held prior to the interim or temporary
assignment, he shall be compensated according to the rate then in effect in his classification.
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ARTICLE XXVIII
INTERIM APPOINTMENT, TEMPORARY JOB ASSIGNMENT, AND

THE TEMPORARY ASSIGNMENT OF ADDITIONAL DUTIES

A. INTERIM APPOINTMENTS
In the event it becomes necessary to fill a position on an interim basis prior to its being filled
by a permanent employee, the Employer and the Union agree to the following procedures:

1. The interim appointment and the official posting of the position will occur simultaneously.

2. The Union shall be informed in writing by the Manager of Labor Relations of any interim
appointment. Any employee appointed to an interim position must consent to same in
writing. Primary consideration shall be given to Bargaining Unit members for an interim
appointment.

3. In filling a full-time Bargaining Unit position on an interim basis, such position will be first
offered to qualified full-time Bargaining Unit members before being filled by a person
outside the Bargaining Unit.

4. In filling a part-time Bargaining Unit position on an interim basis, such position will first
be offered to qualified part-time Bargaining Unit members before being filled by an
individual outside the Bargaining Unit.

5. Said appointment shall consist of no more than six 6) months in duration. There shall be
only one six (6) month interim appointment period for any vacant position. If at the end of
the six month interim period a position is not filled, posting and hiring for this position
shall be in accordance with Article XVII, Vacancies, unless the position is placed on hold
or abolished.

6. If the position remains unfilled by a permanent employee at the end of the six (6) month
interim appointment, the interim appointee shall fill the position on a permanent basis or
return to his former position. However, no interim appointee after six months will be
allowed to fill the interim position on a permanent basis if the appointee does not possess
the minimum qualifications for the job.

7. An interim appointee shall be compensated in the manner indicated in Article XXVII,
Compensation in a Higher Classification, while employed in an interim position.



8. An interim appointment shall be evaluated in the manner indicated in Article XI, Section B.
2., Evaluations. In the event an interim appointee receives a negative evaluation, the
employee has the option of immediately returning to the employee's former position. A
negative evaluation in an interim position shall not be made part of the employee's person-
nel file. Further, it is specifically understood and agreed that the contract status of an
interim appointee shall in no way be affected by an interim appointment.

9. In the event an employee outside the Bargaining Unit is appointed to an interim position
within the Bargaining Unit, the provisions of Article VII, Section 2, Agency Shop, shall
obtain.

B. TEMPORARY JOB ASSIGNMENT

In the event it becomes necessary to temporarily fill a position because of a Bargaining Unit
member's absence for any reason, the Association and the Employer agree to the following
procedure:

1. The Association shall be informed in writing by the Manager of Labor Relations of any
temporary job assignment. Any employee assigned to a temporary job must consent to
same in writing.

2. In filling full-time temporary job assignments as described in this Article such jobs will
first be offered to qualified full-time Bargaining Unit members before being filled by an
individual outside the Bargaining Unit. In filling part-time job assignments as described in
this Article, such jobs will first be offered to qualified part-time Bargaining Unit members
before being filled by an individual outside the Bargaining Unit.

3. A temporary job assignment shall not exceed six (6) months unless mutually agreed to by
both the Association and the Employer.

4. A negative evaluation while filling a temporary job assignment shall not be made part of an
employee's personnel file.

5. An employee shall be compensated in the manner indicated in Article XXVII, Compensa-
tion in a Higher Classification, while employed in a temporary job assignment.

6. A temporary job assignment shall not be offered to any currently employed Bargaining Unit
member or outside individual while any Bargaining Unit member qualified to fill the
temporary job assignment remains on layoff. The Employer shall recall any laid off
Bargaining Unit who is qualified to fill such a temporary job assignment.
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C. TEMPORARY ASSIGNMENT OF ADDITIONAL DUTIES

In the event the Employer assigns extra duties to a Bargaining Unit member for any reason,
the following criteria shall obtain:

1. The assignment shall be reduced to writing and shall not exceed one (1) year.

2. A negative evaluation while performing extra temporary duties shall not be made part of
the employee's personnel file.

3. An employee shall be compensated in the manner indicated in Article XXVII, Compensa-
tion in Higher Classification, while performing additional duties.

4. Additional duties may not be assigned to Bargaining Unit members while any Bargaining
Unit member qualified to perform those duties remains laid-off. The Employer shall recall
any laid-off Bargaining Unit member who is qualified to perform needed job duties before
the temporary assignment of additional duties, as described in this Article.



ARTICLE XXIX
JOB UPGRADING

A. Any member of the Bargaining Unit may petition for a job upgrading. Job upgrading shall
take the form of movement from a lower job classification, as said job classifications are
established in the salary schedule, to a higher job classification at no reduction of pay. The
process for job upgrading shall be as follows:

1. A Bargaining Unit member must submit in writing to his immediate supervisor a request
for job upgrading along with supporting reasons.

2. Within five (5) working days, the Bargaining Unit member's supervisor must forward the
request along with a recommendation to the Division Head. Within ten (10) working days
the Division Head must convene a committee made up of himself/herself, a representative
of the Professional and Administrative Association/Union, the member's immediate
supervisor, and the Manager of Labor Relations. This committee shall study both the
request and the recommendations of the Division Head. As the majority vote of the
committee so dictates, the Division Head either makes a recommendation to the President
for job upgrading or denies the request.

3. If the petition is not approved, a Bargaining Unit member may appeal within five (5)
working days directly to the President.

4. After receiving recommendations from the upgrading committee, the President or his
designee will forward a recommendation to the Board of Trustees and notify the Union of
any disapproval within sixty (60) calendar days. Upon approval by the Board of Trustees,
said upgrading shall be retroactive to the date of the President's recommendation for same.

5. This provision on job upgrading shall not be subject to the grievance procedure. The
decision of the President is final, and the Union waives any and all rights of recourse.
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ARTICLE XXX
RELEASE TIME

A. The following officials of the Association shall be granted reasonable release time for han-
dling matters pertaining to this Agreement without suffering loss of earnings, provided that in
all cases the official's supervisor or his designee is given proper written notice.

1. The Employer shall recognize the President as the Association's Chief Executive Officer
and shall grant reasonable release time to the President to handle matters pertaining to the
Association and to meet with the Manager of Labor Relations as needed.

2. The Employer shall recognize the three (3) member Negotiating Committee as representa-
tives of the Association and agrees to negotiate with this committee as the representative of
its employees covered by this Agreement. Reasonable release time shall be granted to the
Negotiating Committee to handle matters related to contract interpretation and negotia-
tions.

3. The Employer shall recognize a three (3) member Grievance Committee which will be
granted reasonable release time for investigation and processing of grievances through
arbitration, if needed.

4. The Employer shall recognize the Executive Board and Committee as the governing bodies
of the Association and shall grant reasonable release time to attend monthly board/commit-
tee meetings.

5. The Employer shall recognize an Association Steward to serve as a Federation representa-
tive from each campus and the Central Administration Building. Reasonable release time
shall be granted to Stewards for investigating, adjusting and reporting possible grievances
and for handling other local matters pertaining to this Agreement.

B. It is understood that the use of release time by Association Officials will not adversely effect
an individual's performance of their job duties over time.



ARTICLE XXXI
WAIVER

The parties acknowledge that during the negotiations which resulted in this Agreement,
each had the unlimited right and opportunity to make demands and proposals with respect to any
subject or matter not removed by law from the area of collective bargaining, and that understand-
ings and agreements arrived at by the parties after the exercise of that right and opportunity are
set forth in this Agreement. Therefore, the Employer and the Union, for the life of this Agree-
ment, each voluntarily and unqualifiedly waives the right, and each agrees that the other shall not
be obligated, to bargain collectively with respect to any subject or matter referred to or covered
in this Agreement, or with respect to any subject or matter not specifically referred to or covered
in this Agreement, even though such subjects or matters may not have been within the knowledge
or contemplation of either or both of the parties at the time that they negotiated or signed this
Agreement.
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APPENDIX A - #1 - PAA/MFT
FULL-TIME- SALARY GRADE AND
JOB CLASSIFICATION SCHEDULE

Salary Job
Grade Classification

A-I
- Lab Assistant

A-2
- Assistant Education Services Coordinator
- Assistant Learning Resources Coordinator
- Budget Assistant
- DALNET Computer/Media Assistant

A-3
- Associate Manager
- At Risk Coordinator
- Buyer
- Contracted Training Coordinator
- Continuing Education Coordinator
- Graphic Arts & Publication Specialist
- Multicultural Recruitment Specialist (Bilingual)
- Nursing Laboratory Coordinator
- Occupational Training Program Specialist
- Operations Manager
- Outreach Coordinator
- Placement Specialist
- Research Coordinator

A-4
- Academic Computer Lab Coordinator
- Alumni Affairs Coordinator
- Assistant Academic Support Services Coordinator/Special Needs
- Budget Analyst
- Communications Coordinator
- Coordinator of Admissions



A-5

B-1

- Coordinator of Academic Support Programs
- Coordinator of Career Planning and Placement
- Coordinator of Institutional Research
- Coordinator of Service Operations
- Lead Computer Operator
- Learning Resources Coordinator
- Accountant Assistant
- Academic Support Specialist (Bi-Lingual)

- Accountant
- Auxiliary Services Coordinator
- Developmental Nursing Education Leader
- Educational Services Supervisor
- Manager of Career and Technical Education
- Manager of Central Stores
- Manager of Special Populations
- Mechanical Operations Manager
- Micro Computer Specialist
- Multi-Cultural CoordinatorlBilingual
- Network Specialist
- Production Control Supervisor
- Telecommunications Specialist
- Scheduling Coordinator

- Articulation Director
- Assistant Registrar/Admissions Administrator
- Budget Specialist
- Coordinator of Financial Aid
- Coordinator of Special Populations
- Director of Academic Computing
- Director of Career Planning and Placement
- Director of Evening Programs
- Director of Hispanic Affairs
- Director of Student Activities
- Grant Specialist
- Health Services Administrator
- Honors Program Coordinator
- Manager of Telecommunications
- Media Specialist
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B-2

B-3

B-4

- Nursing Program Coordinator
- Physical Plant Manager
- Program Director - Business
- Program Director - CuI inary Arts
- Program Director - Dental Hygiene
- Program Director - Dietetics
- Program Director - Electronics
- Program Director - Emergency Medical Technology
- Program Director - Gerontology
- Program Director - Heating, Ventilation and Air Conditioning
- Program Director - Occupational Therapy Assistant
- Program Director - Urban Teacher
- Senior Research Analyst
- Testing Administrator

- Accounting Supervisor
- Business Manager
- Manager of Cooperative Education
- Payroll Supervisor
- Restricted Fund Accountant
- Senior Assessment Analyst

- Admissions Administrator
- Applications Lead Analyst Programmer
- Director of Academic Support Programs
- Director Community Education
- Director of Corporate Services
- Director of Financial Aid
- Director of Marketing and Public Information
- Director of Student Services
- Senior Program Analyst

- Applications Project Leader Development
- Asst Western Campus Administrator
- Director of Purchasing
- Director of Learning Resources



B-5

B-6

- Department Head/Allied Health Programs
- Department Head/BusinesslInformation Systems
- Department Head/Electronics
- Department Head/Human & Community Development
- Department Head/Humanities
- Department Head/Life and Physical Science
- Director of Health Occupations Division
- Director of Nursing
- Director of Special Populations
- Executive Director of Student Services
- Manager Applications System
- Manager Of Libraries
- Registrar

- Director of Management Information Systems
- Technical Director
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P-l

P-2

P-3

P-4

APPENDIX A - #2 - PAA/MFT

PART-TIME SALARY
GRADE AND JOB CLASSIFICATION SCHEDULE

- Blind Advocate
- Research Assistant

- Assistant Project Coordinator
- Computer Laboratory Assistant
- Special Needs Analyst
- Instructional Aide
- Minority Language Implementor
- Sign Language Interpreter
- Special Populations Assistant
- Tutor

- Facility Coordinator
- Financial Aid/Loan Packager Specialist
- LRC Assistant
- Senior Research Analyst
- Adaptive Equipment Specialist

- Career Planning and Placement Specialist
- Project Coordinator
- Remedial Services Coordinator
- Senior Supervising Tutor
- Student Activities Specialist
- Student Services Specialist
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APPENDIXBName

CI ofassl lcatIon
RATING

Date

ADMINISTRATIVE PERFORMANCE APPRAISAL
Form 1

Principal Responsibilities and Specific Goals
::>--

::>--
....
0.... U0

C U <£:~ "0 <£: .~Q) 0 .~ ~
to> 0 ~ <Il
>< 0 c:

Appraisal Factor Performance Incidents and Evaluation ~ U) ~

Uverall pertormance



RATING

PERSONAL FACTORS AFFECTING PERFORMANCE
>;-

General Traits and Job Application ....
:>. 0.... t)

c 0 ~t)~ ~ .~
~ "0 .~ ~
(,) 0 en

Appraisal Factor Performance Incidents and Evaluation >< 0 ~ c:
LIJ 0 t/) ::>

ATTITUDE
Employee's viewpoint toward the College, job,
subordinates, superiors, and colleagues where
they may have a bearing on job performance.

DEPENDABILITY
The extent to which the employee can be relied
upon to execute assignments and to advise
superiors and colleagues of problems, status
and accomplishment.

RELATIONSHIP WITH OTHERS
Employee's cooperation with other personnel,
ability to gain the confidence and cooperation
of others, effectiveness in presenting, commu-
nicating and selling facts and ideas.

JOB KNOWLEDGE
The degrees to which employee has the
knowledge necessary to perform the job.

ANALYTICAL ABILITY AND JUDGEMENT
Employee's ability to grasp the essentials of
problems, to evaluate the facts and alternate
solutions, and to arrive at sound courses of action.



NAME RATING

>.

>. 0
l- t)

-= 0 ~t)~ ~ .~
~ "0 .~ ~
u 0 ell

Appraisal Factor
)( 0 ~ c

Performance Incidents and Evaluation tJJ 0 C/) ::>

INITIATIVE
Employee's ability to move ahead without
detailed direction.

PLANNING
Employee's ability to plan the goals of the
appropriate component and to plan the methods
and programs for accomplishing these goals.

ORGANIZATION
Employee's ability to organize the appropriate
component and to assign clear areas of
responsibility to subordinates.

STAFFING
Employee's ability to determine the type and
numbers of personnel required to perform
effectively, and to attract and select the right
personnel for each position.

DELEGATION
Employee's ability to give authority to
appropriate levels of subordinates to make
decisions regarding the execution of their jobs.



This form should point out the areas of concern and praise for the administrator.
Written comments are welcomed and are intended for the improvement of the
Administrator's performance. This form will address itself to:

Form III

3. Recommendations

Signed

4. Rationale for rating (form #1 and #II

Wayne County Community College
Administrative Performance Appraisal

2. Methods of improvement

1. Potential of Administrator

Date reviewed with employee:

Reviewed by

Date
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Number

FORMAL GRIEVANCE

WAYNE COUNTY COMMUNITY COLLEGE

77

Violation
5

Appendix C

Violation
4

Date

SS#

Violation
3

Violation
2

PROFESSIONAL AND ADMINISTRATIVE ASSOCIATION

Violation
1

Page

Date

Sub-Section

Section

Article

I. Facts Leading to Grievance

Provision of Master Agreement alledgedly violated:

Employee's position

Employee's name



II. ACTION TAKEN PURSUANT TO PREGRIEVANCE PROCEDURE:

Formal
Grievance
Number:
Page 2

7X

o Met with Supervisor - No Resolved

o Met with Supervisor - Resolved

o Unable to Meet with Supervisor

o Other (Explain)

III. GRIEVANCE:

IV. RELIEF DEMANDED:

V. DISPOSITION:

Presented by:
P&AA Grievance Chairperson

Received by:

Reviewed by:

Date:

Date:

Date:



WAYNE COUNTY COMMUNITY COLLEGE
MEMORANDUM OF UNDERSTANDING #1
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~ -. L2.. -9 L.
Dated

~ -Lc..-CfL
Dated

Vice President For Finance

ON BEHALF OF THE WAYNE COUNTY
COMMUNITY COLLEGE BOARD

OF TRUSTEES

2.. -z.. - 7 2...
Dated

f2c ~ci
Richard E. Lightbody,

Chief Negotiator

~y ~iR~::AJJL
b . ""2...""2-. CC 2-

Dated

ON BEHALF OF THE PROFESSIONAL
AND ADMINISTRATIVE

ASSOCIATION

This Memorandum of Understanding executed by and between Wayne County Community
College Board of Trustees (hereinafter referred to as the "Board"), and the Wayne County
Community College Professional and Administrative Association/MIT Local 4467 (hereinafter
referred to as the "Union"), whereas the above mentioned parties agree as follows:
1. The parties agree to delay negotiations regarding Article XXVI, Salary Schedule, until January

1,1993.
2. It is understood that the salary percent increase agreed to will be no less than the salary percent

increase received by other bargaining units during the life of this Agreement.
3. Salary percent increase is defined as total money received in improvements.
4. The parties further agree to initiate meetings on January 1, 1993, to discuss specifically a

cafeteria menu plan for fringe benefits that will better meet employee's needs and realize
savings for the College.



WAYNE COUNTY COMMUNITY COLLEGE
MEMORANDUM OF UNDERSTANDING #11

This Memorandum of Understanding executed by and between Wayne County Community
College Board of Trustees (hereinafter referred to as the "Board"), and the Wayne County
Community College professional and Administrative AssociationIMFT Local 4467 (hereinafter
referred to as the "Union"), whereas the above mentioned parties agree as follows:

The parties agree that the Union will refrain from requesting compensation for temporary
assignments (Article XXVIII section B.) for a period of three (3) months in the following specific
instances:
1. For a period of sixty-three (63) work days beginning July 1, 1992, for employees directly

involved in or affected by the cut-over of the new computer financial software system.
2. For a period of sixty-three (63) work days beginning December 1, 1992, for employees

directly involved in or affected by the cut-over of the new student services computer software
system.

3. For a period of sixty-three (63) work days beginning January 1, 1993, for employees directly
involved in or affected by the cut-over of the new payroll computer software system.

During these three month moratorium periods, the College and Union shall meet to review,
discuss, and when needed, jointly develop job descriptions that reflect changes in duties, respon-
sibilities, job classifications and pay grades of existing jobs. New job descriptions will be
effective no later than ninety (90) work days from the start of the moratorium periods.
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ON BEHALF OF THE PROFESSIONAL
AND ADMINISTRATIVE

ASSOCIATION

~~rY~~:::;U
~-""2-2.-12-

Dated

RL~Q ~,07~ZI~
Richard E. Lig tbody:

Chief Negotiator

c&-'2-~-cr-2...
Dated

ON BEHALF OF THE WAYNE COUNTY
COMMUNITY COLLEGE BOARD

OF TRUSTEES

6-"'2.'2 -?2-
Dated

Vice President For Finance

6"-'2.~-9L
Dated



WAYNE COUNTY COMMUNITY COLLEGE
MEMORANDUM OF UNDERSTANDING # III

This Memorandum of Understanding executed by and between Wayne County Community
College Board of Trustees (hereinafter referred to as the "Board"), and the Wayne County
Community College Professional and Administrative AssociationJMFf Local 4467 (hereinafter
referred to as the "Union"), whereas the above mentioned parties agree as follows:

The parties agree that Association official's use of release time, as outlined in Article XXX
of this Agreement, shall be recorded on College Time Sheets, provided officials of all other
Bargaining Units at the College also agree to record their use of release time on College Time
Sheets.
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tP - 2. .... - 72-
Dated

, - 2.. '2... - ~ "2-
Dated

Vice President For Finance

ON BEHALF OF THE WAYNE COUNTY
COMMUNITY COLLEGE BOARD

OF TRUSTEES

6- 2,~- 9;)-.
Dated

Rc. l..-d ~. O?" ZI~
Richard E. Liglrlbody,

Chief Negotiator

~ ~u:;;..~JJL
G - 2. '2-- fL.

Dated

ON BEHALF OF THE PROFESSIONAL
AND ADMINISTRATIVE

ASSOCIATION
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WAYNE COUNTY COMMUNITY' COLLEGE
MEMORANDUM OF UNDERSTANDING #IV

This Memorandum of Understanding executed by and between Wayne County community
College Board of Trustees (hereinafter referred to as the "Board"), and the Wayne County
Community College Professional and Administrative Association/MFr Local 4467 (hereinafter
referred to as the "Union"), whereas the above mentioned parties agree as follows:
1. The College agrees that part-time employees who have completed one (I) year of employment

shall be provided leave time according to the following formula:

Hours of Work Earned
Per Week Leave Hours

1992 - 1993 20 - 30 40
10 - 19 24

9 - Below 8

1993 - 1994 20 - 30 48
10-19 3

9 - Below 12

1994 - ]95 20 - 30 56
10-19 40

9 - Below 16

2. The College agrees that five (5) days of leave is equal to forty (40) hours; six (6) days of leave
is equal to forty-eight (48) hours; and seven (7) days of leave is equal to fifty-six (56) hours.

3. The College agrees to minimally charge four (4) hours for each use of leave.
4. The College agrees that all leave is accrued and available for use on July 1st of each contract

year.
5. The College agrees that all part-time employees who have not completed one (I) year of

employment by July 1st will be provided prorated leave, available for use on the date that one
(I) year of employment is completed.

6. The college agrees that part-time employees must work a minimum of forty-eight (48) weeks
per year to accrue maximum leave hours. All part-time employees working less than forty-
eight (48) weeks per year will have leave hours prorated accordingly.



WAYNE COUNT COMMUNITY COLLEGE
MEMORANDUM OF UNDERSTANDING #IV (cont.)
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f/-2/-rz
Dated

Lj-.?/, tv
Dated

Vice President For Finance

ON BEHALF OF THE WAYNE COUNTY
COMMUNITY COLLEGE BOARD

OF TRUSTEES

~glJ,P;;~~U
~~Z/~ f"!/
Dated

f2c~ci ~p~a~
Richard E. Lig ody,

Chief Negotiator

ON BEHALF OF THE PROFESSIONAL
AND ADMINISTRATIVE

ASSOCIATION

7. The college agrees that in calculating prorated leave, standard mathematical rounding proce-
dures will be used to arrive at whole number of hours.



WAYNE COUNT COMMUNITY COLLEGE
MEMORANDUM OF UNDERSTANDING #V

Ths memorandum of understanding, executed by and between Wayne County Community
College Board of Trustees (hereinafter referred to as the Board), and the Wayne County Commu-
nity College Professional and Administrative AssociationJMFr Local 4467 (hereinafter referred
to as the Union), whereas the above mentioned parties agree as follows.
1. That the P&AA agrees to allow the following listed individuals that perform the duties of

Program Director until December 17, 1993 for the purpose of completing self-studies and
other essential documents related to program accreditation:

Courtney Atlas - Dietetic Technician
JoAnn Nyquist - Dental Hygiene
Joyce Packer - Occupational Therapy Assistant

2. The College agrees to pay all lost union dues, as stipulated by the July 1993 settlement, no
later than October 15, 1993. The College also agrees to make timely dues deductions for those
individuals performing the duties of Program Director through December 17, 1993.

3. The College agrees all program director positions, as stipulated in the grievance settlement of
July 1993, be posted no later than September 30, 1993 and be filled at the pay grade B-l.

4. That the College agrees when filling the Program Director positions, or making interim
appointments prior to filling these positions to follow the appropriate articles of our contrac-
tual agreement in Good Faith.

5. That the College agrees a P&AA member, selected by the President of the Local, will sit on
the Program Director selection committees for the purpose of reviewing the applications and
monitoring the selection process.

6. The parties agree that the purpose of this memo is to address specific accreditation needs of the
College, is for one time only, and sets no precedent.

Cf ;'/tJ"' r3
Dated

Vice President For Finance

ON BEHALF OF THE WAYNE COUNTY
COMMUNITY COLLEGE BOARD

OF TRUSTEES

q~/o"'15
Dated

f(?c. ~ci ~ c7/ Z'I ~
Richard E. Ligk'tbody,

Chief Negotiator

~~i;';;;:!~U
9-/0~q3

Dated'

ON BEHALF OF THE PROFESSIONAL
AND ADMINISTRATIVE

ASSOCIATION
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WAYNE COUNTY COMMUNITY COLLEGE
MEMORANDUM OF UNDERSTANDING #VI
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It~ 2-0 ~f/
Dated

ON BEHALF OF THE WAYNE COUNTY
COMMUNITY COLLEGE BOARD

OF TRUSTEES

~~~
Brenda J~on, Director

Human Resources/Labor Relations

Jt .2tJ -1/
Dated

/b~lJ) ~r(
Dated

ON BEHALF OF THE PROFESSIONAL
AND ADMINISTRATIVE

SOCIATIbN

It is agreed between the Administration of Wayne County Community College and the
Professional and Administrative AssociationIMFT that the position of Department Head will be
established at the B-4 level. The parties further agree that any current AFT member being
selected for these positions will be permitted to be placed on the step of the B-4 schedule at a rate
of at least 10 percent above their current pay as full-time faculty member, but no higher than B-4,
Step 5. In addition, the duties of the Schedule coordinator will be modified so that the establish-
ment of the Department Head positions will not replace the Schedule Coordinator position. This
memorandum of understanding shall not be construed as setting a precedent to diminish the
prerogative of Wayne County Community College administration to create an administrative
structure appropriate to manage College operations.



WAYNE COUNTY COMMUNITY COLLEGE
MEMORANDUM OF UNDERSTANDING #VII

Ths memorandum of understanding, executed by and between Wayne County Community
College Board of Trustees (hereinafter referred to as the Board), and the Wayne County Commu-
nity College Professional and Administrative AssociationIMFT Local 4467 (hereinafter referred
to as the Union), whereas the above mentioned parties agree as follows.
1. That the College agrees to allow the following listed individuals that perform the duties of

Program Director until June 1, 1994 for the purpose of completing self-studies and other
essential documents related to program accreditation:

JoAnn Nyquist - Dental Hygiene
Joyce Packer - Occupational Therapy Assistant

2. The College agrees to pay all lost union dues, as stipulated by the July 1993 settlement, no
later than April 15, 1994. The College also agrees to make timely dues deductions for those
individuals performing the duties of Program Director through June 1, 1994.

3. The College agrees in good faith to attempt to fill the Program Director, Dental Hygiene, and
Program Director, OTA no later than June 1, 1994.

4. That the College agrees when filling the Program Director positions, or making interim
appointments prior to filling these positions, to follow the appropriate articles of our contrac-
tual agreement in Good Faith.

5. That the College agrees a P&AA member, selected by the President of the Local, will sit on
the Program Director selection committees for the purpose of reviewing the applications and
monitoring the selection process.

6. The parties agree that the purpose of this memo is to address specific accreditation needs of the
College, is for one time only, and sets no precedent.
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ON BEHALF OF THE PROFESSIONAL
AND ADMINISTRATIVE

ASSOCIATION

~O~~~~tl
ry GIll, PreSident

3 --10-41
Dated

Be ~ci ~ 07'7a~
Richard E. Lightbody,

Chief Negotiator

3-!r~q{
Dated

ON BEHALF OF THE WAYNE COUNTY
COMMUNITY COLLEGE BOARD

OF TRUSTEES

~~ C1/!-J-il
Ronald J. Fi~
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