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ARTICLE 1
AGREEMENT

1.1.  This Agreement, made and entered into this ____dayof ____ , 2008, effective January
1, 2008, by and between the LIVINGSTON COUNTY BOARD OF COMMISSIONERS, hereinafter
referred to as "Employer," and the MICHIGAN ASSOCIATION OF PUBLIC EMPLOYEES, hereinafter

referred to as "Union."

ARTICLE 2
RECOGNITION

2.1.  Collective Bargaining Unit. The Employer recognizes and acknowledges that the Union is
the exclusive representative in collective bargaining with the Employer for the bargaining unit described

herein.

Regular, full-time employees classified as Dispatcher 1, Dispatcher 2, Technician, Alternate
Shift Leader and Shift Leaders employed at the Livingston County 911 Dispatch Center.

Excluding: All other County employees.

ARTICLE 3
ASSOCIATION REPRESENTATION

3.1.  Collective Bargaining Committee. The Employer agrees to recognize a Collective Bargaining
Committee whose sole functions shall be to meet with Employer representatives for the purpose of
negotiating modifications to this Agreement. The committee shall be comprised of one (1) employee
representative from the bargaining unit together with the Union's business agent. The Employer agrees to

5
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pay the employee representative at his/her regular straight time rate for all time lost from his/her regular
schedule of work while in collective bargaining meetings with Employer representatives.

3.2.  Stewards. The Employer agrees to recognize a chief steward elected by the Union from the
bargaining unit and one (1) steward for each regular shift who shall be elected by that shift, except that the
chief steward shall also serve as the steward for the shift on which he is working. All stewards shall function
for the purpose of processing grievances in accordance with the grievance procedure established in this
Agreement. Upon receiving permission from their immediate supervisor, they may investigate and/or
present grievances in accordance with the grievance procedure during their regularly scheduled work hours
without loss of pay provided that it is understood such time shall be devoted to the proper processing of
grievances and will not be abused by interfering with the operations of the department. A steward who
abuses such time will be subject to disciplinary action. Alternates may be appointed to serve only in the
absence of the duly elected or appointed steward. The Union shall advise the Employer in writing of the
names of its stewards or alternates before they shall be recognized.

ARTICLE 4
AGENCY SHOP AND DUES CHECK OFF

4.1.  Membership in the Union is not compulsory. Regular employees have the right to join, not
join, maintain or discontinue their membership in the Union as they see fit. The Union further agrees not
to solicit union membership and not to conduct activities, except as otherwise provided for by the terms of
this Agreement.

4.2. Membership in the Union or compliance with payment of representation fees shall be a
condition of continued employment. The Employer agrees to deduct union dues or union service fees to
become effective for present regular employees thirty-one (31) days following the effective date of this
Agreement. For new employees, this payment shall commence thirty-one (31) days following the date of
employment.

4.3.  The Employer agrees to deduct from the salary of each individual employee in the bargaining
unit who becomes a member, the union dues, subject to all of the following conditions:

A. The Union shall obtain from each of its members a completed authorization form which
shall conform to the respective State and Federal law(s) concerning that subject, or any
interpretation(s) thereof.

B. All checkoff authorization forms shall be filed with the Employer, who may return any
incomplete or incorrectly completed form to the Union's treasurer, and no checkoff shall be
made until such deficiency is corrected.

C. All employee covered under this Agreement who do not voluntarily choose membership in
the Union shall have deducted from their wages a percentage of the membership dues, which
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sum shall be less than one hundred percent (100%) of said dues, upon receipt by the
Employer of a signed, written card, and which sum shall accurately represent the amount for
said employee due the Union as their fair share of costs attributable to negotiating the terms
of this Agreement and servicing the contract, which sum shall not include, by way of example
but not by way of limitation, state, national or other dues and assessments, or other amounts
for other Union activities.

D. The Employer shall only checkoff obligations which become due at the time of checkoff, and
will make checkoff deductions only if the employee has enough pay due to cover such
obligation. The Employer is not responsible for refund to the employee if he/she has
duplicated a checkoff deduction by direct payment to the Union.

E. The Employer's remittance shall be deemed correct if the Union does not give written notice
to the Employer within two (2) calendar weeks after remittance is transmitted of its belief,
with reason(s) stated therefore, that the remittance is incorrect.

F. The Union shall provide at least thirty (30) days written notice to the Employer of the
amount of union dues and/or representation fees to be deducted from the wages of
employees in accordance with this article. Any changes in the amounts determined will also
be provided to the Employer at least thirty (30) days prior to its implementation.

G. The Union agrees to defend, indemnify and save the County harmless against any and all
claims, lawsuits, or other forms of liability arising out of its deduction from an employee’s
pay of union dues, representation fees, or in reliance upon any list, notice, certification or
authorization furnished under this article. The Union assumes full responsibility for the
disposition of the deductions so made once they have been sent to the Union.

H. The Union shall exclusively use the checkoff authorization as herein provided for in
Attachment A.
L. The Union shall notify an employee who has not paid his/her dues or representation fee by

certified mail, with a copy to the Employer. If said employee does not pay the dues or
representation fee within thirty (30) days after said notice is received, the Union shall notify
the Employer by certified mail of this omission. Fifteen (15) days after receipt of notification
by the Employer, the Employer shall terminate said employee.

ARTICLE 5
SPECIAL CONFERENCES

5.1.  Upon mutual agreement of the parties, they shall meet and confer upon any terms of this
Agreement needing clarification following written request of either party. The written request shall be made
in advance and shall include an agenda stating the nature of the matters to be discussed and the reasons for
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requesting the meeting. Discussion shall be limited to matters set forth in the agenda, but it is understood
that these special meetings shall not be for the purpose of conducting continuing collective bargaining nor to
in any way modify, add to, or detract from the provisions of this Agreement, excepting the parties may enter
into written letters of understanding. Special meetings shall be held at a time and place which is mutually
agreeable to the parties. Each party shall be represented by not more than two (2) persons, and the Union
representatives may be comprised of Union members or Union representatives or any combination thereof.

5.2. Employee representatives of the Union at special meetings will be paid by the County for time
spent in special meetings if they would otherwise have worked on their regular work schedule during the
special conference.

ARTICLE 6
MANAGEMENT RIGHTS

6.1. The Employer reserves and retains, solely and exclusively, all rights to manage and direct its
work force and shall have the sole and exclusive right to manage its department and divisions in all of its
operations and activities. Among the rights of management, included only by way of illustration and not by
way of limitation, is the right to hire; the right to determine all matters pertaining to the services to be
furnished and the methods, personnel, procedures, means, equipment, and machines required to provide
such service; to determine the nature and number of facilities and departments to be operated and their
location; to establish classifications of work and the number of personnel required; to direct and control
operations; to discontinue, combine, or reorganize any part or all of its operations; to maintain order and
efficiency; to study and use improved methods and equipment and outside assistance either in or out of the
Employer's facilities; to adopt, modify, change or alter its budget; and in all respects to carry out the ordinary
and customary functions of management. The Employer shall also have the right to promote, assign,
transfer, suspend, discipline, demote, discharge, layoff and recall personnel; to establish, amend, supplement
or delete work rules and fix and determine penalties for violation of such rules; to make judgments as to
ability and skill of employees; to establish and change work schedules; to provide and assign relief personnel;
to schedule overtime, to continue and maintain its operations as in the past, or to modify or eliminate same,
provided, however, that these rights shall not be exercised in violation of any specific provision of this
Agreement. The Employer retains the sole and exclusive right to establish and administer without limitation,
implied or otherwise, all matters not specifically and expressly limited by this Agreement.

6.2.  Delegations. No policies or procedures covered in this Agreement shall be construed as
delegating to others or as reducing or abridging any of the authority conferred on the Employer by State law,
or by the Constitution of the State of Michigan or the United States of America.

ARTICLE 7
GRIEVANCE PROCEDURE

7.1.  Itis mutually agreed that all grievances, disputes or complaints arising under and during the
terms of this Agreement shall be settled in accordance with the procedure herein provided. Every effort shall
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be made to adjust controversies and disagreements in an amicable manner between the Employer and the

Union.

Should any grievance, disputes or complaints arise over the interpretation or application of

the contents of this Agreement, there shall be an earnest effort on the part of the parties to settle such

grievance, dispute or complaint promptly through the following steps.

STEP 1.

STEP 2.

STEP 3.

STEP 4.

Any employee having a grievance shall first take up the matter with his/her immediate
supervisor and Union representative. A grievance not submitted within five (5) working days
of its occurrence or when the employee could reasonably have obtained knowledge of its
occurrence shall be considered automatically closed.

In the event the supervisor in STEP 1 does not give a decision within five (5) working days,
or the matter is not satisfactorily settled in STEP 1, the employee or Steward shall reduce the
grievance to writing and present a copy to the Operations Manager or his designee. Said
grievance shall be signed by the grievant and must be presented within five (5) working days
to the Operations Manager from the Employer's disposal of the grievance or failure to
dispose of same at STEP 1. Said supervisor shall, within five (5) working days after receipt of
the written grievance, give his decision in writing. The Union may automatically take it to
the next step of the grievance procedure if no decision is given in five (5) working days by the
said supervisor. Unresolved grievances shall proceed to STEP 3, provided they have been
appealed within five (5) working days from the date the answer was received or due.

In the event the grievance is not settled or disposed of at STEP 2, and it has been properly
appealed to STEP 3 as provided in STEP 2 above, the 911 Director or his designee involved
and a representative of the Union shall meet within twenty (20) working days of the day of
appeal, unless otherwise mutually extended by agreement in writing to discuss the grievance
and, if the parties at this step cannot settle the grievance or otherwise dispose of it, the 911
Director, within five (5) working days of the meeting, shall give his answer to the grievance in
writing.

In the event the grievance is not settled at STEP 3, the grieving party may appeal, within
twenty (20) working days of the 911 Director's answer or failure to answer, to arbitration.
The Employer and the Union shall mutually select the Arbitrator. In the event the parties
are not able to mutually agree on an Arbitrator, the union shall submit a request for a panel
from the Federal Mediation and Conciliation Service under the rules of the American
Arbitration Association.

The Arbitrator shall proceed as promptly as possible to hear the controversy between the parties. The
decision of the Arbitrator shall be binding and final on both parties.
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The Arbitrator's decision on any matter properly submitted as a grievance for dispute must be based
upon an interpretation of the provisions of this Agreement or any supplemental agreements entered into
between the Employer and the Union.

The Arbitrator shall have no authority to require the Employer to purchase buildings or new
equipment.

The Arbitrator shall have no power to add to or subtract from or modify the terms and conditions of
this Agreement.

The Arbitrator's fees and the expense of arbitration shall be shared equally by the Employer and the
Union. However, each party shall bear their own expenses in connection with the arbitration.

7.3.  Any grievance not appealed from a decision in one of the steps above to the next step within
the prescribed time limits shall be considered dropped and not subject to further appeal unless the time limit

is extended by mutual agreement by written memorandum.

7.4.  Election of Remedies. When remedies are available for any complaint and/or grievance of an

employee through any administrative or statutory scheme or procedure, such as, but not limited to, a
veteran's preference hearing, civil rights hearing, or Department of Labor hearing, in addition to the
grievance procedure provided under this contract, and the employee elects to utilize the statutory or
administrative remedy, the Union and the affected employee shall not process the complaint through any
grievance procedure provided for in this contract. If an employee elects to use the grievance procedure
provided for in this contract and, subsequently, elects to utilize the statutory or administrative remedies, then
the grievance shall be deemed to be withdrawn and the grievance procedure provided for hereunder shall not
be applicable and any relief granted shall be forfeited.

ARTICLE 8
DISCHARGE AND SUSPENSION

8.1.  The Employer shall have the right to discipline non-probationary employees for cause up to,
and including, discharge.

8.2.  Notice of Discharge or Suspension. Before disciplinary action resulting in loss of pay or time
off including discharge, is taken against an employee, he/she shall be given an opportunity to state his/her

position and offer any evidence immediately available to the supervisor who is rendering such discipline.
The Steward or other union officer shall be present at such time, if available. If the Steward or other union
officer is not available, notice shall be sent to the Union Steward by the Employer of any such discipline or
discharge within eight (8) work hours of the invocation of such discipline or discharge.

10
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8.3.  The discharged or suspended employee shall be allowed to discuss his/her discharge or
suspension with an available Steward or other union officer and the Employer will make available an area

where he/she may do so before he/she is required to leave the property of the Employer.

8.4.  Appeal of Discharge or Suspension. Should the discharged or suspended employee or a

Steward consider the discharge or suspension to be improper, a complaint shall be presented in writing
through the Steward beginning at STEP 3 of the grievance procedure within five (5) regularly scheduled
working days of the discharge or suspension. The Employer will review the discharge or suspension and give
its answer within five (5) regularly scheduled working days after receiving the complaint. If the decision is
not satisfactory to the Union, the matter shall be referred to STEP 4 of the grievance procedure.

8.5. Oral Reprimand. Oral reprimands shall not be grievable and they shall not be considered as
discipline. Written summaries of an oral reprimand may be placed in employee's personnel file, provided a
copy is also made available to the affected employee. Oral reprimands may be subsequently used by the
Employer when the Employer gives a written warning and/or later disciplines the employee provided said
warning and/or disciplines occur within six (6) months of the issuance of the oral reprimand. If no such
written warning or later discipline occurs within six (6) months of the issuance of the oral reprimand, the
summary shall be removed from the employee's personnel file.

8.6.  Disciplinary Time Off. At the Employer's option disciplinary time off may be deducted from
the employees accumulated vacation in lieu of requiring employee to miss scheduled work days as an unpaid

disciplinary suspension, up to a maximum of sixty (60) hours per year.

ARTICLE 9
STRIKES AND LOCKOUTS

9.1. No Strike Pledge. The parties mutually recognize that the services performed by the

employees covered by this Agreement are services important for the public health, safety and welfare. The
Union, therefore, agrees that there shall be no interruption of these services, for any cause whatsoever, by the
employees it represents nor shall there be any concerted failure by them to report for duty nor shall they
absent themselves from their work, stop work or abstain in whole or in part from the full, faithful, and
proper performance of the duties of their employment or picket the Employer's premises. The Union
further agrees that there shall be no strikes, sitdowns, stay-ins, stoppages of work or any acts that interfere in
any manner or to any degree with the services of the Employer. The Employer agrees that during the same
period, there will be no lockouts. Individual employees or groups of employees who instigate, aid or engage
in a work stoppage, slowdown or strike may be disciplined up to and including discharge at the sole
discretion of the Employer.

11
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ARTICLE 10
SENIORITY

10.1. Definition of Seniority. Bargaining unit Seniority shall be defined as the length of an

employee's continuous full-time service with the Employer since the employee's last date of hire in a
bargaining unit position. Bargaining unit Seniority for employees covered by this agreement will be based on
time as an employee of Livingston County 911 Dispatch Center since June 8, 1998.

Employees shall have three types of seniority: county, bargaining unit, and classification. County
seniority shall be used to determine an employee’s eligibility for retirement. Bargaining unit seniority shall
be used to determine an employee’s eligibility for accrual of paid time off and vacation selection.
Classification seniority shall be used to determine an employee’s eligibility for shift selection, promotion,
wage increases and layoff. Where bargaining unit or classification seniority is used for eligibility and two or
more employees have the same seniority date then the employee’s individual written test score shall
determine their ranking on the seniority list, except when two (2) or more different tests were used for hiring
or promotion then the highest last four (4) digits of the employees’ social security number shall determine
their ranking on the seniority list.

10.2. Loss of Bargaining Unit Seniority. An employee's bargaining unit seniority and his/her

employment relationship with the Employer shall automatically terminate for any of the following reasons:
(a) If he/she quits or retires;
(b) If he/she is discharged;

(c) He/she is convicted or pleads guilty or nolo contendere to a felony, or a
misdemeanor, other than traffic offenses;

(d) If he/she fails to report for work for three (3) consecutive working days
unless an excuse acceptable to the Employer is presented;

(e) If he/she fails to return on the required date following an approved leave of
absence, annual leave or a disciplinary layoff, unless an excuse acceptable to

the Employer is presented;

) If he/she has been on layoff status for a period of one (1) year or the length
of his/her bargaining unit seniority, whichever is less;

() If he/she makes an intentionally false statement on his/her employment
application or other Employer document or record,;

12
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(h) If he/she has been on leave of absence including a sick or worker's compensation
leave, for a period of twelve (12) months or for a period equal to the length of
his/her bargaining unit seniority at the time such leave commenced, whichever is
less.

ARTICLE 11
PROBATIONARY PERIOD

11.1.  New employees hired in the bargaining unit shall be considered probationary employees for
the first twelve (12) months of their employment. If more than fourteen (14) consecutive days are lost from
work, including certification school, an employee's probationary period shall be extended by the number of
days that an employee is absent from work during the probationary period. During the probationary period,
an employee may be terminated by the 911 Director within his sole discretion without regard and without
recourse to the provisions of this Agreement, including the grievance procedure.

ARTICLE 12
PROMOTIONS

12.1  When a vacancy occurs as determined by the Employer in an Alternate Shift Leader position
the Employer shall post the position within thirty (30) days. Qualified employees with two (2) years of
continuous service as a dispatcher shall have ten (10) calendar days to apply for the position. The Employer
will promote the top ranked employee who scores seventy percent (70%) or greater from the list of
candidates from written and oral testing as Alternate Shift Leader. If two or more employee’s scores are tied
after completion of all the testing then the written test score shall determine the tied employees ranking on
the promotional list. The written test shall count as sixty percent (60%) of the total score and the oral exam
shall count as forty percent (40%) of the total score. If no candidate scores 70% or greater for their total
score, the Employer may select from outside applicants. Internally promoted employees shall serve a six (6)
month probationary period with an extension of six (6) months if necessary. Internally selected promotees
shall return to their former position if they do not complete their probation. Employees reverting back to
their former position, whether voluntarily or involuntarily, retain seniority from their service prior to the
promotion, as well as from time spent in the promoted position. The employee does not retain seniority in
that promoted position, however.

12.2 When a vacancy occurs, as determined by the Employer, in a Shift Leader position the
employer shall post the position and fill the position with the most senior Alternate Shift Leader who applies
for the position. Employees promoted to Shift Leader shall serve a six (6) month probationary period.
Employees reverting back to their former position, whether voluntarily or involuntarily, retain seniority from
their service prior to the promotion, as well as from time spent in the promoted position. The employee
does not retain seniority in that promoted position, however. If no Alternate Shift Leader applied for the
position or completes the Shift Leader probationary then the Employer may select from outside applicants.

13
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12.3  Employees classified as Dispatcher 1 must complete dispatcher/communications training
program and make progress, to the satisfaction of the 911 Director, toward meeting all competency
requirements of a Dispatcher 2. Failure to do so by the conclusion of the probationary period may result in
the termination of employment, as determined within the sole discretion of the 911 Director and such
determination shall not be subject to the grievance procedure. Once competency as a Dispatcher 2 is
obtained, in the sole judgment and discretion of the 911 Director, and after successful completion of the
probationary period, the employee shall be placed in the Dispatcher 2 classification.

12.4  The Employer will promote or transfer to the Technician classification the top candidate from
written or oral or practical testing. If there is no candidate who scores seventy percent (70%) or greater, the
Employer may select from outside applicants. Internally promoted or transferred employees shall serve a six
(6) month probationary period with an extension of six (6) months if necessary. Internally selected
employees shall return to their former position if they do not complete their probation. Employees reverting
back to their former position, whether voluntarily or involuntarily, retain seniority from their service prior to
the promotion, as well as from time spent in the promoted position. The employee does not retain seniority
in that promoted position, however.

ARTICLE 13
LAYOFF AND RECALL

13.1. Seniority shall prevail in the layoff and recalling of employees within the affected
classification. Layoffs shall be determined by the Employer. In reducing the work force, the last employee
hired in the affected classification as determined by the Employer shall be the first employee laid off,
provided that the senior employee(s) retained presently have the necessary experience, qualification, skill and
ability to perform the remaining work, as determined by the Employer. There shall be no bumping rights for
employees who are laid off.

13.2. In the event of a layoff, an employee so laid off shall be given five (5) days notice of layoff by
mail or in person with a copy to the Union. In the event of recall, five (5) days notice mailed or delivered to
his/her last known address shall be made. If he/she fails to report for work within five (5) days following
notification of recall mailed or delivered to his/her last known address or if he/she fails to inform the
Employer within two (2) working days following delivery of notification of recall that he/she intends to
return to work for the Employer, he/she shall lose all seniority rights and right to recall under this

Agreement. It is the responsibility of the employee to keep the Employer informed of his/her last known
address.

13.3.  An employee who is laid off shall have his/her name remain on the recall list for a period of
twelve (12) months or for a period of time equal to his/her bargaining unit seniority at the time of layoff,
whichever is less.
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ARTICLE 14
VACATIONS

14.1.  Eligible full time regular employees shall earn on a monthly pro rata basis paid vacation days
at the beginning of each date of hire year in accordance with the following schedule:

Yearly Monthly
1 through 4 years of service 10 days 6 hrs. 40 mins.

5 through 9 years of service 15 days 10 hrs. O mins.
10 or more years of service 20 days 13 hrs. 20 mins.

Personnel who have not completed six (6) months of service are not eligible for vacation days.
However, employees will be credited with vacation time once the period has been completed.

Employees may not accumulate more than twenty (20) vacation days. Any vacation days
accumulated in excess of twenty (20) shall be lost unless approved by the employee's Department Head
and the Personnel Director. Under no circumstances will an employee be eligible for more than twenty
(20) days accrued vacation pay when terminating employment. (See Resignation)

Vacation days must be scheduled in advance with the department head. Department heads retain
the right to approve and disapprove, in whole or in part, vacation requests, and may reschedule vacations
dependent upon the department's operational needs. The Employer shall provide 30 days notice to the
Union of any proposed changes to the Standard Operating Guide (SOG) governing vacations. The
Union, at its option, may within ten (10) days, call for a meeting to discuss the proposed changes prior to
implementation.

ARTICLE 15
HOLIDAYS

15.1. Livingston County observes the following holidays. Eligible employees shall only
receive holiday pay if they work the day before and the day after a holiday, unless excused by their
department head.

New Year’s Day

Martin Luther King Jr. Day
Washington’s Birthday/President’s Day
Memorial Day

Independence Day

Labor Day

Columbus Day

Veterans Day

Thanksgiving Day

CoNoORrwdE
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10. Friday after Thanksgiving Day
11. Christmas Eve Day

12. Christmas Day

13. New Year’s Eve Day

15.2. Those employee scheduled off work on a holiday shall receive eight (8) hours holiday pay for
the above holidays.

Employees at the Technician classification follow the work schedule of salaried employees,
working during the Livingston County holidays listed in paragraph 15.1 and weekends when necessary.

15.3. Employees who work on New Year’s Day, Memorial Day, Independence Day, Labor Day,
Thanksgiving Day, Christmas Eve, Christmas Day, and New Years’ Eve shall receive one and one-half (1
1/2) times their straight time rate for all hours worked between 0001 and 2400 hours on the calendar
date of the national observance of the following holidays plus eight (8) hours of holiday pay.

15.4. Employees who work the other recognized holidays listed above, shall receive eight (8)
hours of holiday pay in addition to their straight time rate.

ARTICLE 16
LEAVES OF ABSENCE

16.1. Sick/Personal Leave. Earned sick leave may be used when it is necessary to miss work
because of an employee's illness, doctor and/or dentist appointment, funeral attendance, and/or for the
care of an employee's sick parent, spouse or minor child where the employee's attendance is essential for
their parent's, minor child's or spouse's care. Each regular full time employee shall earn sick leave days at
the rate of one (1) sick day of eight (8) hours for each full month of service up to a maximum
accumulation of seventy-two (72) days which may be used for the above stated purposes. If the Employer
proposes or initiates changes to the mechanisms of sick or personal leave accruals or use for non-union
employees, the Union may accept the change or retain existing benefits.

A. New employees for the first six (6) months of employment, cannot use
sick days, but will be credited with the appropriate number of days if they
complete six (6) months of employment.

B. When an employee MUST miss work for doctor/dentist appointments,
the employee must give the department head one (1) day advance notice.

C. An employee who finds it necessary to use sick time for an accident or
illness must contact Central Dispatch and notify the on-duty supervisor,
shift leader, or acting shift leader not later than one (1) hour before the
start of their scheduled shift. The Director may order employees failing to
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provide one (1) hour advance notice of use of sick time to provide a
physician’s verification of injury or illness.

Upon retirement (see Retirement) or death, fifty percent (50%) of
accumulated sick leave up to a maximum of seventy-two (72) days pay will
be paid to the employee or his/her estate, based upon the employee's
current salary.

Funeral Leave. Employees shall have twenty-four (24) hours to be used in
eight (8) or twelve (12) hour shifts based on the employees regular work
schedule for funeral leave, not chargeable to sick time, which may be used
to attend a funeral in the employee's immediate family (spouse, children,
father, mother, sister, brother, father-in-law, mother-in-law, grandparents,
step-children, step-mother, step-father, grandchildren, foster children or
other legal dependents living with the employee). When a death occurs to
a member of the employee's immediate family who resides in another
state, an additional two (2) days funeral leave may be granted by the
department head. The additional two (2) days are chargeable to sick days.
Upon approval of their department head, employees who have not been
employed for six (6) months may take unpaid funeral leave.

Sick days will not be granted for absences due to weather conditions,
transportation problems or other reasons except those specified herein.

(1) Employees returning to work from an illness or leave of absence
may be required by his/her department head to submit a
statement from his/her physician qualifying his/her ability to
work or to verify the illness.

(2) Personnel taking sick leave on their last scheduled day of work
before a holiday or vacation, and/or their first scheduled day after
a holiday or vacation may be required to submit a statement from
their physician verifying the illness. It shall be the employee’s
responsibility to check with his/her department head when calling
in to determine if the statement is necessary.

3) In the event of a dispute involving an employee's physical or
mental ability to perform his/her job or to return to work after a
leave of absence of any kind and the Employer is not satisfied with
the determination of the employee's doctor, the Employer may
require a report from a medical doctor of the Employer's choosing
at the Employer's expense if not covered by the employee's
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insurance. If the dispute still exists, the Employer's doctor and the
employee's doctor shall agree on a third doctor to submit a report
to the Employer and the employee. Any expense of the third
doctor shall be borne equally by the Employer and the employee,
if not covered by the employee's health insurance.

H. Two (2) accumulated sick days in a calendar year may be converted to
personal days and may be taken with the approval of your department
head.

L. An employee that accumulates more than five hundred seventy-six (576)

hours of sick leave as of November 30th each year will be paid for fifty
percent (50%) of all sick hours in excess of five hundred seventy-six (576)
to a maximum of Four Hundred Dollars ($400.00).

]. An employee who is not eligible for retirement under #D above and who
has ten (10) or more years of service with the County and leaves County
employment will be paid for fifty percent (50%) of all accrued sick days to
a maximum of Four Hundred Dollars ($400.00).

K. If the Employer proposes or initiates changes to the mechanisms of sick or
personal leave accruals or use for non-union employees, the Union may accept the

changes or retain existing benefits.

16.2. DPersonal Leaves. A regular employee that has completed six (6) months of employment

may request an unpaid personal leave of absence for a period not to exceed one hundred eighty (180) days
in any one calendar year. All requests must be in writing, must give the reason for the request, must give
the expected duration of the leave and must be approved by the 911 Director. A personal leave of absence
may be granted to attend an educational institute, or for other reasons deemed appropriate by the
Employer other than for FMLA purposes. All personal leaves of absence shall be without pay and
benefits. Employees may continue insurance coverages at their own expense during a personal leave of
absence. An employee will not accumulate sick leave or vacation time, nor will be paid for holidays which
may fall during the leave period.

When a leave of absence is granted for more than sixty (60) calendar days for any reason, the
county does not guarantee that the employee will be reinstated in their former position or to the same
grade and step level when he/she is ready to return to work. That decision will be at the discretion of the
department heard.

16.3. Military Training Leaves. Any employee who is called to or volunteers for active duty in
the Armed Forces of the United States shall be, upon completion of his tour of duty and has received an

honorable discharge, reinstated as a county employee in accordance with the provisions of the current
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statute. A military leave of absence shall be granted for a minimum of four (4) years unless extended by

law. Military leaves of absence shall be without pay except as otherwise noted herein.

Any employee in the active reserves of any branch of the service of the United States may be

granted a military leave of absence to engage in a temporary tour of duty as required by law.

16.4. Family and Medical Leave Act (FMLA) Leaves.

A.

FMILA Leave. An eligible employee who has completed twelve (12) months of
employment and worked at least 1250 hours in the past twelve (12) months may
request an unpaid leave of absence for a period not to exceed twelve (12) weeks in
any twelve (12) month period measured forward from the date the employee's first
FMLA leave begins. The request should be in writing, must give the reason for
the request and must give the expected duration of the leave. The leave may be
taken for the following reasons:

1. A serious health condition that makes the employee unable to
perform the functions of his/her position;

2. In order to care for the employee's spouse, child or parent if the
person being cared for has a serious health condition;

3. Because of the birth of a child of the employee, and in order to
care for the child within twelve (12) months of the child's birth;

4. Because of the placement of a child with the employee for
adoption or foster care, and in order to care for the child within
twelve (12) months of the child's placement;

Unless leave is taken for the employee's own serious health condition or
that of his or her child or spouse, the total leave taken by spouses when
both are employed by the Employer is limited to twelve (12) weeks.

Intermittent Leave. Unless the Employer agrees, leave for the birth or
placement of the employee's child, or to care for the child within twelve
(12) months of the child's birth or placement, may not be taken
intermittently or on a reduced leave schedule. If medically necessary,

leave for the employee's serious health condition or to care for a seriously-
ill spouse, child or parent, may be taken intermittently or on a reduced
leave schedule.
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Substitution of Paid Leave. An employee is required to use all accrued
paid sick leave, personal leave days and annual leave for leave taken for
the employee's serious health condition or to care for a seriously-ill spouse,
child or parent. An employee is required to use all accrued paid annual
leave and personal leave days for leave taken for the birth or placement of
the employee's child, or to care for the child within twelve (12) months of
the child's birth or placement. An employee may not use accrued paid
sick leave for leave taken for the birth or placement of a child or to care
for the child unless the employee or the child has a serious health
condition.

Scheduling and Notice by Employees. When leave is taken for the birth
or placement of the employee's child or to care for the child within twelve
(12) months of the child's birth or placement, and the leave is foreseeable

based on the expected birth or placement, the employee must provide not

less than thirty (30) days notice before the date the leave is to begin. If
the date of the birth or placement requires the leave to begin in less than
thirty (30) days, however, the employee must provide such notice as is
practicable.

When leave is taken for the employee's serious health condition, or to
care for a seriously-ill spouse, child or parent, and the leave is foreseeable
based on planned medical treatment, the employee must make a
reasonable effort to schedule the treatment so as not to unduly disrupt the
Employer's operations, and must provide not less than thirty (30) days
notice before the date the leave is to begin. If the date of treatment
requires leave to begin in less than thirty (30) days, however, the employee
must provide such notice as is practicable.

Medical Certification. When leave is taken for the employee's serious
health condition, or to care for a seriously-ill spouse, child or parent, the

Employer may require certification issued by the health care provider of
the employee or of the spouse, child or parent of the employee, as
appropriate. This certification must include the date the condition began,
its probable duration, appropriate medical facts within the knowledge of
the health care provider regarding the condition, and a statement that the
employee is unable to perform his/her job function or is needed to care
for a sick family member for a specified time.

For leave taken intermittently or on a reduced leave schedule, further
certification requirements are as follows:
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1. When there is planned medical treatment, the certification must
include the dates on which treatment is expected and its duration.

2. When leave is taken for the employee's serious health condition,
the certification must include a statement of the medical
treatment necessary for such leave and its expected duration.

3. When leave is taken to care for a seriously-ill family member, the
certification must include a statement that such leave is necessary
for the care of the family member who has a serious health
condition or will assist in his/her recovery, and the expected
duration and schedule of the leave.

Second and Third Opinions; Recertification. The Employer may require,

at its own expense if not covered by insurance, a second medical opinion
from a health care provider designated by the Employer, but not
employed on a regular basis by the Employer. In the event of a dispute
concerning the second certification, the Employer may require, at its own
expense if not covered by insurance, a third opinion from a health care
provider. The employee and Employer must agree on the selection of the
third health care provider whose opinion is binding on both parties. The
Employer may require that the employee obtain subsequent re-
certification on a reasonable basis.

Benefits During Leave. The Employer will continue to pay the Employer's

portion of an employee's health insurance premiums for an eligible
employee during the period the employee is on leave for any of the
reasons under Subsections A(1){4) above. The employee shall be
responsible to pay his/her portion, if applicable, of health insurance
premiums during the period the employee is on leave for any of the
reasons under Subsection A(1)(4) above. If an employee's health
insurance premium payment is more than 30 days late, the Employer
upon 15 days notice to the employee may cease to continue the
employee's health insurance coverage if the employee does not pay his/her
portion of health insurance premium prior to the specified time. The
Employer may recover the employee's share of any premium payments
missed by the employee for any FMLA leave period during which the
Employer maintains health coverage by paying the employee's share after
the premium payment is missed. In all other circumstances, the Employer
will not continue to pay health insurance premiums for an employee on
an unpaid leave of absence. The employee may continue insurance
coverage at his/her own expense during any unpaid leave of absence.
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The employee will not accumulate paid sick or annual leave nor be paid
for holidays which may fall during the period of unpaid leave. If the
employee fails to return after the leave has expired due to circumstances
within the employee's control, the Employer may recover from the
employee any premiums which the Employer paid to maintain medical
coverage during the leave.

H. Return Rights. Upon return from a leave taken for a reason listed under
Subsection A(1)4) above, the employee will be returned to his/her
former position or to a position equivalent in pay, benefits, and other
terms and conditions of employment. In all other circumstances, the
employee is not guaranteed that he/she will be restored to his/her former
position or to an equivalent position. The decision will be at the
discretion of the Employer.

16.5. Jury Duty. The Employer shall pay employees called for jury duty the regular straight time
rate which would be earned less an amount equal to the payment received for jury service. The employee
must return to work and work any hours out of the scheduled work day when not actually on jury duty.
In order to receive payment, an employee MUST give the Employer prior notice to the date of jury duty,
shall furnish satisfactory evidence of reporting for or performing jury duty on the day(s) for which
payment is claimed, and must furnish a copy of the payments received for jury duty. The maximum
payment obligation under this Section is twenty (20) days per calendar year. Time spent on jury duty shall
not be counted as hours worked for overtime purposes.

ARTICLE 17
LIFE INSURANCE

17.1.  All regular full-time employees are covered by a life insurance policy effective from their
hire date equal to their annual wage rounded up to the next one thousand dollars ($1,000.00). [For
example: An employee with an annual wage of $7,850.00 would be insured for $8,000.00. The entire
premium is paid for by the County. The Life Insurance Policy will be issued approximately six (6) to eight
(8) weeks following the date of employment. Persons retiring or terminating from Livingston County can
keep their life insurance policy in force by converting it from a group to a personal policy and paying the
premiums, if permitted by the carrier. Group Life Insurance may be continued in force by the County for
a maximum of six (6) calendar months when an employee is on a medical leave of absence and for a
maximum of thirty (30) calendar days when an employee is on a personal leave of absence.

ARTICLE 18
WORKER'S COMPENSATION

18.1. Employees are covered by the Workers’ Disability Compensation Laws of Michigan. Any
employee involved in a work related accident or injury must report that accident or injury to the
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Operations Manager and the Personnel Department as soon as possible after the mishap and fill out the
proper reporting forms. Failure to properly report an injury may disqualify the employee for benefits
under workers’ compensation insurance.

ARTICLE 19
HOURS OF WORK

19.1. Scheduling the Work Week. The Livingston County Dispatch Center is a 24 hour Facility
and will operate 24 hours per day, 7 days per week, including holidays. Employees shall be scheduled to
work at the discretion of the Employer. The work schedule shall be posted in advance. All schedules are

subject to change based on the needs of the Employer as determined by the Employer. Personnel shall
not work in excess of sixteen (16) hours in a twenty-four (24) hour period, and there must be eight (8)
hours off-duty time between regularly scheduled work hours, except in cases of declared communications
emergency.

19.2. Breaks. Each full-time employee shall be allowed a paid meal break of up to forty-five (45)
minutes during a regularly scheduled 12 hour shift and thirty (30) minutes during a regularly scheduled 8

hour shift. Breaks do not accumulate if not taken.

19.3. Work Week and Work Day Definition. Any definition of an employee's normal work

week and work day stated in this Agreement shall not constitute a guarantee by the Employer of any
number of hours per work day or per work week.

19.4. Overtime. Eligible employees who are required to work in excess of 40 hours per week
(Sunday through Saturday) will be eligible for the overtime compensation. Prior approval of overtime is
required by the Director or his/her designee. Non-exempt employees who are required to work in excess
of 40 hours in any one week shall be compensated at the rate of time and one half (1 1/2) their regular
rate of pay for all such hours. An employee, with the mutual agreement of the Director or his/her
designee, may take compensatory time off at the rate of time and one half (1 1/2) per hour worked
overtime in lieu of overtime pay. Compensatory time off shall be taken at a time mutually agreeable to
the Director or his/her designee and the employee. Such time cannot accumulate in excess of forty (40)
hours. Overtime must be paid for any time accumulated in excess of forty (40) hours. Compensation at
the rate of time and one half (1 1/2) will be paid to employees for compensatory time not taken upon
their separation from the County.

NOTE: In the event 10 or 12 hour shifts are adopted, overtime will be based on a two week pay
period. Further, in the event 10 or 12 hour shifts are adopted, "days" as used in the contract for all

benefits (such as paid time off) accrual and use shall continue to mean eight (8) hours.

19.5  Shift Premium. A shift premium of twenty-five cents ($.25) per hour will be applicable to
employees working between the hours of 6 pm and 6 am.
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ARTICLE 20
WORK SHIFTS

20.1. 12-Hour Shifts. The Employer reserves the right to implement 12 hour shifts (excluding
breaks) upon thirty (30) days' notice. After implementing 12 hour shifts, the Employer reserves the right
to return to 8 hour shifts upon sixty (60) days' notice.

20.2. Briefings. Employees on a regular shift rotation; whether 8-hour, 10-hour, or 12-hour, shall
report for all required fifteen (15) minute pre-shift briefings, which shall be paid as hours worked.
ARTICLE 21
COURT TIME

21.1.  Employees off duty called into court for business related matters shall be paid at the rate of
time and one-half for a minimum of two (2) hours.

ARTICLE 22
SHIFT PREFERENCE

22.1.  For purposes of scheduling, the calendar year is divided into four (4) quarters as follows:
1" quarter - Jan, Feb, March; 2™ quarter - April, May, June; 3™ quarter - July, Aug, Sept; and 4™ quarter -
Oct, Nov, Dec. During the term of this Agreement, the Director shall post a classification seniority list
for the purpose of allowing employees to indicate their shift preferences for two (2) quarters of the
calendar year no less than thirty (30) days prior to the beginning of that two (2) quarter period. The
classification seniority list shall remain posted for fifteen (15) days. Employees shall be entitled to shift
assignments by classification seniority.

22.2. Employees failing to register a shift preference during the time periods demanded in
section 22.1 shall forfeit all classification seniority rights regarding shift assignments.

22.3.  Employees may trade shifts with prior written approval of the Director.

22.4. The Director retains the right, solely and exclusively, to determine, within his discretion,
how many employees shall be on each shift.

22.5. The Director shall post the employees’ shift picks within twenty-four (24) hours of the end
of the fifteen (15) day period in Section 22.1.

22.6. Notwithstanding any of the above provisions, the Employer reserves the right to change
shift assignments in the best interests of the Dispatch Center.

ARTICLE 23
POLITICAL PROTECTION
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23.1. The parties agree that the employees covered hereby will not be subject to discharge solely
because of political reasons. Therefore, to the extent that it is not contrary to, or does not infringe upon,
the statutory rights of the Employer, the parties agree that political considerations shall not be a factor in
the termination of employment of any employee covered hereby.

ARTICLE 24
EXTRA CONTRACT AGREEMENT

24.1. The Employer agrees not to enter into any agreement with another labor organization
during the life of this Agreement with respect to the employees covered by this Agreement; or any
agreement or contract with the said employees individually or collectively, which in any way conflicts with
the terms or provisions of this Agreement, excepting, however, the Employer may enter into signed letters
of understanding with the Union business agent.

ARTICLE 25
LOCKERS

25.1. The Employer shall provide employee lockers which may be inspected with the Union
Steward present.

ARTICLE 26
UNION ACCESS

26.1. The Employer and the Director agree that they will allow the proper accredited
representative of the local union access to the Dispatch Center at any reasonable time upon providing the
Director with prior written notification and receiving prior written approval for the purpose of policing
the terms and conditions of this Agreement, provided however, that such representative shall not
interfere with the normal operations of the Dispatch Center.

26.2. The Union shall have the right, upon reasonable notice, to examine time sheets at the
Dispatch Center and pay records pertaining to the computation of compensation of any employee
covered by this Agreement whose pay is in dispute.

ARTICLE 27
GENDER CLAUSE

27.1.  The masculine pronoun wherever used in this Agreement shall include the feminine
pronoun and the singular pronoun, the plural, unless the context clearly requires otherwise.
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ARTICLE 28
PAYCHECKS

28.1. Paychecks shall be made available every other Wednesday or other week day as designated
by the County. The Employer agrees to deduct from each employee, who so authorizes it in writing, a
specified sum each and every payroll and to remit this sum to the employee's credit union or bank.

ARTICLE 29
TUITION REIMBURSEMENT

29.1.  Anyregular full time employee is eligible for financial assistance for tuition cost for college
or university courses taken in a technical, undergraduate, or graduate program after one complete year of
full-time County employment. The County shall reimburse fifty percent (50%) of tuition cost if:

1. Recommended by the 911 Director and approved by the Personnel Director prior
to enrollment in the course; and

2. The course taken meets one of the following criteria:
(a) it is directly job related, as determined by the department head;
(b) it is in preparation of a job related promotion;
(c) it is a required or elective subject mandatory to obtain a diploma,

certificate, or undergraduate degree in preparation for advancement to a
higher classification in County employment.

3. Under special circumstances the 911 Director may authorize an employee to
attend classes during normal working hours.

4. Prior to being reimbursed for tuition expenses, the employee must present to the
911 Director a receipt for payment and proof of a grade of C (or its equivalent) or
higher.

5. Employees eligible for education compensation under the Veterans G.I. Bill or

other government sponsored programs will have to exhaust their other benefits
prior to being eligible for County education benefits.

6. Reimbursement includes tuition only and does not include registration, books,
lab fees, etc.
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7. Tuition reimbursement is subject to all IRS required tax withholdings.

ARTICLE 30
CAPTIONS

30.1. The captions used in each Article or section of this Agreement are for identification
purposes only and are not a substantive part of the Agreement.

ARTICLE 31
NEW CLASSIFICATIONS

31.1. Whenever the Employer establishes a new classification within the collective bargaining
unit, the Union shall be notified of the rate of pay assigned to the classification. The Union shall have
ten (10) calendar days from receipt of such notification to object to the assigned rate. If no objection is
filed with the Employer within this period of time, the rate shall be deemed to be permanent. Should the
Union timely object to the rate of pay assigned to a new classification, representatives of the Employer
and the Union shall meet within forty-five (45) calendar days to negotiate any changes which might be
required. If the parties are unable to agree on the rate, the Employer may implement its last best offer.

ARTICLE 32
POLICIES

32.1. Resignation. Should an employee decide to leave employment, a minimum of a two (2)
weeks prior notice in writing must be given to the Director. Failure to provide two (2) weeks prior notice
will result in loss of accrued annual leave and/or sick leave payout unless waived by the Director.

32.2. DPersonnel Records. Asrequired under State law, employees have the right to review and
have a copy made of their personnel files provided the Director or his/her designee is present during the

review.

32.3. OQutside Employment. While outside or supplemental employment is discouraged,
employees may engage in outside or supplemental employment in accordance with the following

limitations. In no case shall outside or supplemental employment conflict with, or impair an employee's
responsibilities to the Employer.

Any employee desiring to participate in outside or supplemental employment must obtain
permission of the Director or his/her designee in writing prior to engaging in outside or supplemental
employment. The following guidelines shall be applicable to all employees engaged in outside or

supplemental employment.

Employees engaged in outside or supplemental employment shall:

27



SIGNATURE COPY
1/1/08 - 12/31/10

() Not use Employer facilities as a source of referral for customers or clients.

(b) Not be engaged in during the employee's regularly scheduled working
hours.

() 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 outside or supplemental employment or private practice.

(e) Maintain a clear separation of outside or supplemental employment from
activities performed for the Employer.

03] 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.

The Employer shall not be liable, either directly or indirectly, for any activities performed during
outside or supplemental employment.

32.4. Address Changes. An employee shall notify the Employer in writing of any change in
name or address promptly and, in any event, within five (5) days after such change has been made. The
Employer shall be entitled to rely upon an employee's last name and address shown on his/her record for
all purposes involving his/her employment.

32.5. Travel and Meals Reimbursement. Employees shall be eligible for reimbursement for

travel, meals, and lodging expenses to the extent permitted by the Livingston County Personnel Policy.
The Employer reserves the right to unilaterally amend this policy without providing notice to or
negotiating with the Union.

32.6: Conflicts of Interest. It is the policy of the Employer that no employee shall speak with,

provide information or documents to, or otherwise communicate with an attorney, private investigator or
other person not associated with the Dispatch Center or the County pertaining to inquiries about an
existing lawsuit or claim against the Dispatch Center or the County or any employee. Employees
contacted by an attorney, private investigator or other persons not associated with the Dispatch Center or
the County regarding such matters shall advise the attorney, private investigator or other person not
associated with the Dispatch Center or the County, that the employee is not permitted to discuss such
matters without the expressed written authorization of the Director. The attorney, private investigator or
other person not associated with the Dispatch Center or the County shall then be referred to the
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Director. Employees found in violation of this policy shall be subject to disciplinary action, up to and
including possible discharge.

32.7. Inclement Weather. In conditions of Inclement Weather or other Acts of God, employees
are expected to arrive for their regularly scheduled shift. If an employee absolutely can not travel to work,

the employee must use compensatory time, personal leave, or annual leave in order to be paid, and must
notify their supervisor as soon as possible and prior to the start of their shift.

ARTICLE 33
PYRAMIDING OF PREMIUM PAY

33.1. There shall be no duplication or pyramiding of any premium rate set forth in this
Agreement.

ARTICLE 34
PAST PRACTICE

34.1. This Agreement embodies all the obligations between the parties evolving from the
collective bargaining process and supersedes all prior relationships and/or past practices.

ARTICLE 35
NON-BARGAINING UNIT PERSONNEL

35.1. The Employer reserves the right to hire persons to perform bargaining unit work on a
temporary basis. They shall not be covered by the terms of this Agreement.

35.2. The supervisors and other non-bargaining unit personnel may perform bargaining unit
work at any time.

35.3. The Employer reserves the right to hire irregular part-time employees to perform
bargaining unit work. They shall not be covered by the terms of this Agreement.

ARTICLE 36
NON-DISCRIMINATION

36.1. The parties to this Agreement shall not discriminate predicated upon age, religion, height,
weight, disability, sex, race, national origin, or any other protected classification, as required by law.
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ARTICLE 37
SAVINGS CLAUSE

37.1. Ifanyarticle or section of this Agreement or any addendum thereto should be held invalid
by operation of law or by any tribunal of competent jurisdiction, the remainder of the Agreement and
addendums shall not be affected thereby, and the parties shall enter into immediate collective bargaining
negotiations for the purpose of arriving at a mutually satisfactory replacement for such article or section.

ARTICLE 38
CLASSIFICATIONS AND WAGES

38.1. Effective January 1, 2008:

Dispatcher 1 | Dispatcher 2 | Alternate Shift | Technician Shift Leader
Leader
Premium
$1,560
Effective at
Ratification by
both parties

Start 30,514.88 33,631.73 NA 35,248.36 42,075.30
6 months 31,614.23 34,842.50 NA 36,517.61 NA
1 year 32,792.79 36,140.52 NA 37,878.14 43,770.75
2 years NA 37,541.90 39,101.90 39,344.54 45,607.17
3 years NA 39,054.68 40,614.68 40,928.97 46,495.88
4 years NA 40,693.66 42,253.66 43,159.47 NA
5 years NA 43,159.47 44,719.47 NA NA

Note: Employees must be employed as of the date of ratification by all parties in order to receive
retroactive wages.
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38.2. Effective January 1, 2009:

Dispatcher 1 | Dispatcher 2 | Alternate Shift | Technician Shift Leader
Leader
Premium
$1,560
Effective at
Ratification by
both parties

Start 31,125.18 34,304.36 NA 35,953.33 42,916.81
6 months 32,246.51 35,539.35 NA 37,247.96 NA
1 year 33,448.65 36,863.33 NA 38,635.70 44,646.17
2 years NA 38,292.74 39,852.74 40,131.43 46,519.31
3 years NA 39,835.77 41,395.77 41,747.55 47,425.80
4 years NA 41,507.53 43,067.53 44,022.66 NA
5 years NA 44,022.66 45,582.66 NA NA
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38.3. Effective January 1, 2010:

Dispatcher 1 | Dispatcher 2 | Alternate Shift | Technician Shift Leader
Leader
Premium
$1,560
Effective at
Ratification by
both parties

Start 31,125.18 34,304.36 NA 35,953.33 42,916.81
6 months 32,246.51 35,539.35 NA 37,247.96 NA
1 year 33,448.65 36,863.33 NA 38,635.70 44,646.17
2 years NA 38,292.74 39,852.74 40,131.43 46,519.31
3 years NA 39,835.77 41,395.77 41,747.55 47,425.80
4 years NA 41,507.53 43,067.53 44,022.66 NA
5 years NA 44,022.66 45,582.66 NA NA

38.4. Effective upon ratification by all parties, the employer shall either:

1. Make a one-time deposit of $500.00 into employee’s individual ICMA accounts for
defined contribution pension participants or §457 accounts for defined benefit pension participants, or

2. Provide a one-time cash payment of $500.00.
The bargaining unit shall determine on how the payment is made, not individual employees.

Employees must be employed as of the date of ratification by all parties in order to receive the retroactive
payment.

ARTICLE 39
HEALTH INSURANCE

39.1.  Beginning 7/1/03, all employees that do not have insurance coverage available from

another source, shall be enrolled in the Blue Cross/Blue Shield Community Blue PPO 6 with $500
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Preventive Services and drug rider of $10/20, with $10 OFFICE AND CHIROPRACTIC OFFICE
VISIT CO-PAY, $50 EMERGENCY ROOM CO-PAY, AND MANDATORY GENERIC DRUG
RIDER. The Employer will pay for the full cost of that health insurance coverage for benefit year 7/1/06
to 6/30/07. Employees may choose to keep the PPO 6 Plan or to “buy” other Plans available through
County Choices if they pay the difference between the cost of the Community Blue 6 Plan and the cost of
their plan of choice.

Beginning 7/1/07, the Employer and the employees shall share, on a 50/50 basis, cost
increases in the Community Blue 6 Plan above that of the cost of the Community Blue 6 Plan in the
benefit year 7/1/06 to 6/30/07. The formula for cost-sharing shall be set as the difference between the
COBRA rate of a plan, by tier, from one year to the next. Likewise, employees may continue to choose to
keep the PPO 6 Plan or to buy other Plans available through County Choices if they pay the difference
between the Employer’s portion of the cost for the Community Blue PPO 6 Plan and the cost of their
plan of choice.

39.2  Effective upon ratification and only for the remainder of the benefit year 7-1-06 through 6-
30-07, employees who opt-out of hospitalization and prescription coverage shall receive a pro-rated
portion of the $2,200, less any other opt-out payments or credits already received for this benefit year.
The remaining opt-out amount shall be paid proportionately in each remaining pay period of the current
benefit year ending 6-30-07 during which the employee remains dis-enrolled from the plan. Employees
electing to opt-out must provide proof of insurance coverage from some other source and sign a waiver
attesting to their intention not to receive insurance coverage under the County-sponsored group plan.

Effective 7-1-07, employees who choose not to enroll in hospitalization and prescription
drug coverage shall receive a $2,200 “opt-out.” This opt-out shall be payable in equal installments over
twenty-six (26) pay periods to those who provide proof of insurance coverage from some other source,
who remain dis-enrolled, and who sign a waiver attesting to their intention not to receive insurance
coverage under the County-sponsored group plan.

39.3 The Employer will require Employees to sign an affidavit upon acceptance of the
Employer’ health care plan that they have no other health care available that is equal to or better than
that provided by the Employer from another source.

39.4 The county will implement Maintenance of Benefits program to ensure that benefits are
paid on a “not to exceed” maximum benefit level.

39.5 Upon ratification, the parties agree to adopt Script Guide Rx as a pharmacy benefit
manager to provide retail and mail order prescription drug coverage at the benefit level provided above.
The employer reserves the right to select alternate pharmacy benefit managers, including reversion to

Blue Cross/Blue Shield, to provide prescription drug coverage at the benefit levels provided above.

39.6  The parties agree that any savings realized by adopting a pharmacy benefit manager shall
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be used to offset the employee share of cost increases in hospitalization and prescription drug coverage
referred to above or in the event there are no costs paid by the employees the savings shall be paid to the
employee as a credit through the county choices program. For purposes of this Agreement, savings shall
be defined simply and strictly as a reduction, dollar for dollar, in pharmacy program cost measured ‘per
member per month’ between the most recent claims experience available through Script Guide Rx and
BCBSM (but not less than the most recent 12 months of data available) and the corresponding preceding
12 month period. Given the inherent variability in cost associated with this bargaining group, due to size
and lack of credibility and statistical validity, the retrospective measure of cost per member per month will
be based on a blending of actual group experience under ScriptGuide Rx with normative expected cost
under an equivalent plan design. The blending will be at a 1:1 weighting ratio.

39.7 Employees shall receive Blue Cross/Blue Shield’s Dentemax Plan for dental coverage, with
coverage at 100% for class I services and 50% for class II/I1] services and an annual benefit maximum of
$800 per member for all covered services.

ARTICLE 40
PENSION

40.1. The County participates in a retirement program administered by the Michigan Municipal
Employees Retirement System (MERS) as provided by Act 135, of the Public Acts of 1945, as amended.

The entire cost of the retirement program is paid for by the County for eligible employees.

40.2. Under the retirement system, as currently provided through the MERS B-2 Plan, an
eligible employee may retire at any time they are age sixty (60) years or older and have ten (10) or more
years of service. Employees may also retire at any time after they reach age fifty (50) years if they have
twenty-five (25) or more years of service or after they have reached age fifty-five (55) if they have fifteen
(15) or more years service with a reduced benefit.

The above benefits are subject to amendments of Act 135, of the Public Acts of 1945 and the
MERS regulations. Additional information explaining the retirement system is available through the
Personnel Department.

40.3. All employees hired after the signing of this Agreement shall be covered under the ICMA
MERS’ Defined Contribution Plan with a six (6) year gradual vesting of the Employer’s portion of the
Plan (in 20% increments) starting with the completion of two (2) years of service through to the
completion of six (6) years of service. Under this Defined Contribution Plan, the Employer shall
contribute five percent (5%) of salary and the employee shall contribute three percent (3%) of salary on a
pre-tax basis. The Employer shall contribute an additional one and one-half percent (1 1/2%) of salary if
the employee volunteers to contribute an additional one and one-half percent (1 1/2%) of salary on a
post-tax basis. Employees leaving before they are fully vested, may withdraw all of their portion of the
Plan and any applicable Employer’s portion of the Plan or they may leave it in the Plan or move it to
another retirement Plan.
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40.4. All employees hired before the signing of this Agreement will be able to continue in the
MERS defined benefit plan as outlined in 40.2. or they can opt to the MERS Defined Contribution Plan
as outlined in 40.3. There will be a one-time opportunity to switch plans which shall be irrevocable. The
deadline for the switch shall be defined by the Program. The currently value of the defined benefit plan
as computed by MERS will be transferred to the employees who switch to the Defined Contribution Plan.

ARTICLE 41
WAIVER

41.1. The parties acknowledge that during the negotiations which resulted in this Agreement,
each had the unlimited right and opportunity to make demands and proposals with respect to any subject
or matter not removed by law from the area of collective bargaining any that the understandings 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 voluntarily and unqualifiedly
waives the right and each agrees that the other shall not be obligated to bargain collectively with respect to
any subject or matter referred to or covered by this Agreement or with respect to any subject or matter
not specifically referred to or covered by this Agreement.

ARTICLE 42
EFFECTIVE DATE AND TERMINATION OF AGREEMENT

42.1. This Agreement shall remain in full force and effect commencing on the Ist day of
January, 2008, through the 3Ist day of December, 2010. Either party may serve upon the other a notice
no earlier than one hundred twenty (120) days prior to the expiration of this Agreement as noted above,
that they wish to enter into collective bargaining sessions to negotiate a new contract. In the event of
receipt of such notice, the parties shall determine mutually agreeable times and shall commence
negotiations for a new contract.

IN WITNESS WHEREOF, the parties have hereunto set their hands and seals the day and year

first above written.

MICHIGAN ASSOCIATION OF BOARD OF COMMISSIONERS,

PUBLIC EMPLOYEES: LIVINGSTON COUNTY, MICHIGAN:
Ron Palmquist, Labor Relations William C. Rogers, Chairperson
Specialist

LIVINGSTON COUNTY LIVINGSTON COUNTY 911 DISPATCH:
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TELECOMMUNICATORS ASSN:

Suzanne Karls, President Richard Winsett, 911 Director
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