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AGREEMENT

THIS AGREEMENT, made as of this 11th day of January 2010, by and
between ALPENA COUNTY, hereinafter referred to as the "Employer” and the
GOVERNMENTAL EMPLOYEES LABOR COUNCIL, hereinafter referred to as
the "Union."

RECOGNITION

Section 1.0. Collective Bargaining Unit. The Employer hereby recognizes the
Union as the exclusive bargaining representative for the purpose of collective
bargaining with respect to wages, hours of employment, and other conditions of
employment for the term of this Agreement of all the employees of the Employer
included in the bargaining unit described below:

All full-time and regular part-time employees of Alpena County
working in E-911 Central Dispatch in the classification of
telecommunicators; but excluding the Director, Sheriff, Undersheriff,
irregular employees, supervisors, confidential employees, and all other
county employees.

Section 1.1. Definitions. For purposes of the recognition granted the Union and for
purposes of this Agreement, the following definitions shall be applicable:

Full-Time Emplovee: A full-time employee is an employee who is
working at least forty (40) hours a week on a regular basis in a job
classified by the Employer as permanent.

Regular Part-Time Employee: A regular part-time employee is an
employee who is working less than forty (40) hours but at least sixteen
(16) hours per week on a regular \ irregular schedule at a job classified
by the Employer as permanent.

Irregular Employee: An irregular employee is an individual not
included within the above definitions of full-time or regular part-time
employee who is working on any other basis, including temporary,
casual or seasonal

The Employer shall advise the Union at least seven (7) days prior to the effective
date of the change in status of any employee,

Section 1.2. Part-Time and Irregular Employees. The Employer
reserves the right to hire and utilize regular part-time employees and
irregular employees from time to time. Irregular employees shall not be
within the recognition granted the Union and shall not be covered by the




terms of this Agreement. The Union recognizes that the performance of
bargaining unit work by these individuals shall be permitted and shall
not constitute a violation of this Agreement, even if it could remove
potential overtime opportunities; provided however, that such employees
shall not be hired or utilized so as to cause a full-time or regular part-
time employee to be laid off or lose time from their regularly scheduled
hours. An irregular employee in some cases may exceed 16 hours per.
week should staffing levels warrant such, only after management
offers the hours to Union employees. If it is apparent an irregular
employee or employee in training will be working in excess of 40 hours
per week, in excess of 6 consecutive weeks, a conference will be
requested of the Union Steward by the Director to review the
condition.

REPRESENTATION

Section 2.0. Collective Bargaining Committee. The Employer agrees to recognize a
Collective Bargaining Committee consisting of not more than three (3) employees
selected or elected by the Union from employees covered by this Agreement who
have seniority. One member of the Collective Bargaining Committee shall be the
President of the Union's local association. Members of the Collective Bargaining
Committee shall act on behalf of the employees covered by this Agreement for the
purpose of collective bargaining negotiations with the Employer.

Section 2.1. Stewards. The Employer agrees to recognize one (1) Steward, who
shall be the Union's local President. It shall be the function of the Steward to act in
a representative capacity for the purpose of processing grievances in accordance
with the Grievance Procedure established in this Agreement. When it is necessary
for a Steward to leave assigned duties to process a grievance, the Steward shall
request to be released from assigned duties. Upon such a request, the Director may
release the Steward from duties, provided that such a release will not interfere with
~ the orderly and efficient operation of the Department. The Steward shall return to
assigned duties as promptly as possible and shall advise the Steward's supervisor of

the return to duty.

Section 2.2. Alternate Stewards and Collective Bargaining Committee Members.
Alternate stewards and members of the Collective Bargaining Committee may be
selected or elected by the Union from employees covered by this Agreement who
have seniority. Alternate stewards and alternate members of the Collective
Bargaining Committee shall serve temporarily in the absence of the regular
selected or elected steward or members of the Collective Bargaining Committee and
such alternate steward or members shall have the same rights, duties, limitations




and obligations as the regular selected or elected steward or members of the
Collective Bargaining Committee during the period of replacement.

Section 2.3. Identification of Union Representatives. The Director and the |
Chairman of the Alpena County Negotiation Committee shall be informed in
writing on an annual basis in the first month of each year, the names of the
Stewards, members of the Collective Bargaining Committee, alternate Stewards or
members of the Collective Bargaining Committee, the Staff Representative of the
Union, and any changes therein, immediately upon their selection or election. The
Employer will extend recognition to such individuals immediately upon receipt of
this notice.

Section 2.4. Special Conferences. Special conferences for important matters of
mutual concern may be arranged by mutual agreement of the parties.
Arrangements for such conferences shall be made in advance and shall be limited to
the agenda presented when such arrangements are made. The Union may be
represented at special conferences by the Steward and a non-employee
representative of the Union. If practicable, such conferences shall be scheduled
within ten (10) days following the request for a conference. It is expressly
understood that the purpose of such conferences shall not be to negotiate, modify, or
otherwise change the terms of this Agreement, nor shall special conferences be used
as a substitute for the grievance procedure.

Section 2.5. Bargaining and Special Conference Time. Employees may be released
from work to engage in collective bargaining negotiations and special conferences,
provided such release will not interfere with the orderly and efficient operation of
the Department. Members of the Bargaining Committee shall be paid at their
regular straight time rate of pay for all reasonable time lost from their regularly
scheduled hours in order to participate in collective bargaining negotiations or
special conferences; provided, however, that preparation for negotiations and
special conferences and meetings with other bargaining unit members shall be
conducted outside of working hours, unless authorized by the Director.

Section 2.6. Union Access. Authorized representatives of the Union shall be
permitted to visit the operation of the Department during working hours, provided
that such visits shall not be disruptive to the normal operations of the Department.

UNION SECURITY

Section 3.0. Union Membership. Membership in the Union is not compulsory. All
employees have the right to join, not join, maintain or drop their membership in the
Union as they see fit. The Union recognizes, however, that it is required under this
Agreement to represent all employees included within the collective bargaining unit
set forth in the Agreement.




Section 3.1. Union Service Fee. All employees included in the collective bargaining
unit set forth in Section 1.0 shall, as a condition of employment, pay to the Union a
service fee. This obligation to pay a service fee to the Union shall commence upon
completion of an employee's first thirty (30) days of employment. For purposes of
this Agreement, the term "service fee" shall be defined to mean an amount
equivalent to the periodic monthly dues uniformly required of Union members. The
Union shall advise the Employer in writing of the amount of its monthly dues and
any changes thereto. An employee's obligation to pay a service fee to the Union
may be satisfied by direct payment to the Union by the employee of the service fee,
or by payment of the service fee in accordance with the checkoff provisions of this
section. In addition, any employee who is a member of the Union shall be deemed
to have satisfied their service fee payment obligation for any month in which they
were in good standing with the Union.

Section 3.2. Failure to Pay Service Fee. In the event that a member of the
bargaining unit who is not a member of the Union fails to pay a required service fee
directly to the Union, or to authorize payment of the service fee through payroll
deduction, the Union may request the imposition of a mandatory deduction of the
service fee pursuant to MCLA 408.477;, MSA 17.277(7). In order to invoke such a
mandatory deduction, the Union shall notify the employee of non-compliance by
certified mail, return receipt requested, a copy of which shall be provided to the
Employer. The notice shall detail the facts of the non-compliance, provide the
employee with ten (10) working days for compliance, and inform the employee that
a request for a wage deduction may be filed with the Employer in the event
compliance is not effected. If the employee fails to remit the service fee or authorize
a deduction for the service fee, the Union may file a written request to the Employer
to make the deduction, a copy of which shall be provided to the employee. Upon
receipt of the request for an involuntary deduction, the Employer shall provide the
employee with an opportunity for a due process hearing within the next ten (10)
working days limited to the question of whether or not the employee has remitted
the service fee to the Union or authorized payroll deduction for the service fee;
provided, however, that should any employee be contesting their obligation to pay
the service fee or the proper amount of the service fee in any forum, the hearing
shall not be held until thirty (30) working days after the decision of that forum
becomes final. The Employer agrees to impose a mandatory deduction for the
service fee if it determines after the hearing that the employee has not paid a
required service fee in an amount lawfully established by the Union or if the
employee does not request a hearing within the ten (10) working day request period.
All dues and fees so deducted shall be promptly remitted to the Union at an address
authorized for this purpose within twenty (20) days following the deduction.

Section 3.3. Checkoff.

(a) During the term of this agreement, the Employer agrees to deduct
service fees, or if applicable, Union membership dues from each employee
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covered by this Agreement who voluntarily executes and files with the
Employer a proper checkoff authorization in a form which shall be supphed
by the Union. Any written authorization which lacks the employee's
signature will be returned to the Union.

(b) Al authorizations filed with the Employer shall become effective the
first (1st) payroll period of the following month and each succeeding month,
provided that the employee has sufficient net earnings to cover the amounts
to be deducted. These deductions will cover the employee's or service fee
obligation, or if applicable, Union membership dues owed for the previous
month. If an employee's net earnings are insufficient to cover the sums to be
deducted, the deductions shall be made from the next paycheck in which
there are sufficient earnings. All dues and fees so deducted shall be remitted
to the Union at an address authorized for this purpose.

(c) 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 provisions of the Union constitution and bylaws, refunds
to the employee will be made by the Union.

(d) The Union shall notify the County Clerk in writing of the proper
amounts of dues and fees, and any subsequent changes in such amounts.

(e) If a dispute arises as to whether or not an employee has properly
executed or properly revoked a written checkoff authorization form, no
further deductions shall be made until the matter is resolved.

(H) The Employer's sole obligation under this Section is limited to the
deduction of service fees, and, where applicable, Union membership dues. If
the Employer fails to deduct such amounts as required by this Section, its
failure to do so shall not result in any financial liability whatsoever.

Section 3.4. Indemnification. The Union agrees to indemnify and hold the
Employer harmless against any and all claims, suits, or other forms of liability
including but not limited to wages, damages, awards, fines, court costs, and
attorney's fees that arise out of or by reason of action taken by the Employer
pursuant to Sections 3.1, 3.2 and/or 3.3.

MANAGEMENT'S RIGHTS

Section 4.0. Management Rights. It is understood and agreed that the Employer
retains and shall have the sole and exclusive right to manage and operate the 1-911
Department in all its operations and activities and to establish and administer,
without limitation, implied or otherwise, all matters not specifically and expressly
limited by this Agreement. Among the retained rights of management included
only by way of illustration and not by way of limitation are as follows: to determine
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all matters pertaining to management policy; to adopt, modify, change, or alter its
budget; to determine the services to be furnished, and the methods, procedures,
means, equipment and machines required to provide such services; to determine the
nature and number of operations and departments to be operated and their
locations; to eliminate, combine, or establish new departments; to determine the
number of personnel required; to determine the number of hours to be worked by
any employee; to eliminate, establish or combine classifications; to hire personnel;
to determine the number of supervisors; to direct and control operations; to
discontinue, combine, or reorganize any part or all of its operations; to maintain
safety, order, and efficiency; to continue and maintain its operations as in the past;
to study and use different methods, processes or machines; to use improved methods
and equipment and outside assistance either in or out of the Department's facilities;
to establish job descriptions and work standards; to make judgments as to the skill,
ability and performance of employees; and in all respects to carry out the ordinary
and customary functions of administration of the County and the E-911
Department. All such rights may be exercised by the Employer without prior
bargaining or notice to the Union. The Employer shall also have the right to
promote, assign, transfer, suspend, discipline and discharge for just cause, layoff
and recall personnel; to establish work rules and to fix and determine penalties for
violation of such rules and other improper employee actions or inactions; to
establish and change work schedules; and to provide and assign relief personnel;
provided, however, that these rights shall not be exercised in violation of any
specific provision of this Agreement.

Section 4.1. Rules and Regulations. The Employer has the right to establish
reasonable rules and regulations not inconsistent. with the provisions of this
Agreement. All new or revised rules and regulations established by the Employer
shall be delivered to the Union's Steward for inspection and review five (5) working
days before their establishment or revision. If the Union believes that any rule or
regulation is inconsistent with the terms of this Agreement, a grievance may he
filed within three (3) working days after the establishment or revision of such rule
or regulation and thereafter considered in accordance with the grievance procedure.
Any rule or regulation, or any revision of a rule or regulation that the Union does
not grieve in accordance with the foregoing will be conclusively presumed not to be
inconsistent with or in violation of any section of this Agreement.

Section 4.2. Subcontracting. The Employer will not subcontract work normally
performed by bargaining unit employees and for which the Employer has facilities
to perform, without first giving the Union ten (10) days written notice of the intent
to subcontract and an opportunity to bargain about alternatives and the effect on
the employees involved. Bargaining to impasse shall not be required to implement

subcontracting.

Section 4.3. Disciplinary Procedures. Disciplinary action shall be for just cause.
The Employer agrees, promptly upon the discharge or suspension of an employee, to
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notify the employee of the specific reasons for the discharge or suspension. The
discharged or suspended employee will be allowed to discuss the discharge or
suspension with the Steward before being required to leave the property of the
Employer. Upon request, the Employer or designated representative will discuss
the discharge or suspension with the employee and/or the Steward.

Procedures for:

A. Specific Offenses.

The following major offenses are not inclusive of all such offenses, but are examples
of offenses which are grounds for discipline and/or immediate dismissal for just

cause.

1. Drinking during working hours, or being under the influence of liquor or
drugs during working hours or bringing drugs or infoxicants onto the
working premises.

2. Calling or participating in a strike, walk-out, or slowdown.

3. Theft or dishonesty.
4. Insubordination.

5. Disorderly conduct.

6 Falsification of records.

7. Use of foul or abusive language.

8. Giving or taking a bribe as an inducement to obtaining work or retamning a
position.

9. Failure to report for duty without bonafide reason or following a mandate to

duty without a physician statement.
- 10.  Neglect of duty.

11. Unprovoked assault on the Employer or Employer’s representative during
work hours.

12.  Altering the time record of another employee.

B. Progressive Discipline Procedure. Immediate discharge is reserved for those
major offenses, which, in the opinion of the Employer, endangers the safety of the

.



public and/or other Employees, which are a clear violation of law, or other
situations where corrective actions are not feasible. For other offenses, the
following system of progressive discipline shall be followed. The following factors
shall be considered in the process.

1. Seriousness of the Employee’s action and its harm to the employer.

2. Length of the Employee’s service with the Employer and past record.

3. Prior notice or warning to the Employee that action was improper.
4, Discipline administered in other cases for similar offenses.
5. Work rules or basis for discipline must be reasonable.

6. There must be sufficient proof of guilt.
7. The Employer’s action must not be discriminatory.

8. In imposing any discipline on a current charge, the Employer will not base
the decision on any prior infractions that occurred more than 2 years
previously unless the previous infraction is directly related to the current

charge.

Step 1. The Director {(or designee) shall provide the Employee with a verbal
warning and indicate the steps to be followed if such behavior continues.

Step 2. If the unacceptable behavior/actions persists, the Director (or designee)
shall provide the Employee with a written reprimand containing a formal
statement of the Offense and the reasons for the disciplinary action. The Employee
will sign and date the reprimand, which will be placed in his/her personnel file.

Step 3. The Director (or designee) shall serve the Employee with an additional
written reprimand, noting that it follows both verbal and written warnings, and
said Employee shall be suspended, without pay, for three (3) working days.
Documentation at this step will be signed and dated by the Employee, the Employer
and a representative of the Union and will be placed in the Employee’s personnel
file.

Step 4. The Director (or designee) shall serve the Employee with an additional
written reprimand, noting that it follows both verbal and written warnings, and
said Employee shall be suspended, without pay, for five (5) working days.
Documentation at this step will be signed and dated by the Employee, the Employer
and a representative of the Union and will be placed in the Employee’s personnel
file.



Step b. If, after the afore-described procedure has been followed, the Employee
continues to display unacceptable behavior, said Employee shall be discharged. The
Employer will notify the Employee and the Steward of said discharge and the
specific reasons thereof. The discharged Employee will be allowed to discuss the
discharge with the Steward in a meeting room made available by the Employer,
prior to the employee being required to leave the Employer’s property. Upon
request, the Employer will discuss the discharge with the Employee and/or
Steward.

Should the discharged or suspended employee consider the discharge or suspension
to be improper or without just cause, it shall be submitted by the employee and/or
the Steward, or designate, to Step 1 of the grievance procedure within five (5)
working days. Such submission shall be in writing, on forms provided by the
Union, and shall be dated and signed by the employee involved. If the Steward
makes such submission, he/she shall countersign the grievance.

GRIEVANCE PROCEDURE

Section 5.0. Definition of a Grievance. A grievance shall be defined as a complaint
by the Union or an employee covered by this Agreement alleging a violation of a
specific provision or provisions of this Agreement as written.

Section 5.1. Grievance Procedure. All grievances shall be handled in the following
manner:

Step 1. Oral Procedure. An employee with a grievance shall discuss the
matter with the Director {or designated representative) within five (5) working
days from the time of the occurrence of the events giving rise to the grievance.
In situations where it was impossible for the employee 1nvolved to have known
at the time of the actual occurrence of the events giving rise to the complaint,
the employee shall discuss the matter within five (5) working days from the
time that the employee involved first knew or could have known of the facts
giving rise to the complaint. If requested by the employee, a Steward may be
present. The Director (or designated representative) shall endeavor to give the
employee concerned an oral answer to the grievance within two (2) working
days of the discussion. Every effort shall be made to settle the grievance in

this matter.

Step 2. Written Procedure to Director. If the grievance is not satisfactorily
settled in the Step 1 Oral Procedure, the complaint shall be reduced to a
written grievance within five (5) working days of the oral answer and
submitted to the Director (or designated representative). The grievance shall
be signed by the employee and shall indicate the Section or Sections of this
Agreement in dispute and shall adequately set forth the facts giving rise to the
grievance. The preparation of a written grievance shall not interfere with the
Department's operations. The Director (or designated representative), the
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employee, and the Steward may discuss the grievance. The Director (or
designated representative) shall place an answer on the written grievance
within ten (10) working days following the date the grievance was submitted at
this step, and return it to the Steward.

Step 3. Written Procedure to County. If a grievance is not satisfactorily
settled in the Step 2, Written Procedure, the Steward may appeal the
Director's decision by delivering to the County through the County Personnel
Committee through the Commissioners’ Office or Designee a written request
for a meeting concerning the grievance within five () working days following
receipt of the Director's written disposition of the grievance. A copy of this
written request shall be provided to the Director. Within twenty (20) working
days after the grievance has been appealed, a meeting shall be held between
representatives of the Employer and the Unton. If the meeting cannot be held
within the twenty (20) working day period, it shall be scheduled for a date
mutually convenient for the parties. The Chairman of the Alpena County
Negotiations Committee, or designated representative, shall place a written
disposition on the grievance within fifteen (15) working days following the date
of this meeting, and return it to the Steward.

Section 5.2. Arbitration. The Union may request arbitration of any unresolved
grievance which is arbitrable by filing the Arbitration Request Form with the
Federal Mediation and Conciliation Service and delivering a copy of this Form to
the County through the County Personnel Committee through the Commissioners’
Office or Designee with a copy mailed / presented to the Director within twenty (20}
working days following the receipt of the County's written disposition in Step 3 of
the grievance procedure. If the County fails to answer a grievance within the time
limits set forth in Step 3 of the grievance procedure, the Union may request
arbitration by filing the Arbitration Request Form with the Federal Mediation and
Conciliation Service and delivering a copy of this Form to the County through the
County Personnel Committee through the Commissioners’ Office or Designee with a
copy mailed to the Director not later than forty (40) working days following the date
the County's written Step 3 disposition was due.  If the Union does not request
arbitration in the manner or within the time limits established herein, the
grievance shall be considered settled on the basis of the Employer's last disposition.

Section 5.3. Selection of Arbitrator. The arbitrator shall be selected from a panel of
seven (7) arbitrators submitted by the Federal Mediation and Conciliation Service
by each party alternately striking the name of an arbitrator from the panel. The
Union shall strike the first name from the first list of arbitrators and the parties
shall alternate striking the first name from successive lists. After six arbitrators
have been struck, the remaining individual shall serve as the arbitrator. Should
the parties mutually determine that any panel of arbitrators is unsatisfactory, that
panel may be rejected and another requested. The fees and expenses of the
arbitrator shall be shared equally by the Union and the Employer. Each party shall
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pay the fees, expenses, wages, and any other compensation of its own witnesses,
representatives and legal counsel.

Section 5.4. Arbitrator's Powers and Jurisdiction. The arbitrator's powers shall be
limited to the application and interpretation of this Agreement as written. The
arbitrator shall at all times be governed wholly by the terms of this Agreement and
shall have no power or authority to amend, alter or modify this Agreement either
directly or indirecily. The arbitrator shall have no authority to rule on the
discipline, layoff, recall or termination of any probationary employee, or to rule on
any grievance considered settled. The arbitrator shall have no power to establish
wage scales or rates on new or changed jobs, or to change any rate unless it is
provided for in this Agreement. The Union acknowledges that the Employer retains
all rights not otherwise abrogated under the expressed terms of this /Agreement as
generalized in the managements rights clause herein. If the grievance concerns
these rights which are not otherwise limited by the expressed terms of this
Agreement, the grievance shall not be arbitrable. If the issue of arbitrability is
raised, the arbitrator shall not determine the merits of any grievance unless
arbitrability has been affirmatively decided, and the Employer may require a
bifurcated hearing in any proceeding in which the arbitrability of the grievance is at
issue. Any award of the arbitrator shall not be retroactive more than five (5)
working days prior to the time the grievance was first submitted in writing. All
claims for back wages shall be limited to the amount of wages that the employee
would otherwise have earned, less any unemployment compensation or
compensation for personal services that the employee may have received from any
source during the period in question.

Section 5.5. Arbitrator's Decision. The arbitrator's decision shall be final and
binding upon the Union, the Employer and the employees in the bargaining unit;
provided however, that either party may have its legal remedies if the arbitrator
exceeds the jurisdiction provided in this Agreement.

section 5.6. Time Limits. The time limits established in the grievance procedure
shall be followed by the parties hereto. If the time procedure is not followed by the
Union or the employees represented by the Union, the grievance shall be considered
settled on the basis of the Employer's last disposition. If the time procedure is not
followed by the Employer, the grievance shall automatically advance to the next
step within Section 5.1. The time limits established in the grievance procedure may
be extended by the mutual agreement of the parties provided the extension is
reduced to writing and the period of extension is specified.

Section 5.7. Time Computation. Saturdays, Sundays and holidays recognized
under this Agreement shall not be counted as working days under the time
procedures established in the grievance procedure. All other days shall be
considered to be working days, even if a particular employee does not actually work
on that day.
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Section 5.8. Pay for Processing Grievances. The Steward and employees necessary
for the resolution of the grievance shall be paid at their regular straight time rate of
pay for all reasonable time lost from their regularly scheduled hours required to
process grievances or participate in grievance meetings or arbitrations; provided,
however, that the Employer reserves the right to deny pay if this privilege is being
abused.

Section 5.9. Grievance Form. The grievance form shall be prepared by the Union in
a form which coincides with the grievance procedure established in this Agreement.

Section 5.10. Discharge Grievances. All grievances concerning discharge shall be
initiated at Step 3 of the Grievance Procedure. A written grievance signed by the
Steward, a non-employee representative of the Union or the discharged employee
shall be filed within three (3) working days of the employee 8 discharge in order to
invoke the grievance procedure in such situations.

Section 5.11. Veterans' Preference Claims. It is the intent of the parties to this
Agreement that its terms and provisions shall be applicable to all employees.
included within the bargaining unit covered by this agreement. Accordingly, the
parties hereby agree that any employee who may come within the provisions of any
legislative enactment entitling a military veteran to a preference in employment or
which establishes a procedure whereby the military veteran may challenge the
Employer's determinations regarding the veteran's employment status will be
required, not later than Step 3 of the Grievance Procedure, to elect in writing either
the Grievance Procedure or his statutory remedy as his single means of challenging
the Employer's determination. If the employee elects to pursue his statutory
remedy or fails to make an election, any grievance concerning the Employer's
employment determination shall be considered withdrawn by the Union and,
further, shall not thereafter be a subject of any Arbitration proceeding.

WORK STOPPAGES AND ILLEGAL ACTIVITY

Section 6.0. Continued Work Pledge. The Union agrees that during the term of this
Agreement neither it nor its officers, representatives, committee persons, stewards,
members, nor the employees covered by this Agreement will for any reason, directly
or indirectly, call, sanction, support, counsel, encourage, or engage in any strike,
walk-out, slow-down, sit-in, stay-away, concerted failure to report for duty, or any
other activities that may result in any curtailment of work or the restriction or
interference with the Employer's operation. It is expressly recognized, and the
Union agrees, that the scope of activity prohibited in this paragraph is intended to
include, but not limited to, such activities as sympathy strikes, unfair labor practice
strikes, and a refusal of an employee or employees to cross any type of picket line at
any location.

Section 6.1. Violation of Continued Work Pledge. Any employee who violates the
Continued Work Pledge of Section 6.0 shall be subject to discipline by the Employer,
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and or up to and including discharge. The Union acknowledges and agrees that
discharge is the appropriate penalty for violation of Section 6.0. Any appeal to the
grievance procedure concerning an employee disciplined for violation of Section 6.0
shall be limited solely to the question of whether the employee or employees did in
fact engage in an activity prohibited by Section 6.0.

Section 6.2. Further Sanctions. If Section 6.0 of this Agreement is violated, the
Employer shall have the right, in addition to any action taken pursuant to
Section 6.1, to any other legal remedies the Employer may possess, including
injunctive relief. '

Section 6.3. Affirmative Action. The Union agrees that it and its officers and
representatives will take prompt affirmative action to prevent or stop any activity
prohibited in Section 6.0 by notifying the employees it represents that it disavows
such action.

Section 6.4. No Lockout. During the life of this Agreement, the Employer, in
consideration for the Continued Work Pledge of the Union and the employees it
represents to refrain from the conduct prohibited by Section 6.0, agrees not to lock
out any employees covered by this Agreement because of a labor dispute between
bargaining unit employees and the Employer.

SENIORITY

Section 7.0. Definition of Seniority. Seniority shall be defined as the length of an
employee's continuous service with the County since the employee's last date of
hire. Classification Seniority shall be defined as the length of an employee's
continuous service with the E-911 Department within a job classification covered by
this agreement. An employee's "last date of hire" shall be the most recent date upon
which the employee commenced work in the union in the E-911 Department.
Seniority and classification shall commence only after the employee completes the
probationary period hereinafter provided. Employees who commence work on the
same ddte shall be placed on the seniority list in alphabetical order of surnames;
provided, however, that any employee who changes surnames between
commencement of work and acquisition of seniority shall be placed on the seniority
list according to their surname at the time of commencement of work. The
application of seniority and classification seniority shall be limited to the
preferences and benefits specifically recited in this Agreement. Regular part-time
employees accrue pro-rated seniority based upon the ratio of their scheduled hours
worked to 2080 hours.

Section 7.1. Probationary Period. Employees hired in the unit shall be considered
as probationary employees for the first twelve (12) months of their active
employment. Employees who have not completed their probationary period may be
disciplined, laid off, recalled, terminated or discharged at the Employer's discretion
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without regard to the provisions of this Agreement and without recourse to the
Grievance Procedure. The Union shall represent probationary employees for the
purposes of collective bargaining as to all other conditions of employment set forth
in this Agreement. When an employee finishes the probationary period, he shall be
entered on the seniority list of the unit and shall rank for seniority from his last
date of hire. There shall be no seniority or classification seniority among
probationary employees.

Section 7.2. Seniority List. The Employer shall keep a current seniority list
showing each employee's name, employment status, classification and seniority
date. A copy of the seniority list shall be provided to the Union on or about January
1 of each year and at such times as changes to the seniority list are made. The
seniority list as provided to the Union shall be conclusively presumed accurate and
the Employer shall be entitled to rely thercon unless any alleged error in the list is
timely grieved in accordance with the Grievance Procedure.

Section 7.3. Loss of Seniority. An employee's seniority, classification seniority and
the employment relationship with the Employer shall terminate for any of the
following reasons:

(a) If the employee resigns or quits;

(b)  If the employee is discharged and the discharge is not reversed
through the Grievance Procedure;

(c) If the employee retires;
(d) Ifthe employee is convicted of a felony;

(e) If the employee is absent without approved leave for two (2)
consecutive working days, unless the employee's absence ig for a
reason satisfactory to the Employer;

§3) If the employee does not return to work when recalled from
layoff as set forth in the Recall Procedure, unless the employee's
failure to return is for a reason satisfactory to the Employer;

(2) If the employee fails to return from sick leave, vacation,
disciplinary suspension, or any leave of absence on the specific date for
his return, unless the employee's failure to return is for a reason
satisfactory to the Employer;

(h)  If the employee has been on layoff for a period of time equal fo
his seniority at the time of layoff or two (2) years, whichever is less.
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) If the employee is on a disability or on a worker's compensation
leave for a period of twenty-four (24) consecutive months.

() If the employee makes an intentional false statement on his
employment application or on an application for a leave of absence.

Section 7.4. Seniority While on Leave of Absence. The seniority and classification
seniority of employees on Employer approved leaves of absence for purposes other
than to work for another department of the County shall continue fo accrue during
the period of their leave of absence. Employees on leaves of absence to work for
another department of the County shall have their seniority and classification
seniority frozen during the period of the leave, which will begin to accrue again
upon return from the leave of absence.

Section 7.5. Seniority Shift picks. Shift picks by seniority will occur twice a year.
The first will occur by midnight June 15th and by midnight December 15tk of each
year and begin with the 1st full pay period following the deadline dates.

LAYOFF AND RECALL

Section 8.0. Layoff. When it is determined by the Employer that the work force in
a particular job classification is to be reduced, the Employer shall lay off employees
in the following order: ‘

(a) The first employee or employees to be laid off shall be irregular
employees (if any) in the particular job classification affected by the layoff.

(b)  The next employee or employees to be laid off shall be probationary
employees (if any) in the particular job classification affected by the layoff.

(c) The next employee or employees to be laid off shall be regular part-time
employees (if any) in the particular job classification affected by the layoff by
inverse order of classification seniority. .

(@  Further layoffs from the particular job classification affected by the
layoff shall be accomplished by inverse order of classification seniority.

Notwithstanding any provision of this Section, a junior employee may be retained if
a more senior employee does not presently have the necessary training, ability and
experience to perform the remaining work. The Employer shall endeavor to provide
at least five (5) calendar days advance notice of the layoff and, if known, the
anticipated duration of the layoff.

Section 8.1. Displacement Rights After Layoff. Employees with seniority who are
laid off shall be entitled to displace an employee in another lesser or equally paid
job classification under the following conditions:
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(a) The laid off employee has greater seniority than the employee to be
displaced.

(b)  The laid off employee presently has the necessary qualification, skill,
ability, and experience to perform the work in the other job classification.

(¢)  The laid off employee elects to exercise their displacement rights within
three (3) working days of notification of their layoif.

An employee displaced under this Section shall be indefinitely laid off unless that
employee is also entitled to exercise displacement rights under this Section. An
employee exercising displacement rights under this Section retains the right of
recall to their former classification.

Section 8.2. Recall. When it is determined by the Employer to increase the work
force after a layoff, employees with seniority previously laid off will be recalled in
inverse order of layoff, provided that the recalled employee presently has the
necessary qualifications, skill and ability to perform the required work. The
Employer may fill the position on a temporary basis without regard to seniority
pending completion of the recall procedure set forth in Section 8.3.

Section 8.3. Recall Procedure. When employees are to be recalled from layoff, the
following procedures shall be followed:

(a) The Employer may attempt to telephone the employee first in an effort
to give the employee notification of recall. If the employee could not be
contacted by telephone, or if the Employer determines not to use telephone
contact, the Employer shall attempt to give the employee notification of recall
together with the required return to work date by certified mail, sent to the
employee's last known: address.

(b) Employees have the obligation to advise the Employer of their intent
to accept or decline the recall to work within seventy-two (72) hours of
notification of recall by telephone or delivery of notice of recall by certified
mail. Employees who decline recall shall be considered to have voluntarily
quit. Employees who fail to respond within the seventy-two (72) hour period
shall be considered to have voluntarily quit, unless the employee's failure to
respond by the required date is for a reason satisfactory to the Employer.

(c) Recalled employees are required to report for work on the required
return to work date following notification of recall by telephone or following
delivery or attempted delivery of notice of recall by certified mail, or within
seventy-two (72) hours following notification of recall by telephone or
following delivery or attempted. delivery of notice of recall by certified mail,
whichever is later. Employees who fail to report for work by the required
date shall be considered to have voluntarily quit, unless the employee's
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failure to report on the requiréd date is for a reason satisfactory to the
Employer.

HOURS OF WORK

Section 9.0.. Work Period. The work week period shall be a period of seven (7)
consecutive days. The normal tours of duty for full-time employees shall consist of
40 hours (40) per week, eighty (80) hours of work in a pay period. The normal
workday / shift for full-time employees shall consist of eight (8) hours, including
meal periods. Nothing contained herein shall be construed to constitute a
guarantee of eight (8) hours of work or pay per day or eighty (80) hours of work or
pay per work period. The Employer may change the work period and normal
workday whenever it determines abnormal operating conditions warrant such
changes, however in situations where changes exceed six (6) weeks (unless an
extension agreement is in place), a special conference will be required. The union
reserves the right to grieve if the employer’s reasons are not satisfactory.

Section 9.1. Overtime. Overtime other than of an emergency nature must be
authorized in advance by the Director or his authorized representative. The
Director will endeavor to distribute overtime work equally among employees in
each job classification, based upon overtime hours worked during the last 12
months, but reserves the right to assign overtime without regard to the overtime
~ hours previously worked in instances of an emergency or for other non scheduled

appropriate reasons. The Union will maintain an overtime hour’s list on the
center’s computer system, showing a listing of overtime hours worked and refused
by each employee during the previous twelve (12) months, which will be used,
endeavoring in the most fair manner to ensure all shifts are covered.

Section 9.2. Work Schedule. The work schedule and the starting and quitting
times of any and all shifts shall be established by the Director. Work schedules
shall be posted at least one (1) week in advance whenever possible; provided,
however, that the Director reserves the right to change the work schedule where
circumstances require that it be changed. An employee's regularly scheduled day
off shall not be changed for the sole purpose of avoiding overtime. In the event that
the posted work schedule is required to be changed, the Director will endeavor to
give at least twenty-four (24) hours advanced notice of such changes. Under normal
circumstances staffing will be equivalent to nine (9) full time telecommunicators.

Section 9.3. Unscheduled Overtime.

Unscheduled overtime is overtime where the need for which 1s known less than
twenty- four (24) hours in advance.
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The 9th full time person should be contacted if they are scheduled as a 3% person,
and or are available to work that day. Exclusions to this include if that person 1s
scheduled to fill an open shift, or is already on duty.

If the 9th person is unavailable, then the shift should be offered to any irregular
employees who have not exceeded 16 scheduled hours of work that week. '

If the 9tk or irregular employees are not available, then other employees should be
contacted according to the overtime hour’s list.

If no employee volunteers or can be reached, the person on duty with the lowest
seniority will be required to fill % of the shift in question. The scheduled low
seniority employee following the shift in question will be required to arrive for duty
earlier to take the second half of the shift in question. Should efforts be
unsuccessful in contacting that low seniority employee, or any other, the on duty
employee with the lowest seniority will be required to remain on duty for the entire
shift in question.

If an employee becomes ill on duty and needs to leave, the employees scheduled in
the shift following that person, shall be offered the Overtime first. If no employee
volunteers for the unscheduled overtime, the person with the lowest seniority
working the shift afterwards will be required to fill the shift. Should no employees
be contacted or willing to accept the shift in question, then the employee with the
lowest seniority on duty will be required to fill the shift in question. Adhering to
these practices are not considered a management mandate, but obligation of the
union to ensure to the employer that all shifts are covered.

Under normal circumstances, employees cannot work more than 16 consecutive
hours.

Section 9.4. Scheduled Overtime. Scheduled overtime is that overtime, the
necessity of which is known to the Employer with more than twenty-four (24) hours
advance notice. Scheduled overtime shifts (or parts of open shifts thereof) will first
be assigned to the 9th full time person or part-time or irregular employees who can
work the open shift or part of the open shift at straight time rates (not reached 40 —
16 hours respectfully). In the event there are no part-time or irregular employees
available for assignment at straight time rates, the shifts will be posted for
congideration and acceptance by full-time employees. An employee who accepts a
scheduled overtime shift will be required to work that shaft.

If a shift for Scheduled Overtime has not been taken 7 working days in advance of
the actual shift in question, the Director can assign the open available hours to
irregular or part time employees at will. In cases where irregular or part time
employees are not available, assignments to fill the shift in guestion will be based
on the overtime list and the shift filled as described in section 9.3 above.
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However, in unusual circumstances, the director will endeavor to assign shifts in a
fair and equitable manner, endeavoring to limit multiple mandates to no more than
one (1) in a 48-hour period. Pre-scheduling split shifts shall not be considered a
management mandate, but obligation of the union to ensure to the employer all
shifts are covered.

Section 9.5. Overtime Hours List

Overtime will be distributed among the employees in the bargaining unit in the
same job classification on as equitable a basis as possible. If the employee is
unavailable in the job classification where overtime is necessary, the overtime will
be distributed among the other qualified employees in the Union as equitable as
possible. Whenever practical, the employee with the least amount of overtime hours
based on the overtime list will be asked to work first. Employees who cannot be
contacted by telephone and are therefore unavailable for work will be marked in red

for such overtime hours.

When an employee off on PTO, on disciplinary suspension, injured, or on leave of
absence, all for over thirty (30) days, or has altered his work days for his
convenience and it would have been his turn to work overtime, the employee will be
marked in the red on the overtime chart for the hours he/she could have worked. An
employee shall be considered unavailable for duty until the employee that he is
available for duty gives adequate notice.

A chart will be maintained by the Union and kept posted in the department
(excluding court and investigation time), revised at the end of each pay period,
showing the total overtime hours worked by each employee and those hours
available but not worked through no fault of the Employer. The overtime sheet will
be adjusted each January 1st., with any difference in overtime hours being carried

over the next period.

Section 9.6. Short Shifts. If an employee desires to take off two-hours before the
beginning of their shift or before the end of their shift, the employee shall make
arrangements with the person relieving them and confirm this arrangement in
advance with the Director by e-mail or in writing as soon as possible.

Section 9.7, Community Activities. The employer shall endeavor to schedule a 3
telecommunicator during periods of enhanced enforcement periods when given 48
hours notice from law enforcement agencies (additional road patrols) or for portions of
various community activities as determined by the director, such as Memorial Day
Weekend, Fourth Of July, Brown Trout Festival, Labor Day Weekend, Devils —
Halloween night. Such hours will be scheduled to coincide with such activity. Should
the scheduled hours create overtime, and no full time, part time, or irregular
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employees are available to work those posted hours, or no empioyee willingly accepts
those posted hours, then no employee will be mandated to work those hours.

Section 9.8. Changing / Trading assigned shifts. Management will endeavor to
allow trading of assigned scheduled shifts, however such arrangements are subject
to the following conditions.

a. The even trade must be contained to within a single week so as to conform
to FLSA unless the Department Of Labor has granted permission for an
8/80 overtime rule. '

b. Both subjects of the trade must notify the director of their intent in
writing or via e-mail,

¢. An employee is unable to reverse their decision, unless both agree, in
which the original schedule shall be preserved.

d. No additional overtime shall be created as a result of any shift trade(s).

Section 9.9. Lunch Periods. Employees will be allowed a one-half (1/2) hour lunch
period with pay each day. During this period, the employee remains on active duty
and must take appropriate actions if necessary; provided, however, that an
employee may be released to leave the building to pick up meals as long as
adequate coverage is maintained. This lunch period shall be at or near the
midpoint of the scheduled day. The timing of an employee's lunch break shall be
scheduled by the Employer so as not to interfere with prompt and efficient service
to the Employer and the public.

Section 9.10. Break Periods. The Employer will endeavor to provide the employees a
fifteen (15) minute break period during the first half of their work day and a fifteen
(15) minute break period during the second half of their work day. All break periods
will be scheduled so as to not interfere with the prompt and efficient service to the

Employer and the public.

Section_9.11. Full Time Employee Supplemental Employment. While outside or

supplemental employment is discouraged, full time employees may engage in
supplemental employment in accordance with the following limitations. In no case
shall supplemental employment conflict with, or impair an employee’s
responsibility to the employer. The employer shall not be liable either directly or
indirectly for any activities performed during supplemental employment. Any
employee desiring to participate in supplemental employment must obtain
permission of the director in writing prior to engaging in such activity. Such
permission shall not be arbitrarily and capriciously withheld. The following
guidelines shall be applicable to all employees engaged in supplemental
employment. :
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a. Not use employer facilities as a source of referral for customers or clients.

b. Not routinely be engaged in supplemental employment activity during the
employee’s regularly scheduled working hours.

c. Not use the name of the employer as a reference or credential in advertising
or soliciting customers or clients,

d. Not use employer supplies, facilities, staff or equipment in conjunction with
any supplemental employment or private practice.

e. Not cause any incompatibility, conflict of interest, or any possible appearance
of conflict of interest or any impairment of the independent and impartial
performance of the employee’s duties.

Section 9.12. Irregular \ Part Time Supplemental Employment Schedules. A part-
time employee will endeavor to submit to the employer their employment schedule
four weeks in advance of their other job positions. A part-time employee required to
work at their full time job during the shift they would be required to fill will be
exempt from that shift. Holiday shifts will not normally be mandated.

LEAVES OF ABSENCE

Section 10.0. Purpose of Leaves. It is understood by the parties that leaves of
absences are to be used for the purpose intended, and employees shall make their
intent known when applying for such leaves. Without the prior permission of the
FEmployer, any employee who engages in other employment while on a leave of
absence shall be considered to have quit.

Section 10.1.  Unpaid Personal Leave of Absence. The Employer may in its
discretion grant an employee a personal leave of absence without pay for a period
not to exceed thirty (30) calendar days. Requests for personal leave shall be in
writing, signed by the employee, and given to the Director. Such requests shall
state the reason for the leave. An extension of personal leave of absence may be
granted by the Employer in its discretion, provided the extension 1s requested prior
to the termination of the original leave period. No personal leave of absence may be
granted for a period in excess of ninety - (90) consecutive calendar days. No request
for a personal leave of absence shall be considered approved unless such approval is
in writing signed by the Director.

Section 10.2. Non-Duty Disability Leave. A disability leave of absence will be
granted to employees who have been absent for more than five (5) consecutive
working days because of a non-work related injury, illness, pregnancy or other
disability, subject to the right of the Employer to require a physician's certificate
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establishing to the satisfaction of the Employer that the employee is incapacitated
from the safe performance of work due to illness, injury, or other disability. A
disability leave shall be with pay and benefits until such time as the employee has
exhausted all accrued paid sick leave benefits and thereafter shall be without pay or
benefits. This disability leave will confinue for the period of the employee's
disability; provided, however, that an employee may not be on a disability leave for
a period of more than twenty-four (24) consecutive months or the length of their
seniority, whichever is lesser. The Employer may request at any time, as a
condition of- continuance of a disability leave of absence, proof of a continuing
disability. In situations where the employee's physical or mental condition raises a
question as to the employee's capacity to perform the job, the Employer may require
a medical examination by a physician chosen by the Employer at the Employer's
expense and, if appropriate, shall require the employee to take a leave of absence
under this Section. Employees who are anticipating a leave of absence under this
Section may be required to present a physician's certificate recommending that the
employee continue at work and in all cases the employee's attendance and job
responsibilities must be satisfactorily maintained. Employees are required to notify
the Employer of any condition which will require a leave of absence under this
Section together with the anticipated date for commencement of such leave. This
notice shall be given to the Employer by the employee as soon as the employee is
first aware of the condition. All employees returning to work from a disability leave
of absence must present a physician's certificate satisfactory to the Employer
indicating the employee is physically or mentally able to return to work.

Section 10.3. Workers' Compensation Leave. Upon written application, a leave of
absence for a period of not more than twenty-four (24) months will be granted to
employees who are unable to continue to work for the Employer because of a work
related injury or disease for which the employee is entitled to receive benefits under
the Worker's Compensation laws of the State of Michigan and is receiving voluntary
payments from the Employer, subject to the Employer's right to require medical
proof. Extension of the leave may be granted by the Employer, in its sole discretion,
. upon written application. The Employer may require at any time, as a condition of
continuance of a worker's compensation leave of absence, proof of a continuing
inability to perform work for the Employer. In the event that the Employer, in
conjunction with its medical advisors, determines that the employee is capable of
returning to work, the employee's leave of absence shall immediately end.

Section 10.4. Military Training or Emergency Duty Leave. Employees required to
perform active duty for training or to perform emergency duty in any reserve
component of the Armed Forces of the United States or the National Guard shall be
granted a leave of absence without pay for the period of such training or emergency
duty upon request and the presentation of proper documentation from the
employee's Commanding Officer. The provisions of this Section do not apply to an
employee's initial period of active duty for training.
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Section 10.5. Jury Duty Leave. Employees summoned by a court to serve as jurors
shall be given a jury duty leave of absence for the period of their service. For each
day, up to a maximum of twenty (20) days per year, that an eligible employee serves,
when the employee otherwise would have worked, the employee shall receive the
difference between the employee's regular rate of pay for the employee's regularly
scheduled hours and the amount the employee received from the court. In order to be
eligible to receive such pay from the Employer, an employee must:

(a) Be an employee who has completed the probationary period;

(b) Give the Employer reasonable advanced notice of the time that the
employee 1s required to report to court. ;

(© Give satisfactory evidence that the employee served at the summons of
the court on the day that the employee claims to be entitled to jury duty
leave.

(d  Return to work promptly after he is excused from jury duty service.

(e) Furnish the employér with a copy of any financial considerations paid by
the requesting court.

H If the employee is subpoenaed as a result of their employment.

" Section 10.6. Funeral Leave. An employee shall be granted three (3) consecutive
calendar days leave in the event that a death occurs in the employee's immediate
family. Immediate family shall mean the employee's spouse, parents,
grandparents, grandchildren, children (natural, adopted, or step), brothers, sisters,
parents-in-law, or close relative living with the employee. One (1) calendar day
shall be allowed to attend the funeral of an employee's sister-in-law or brother-in-
law. In the event that the funeral takes place out of the State of Michigan, an
additional two (2) calendar days leave shall be granted. An employee who loses -
work from their regularly scheduled hours shall receive their regular rate for such
lost time for the funeral leave.

Section 10.7. Return to Work After Leave of Absence. Employees returning from
Employer approved leaves of absence will be reinstated to their former job
classification. The provisions of the foregoing notwithstanding, the Employer
reserves the right not to reinstate to their former job classification any employee
who no longer has the necessary qualifications, skill and ability to perform the

work.

Section 10.8. Fringe Benefits on Leave of Absence. Fringe benefits shall not
accumulate, accrue, or be paid during any unpaid leave of absence, except as
expressly provided in this Agreement.
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Section 10.9. Family and Medical Leave. Empioyees who have been employed for a
least 12 months and have been employed for at least 1,250 hours of service during

the immediately preceding 12 month period are eligible for leaves of absence for any
one, or more, of the following reasons:

(a)  The birth of a son or daughter, and to care for the newborn child;

(b)  The placement with the employee of a son or daughter for adoption or
foster care;

(c) To care for the employee's spouse, son, daughter, or parent with a
serious health condition; and

(d) Because of a serious health condition that makes the employee unable
to perform the functions of his or her job.

An eligible employee is entitled to a total of 12 workweeks (26 workweeks for
qualifying military) of leave during a "rolling" 12-month period measured backward
from the date an employee uses any leave.

Eraployees desiring leaves of absence under this section shall provide written notice
to the Employer. The provisions of this section are supplemented by the County's
Family and Medical Leave policy, and are further explained by the current Famaily
and Medical Leave Act (FMLA) and the regulations promulgated under that act.

Section 10,10. Union Leave. The Employer shall grant an unpaid leave to allow
employees selected by the Union or any labor organization with which the Union is
affiliated to attend meetings or perform duties related to the Union's operation. An
employee requiring such a leave shall advise the Employer at least five (5) days in

advance.

PAID TIME OFF (PTO)

Section 11.0. Paid Time Off All full time and regular part-time employees covered
by this agreement shall be entitled to paid time off (PTQ). The time off is at the
discretion of an employee, subject only to the operational needs of the Employer.

Section_11.1. Paid Time Off (PTO) Eligibility Is earned each pay period and at a
rate in accordance with their anniversary date and is credited to the eligible
employee each pay period. A full time employee has a month of active service when
they work or receive pay for at least one hundred sixty (160) hours during the
month. Regular part time employees working less than one hundred sixty (160)
hours during the month, will have their PTO benefit prorated by hours worked on a
quarterly basis and not credited for use except every three months.
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Section 11.2. Accumulation of Time Off - Employees earn PTO as follows based
upon their anniversary date of employment.

Six months to three years 6.5 hours per pay period
Three years to Ten years 7.5 hours per pay period
Ten years to Fifteen years 8.5 hours per pay period
Over Fifteen years 10 hours per pay period

Section 11.3. Use of PTO PTO may be used for vacation days, sick days or any
other reason. Employees must use PTO for any absences and may not use any
authorized unpaid time until all the employee’s PTO is exhausted. Unless an
.employee is off on short-term disability and then an employee may save the
equivalent of forty (40) hours of PTO. If an employee is off under the Family Leave
Act, then all paid time off must be used first.

Section 11.4. Prior Notification for the use of PTO. Use of 24 or more PTO hours in
succession 1s considered to be use of PTO for a “vacation”. If an employee wants to
use 24 or more PTO hours off, the employee must schedule that request with the
employer at least fourteen (14) days in advance for approval by the employer. All
other requests to take PTO must be approved by the employer, except sickness or
injury. In case of sickness or injury, an employee is required to call the employer
and report their absence, so their shift can be covered. During December 1-14th of
each year, employees who want forty (40} or more PTO hours off in the following
year shall notify the employer in writing or by e-mail. If two or more employees
request the same periods of time off at the same time (IE: requests for identical
days being submitted during the December 1-14th time period), then Seniority will
prevail. The results of vacation requests submitted, and their designated status
(Vacation One Vacation 2 - V-1, V-2) will be posted by January 15t of each year.
For requests made outside of the December 1-14 period, identical days requested
will be awarded on a first come, first serve basis. In either situation, the second and
subsequent requests for similar days are subject to the operational needs of the
Employer.

Section 11.5. PTO rules: -

¢ A newly hired employee, who is undergoing training, may not utilize
PTO during the training program.

e PTO is compensated at the employee’s regular straight time hourly
rate of pay.

¢ The employer shall post monthly the PTO hours each employee has in
their PTO Bank. S

e 176 PTO hours are the maximum hours that may be carried from one
PTO leave year to the next year. A leave year begins on January 1 and
ends on December 31 of the same year.
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the employee ) hourly’ rate An employee by December 1St oF &) 7y
shall: request this excess timne off to be.used before Decemberglif
_same, year., If, the e_ ‘“loyer because of schedule oonﬂlct

employment or falls to. glve a e
Fiffeceive none of their’PTO Bank."
oyee if. thelr PTp falls dur1ng the
Fshall requeet this’ payment two- (2)
Y in. ertmg on a form prov1ded1;iy the

Weeks pf‘lOI“:t_O ‘thelr a

5
E
&

1) d PTO days taken exceeds 3 (THREE)
_ai{ ployee  will - be requlred to furmsh the™
Jlians statement explammg the . absence. e
icians certificate or falsely setting forth the' -

- shall constitute Just cause for dlsmpllne up to

o r.__ -

F _e “An employee § anmversary date 1s the most reoent o
#e commenced work for the Employer in the Union, ‘and .
succeedmg years. An employee 8 length of oontmuous i

: NewYearsDay ' ' B LI
/ Martin Luther King Day : T T
President’s Day
Good Friday
Memorial Day




It 1s understood tha employees ;
w1th normal scheduhng procedures

c_alerld'__ days pI‘lOI‘ to the 1mplementat10n ‘of the clasmﬁcatlon v_v1th the 1 1tle of the-_.
hew: é"s"fsiﬁcétidn;. a‘—;brle‘f descrij:itioni"of : the- job- t(")'_,be "pe‘rfo'rim'ed '-'éind‘ '.'the" fp‘rb’p_osed;

:ﬁ VISG the Employe;; in ertmg of 1ts mtentmn to request bargalnmg over thlS Wage

Tmeet to dlSCLISS the propo ' d rate In'; the 2




event that the Unmn tloes not request bargalnmg-vnthln the ﬁfteen /(lo) calendar _
day limit,the. proposed wagerate' shall' be cons1dered to be the" agreed upon wage -
rate for that claSSIﬁcatlon. SRCTS S

Sectlon 132 Overtrme\Premmm Pay. Tlme and one- half (1 1/2) the employees_}ir-:-'
regular straight, tlme rate of pay-shall be: paid for all hours actually worked in excess
oL of forty +(40), hours ‘in* a’ :one’ (1)’ Week ‘work per10d or in excess of an. 1nd1v1duals i

A ,;_"; regularly /scheduled sh1ft For the purpose of th1s sect10n=scheduled and. approved } 2




R 7Sect10n 13 8 Lonaemty Pay All regular full t1me employees shall be pald longev1ty
R " pay based-upon-their length of contlnuous service: W1th the Employer in accordance
’;w1th the followmg schedule A R T SO - L

Y e

s ._jf--Less than ﬁve (5) years B
At least ﬁve 5Y but less than ten (10) years .

- $2oo oo
,-‘-$250 00

. At least twenty (20) Y ears

. Longev1ty pay is a lump sum payment to ehgrble employees whlch is pald as: close ag .
. possible. to December Fof each’ yea *'An_ employee s contlnuous serv1ce shall only be
e broken by a loss of semorlty . ol A

e \;_:-*_'In order -,to be e11g1ble: for longev1ty‘lpay,- -.anremp loyee, must be on theaEmployers
actlve payroll as of December 1 Of the apphcable year Employees Who are not on

”bargammg un1t.' ' The dutles of these p081t10ns aré.in add1t10n to ‘the: Employee S
_ ,f;regular dlspatch dutles These p031t10ns will be~ ﬁlled by.a member of the
bargalnlng unit and serve in"this capac1ty as long as. they perform to- the 911
7D1rectors satlsfactmn Persons ass1gned to “these " positions - will receive /an
) _\addltlonal $1 per. hour 1ncrease in base: pay : 'The dutles of these p051t10ns are
outhned in the correspondlng append1ces SR CoL :

Lead Dlspatcher : Appendlx C

:Tralmng Coordmator _ Append:LXD

Data Offlcer Appendlx E

f."'"""’f:_,;Quahﬁcatlons for these p031t10ns Wlll be based on* the W1lhngness to accept the
"pos1t1on years of serv1ce exper1ence tralmng, ablllty to Work in a team
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"’"-':.env1ronment leaderslnp quaht1es recommendatlon of the 911 . Dnector and C

interview by- -an 1nterv1ew board cons1st1ng of the 911 Execut1ve Board and the 911' o
?;‘—DII‘eCtOI' i e e . ; e e : . I . . T .

- The prov1s1on of 13 3 Call In and Reportmg Pay is not apphcable to actions requ1red
~to-he. performed ‘by. the Data Officer/Training  Coordinator :when handling non-
dispatching duties. The Data ~Officer/Training- Coordmator ‘will be paid at the
“appropriate stralght ‘time . or . overtime rate, ‘but will inot receive. additional
compensat1on for respondlng to phone calls that take less than ﬁfteen mrnutes

INSURANCE BENEFITS

SRR Section 14.0. Hosp_1tahzatlon Insuranc The Employer W1ll make’ ava1lable A
|7 group insurance: program - covering certain hospitalization, surgical and. medical -
.. . expenses for participating employees: -and their eligible. dependents. - This insurance-
.. programshall be on_a Voluntary basis for all full- time . and. regular part-time.
employees who- elect to part1c1pate in the insurance program. The insurance
_+; program’ W1ll prov1de the coverages set:forth on ‘Appendix B. The spec1ﬁc terms and-" -

l-"—'_'COl'ldllJlOIlS ‘governing . the’ group 1nsurance program are’ set- forth i deta1l in the__ :

"'_-mas er pohcy or: pollcres governmg the program as 1ssued by the carrler or carrlers

p.osltlon OF "atas 'ate thereafter that may ‘be’ establlshed by ‘the. 1nsurance carrier.

B r,_,i;Emplo er' fonthe payment of the requ1red monthly prem1um if any.

E\mployees elect1ng to" part1c1pate in.'the group’ insurance’ plan shall advise the - * ©
Employer 1n wr1t1ng of: th1s intént and shall make arrangements satlsfactory to the

Sect1on 14 1 Pavment of Health Insurance Costs Dur1ng the term of | th1s'=-€;;',;:f;,"
S Agreement;® the Employer* agrees -to :pay -the full. amount per ‘month: for - single
e :_subscr1ber two- person and. fam1ly coverage: for eligible fiill-time ‘employees who [ -
"~ silelect to part1c1pate in thé- group ‘insurancé plan .Regular part-time employees shall:

| ""-:'r{{"—-rece1ve prorated ‘payment of insurance premiums, based upon the"ratio ‘of their -

- ﬁ?regularly ‘scheduled - hours’ to -one: hundred: snrty (160). . Employees electmg_' .

~ gponsored: dependent and/or family - ‘contintation coverage ‘are respons1ble for

".""?E"payment of -the* premium -costs for this additional coverage. The Employer's = .:

_obligation shall be limited to.these amounts; provided, however, that the Employer_-:_ :
s "shall not be required to pay more than the cost of full fam11y coverage -

Sectlon 14 2. Dental Insurance The Employer will make avallable at no cost to the‘ z
. employer, a group insurance -program . covering certain dental expenses for .
" participating employees and their eligible dependents. This insurance program :

. shall be on a voluntary basis for-all full time. and regular part-time employees who’

o Z'.‘elect to part1c1pate in the:i 1nsurance program. “The i ingurdnce program provides the - e .

o coverages set forth on Appendn: B. The spec1ﬁc terms and COIldlthIlS governmg the__} LA

- 30 -




group 1nsurance program are- set forth-in- detall in- the master pollcy ‘0T pohmes '

’\

; govermng the program as 1ssued by the carrler or carrlers B A

Employees are: ehglble to part1c1pate in the group insurance program no earller
..than. the- first (1t) day.of the premium  month following the commencement of
"~ employment with the Employer in a full time position or at.a date thereafter that
- may be established by the insurance carrier. Employees electing to participate in
the group insurance plan:shall advise the Employer in writing: of this intent and .
. shall ‘make arrangements satlsfactory to the Employer for the - payment of the
requlred monthly premlum 1f any Ll : : .

Sectlon 14 3. Obhgatlon to Contlnue Pavments In the event that an employee
e11g1ble for 1nsuranoe coverage under this Agreement. is discharged, quits, retires,
-Tesigns, 18 laid off, ‘or commences an unpaid. leave of absence, the- Employer shall
have ‘no obllgatlon or- liability’ whatsoever for ‘making any insurance: premmmi :

: payment for any: “such employee or their lawful dependents beyond .the ‘month in
L Whlcl’l the d1scharge quit; retirement, resignation, layoff, or tinpaid leave of absence
commences Employees on: Kmployer: approved ‘leaves of absence may- contmue_ '
-insurance beneﬁts on'd ‘month: by month’ basis by ‘paying: to- the Employer, in

-~ advance, the: amount of the next month's -premium for that employeé and/or their . - '

lawful dependents sub]ect to the approval of thé insurance program. The Employer -

“ghall’ resume’ payment of insurance premmms for eligible employees who return to

S

-'Work froi layoff or unpald leaves of absence as of the first. (lst) day of the premlumi’ '

drsab1hty leave of absence or la1d off for a penod of up to s1x (6) months

}_

month followmg ‘the. ‘date - of the’ employee s.return’ fo Work "The prov131ons “of the™ . =
forégoing notw1thstand1ng, ‘the Employer will continue to pay insurance premiums >~
for ellglble employees who are entitled to Worker s compensation benefits because of 5

fa job-related injury for a period of up to elghteen (18) months, and Who are on. a

Sectlon 14 4 g Medlcal Dental and. Vlslon Relmbursement The Employer Wll_l inake R S
ava]lable a self funded program ‘covering medical, dental and vision care expenses for = - % :
- -participating full ‘time" émployees-and their ehglble dependents Under this programi, the. . .
Employer will relmburse eligible employees up to’ $750 per calendar year in- medical; dental " S
-and vision care: ‘exXpenses incurred by full time employees and their eligible dependents. T

Authorlzed expenses are specified.in IRS Code 213 (d) FSA Eligible Medical Expenses IRS -

. Publication-502.. These funds are available:on.January- 1<, of each year.: In the‘event that .
.-an"employee does.not fully utilize - this. reimbursement in any calendar year, the amoéunt - 7 =

wﬂl be forfeited. Any reimbursement for the calendar year must be submitted by December -

28“‘ ,of that year to the- Clerk’s. Office.. Thls beneﬁt i8. pro- -rated,. annually divided by 12 7-_,_7,' o

" ‘months, for all full time employees so ‘a new hire would earn this benefit pro-rated based

- . -on: the months remaining in the calendar year. Employees leav1ng County. employment : _
g ‘are, not. entitled to payment of any unused.amounts after their last paycheck is . [
1ssued Requests for re1mbursement must be attaohed to a form prov1ded by the A

clerks 0ff1ce P A PN S S
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- " L Sectlon 14. 5 Term Life Insurance. - All- full-tlme and regular part- t1me employees
shall be. el1g1ble for term hfe Insurance pohcy coverage as follows: " - :

A001dental Group : -_ : _

- .f,."_:.'_Death And ; ‘_ Vj-rilL]fe Insurance: - ,

P ' ',._-77;D1smemberment , T
CFallbime 7 s20000 10,000
Regular part t1me - _$ '__'_1',500_ o $ 2,500_

The specﬁic terms and cond1t1ons govermng ‘the group irisurance program are set .
forth in detail in the master policy or pol101es 1ssued by the carrier or carriers. The
Employer agrees to pay the requ1red monthly premlum for el1g1ble employees

Sectlon 14 6. L1ab1hty Insuranc The Employer shall contmue to pr0v1de l1ab111ty
- 1nsurance covermg employees for certa1n Work related actlons :

Sect1on 14 '7 Insurance Carr1er The“Employer reserves the rlght to select ot
change the 1nsurance ‘carrier Or carrlers or to'become a self-1nsurer “either ‘wholly
or: partlally, and : to: select ‘the admmlstrator of such self-msurance _programs; -

better are sub]ect to the gr1evance procedure

.‘Sectlon 14 8. Employees Not Need1ng Health Care Insurance .}'Employees who-: |

mployee on ‘the second payroll check of the’ month or: ‘put into. the employee s
; “annual bas1s and shall be ‘effective for that full year. In the event that an employee

"’l,_, _,:f”to coverage under the County S plan as soon as poss1ble

CEe Sectlon 14 9 S1ckness and Acc1dent Insurance Durmg the term of th1s Agreement 7' i
--the Employer . shall obtain. and pay: the requu‘ed premiums for a sickness and -
acc1dent 1nsurance\program for “those full time and regular part- -time. employees -

prov1ded "however that the beneﬁts prov1ded shall 7 remain substant1ally equ1valent'- L " -
r"‘better; ,Pr1or to’ changmg ‘carriers. a spec1a1 conference will be called to d1scuss,"_'g_— -
he‘changes Dlsputes over Whether the beneﬁts are’ substantlally equlvalent or S

have avallable health care insurance through a plan with their spouse's employer - E
a_nd elect to drop out of the Countys health care. plan shall-be eligible to receive. -~ -’
_-$400.00 per". -month’ in: lieu’ of. health” care.insurance:’ Th1s may be" pa1d to the” -

g account under the County s deferred income plan. Th1s electlon shall be made on an . .'

'i-"'r,loses covelage under the plan with the1r ‘spouse’s employer they shall be returned ' _;-"-' o

" ‘occupying a classification covered by this-Agreement. .- Employees who become .

- .. stotally disabled and prevented from working for remuneration or profit and who are’
_ otherwise eligible shall receive- from the Employer's insurance carrier weekly’
_ 1ndemn1ty payments con51st1ng of sixty-six and two thirds ] per cent (66. 67%) of their
o normal gross weekly wages up. to a max1mum of $500 00 per Week These beneﬁts_ T
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- .~~shall be payable from the. first (isi) day of disability due to accidental bodily injury -
&7 or hospitalization or. from-the eighth (8th) day of disability due to sickness, for a .
. -period not to exceed twenty-six (26) weeks for any one (1) period of disability.
Employees are not entitled to this benefit for any disability for which they may be -
 entitled to indemnity or compensation paid under a ret1rement plan ‘the Social
Secur1ty Act or any Workers Compensatmn Act.* e

RETIREMEN T -

~. ~Section 15.0. . 'Retirement.ff' During the term of this- Agreement, the program of

" retirement benefits provided for in Plan B-2 of the Michigan Municipal Employees °
" Retirement System shall be in effect for employees covered by this Agreement. The

. Employer shall pay all contributions to this retirement plan. The statutes and
~“regulations establishing the Michigan Mumclpal Employees Retlrement System -

'control the spec1ﬁc terms and condltlons governlng the ret1rement plan

MISCELLANEOUS

--"Sect1on 16 1 Captlons The capt1ons used in each sect1on of this Agreement are for ‘
-_"purposes of 1dent1ﬁcat10n and are, not a substant1ve part of thls Agreement '

- ’f-.:_'Sectlon 16 2 Address and Telephone Change It is the respons1b111ty of the

telephone number or any changes in their dependents' names and addresses as soon’

- 7" ‘ds possible after a change has occurred. The Employer shall be entitled to rely upon._
:,‘.'fr--'the names, addresses and telephone number as reflected in the Employer's files for
" }-:,f'all purposes’ 1nvolv1ng the employees employment or for commumcatmns to the -
E_femployee 8 dependents : : SRR AL : LT -

-employee. to. keep ‘the ‘Employer advised: of the1r current.” ‘name, ‘address”and - - o
‘;_'ftelephone number and. the names.and addresses of thelr dependents Employees L TR
shall’ not1fy the Employer in’ wr1t1ng, of -any.-change in their name, -address,*and” .-

"“_."_Sect1on 16.3. Bulletm Board The Employer Wlll prov1de a bulletln board Wh1ch -

_‘f“_.:?: may ‘be used by the. Union: for postlng notices relatlng to recreat1onal and somal'
events elect1ons results of electmns and meetmgs :-:- S : L ;

'—'.:’:‘Sectmn 16 4 Un1f0rms 1The Employer has the rlght to requ1re employees to wear“
- “uniforms.-- In the - event ‘that uniforms :are: requlred the Employer; shall be
. responsible to promde the ‘uniforms and ‘their necessary - repair and replacement

1"'*Employees shall be respons1ble for the cleamng of the1r umforms

-,‘_ . - e r

Sect1on 16. 5 Reemployment Followmg Act1ve M1l1tarv Serv1ce Employees “WhO' AR

="-leave the employment of the Employer to enter active military service in any branch

- o of thé Armed Forces of the United States or the National Guard shall be entitled to

- -‘reemployment rights in' accordance with the Federal and State statutes governing
" 'such reemployment rights in effect at the time the individual seeks reemployment
- with the Employer. -Notice of intent to enter into such active service and the
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.~:- scheduled date of departure shall be given to the Employer in writing as soon as the
-individual - is- notified -of their - acceptance. and.- departure dates. : Individuals
.- rreemployed in accordance with such Federal and State statutes shall be entitled to
- - the ‘benefits set: forth in this Agreement; prov1ded they satlsfy the ehgrblhty

: requlrements estabhshed under this Agreement SRR - : U

' Sectlon 16. 6 Mﬂeage Employees requlred to use their prlvate vehicle in the-

performance of job duties or for. travel related to training conducted outside of-

. Alpena County shall be reimbursed for actual mileage at the current rate allowed

.. .- by the County. Employees who travel will be compensated at their standard hourly
. rate for actual time spent traveling, unless they have exceeded more than 8 hours

R for the day, at Wh1ch t1me t1me and a ha]f w1]l be pald LT - '

L Sectlon 16 7 Severabﬂltv CIause If any sectlon of the Agreement or any
.addendum thereto shall be held rlnvahd by operation-of law:or any tribunal of
competent jurisdiction, or if compliance with or enforcement of any section should

be ruled invalid by such tribunal, the remainder of the agreement and addenda

) shall not be affected thereby, and the parties shall enter into collective bargalnlng
o negot1at10ns for the purpose of arr1vmg at a replacement f01 the sectron ' '

o Sectlon 16 8 The Emplovers Person_nel Poth Manual. The County of Alpenad.
. % Personnel 'Policy’ Manual shall-apply to-all employees ‘equally, except for’ items
B _spe01ﬁcally ¢overed under the Labor Agreement ‘When the pohcy manual conﬂlcts',
with the'_“lahor'_a"greement,- the,_‘labor’agreement'will prevail.ri \ Sl TR

L Se'ction 16.9; 'Other Contractu':afArrangements 1In the event that Alpena County,'
- either through contractual arrangement or by other arrangement, is to perform’
: };:"'Dlspatch or 911 services to:iany- other- governmental entity. not currently-being
“1 " serviced, ‘members of this bargamlng unit shall not lose any seniority standing
= within this bargammg unit as it pertains to shift bids, vacation selection, layoff-or.
- . other contractual seniority right as a result of employees that are accreted 1nto this
: ‘%3--{7':_‘barga1n1ng un1t from such other governmental or dlspatch entlty ol : '

Sectlon 16 10 Intent and Walver It 18- the 1ntent of the partles hereto that the R

_ 7. - provisions of this Agreement which contains all of the economiec and non-economic -
0% conditions: of employment, supersedes all prior ‘agreements or understandmgs oral -
" or written,” express or implied, between such parties and shall govern their entire’ -
relat1onsh1p and shall be the sole source of any and all rlghts or claims which may. -
7 be " asserted “in_‘the" grrevance procedure hereunder " or’ otherwise. The parties
o acknowledge that during the mnegotiations which resulted in ‘this Agreement, each
- had thé - unhmlted r1ght and’ ‘opportunity ‘to” make demands ‘and proposals with
o 'respect to’ any subject or ‘matter not removed by law ‘from the area of collective
o __'hargalnlng and that the understandlngs 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 Umon for the 11fe of th1s Agreement each_,
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- bargaining and that the understandings and agreements-arrived at by the parties
- after the exercise of that‘right and opportunity are set forth in this Agreement.
“Therefore, the Employer and the Union; for the life- of this Agreement; each
7 voluntarily and unqualifiedly waive the right and each agrees that the other shall

- "not be obligated to. bargain collectively with respect to any subject or matter

. referred to or covered in this Agreement or with respect to any subject or matter not

- “specifically referred to'in this Agreement even though said subject matter may not

: have been within the knowledge or contemplation of either or both of the parties at

" the time they negotiated or signed this Agreement The County agrees to open the
_ contract.-for wages only if a 4 wage increase is g1V8_I}_t_O any other. bargaining unit of .-
' emﬂglgyeesrﬁpemflcally, the Union ag agrees that it has waived its right to notice, to

- demand bargaining, or to bargain over any matter reserved to the Employer
_ pursuant to the Management Rights provisions of Section 4.0 during the term of

. 'this Agreement. The provisions of this Agreement can be amended, supplemented,

_. ~_rescinded, or 0therw1se altered only by mutual agreement in writing 51gned by both
_,.partles : : '

S Sectlon 16 11 Term of Ap;reement This Agreement Shall be effectlve - from
. January 1, 2010 ‘through December 31, 2011, at 11:59 p.m. and thereafter for
% successive perlods of one (1) calendar year unless either party shall on or before the
el ':'{f, sixtieth (60th). calendar:day prior to exp1rat10n serve written notice on the other
‘party: of a desire: to terminate, modify, alter, negotlate change or amend this

~the- explratlon date .in the same manner -as notice. of desire to terminate unless -

2~ ¢ disposed of by - agreement or-withdrawal -by- the. party proposing amendment, -
. ;"rnodlflcatlon ‘alteration, negotiation or change or.any combination thercof.: The.

‘;Agreement -A notice: of desnce to: modify, alter, amend, negotiate or ‘change or any -~
«combination thereof Shall have the effect of terminating the entire Agreement on .- - "=

‘before that date: all subJects of amendment’ proposed by either - party have “been o

—-:’7."--'_';.E-part1es agree to meet Wlthln a reasonable time after serv1ce of the written notlce to .

;commence negotlatmns T T T T

Sectlon 16 12 Malhng of Not1f1cat10n The wrltten notlce referred to in Section
16,9 shall be"‘given . by certified mail .and, if given by the Employer;, shall be
ol faddressed to Governmental Employees Labor Council, 667 E. Big Beaver, Suite 205,
-+ “Troy,- MI 48083, and if .given: by -the- Union, .the notice. shall. be-addressed - to

Rt - “Chairman, Alpena -County ‘Board' of Commissioners, 720 Chisholm _St., Alpena, - |

> Michigan 49707 or at such e_ther.addreéses as the parties may designate in writing. | |
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| ALPENA »OUNTY . 'GOVERNMENTAL  EMPLOYEES
LABOR COUNCIL -

LU /z(

: CaLmeron Habermehl, Chairman -
Alpena County Board of Commissioners

o ot e

Dale Bell, Chalrman . L _Mar/k/(}/uﬁ(ské, Union SE/Ward_'.
. Personnel Committee -

e '_Mi:qhael Szor, 911 Director - .
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APPENDIX "A"

WAGE RATES
Effective Start Six Months One Year Two Years | Three Years
1/1/2010 |$ 12.41] $ 1425 | $ 14831 % 1588 | $ 16.73
17172011 |$ -12.41] $ 1425 % 1493 | % " 16.88

$ 16.73

o Holiday pay 1s -inéludéd in the base hour rate .pérr Section 12.1 -




APPENDIX "B"
INSURANCE COVERAGE |

" Health Care Oﬁt_ibn; .

Employees will be insured equivalent to Blue Cross/ Blue Shield PPO-2, with $20

“office visits for Doctors and Chiropractic services, $250 ER visit (waived if accident
or hospitalized), $200/$400 deductible and with a $10 generic and $40 brand name
Prescriptions: with MOPD 2x with birth control. The county will reimburse the
employee up to a $20 per brand named Prescription if generics are not available.

Any employee who is not currently covered will have a 30-day window to enroll in
the health care plan from the date of the County’s ratification. :

Dental Option;.

At the employee’s expense only, the Dental Plan bptlon will have coveragéé as

follows: RC/25/50 (Class I — 100%, Class II — 75%, Class III - 0%) $1 000 annual_ .

maximum per Sectlon 14.2.
Vision:-

“Employees may utilize monies provided for in Section 14.4 for vision care expenses.

B-1



-~ APPENDIX “C"

ALPENA COUNTY
Lead Dispatcher Position

STATUS: Non-Exempt, Hourly Position |
This position is non exempi and is paid on an_hourly basis. This is a position
represented by a collective bargaining unit and its agreement. B

1) In the absence of the 911 Director, make scheduling dec151ons per the 911
Contract when conflicts or problems arise.

2). In the absence of the 911 Director, in the event of a major emergency respond to
the 911 Center and oversee operations and make appropriate staffing decisions per
the 911 Contract. (This would be a designated function for the Lead Dispatcher

~anytime the EOC is functional)

3). Tn the absence of the 911 Director (when director is out of town), make self
available by phone, cell phone, pager, or radlo on call to ‘answer problems Whlch .
mlght arlse n the dlspatch center : : : S

B 1), In the absence of the 911 Dlrector pick up and dlsperse payroll checks.

5). In the absence of the 911 Director, attend the 911 Board monthly meetings and
give report to 911 Director upon his/her return. ,

| 76:).'1117 i:he absence of the 911 Directer, gether information .011 conrplziihte regarding .
dispatch operations, may include discussing with the complainant, listening to tape,

reviewing the incident, discussing with staff, and reportmg details to. the Director
upon his/her return. :

- 7). In the absence of the 911 Director, make decisions pertairling to equipndent
malfunctions in the center and make sure appropriate repair contacts are made and
- repairs scheduled.



Qualifications

Qualifications for this position will be based on the willingness to accept the
position, experience, training, years of service, ability to work in a team
environment, recommendation of the 911 Director, leadership qualities, and

interview by an interview board consisting of the 911 Director and one member of
the Personnel Committee. :

‘Compensation .

- It is the recommendation of the 911 Director that the Lead Dispatcher have a $1.00
an hour increase to his/her hourly pay rate as compensation for the additional
respons1b1hty and dutles _ : . .

Although the $1 00 increase in hourly pay mlght not coincide with other positions
~ within the county, I believe it is justifiable. Regular staff members are not required -
to maintain 24/7 contact and are not requn'ed to respond in the event of a major
-emergency with the respon31b111ty in overseeing emergency operations. The Lead
Dispatcher position also carries the responsibility of responding to complaints and
‘equipment malfunctions within the 911 center in the absence of the 911 Director.

"The annual increase in 911 expenditures would be $2080.00 excluding overtime

- . which can only be estimated at about 50 hours annually at a cost.of $1.50 per hour

($75.00). If the cost of additional staff or administrative help to support the 911
‘Director: is weighed, then the justification for the Lead Dlspatcher pOSlthIl and

increase to salary should be apparent

i _I understand -that the Alpena County Personnel P011cy Handbook is avallable at
http://alpenacountyintranet/. It is my respons1b111ty to review the Handbook
periodically for changes Or revisions. e _— = SR

Signatufe B - Date
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. APPENDIX ‘D”
ALPENA COUNTY
TRAINING COORDINATOR

STATUS Non- Exempt Hourly Position
‘This position 18 non exempt and is paid on an hourly basis. This is a position
represented by a collective bargaining unit and its agreement. .

' This list may not be inclusive of the total scope of job functions to be performed. Duties and
responsibilities may be added, deleted or modified at any time.

1. Administrate the Communications Training Officer (CTO) Program at Alpena
. County Central Dispatch (ACD). ,
a. Maintain existing new-hire training plans and procedures.
b. Develop new-hire training plans and procedures in response to new 911
. policies and procedures, and at the 911 Director’s behest. .
~¢. Ensure all CTOs are fully trained in the current policies and procedures.
d. Oversee new-hire training.
i. Ensure training is conducted to estabhshed standards prov1d1ng
o feedback to the CTO. _ L .
- ii. Monitor the process of new- “hire tralmng o : ' o
_ ui.. Ensure that the CTO completes the Dally Observatlon Report
X timely and accurately
. e. Provide the 911 Director w1th a Weekly Status report on. new-hire
training. '
A f Conduct perlodlc meetlngs with CTOs. L
C 2. -Regularly brief the Director on the tralmng Status 0f all Central Dlspatch
- personnel. .

3. Maintain existing dlspatcher certlﬁcatmns Coordmate W1th d1spatcher to

. . schedule training as need to prevent certification lapse.
4. Provide dispatchers with addition training and certification 0pp0rtun1t1es
. a. Post and maintain a- schedule of trammg opportun1t1es for ACD
. dispatcher. = S : : e el
. b. Schedule dlspatchers for requlred trammg
i. Register digpatchers in the required course,
1i. Make needed lodging arrangements.
1i. Coordinate with the Director to ensure coverage of any shift for
- which a dispatcher will be absent due to training.
¢. Edit travel vouchers for accuracy and completeness.
d. Maintain the training budget and provide periodic balance updates to the
Director.
5. Completes for the Director’s approval all budgetary reports and fundmg requests
for transmission to the State 911 Committee (ETSC).
D-1



6. Develop new in-house dispatch training opportunities, programs and classes.
7. Coordinate for hosting of dispatcher training by outside agencies.
8., Maintain training records 1n a logical and usable manner on all current and former

dispatchers.

9. Acts as Law Enforcement Information Network (LEIN) Terminal Agency Coordinator

(TAC) and Local Agency Security Officer (LASQ).
.a. Attends and successfully completes the LEIN TAC basic course and update
. . classes as scheduled.
b. Acts as the main contact person in Alpena County Central Dispatch (ACCD) to
~ ensure accurate and timely reporting of agency information to and from LEIN
Field Services. .
c. Maintain LEIN Policies and Procedures Manuals
- d. Create and Administer bi-annual recertification exams.
e. Coordinate with the ACCD Training Coordinator to:
1. Conduect periodic LEIN refresher training classes.
i1, Ensure all employees’ training records reﬂect current LEIN training and
" certification.

f. Prepare and coordinate for the LEIN Services.bi-annual audit.
~g. Reports LEIN pohcy Vlolatlons and non- comphance to the Alpena County 911
- director.
h. As LASO, act as point of contact for network and security issues. :
i Ensure compliance with FBI CJIS and Michigan CJIS Security Policies.
+-j.  Emsure proper technical and physical security measures are in place
- k. Conduet security awareness tralmng - : :
1. Maintain network diagram. .- ~ :
" m. Assist 911 Director in estabhshmg/mamtammg ertten LEIN pohc1es and
..~ procedures.
n. Maintain management control agreements with non-CJ Agencies (le IT Dept, IT

" Contractor) including CJIS security addendums (as applicable).
_ 0. Report non- comphancefwolatlons
-~ p. Audlt P

" Training Coordinatof Position Qualifications

Qualifications for these positions will be based on; the willingness to accept the position,
years of service, experience, training, ability to work in a team environment, leadership
. qualities, recommendation of the 911 Director, and interview by an interview board
consisting of the 911 Executive Board and the 911 Director.,

T understand that the Alpeﬁe County Personnel . Policy Handbook is available at
http://alpenacountyintranet/. It is my respons1b]]1ty to review the Handbook perlodlcally
for changes or revisions. : L ,

Signature o o ' Date
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APPEND]X céEas .

ALPENA COUNTY
Data Officer

'STATUS Non Exempt Hourly Posn‘;lon
This position is non exempt and i1s paid on an hourly basis.. This is a position
represented by a collective bargaining unit and its agreement. '

This list may not be inclusive of the total scope of job functions to be performed. Duties and
responsibilities may be added, deleted or modified at any time.

DATA OF_FICER-DU‘TIES AND RESPONSIBILITIES

1. Maintains Central Dispatch Policies and Procedures:
' a. Coordinates with the Lead Dispatcher and 911 Director for new and
- revised policies. -
. b. Ensures drafts and ﬁnal versions are typed and edited for accuracy and
- .- ._routed to the appropriate persons..
- ¢. Maintains computerized and hardcopy blnders and ensures they are kept
< .. up-to-date. Chiropractor
2. Mamtalns Organization and Contacts Databas
-a. Adds new organizations and contacts.
. b. Deletes obsolete information.
¢. Corrects errors and posts changes to contact mformatlon '
d. Periodically reviews the organization and contacts database for outdated
- information.
3 Malntalns ACCD maps and floor plans.
' " a. Ensures hardcopy maps for all areas covered by ACCD are current, in

_good repair, and in sufficient numbers for all dlspatch stations.
Ensures digitized maps are current. _
* Create digitized maps for newly added roads.
Coordinate for and digitize current floor plans of all pubhc bulldlngs to
include, but not limited to schools, hospitals, courts, and apartments.
- e. Periodically reviews the database and contacts pertment agenmes and
organizations for updates

el.o c‘

. ‘4 Creates ID Cards for Alpena Counttr Agencws at the 1nstruct10n of the 911

. Director.
a. Designs new ID cards in coordination with various agencies.
b. Produces ID cards and distributes them.
c. Maintains ID card productions equipment and supphes
E-1



Data Officer Position Qualifications

Qualifications for these positions will be based on; the willingness to accept the
position, years of service, experience, training, ability to work in a team
environment, leadership qualities, recommendation of the 911 Director, and
interview by an interview board consisting of the 911 Executive Board and the 911

Director. '

I understand that the Alpena County Personnel Policy Handbook is available at
- http://alpenacountyintranet/. It is my responsibility to review the Handbook
periodically for changes or revisions. L

- Signature - R Date
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