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PREFACE

The general purpose of this agreement is to set forth terms and conditions of employment and to promote
orderly and peaceful labor relations for the mutual interests of the University, its employees and the Union.

The parties recognize that the best interests of the University, its students and the job security of the
employees depend upon the University's success in operating a state University in the most efficient manner
to serve the needs of the people of the State of Michigan.

To these ends, the University and the Union encourage to the fullest degree friendly and cooperative
relations between the respective representatives at all levels and among all employees.
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Section 1  Agreement

THIS AGREEMENT entered into this 1st day of May, 2004, between the BOARD OF TRUSTEES OF
GRAND VALLEY STATE UNIVERSITY (hereinafter referred to as the "University") and the LOCAL UNION
NO. 2074 and MICHIGAN COUNCIL 25 AND THE INTERNATIONAL UNION OF THE AMERICAN
FEDERATION OF STATE, COUNTY, AND MUNICIPAL EMPLOYEES (AFL-CIO) (hereinafter referred to as
the "Union").

WITNESSETH:

Section 2  Recognition of Union

2.1 Legal Basis.  The Michigan Labor Mediation Board having conducted a representation
election on December 19, 1966, and the Michigan Labor Mediation Board having certified
the Union as the exclusive bargaining agent, the University hereby recognizes the Union as
the exclusive representative of those employees described below for the purpose of
collective bargaining in respect to rates of pay, wages, hours of employment and other
conditions of employment for the term of this Agreement.

2.2 Description of Bargaining Unit.

2.2.1 Definition.  This bargaining unit shall be for all regular employees working in Custodial
Services, Grounds Maintenance, Building Maintenance and Material and Mail Distribution
at Grand Valley State University, excluding from the foregoing all office and clerical
employees, security employees and guards, students, temporary or executive and
supervisory employees.

2.2.2 Applicability.  This Agreement shall apply to all regular employees working in the bargaining
unit described above at the Allendale campus of Grand Valley State University.

2.3. Definition of Employee.  The term "employee" or "employees" as used in this Agreement
(except where the context clearly indicates otherwise) shall mean a person appointed by
the University to work in a position (either full-time or part-time) included in the above
described bargaining unit for an undetermined period of time; i.e., for a period of time not
specifically limited in duration.  The term "regular" employee as used in this Agreement
shall mean a person working in a position on a full-time or part-time basis.  Such part-time
or full-time employees are classified as "probationary" until he or she has successfully
completed the designated probationary period.  The term "regular" employee does not
apply to those individuals working as a "student employee", "temporary employee", or
"project employee."

A. Full-time Employee.  The term "full-time employee" shall mean an employee whose
normal schedule of work is forty (40) hours per week.
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B. Part-time Employee.  The term "part-time employee" shall mean an employee whose
normal schedule of work is at least twenty (20) hours, but not more than twenty-five
(25) hours per week.  Part-time employees are not eligible to sign the overtime list.

C. Student Employee.  It is recognized by the Union that as a matter of policy the
University is committed to provide work opportunities for the students who, by
definition, are excluded from the bargaining unit. Nothing contained in this Agreement
shall be construed to impinge upon the above policy.  However, in no case shall a
regular employee covered by this Agreement be laid off or take a reduction in pay as
a result of student employment in an operational district of the University.

D. Temporary Employee.  The term "temporary employee" as used in this Agreement
shall mean a person who has been appointed to work in a position included in the
above-described bargaining unit when filling in for regular employees who may be
absent or when filling a vacant position during the period it takes to fill the position
with a regular employee through the hiring process. Regular employees will be
notified and allowed temporary opportunities in other classifications before they are
filled with temporary employees. Temporary employees will be used no more than
1040 hours for a specific vacancy. The University will inform the Union if a position is
not filled within 90 days after completion of a temporary employee assignment. Up to
two (2) temporary employees may work without filling in for an absent employee or
filling a vacant position.  Temporary employees not filling in for an absent employee
or vacant position are limited to 1040 hours for the calendar year.

                                         When requested, the University will provide the Union with a list of all temporary
employees working in bargaining unit positions, listing the reason for employment
and identify the two (2) 1040 hour temporary employees, if employed, and the hours
they have worked.

The University will attempt to complete the hiring procedures in a timely manner and
will strive to hire within 90 days of the time new positions become available and
authorized.  The University will always be available and willing to discuss any aspect
of the hiring process when openings occur.

But in no case shall temporary employees work overtime unless on a holdover basis
or because no regular employee is available in that classification. If a temporary
employee should become a regular employee, his/her date of hire shall be the last
date he/she was hired as a temporary employee, but all fringe benefits accrue as of
the date of hire as a regular full-time or regular part-time employee.  Temporary
employees who become regular shall serve the probationary period as described.

E. Project Employee.  The term "project employee" as used in this Agreement shall
mean a person who has been appointed to work in a position included in the above-
described bargaining unit on a temporary basis not to exceed 90 work days per
calendar year to complete a special project.  But in no case shall project employees
work overtime unless on a holdover basis or because no regular employee is
available in that classification.  If a project employee should become a regular
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employee, his/her date of hire shall be the last date he/she was hired as a project
employee, but all fringe benefits accrue as of  date of hire as a regular full-time or
regular part-time employee.  Project employees who become regular shall serve the
probationary period as described.

F. Probationary Employee.  The term "probation" or "probationary employee" shall
mean any employee who has served less than six (6) calendar months actually
worked (days that fall during absences do not count toward the six month
probationary period) in the University's employment since the employee's last
employment date.  If the total number of days missed in the six (6) month period
does not exceed ten (10) work days, the probationary period will not automatically be
extended.

2.4 Representation.  It is agreed that there are five (5) representation districts in the bargaining
unit which are presently identified as:

1. Custodial - 1st Shift
2. Custodial - 2nd Shift
3. Custodial - 3rd Shift
4. Grounds
5. Maintenance (including Material and Mail Handlers)

The University and the Union may change the number of representation districts or
redistrict the unit from time to time by mutual written consent.

Section 3  Responsibilities of Agreeing Parties

3.1.1 Coercion, Intimidation, Solicitation.  The Union agrees that it will not coerce or intimidate
any employee regarding Union membership or activity subject to the provisions of Section
4.1.  Unless specifically permitted herein, the Union agrees further that there shall be no
solicitation of employees for Union membership, payment of dues, or conducting of Union
business on the University's time.

3.1.2 Strikes and Interference.  The Union and its officers and agents agree that they shall not
authorize or conduct a strike against the University because the grievance and arbitration
procedure herein provides an orderly procedure for settlement of disputes concerning the
application of the terms of this Agreement and because it is not lawful for public employees
to do so.  The Union and its officers and agents further agree that they shall not authorize,
conduct or participate in sit-downs, slow-downs, stoppages of work, or in any acts of a
similar nature which interfere with the orderly operation of the University.  They also agree
that they will not otherwise permit the existence of or continuance of any of the above acts.
In the event of a violation of the provision, the Union will take affirmative action to terminate
and to remedy such violation.
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3.1.3 Non-Discrimination.  The Union agrees that it will not in anyway, in matters of membership,
administration of Union affairs, or in the administration of this Agreement, discriminate
against any employee because of race, creed, age, sex, non-disqualifying handicap, union
member-ship, political affiliation, height, weight, marital status or national origin, as required
by law.  The Union and the University agree that they will work together to take all actions
necessary to comply with all applicable laws, especially as they apply to the matter of
reasonable accommodation.

3.2.1 Retention of Rights.  The University, by this Agreement, reserves and retains solely its
management rights and functions except as they are clearly and expressly limited by this
Agreement.  Such rights, by way of illustration, include, but are not limited to (1) full and
exclusive control of the management of the University, the supervision of all operations, the
methods, processes, and means of performing any and all work, the control of the property
and the composition, assignment, direction, and determination of the size of its working
forces; (2) the right to change or introduce new or improved operation, methods, means or
facilities; (3) the right to hire, schedule, promote, demote, transfer, release, and layoff
employees; (4) the right to suspend, discipline, and discharge employees for cause; (5) the
right to establish Rules and Regulations which shall be published and issued to each
employee or posted on bulletin boards, and it is understood that the Rules include any
illegal acts; (6) the right to subcontract such portions of the work which may be done by
bargaining unit employees as the University deems to be in its best interest; and to
otherwise maintain an orderly, effective and efficient conduct of its affairs.  In no case shall
an employee hired prior to September 30, 1997 be laid off as a result of outside contracting
or subcontracting in an operational district of the University.

In the event that the University is considering subcontracting of a University operation that
affects employees hired after September 30, 1997 and represented by this bargaining unit,
the University will call a special conference with the Union at least one month prior to the
official notice of the operation's close-down.  The University will make available all data and
information upon which the closedown was based.  The Union shall be given an
opportunity to respond, within the 30 days, to any University proposal and such response
will be given consideration by the University.  In the event the University decides to go
ahead with the operation's close-down, involving position(s) represented by the bargaining
unit, then the University will reassign qualified employees, to another position at the
University subject to section 8.4.A of this contract.  Employees moving to a lower paying
classification shall be paid at the lower pay, effective at the time of the reassignment.  If the
University is unable to make such a reassignment, then the Union and the individual(s)
involved shall be given 2 weeks notice of layoff.

3.2.2 Non-Discrimination.  The University agrees that it will not discriminate against any qualified
employee in matter of employment, promotion, demotion and assignment because of race,
creed, age, sex, non-disqualifying handicap, union membership, political affiliation, height,
weight, martial status or national origin, as required by law.  The Union and the University
agree that they will work together to take all actions necessary to comply with all applicable
laws, especially as they apply to the matter of reasonable accommodation.
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3.2.3 Aid to Other Unions.  The University will not aid, promote or finance any labor group or
organization which purports to engage in collective bargaining or make any agreements
with any such group or organization regarding employees in this bargaining unit for the
purpose of undermining the Union.

3.3 Employee Rights.  No employee shall be required to accept an order which is unduly
hazardous to his/her or a co-worker's health or which jeopardizes his/her or a co-worker's
life.  All other orders shall be complied with, subject to the grievance procedure.  Unduly
hazardous is defined as a reasonable and good faith belief that there is an abnormally and
imminently dangerous condition that exists which is not normally inherent in the nature of
the job.

3.4 Orientation-New Employees.   In order that each new bargaining unit member may be
made familiar with the provisions of this Agreement and his/her rights and responsibilities,
thereunder, the Employer will allow the Local Union President or their designee an
opportunity to meet with the new bargaining unit member within thirty (30) days of their
arrival within the local Union's jurisdiction.  The meeting will be allowed to take place
privately in an appropriate location at the worksite agreeable to management and should
not exceed 30 minutes.

3.5       P.E.O.P.L.E. Check-off.  The Employer agrees to deduct from the wages of any employee
who is a member of the Union a P.E.O.P.L.E. deduction as provided for in a written
authorization.  Such authorization must be executed by the employee and may be revoked
by the employee at any time by giving written notice to both the Employer and Union.  The
Employer agrees to remit any deductions made pursuant to this provision promptly to the
Union together with an itemized statement showing the name of each employee from
whose pay such deductions have been made and the amount deducted during the period
covered by the remittance.

Section 4  Agency Shop Provisions

4.1 Agency Shop.

4.1.1 Union Dues and Agency Fees.  All present employees covered by this Agreement and
employees hired, rehired, reinstated or transferred into the bargaining unit shall become
members of the Union, or shall pay an agency fee to the Union within one month after the
effective date of this Agreement or their employment date, whichever is later, and shall
continue such membership dues or agency fee payment as long as the employee is
covered by this Agreement.  Any employee, who objects to the expenditures of a portion of
such payment for partisan, political or ideological purposes, shall have the right to dissent
from such expenditures.  Such employees shall follow the procedures set forth in the
International Constitution of the American Federation of State, County, and Municipal
Employees for objecting to such expenditures.

4.1.2 Enforcement.  For purposes of these sections, employees shall be deemed to meet the
requirements of Section 4.1.1, if they are not more than sixty (60) days in arrears in
payment.  Any bargaining unit employee who has not complied with 4.1.1 shall be liable to
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the Union in a civil action for monetary damages or equitable enforcement of the
employee's obligation of payment in accordance with all the requirements of the law.

4.1.3 Indemnification.  The Union shall indemnify and hold the University harmless against any
and all claims, demands, suits, or other forms of liability which may arise out of any action
taken or not taken by the University for the purpose of complying with the provisions of
Section 4.

4.2 Check-off of Union Dues.

4.2.1 Authorization for Check-off.  The University will honor voluntary dues or payment
deduction authorizations submitted in writing to the University on a form provided for this
purpose.  The University and the Union shall develop such a form which shall clearly
identify the purpose and frequency of the deduction.  The Local Union Secretary-Treasurer
shall certify to the University the amount of dues (which shall be changed once each
contract year to reflect one hours pay at the employee's base rate per pay period), service
fee and initiation fee and the University may rely upon such certification in deducting the
dues and fees.  Deduction authorizations shall be effective in the next pay period when a
deduction would normally be executed providing the authorization form is received by the
University before each pay period and only for those employees who have signed the
payroll deduction form and who receive paychecks at that time.  The total amount
deducted shall be sent to Council 25, AFSCME-AFL-CIO, as soon as practicable after the
deductions are made. The University shall have no responsibility for the collection of
special assessments or any other deductions, except as provided herein.

4.2.2 Cancellation of Check-off.  An employee may cancel his/her payroll deduction authorization
at any time by written notification to the University on a form provided by the University for
this purpose.  The cancellation shall then be effective the next following pay period for
which the normal deduction would have been made.

4.2.3 Limit of University's Liability.  The University shall not be liable to the Union by reason of
the requirements of the Agreement for the remittance of payment of any sum other than
that constituting actual deductions under an authorization as provided above made from
wages earned by employees.

4.3 Provision of Lists.  The University agrees to supply to the Union's agent upon written
request the names of the persons working in regular positions included in the bargaining
unit, except that such listings shall not be requested more frequently than one (1) time
during any sixty (60) day period.  The University agrees to provide to the Union each month
a list of employees for whom deductions were executed.

4.4 New Hires.  The University agrees to provide the Local Union President with the names of
newly hired bargaining unit employees within twenty (20) days of hire.
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Section 5  Conferences

5.1 Special Conferences.  Special conferences for important matters may be arranged between
the Local President and the Assistant Vice President for Facilities Services or their
designated representative upon request of either party.  Such meetings shall not be for the
purpose of conducting bargaining negotiations, nor to in anyway modify, add to, or detract
from the provisions of the Agreement.  Such meeting shall be between at least two (2)
representatives of the University and at least two (2) representatives of the Union.
Arrangements for such special conferences shall be made ten (10) business days in
advance and a written agenda of the matters to be taken up at the meeting shall be
presented at the time the conference is requested.  The agenda shall include a list of
participants which will not be changed except on prior agreement by both parties. Matters
taken up in special conference shall be confined to those included in the agenda.  The
members of the Union shall not lose time or pay for time spent in such special conferences.
Facilities Services shall prepare a summary of the conference in writing within seven (7)
business days.  The summary of the conference shall be subject to joint approval.

5.2 Complaint Procedure.  If an employee has a complaint, which is not a proper subject for a
grievance under the grievance procedure, the employee may discuss it with his/her
immediate supervisor.  The employee may submit the complaint in writing.  If necessary,
the employee may also discuss the complaint with the Assistant Vice President for
Facilities Services. The employee may have the assistance of his/her steward in presenting
the complaint.  Complaints shall be answered as soon as reasonably possible, but in no
event shall an answer be delayed more than five (5) business days, unless the time for an
answer is extended by mutual agreement.  If the employee and the Union are dissatisfied
with the answer they may request a Special Conference.

Section 6  Grievances

6.1 Definition.  Grievances within the meaning of the grievance procedure and the arbitration
clause shall consist only of disputes about the interpretation or application of this
Agreement and about alleged violations of this Agreement.

6.2 Procedure.

Step 1.  When an employee has a grievance, the employee shall consult the supervisor no
later than fourteen (14) business days from the date of the occurrence.  The employee
and/or steward shall identify the section of the Agreement alleged to have been violated.
The steward may be present at this meeting if the employee requests.  The supervisor shall
answer the complaint orally no later than five (5) business days from the consultation.  If
the employee is not satisfied with the supervisor's answer, the grievance may be filed in
writing at Step 2.

Step 2.  The employee or Chief Steward shall submit the grievance on the prescribed form
to the Human Resources Office representative no later than ten (10) business days from
the supervisor's oral answer.  The grievance shall be signed by the employee and Chief
Steward and shall identify the section of the Agreement alleged to have been violated.  The
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Human Resources Office representative shall arrange a meeting to be scheduled to occur
within ten (10) business days of receiving the notice, and may elect to have other
representatives at the meeting.  The grievant shall attend the Step 2 meeting.
Representing the Union shall be the Chief Steward and/or Local President and/or Union
representatives of Council 25 or the International Union. The District Steward may attend
the Step 2 meeting.  The Human Resources Office representative shall prepare a written
decision on the prescribed form no later than ten (10) business days following the meeting.

The Union may initiate Union grievances at Step 2 of the grievance procedure.  A Union
grievance is defined as a grievance in which a specific right given to the Union by this
Agreement has been violated (such as: collection of dues or representation) or involves a
matter of policy that will affect the entire bargaining unit (such as the application of rules or
regulations).  This does not cover individual issues (such as discharge or discipline, or
assignment of overtime).

6.3 Pre-arbitration Conference.  If the Local Union is not satisfied with the answer at Step 2, it
shall notify Council 25 of its dissatisfaction and the Council may then contact the Human
Resources Office representative in writing within ten (10) business days from the Chief
Steward's receipt of the written answer and request that a Pre-arbitration Conference be
scheduled for the purpose of restating the Union's and the University's positions.  Such
conference shall be scheduled to occur as soon as possible between the Human
Resources Office and the representative of Council 25.  The Human Resources Office shall
confirm the date, time and location of the meeting with the Local President.  Union
participants in this Conference shall be limited to the District Steward, Chief Steward, Local
President and representatives from Council 25 and/or the International Union.  The
University's participants in this Conference shall include at least one person other than the
University's representatives who answered the grievance at a previous step.

6.4  Arbitration.  If the employee and the Union wish to request arbitration, they shall do so in
writing no later than thirty (30) business days from the pre-arbitration conference.
Controversies referred to arbitration shall be limited to those concerning compliance with
the terms of this Agreement by the University and the Union. The parties shall attempt to
select an Arbitrator on an AD HOC basis.  In the event the parties are unable to mutually
agree upon an Arbitrator, the moving party shall then submit the matter to the American
Arbitration Association.  Grievances shall be heard in accordance with the published rules
of the American Arbitration Association.  Upon the selection of an arbitrator, the Union will
accept a hearing date within six (6) months from the date the request for arbitration was
filed, if provided by the arbitrator.  Failure of the Union to meet any of these guidelines will
result in the grievance being considered permanently settled.  The arbitrator shall have no
power to add to, or subtract from, or modify any of the terms of this Agreement, nor shall
the arbitrator substitute his/her discretion for that of the University or the Union, nor shall
the arbitrator exercise any responsibility or function of the University or the Union.  The
arbitrator's decision shall be final and binding on the parties, and the decision shall be
rendered after the conclusion of testimony and argument.  Expenses for the arbitrator's
services and the proceedings shall be borne equally by the University and Union except
those expenses associated with compensating the representatives and witnesses.  The
Local Union President and/or Chief Steward shall suffer no loss of pay for attending the
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arbitration hearing, but in no situation will the Local Union President and/or Chief Steward
be compensated for more than eight (8) hours at straight-time on the date of the hearing.
Witnesses, including the grievant(s), shall not suffer a loss of pay if they testify during their
scheduled work hours.  If either party desires a record of the proceedings, it may obtain
same at its own expense, and a copy must be provided to the other party.  There shall be
no appeal from an arbitrator's decision.  Each such decision shall be final and binding upon
the Union and its members, the employee or employees involved, and the University.  The
Union will discourage any attempt of its members and will not encourage or cooperate with
any of its members in any appeal to any Court or Labor Board from a decision of any
arbitrator.  The above in no way precludes the possibility of representatives of the
University or the Union meeting and arriving at mutually agreed-upon binding decisions
prior to arbitration.

The parties agree that the University will not alter schedules for the purpose of avoiding to
pay witnesses and grievants for attending an arbitration hearing. Likewise, the University
will not alter schedules for the purpose of avoiding the work schedule differential.

The parties agree that although the University retains the right to assign witnesses and
grievants to perform the duties of their position while they are not testifying in an arbitration
hearing, the University does not intend to interfere with the Union’s ability to use witnesses.

6.5 Time Limit.  All grievances shall be considered permanently settled if they are not filed at
the next step in accordance with the prescribed time limits and on the prescribed form.  The
time limits stated in this Section may be extended by mutual consent, and a grievance may
be withdrawn without prejudice by mutual consent.  Any grievance not answered by the
University within the prescribed time limits may be moved to the next step in the grievance
procedure.

6.6 Investigation and Representation.  The investigator of a grievance (Local President, Chief
Steward, District Steward or their alternate) shall be allowed time off his/her job without loss
of time or pay to investigate a grievance he/she is to discuss or has discussed with the
University upon having received permission from his/her supervisor to do so.  If the
investigator of a grievance wants to discuss the matter with an employee during working
hours, the investigator must receive permission from the employee's supervisor.  The
supervisor will grant permission as soon as reasonably possible and provide sufficient time
to leave work for these purposes, subject to necessary emergency exceptions.  This
privilege is subject to the understanding that the time will be devoted to the proper handling
of grievances and will not be abused.  These employees will perform their regularly-
assigned work at all times, except when necessary to leave work to handle grievances as
provided herein.  Any alleged abuse of this privilege by either party may be a proper
subject for a Special Conference.  Upon request, the Local President, Chief Steward,
and/or District Steward shall be allowed time off his/her job without loss of pay to attend a
grievance meeting.

6.7 Individual and Union Rights.  Nothing contained in this Section shall be construed as
limiting the right of any individual employee to present grievances to University officials and
to have those grievances adjusted without the intervention of the Union, except that the
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adjustment shall not be inconsistent with this Agreement and the Union shall be given the
opportunity to be represented at such adjustment and shall be furnished a copy of written
materials related to the adjustment of the grievance if so requested. The decision of an
employee not to file a grievance will not create a precedent in application of the contract.

Section 7  Discharge or Discipline

7.1 Investigation. Suspension not to exceed five (5) working days may be imposed, in extreme
circumstances, to allow time for a complete investigation.  If no discipline results, pay will
not be interrupted during suspension.  The University agrees to notify the affected
employee, and the designated union representative, at the time of suspension of the
allegations being investigated.  The University will make available an area for the employee
to discuss the suspension with the Union prior to the employee being required to leave
University property, except when such a circumstance is so extreme as to warrant
immediate removal, which will remain at the discretion of the University.  For descriptive
purposes only, a circumstance extreme enough for immediate removal includes, but is not
limited to: fighting, possession of a weapon, threats, bodily harm, sexual harassment and
other similar acts, and abusive language.

    7.2 Discharge and Discipline.    In the case of an oral or written warning, the employee
maintains the right to request union representation. A copy of any written warning will be
sent to the district steward.  Prior to the discharge or disciplinary layoff of any employee
with seniority in the district, such employee will be advised that he/she may have a district
steward, if available, present when discipline is being imposed, if the employee wishes. In
the event that the district steward is not available, an alternate steward, the Union
President, or the Chief Steward may be designated as the union representative. The
employee will be notified of the charges against him/her prior to the time a discharge or
disciplinary layoff is actually imposed.  Such discharged or disciplined employee will be
allowed to discuss the discharge or disciplinary layoff with a district steward, or one of the
above noted designated union representatives and the University will make available an
area where they may do so before the employee is required to leave the property of the
University.  In the event that the employee declines union representation, the University
agrees to notify the district steward promptly upon the discharge or disciplinary layoff of any
employee with seniority in the district.

7.3 Appeal of Discharge or Discipline. Should the discharged or disciplined employee consider
the discharge or discipline to be improper, a grievance shall be presented in writing as
provided in the grievance procedure.  In cases of discharge, the grievance shall advance to
Step 2 of the grievance procedure immediately and the Human Resources Office
representative will review the discharge and give an answer within three (3) regularly-
scheduled working days after receiving the complaint.  If the decision is not satisfactory to
the Union, the grievance may be handled according to the arbitration provisions of Section
6 herein.

7.4 Use of Past Record. In imposing any discipline, the University will not take into account
prior infractions of two (2) years or more, except in cases of serious misconduct or where
the conduct of the employee shows a pattern serious enough to warrant further discipline.
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Section 8  Seniority

8.1 Definition.  For the purposes of this section, "seniority date" shall mean the day on which an
employee last began employment as a regular employee, even though in a probationary
status.  For the purposes of vacation, income protection, the retirement plan and other staff
benefits earned by employment service, the provisions of the sections of this Agreement
which provide for benefits shall determine the necessary service duration for each benefit.
Accrued seniority rights shall be transferable between full-time and part-time positions.
Accrued seniority rights shall be transferable for employees from the Pew Campus,
selected for employment at the Allendale Campus.

8.2 Determination of Seniority.  Seniority records shall be maintained by the University and
shall be based on the employee's seniority date.  The University shall maintain current
records on seniority for use in the application of these provisions and they shall be
available whenever a Union representative shall raise a question of seniority. Such lists and
records shall also show the job title and latest employment date with the University for each
person, and a copy of the list shall be furnished to the Union every six (6) months, upon
request.

8.3 Loss of Seniority.  An employee shall lose seniority if:

A. The employee retires, is discharged for just cause or quits (An employee shall be
considered to have quit on the last day of work if he/she is absent from work for
three or more consecutive working days without notifying his/her supervisor unless
the employee is prevented from giving such notice by some causes beyond the
employee's control.);

B. The employee does not return to work upon expiration of a leave of absence.  If
timely requested, the University may approve exceptions;

C. The employee fails without approved reason to return to work from layoff within ten
(10) calendar days after being notified of recall by the University, provided there is
acceptable proof that the employee had notice of the recall;

D. The employee has been on layoff for a period longer than eighteen (18) months, or
the employee's length of seniority at the beginning of the layoff, whichever is lesser;

E. The employee has been reassigned to a non-bargaining unit position with the
University.  Temporary assignments may be made with no loss of seniority for a
period not longer than one (1) year.  No employee shall be required by the
University to accept any position outside of the bargaining unit; or,

F. The employee fails to return to work at the end of a sick leave or extended sick
leave.  If timely requested, the University may approve exceptions.

8.4 Application of Seniority.  Seniority shall be the controlling factor in the following situations:
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A. Layoffs.  When employees are laid off because of lack of work, the employee with
the latest seniority date shall be laid off first, the employee with the next latest
seniority date second, and so on provided that those remaining have the ability to
do the work which is available.

                          1.  In the event of a layoff, all temporary employees within the affected classification
shall be laid off first followed by all probationary employees in the affected
classification.

             2.   Thereafter, regular part-time employees will be laid off with the least senior part-
time employee being laid off first and so on through the seniority list.  In the
event that a part-time employee had transitioned from a full-time position within
24 months of the necessary layoff, he or she will be treated as a full-time
employee for the purposes of layoff order determinations.

3. After all temporary, probationary, and regular part-time employees have been
laid off, regular full-time employees will be laid off with the least senior
employee in the classification affected being laid off first and so on through the
seniority list.

4. An employee laid off pursuant to the provisions of the above paragraph shall
be allowed, within three (3) working days after receipt of the notice of layoff, to
exercise seniority to move to a vacant position in an equal or lower paying
classification on the Allendale Campus, provided the employee can do the
work, or, to displace the least senior employee in an equal of lower paying
classification on the Allendale campus, provided the employee can do the work.
Such employee cannot displace an employee if a vacancy exists in the
classification and in no case shall the employee displace a more senior
employee.  An employee refusing to exercise the seniority rights in this
paragraph shall be deemed to have quit voluntarily.

B. Recalls.  When employees are recalled from layoff because of the availability of
work, the laid-off employee with the earliest seniority date shall be recalled first, the
employee with the next earliest seniority date second, and so on, provided that they
have the ability to do the work which is available.  If an employee had displaced a
less senior employee in another classification as a result of layoff and his/her shall be
restored to the original class before any person is hired, transferred or promoted to
the job, provided it becomes available in the time equal to the employee's time in the
position.

C. Job Vacancies. Determinations with respect to the filling of job vacancies and training
positions shall be made by a three-member selection panel. The selection panel will
be comprised of the facilities supervisor or assistant supervisor in the appropriate
area, Assistant Vice President for Facilities Services, and a University Administrator
designated by the union.  Through review of the candidates written credentials, and
an oral interview in which all individuals will be asked the same series of questions,
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the panel will assess the candidates qualifications for the posted vacancy. A Union
representative shall be designated to observe the oral interview process. Testing will
be administered for those vacancies in the level three, four, five, and six
classifications.  The University will recognize federal, state, and county certifications
in lieu of University administered written testing.  In the event that a written test is
warranted, such tests will be comprised of questions submitted jointly by the
University and the Union. During the panel assessment of qualifications, the selection
panel will abide by specified guidelines, which will limit consideration to written work
and attendance records, documentation of qualifications submitted by the candidate,
which will include any and all training received for the position, answers provided
during the oral interview, and the results of any written testing, if administered.  For
vacancies at the level two classification, the panel assessment of qualifications will
determine the candidate selected for the position.  For all classifications, in the event
that the panel determines that two candidates are equally qualified for the vacancy,
the most senior employee will be selected. Determinations made by the panel are not
subject to arbitration proceedings. Job vacancies and training positions shall be
posted on the specific form for a period of at least five (5) calendar days in a
conspicuous place in the work area setting forth qualifications, hours, shift and job
title and any testing to be administered.  Job postings may be signed by any
employee in the bargaining unit.  A job may be temporarily filled before a permanent
assignment is made, according to Section 2.3 D (temporary employees) or Section
8.4 G (regular employees). In the event that a vacancy is not filled within thirty (30)
calendar days of the removal of the posting, the University agrees to notify the Union
of the cause of the delay. If no qualified employee signs the job posting, it may be
filled by a new employee.

The employee who is awarded the vacancy will be given 30 days actually worked to
determine his or her ability to satisfactorily perform the job.  If the employee is unable
to perform the duties of the job he or she will revert to his or her former classification.

The employee who is awarded the vacancy will be given 30 days actually worked to
determine if he or she desires to return to his or her former classification.  If the
employee does wish to return to the former classification within this time period, he or
she will return to that classification.

D. Vacations and Optional Leaves of Absence.  In the event two or more employees
apply for simultaneous vacations or leaves of absence for reasons within the control
of the employee during the same period of time and if the work requirements do not
permit such vacations or leaves of absence, preference shall be given to the affected
employees on the basis of the earlier seniority date.

E. Shift Preference.  Shift preference will be granted on the basis of seniority within the
classification as openings occur.  The transfer to the desired shift will be made within
two (2) weeks following the end of the current pay period after the closing of the
bidding of the job posting, provided the employee is qualified for the opening.  A shift
preference may be exercised not more than once every three (3) months and no
more than two (2) times per year.
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F. Shift Assignment.  Should the University elect to establish a shift on any other
schedule than the regular day shift (Monday through Friday) or to assign employees
to work on any such shift, the employee(s) with the most seniority in the classification
affected or to be assigned on such shift shall have preference in moving to such shift.
If an insufficient number of employees in the classification elect to move to such shift,
then the employee(s) with the least seniority in the classification shall be assigned to
such shift.  If positions or shifts are reduced or eliminated or movement of personnel
to other shifts is required, then the seniority of the affected employee will prevail in
the selection of shift, provided the affected employee can do the required work.  Such
shift preference is only applicable within the employee's classification.

G. Temporary Vacancies and Assignments.  The University may fill vacancies or
reassign employees on a temporary basis (not to exceed thirty (30) days) without
posting in accordance with Section 8.4.   In unusual circumstances or when returning
the employee to his/her normal schedule, the notification provision of Section 9 does
not apply.  Any temporary assignment that actually exceeds thirty (30) days must be
posted, unless otherwise mutually agreed.  Any employee who is given a temporary
assignment may refuse provided there is an employee with less seniority that can
perform the assignment.  Any temporary assignment to a different classification is still
subject to the provisions of Section 10.1.  The University will advise the Union by the
end of the pay period of temporary assignments made within that pay period.

If the employee is unable to satisfactorily perform the duties of the temporary
assignment, he or she may be returned to his or her former position prior to the
expiration of the assignment.

8.5 Non-applicability to Probationary Employees.  The Union shall represent probationary
employees only for the purpose of wages, hours and conditions of employment and not for
discharge or discipline.  There shall be no seniority among probationary employees.  Upon
successful completion of their probationary period, employees shall be placed on the
seniority list ranked according to their last date of hire.

   8.6    Seniority of Stewards/Union President.  Notwithstanding their positions on the seniority list,
Stewards, the Chief Steward, and the Union President shall, in the event of a layoff due to
lack of work or subsequent recall, be offered work in their district if there are jobs in the
representation districts they represent for which they are qualified.  The foregoing shall not
apply to overtime work or to any new job openings.  If a Steward does not accept the work
offered, he/she shall be treated as having resigned as a Steward.

8.7 Seniority of Officers and Bargaining Committee.  Notwithstanding their positions on the
seniority list, a member of the Union's bargaining committee (during negotiations only) and
the President of the Local Union shall, in the event of layoff due to a lack of work or
subsequent recall, be offered work, provided they are able to perform an available job and
that such ability either is mutually recognized by the parties or is based upon a period of
prior satisfactory experience in the job classification at the University.  This shall not apply
to overtime work or to any new job openings.
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8.8 Declining Available Jobs.  Representatives declining available jobs under the foregoing
paragraph will be required to wait their normal recall dates according to their given seniority
dates.

Section 9  Working Hours

9.1 Definitions.

A. Regular Week.  A regular full-time workweek shall consist of forty (40) hours per
calendar week, which shall normally consist of five (5) consecutive days of eight (8)
hours each except for continuous seven (7) day operations.  Other working
schedules may be arranged by the University to reflect requirements peculiar to the
task being performed, provided the employee is given notice of the change by the
end of his/her preceding work week.  When such notice is not given all hours outside
of the employees regular schedule will be compensated at one and one-half times
his/her base rate.

B. Shift.  A full-time shift shall normally consist of an eight and one-half hour time period
of which one-half hour shall be used for a lunch period without compensation.
Unless exception is approved by the supervisor, lunch breaks shall be taken four
hours from the beginning of the employee's shift.  Employees will have regularly
assigned shifts.

9.2 Rest Breaks.  Each employee who works more than an eight (8) hour shift shall be entitled
to a rest break of fifteen (15) minutes at or near the midpoint of each consecutive four (4)
hour period worked as scheduled by the University. Such rest breaks may not be
accumulated from one four (4) hour period to another.  Such breaks shall be taken in the
building or, for an employee working outside, in the nearest building in the area in which the
employee is working.  The individual may not stop work before the beginning of the break
and shall resume work immediately at the end of the break.

9.3 Wash-up Time.  Employees will be given the necessary time prior to punching out to wash
up and change uniforms, if used.

9.4 Punching Out.  Employees will be allowed up to five (5) minutes prior to punching out to
move to their time clocks. In no case shall an employee leave his/her work station or stop
working more than five (5) minutes before the end of his/her shift, except as may be
otherwise provided for in this Agreement.

9.5 Assignment of Overtime.

9.5.1    Custodians.  During each calendar quarter period, overtime opportunities shall be
distributed among regular full-time employees of the same job classification, provided the
employee is familiar with the work to be done who have expressly volunteered for overtime
work for the quarter.  Employees interested in custodial or setup overtime work shall so
indicate by completing an overtime request slip and depositing it in the appropriate box not
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later than the last full week prior to the beginning of each quarter.  Custodians who have
completed an overtime request slip for setups and custodial work shall be placed on an
overtime list, which shall be posted in a public area.  The list shall indicate the employees'
response to the overtime opportunity, date of overtime, number of overtime hours worked,
and the supervisor's initials. Individuals on such list shall be offered custodial and set-up
overtime before any other classification of employees is asked.  Upon request, employees
newly entering a job classification shall be afforded the opportunity for overtime work.
Employees who have been disciplined for work or attendance may be removed from the list
until their performance and attendance is satisfactory.  The method of equalization of
overtime opportunities shall be a rotation by filling in one column on the overtime list for that
classification before starting the next column.  The University will proceed directly down the
list, however, maintaining the right to select another employee within the same column in
the event that there are requirements peculiar to the task to be performed. In special
circumstances with prior notification and rationale to the Union, the University may assign
employees to overtime not subject to the limitations of this Section.  Employees who cannot
be reached by telephone will be considered unavailable (employees on vacation or sick
leave or worker's compensation will not be called or if called will be considered unavailable).
Only employees who have volunteered for overtime work will be called upon to perform
overtime work during the designated quarter and such employees shall be obligated to
perform such work, except that all employees may be required to work overtime for up to
one and one-half (1 1/2) hours on a holdover basis.  In the event that insufficient numbers
of employees are available for overtime work assignments, the employees of the
classification required who are familiar with the work to be done with the most recent of
seniority date will be required and obligated to perform such work. Employees who have
accepted a voluntary overtime assignment and who fail to report for such assignment will be
dropped from the list and appropriate disciplinary action may be taken.

9.5.2 Material and Mail Handlers.  The procedure will be handled on an individual basis as
circumstances dictate and may result in hours and/or opportunities not being equalized.

9.5.3 General Maintenance Mechanics and Specialists (except Boiler Operators and Grounds
Specialists).  Specialists are not subject to overtime equalization because they are
generally obligated to fulfill overtime requirements within their areas of classification.  In the
event a classification specialist is unavailable, the existing overtime will be offered to a
General Maintenance Mechanic, provided the General Maintenance Mechanic is familiar
with the work to be performed.  General Maintenance Mechanic overtime requirements are
filled, first, on a voluntary basis as the need arises and as their abilities fit the task.  If there
is a lack of appropriate volunteers, employees will be required to work based upon
familiarity of the work to be done and latest employment date. Although overtime
opportunities will not be formally equalized, either by number of incidents or hours, a
reasonable, good faith attempt will be made to distribute overtime among the maintenance
staff.

9.5.4. Boiler Operators.  Overtime will be equalized on the basis of hours paid, not worked.  The
equalization period for overtime will be three months.  Inequalities of eight (8) hours or
more at the end of the three (3) month period will be corrected within the next three (3)
month period. Inequalities of fewer than eight (8) hours at the end of a three (3) month
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period will be considered equalized. "Refusals" and/or "unable to contacts" will be charged
as hours worked when there was at least four (4) days lead time.  Notification of any
unscheduled absences will be first called in to the boiler operator on duty who will then
arrange for coverage and note the log for notification of the supervisor.  The designated
scheduler will assist the supervisor by updating the overtime list and equalizing when
he/she schedules coverage for vacation and long term illnesses.  If possible, coverage for
vacation and illness will be scheduled in eight (8) hour increments.  The designated
scheduler will also notify the supervisor of absences when they are logged in.  Bi-weekly
overtime reports will be sent to the supervisor for inspection and approval.  Overtime
worked outside the classification will not be counted towards equalization within the
classification.

9.5.5. Groundskeepers and Grounds Specialists.  Overtime opportunities will be filled, first, on a
voluntary basis as the need arises and as their abilities fit the task.  If there is a lack of
appropriate volunteers, employees will be required to work based upon familiarity of the
work to be done and the latest employment date.  Although overtime opportunities will not
be formally equalized, either by number of incidents or hours, a reasonable, good faith
attempt will be made to distribute overtime among the grounds staff on a rotating basis.

Section 10  Monetary Compensation

10.1 Basis of Pay.  Employees shall be paid in accordance with the Compensation Schedule
which is attached as Appendix A. An employee's rate shall be determined based on his/her
job title and the grade to which that position is assigned. The employee's established rate
of pay shall be used in determining overtime pay, lost time, group life insurance premiums
and other staff benefits.  Subject to the provisions of article 13.1, an employee who is
temporarily assigned to work in another classification shall receive his/her rate of pay or the
rate assigned to the classification, whichever is greater.  However, in the event a General
Maintenance Mechanic is assigned to perform the work of a specialist in the absence of the
specialist, the General Maintenance Mechanic will not be paid the higher rate until he/she
has worked in the specialist job for at least five (5) days.  If the work extends beyond five
(5) days, the higher rate shall be paid for the entire time.

10.2 Rate of Job.
Staff on Appendix A-1
New staff hired from outside the Grand Valley State University bargaining unit will start at
the Level 1 rate. After serving one year at Level 1, they would move to the next level. On
each anniversary date thereafter, staff will advance to the next level in the classification,
until they reach the top level.

Staff on Appendix A-2
After serving 6 months at the probationary rate, they would move to the beginning rate and
after 1 year at the beginning rate they would move to the top rate. Current staff changing
jobs will be paid at the beginning rate for 1 year, after which they will move to the top rate.
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10.3 Promotions.  Employees shall receive the appropriate increase in rate on the date of
promotion.

10.4 Movement to a Lower Classification.  Employees may be subject to a decrease in rate if
they move to a position in a lower compensation grade.

10.5 Payment.  All compensation shall be based only on time worked or the application of
appropriate staff benefits. Employees shall receive regular paychecks biweekly, no later
than the middle of the second week following the completion of a biweekly pay period.
Deductions from that check shall include only items authorized in writing by the employee
or required by the law.  In the event it is discovered that an employee received an
overpayment of money from the University or received money to which he/she was not
entitled, the employee shall make arrangements to repay the sum owed to the University.
It is agreed that the arrangements made in this event will not cause an undue hardship to
the employee and will provide the employee with the opportunity to repay the amount in
question over a reasonable period of time.  In the event an employee fails or refuses to
make such arrangements, the University is authorized by this Agreement to deduct from
the employee's pay each pay period twenty-five percent (25%) of the amount owed or
$25.00, whichever is greater, until the entire amount has been reimbursed.

10.6 Overtime Pay.  All employees shall be eligible for overtime pay at the rate of one and one-
half times their base rates for hours worked in excess of eight (8) hours per day or forty
(40) hours per week.  Hours normally scheduled but not worked because an employee is
on a holiday or a sick leave or vacation or jury duty shall be treated as hours worked for
the purpose of computing overtime pay. Overtime records shall be kept by the University
and made available to the Union upon request.

               10.7 Call-in Duty.  An employee reporting for call-in duty at the University's request and for
which he/she had not been notified at least twelve (12) hours in advance or which is
outside of and not continuous with the employees regular work schedule, shall be
guaranteed at least three (3) hours pay and three (3) hours work at the appropriate rate of
pay.  A full-time employee who reports for scheduled work when no work is available will
receive three (3) hours pay at the employees regular base rate of pay.

10.8 Work Schedule Differential.  An employee not working the first shift shall receive, in
addition to their base rate of pay, additional compensation as follows:

Second Shift Differential - $.35 per hour
Third Shift Differential  - $.40 per hour

Such compensation shall be added to the total wages and does not increase the base rate
of pay and will be paid for all regular hours worked on a shift.  Employees who work
overtime continuous with their work schedule shall not be entitled to the differential rate for
the period on which they are working overtime but shall continue to receive their regular
differential rate to which they are entitled. A person's starting time on a given day shall
determine their shift for that particular day.
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The first shift is any shift that begins on or after 3:00 a.m., but before 11:00 a.m.  The
second shift is any shift that begins on or after 11:00 a.m., but before 7:00 p.m.  The third
shift is any shift that begins on or after 7:00 p.m., but before 3:00 a.m.

10.9 Premium Pay.  In no case shall premium pay be paid twice for the same hours worked,
except that differential pay shall not be considered to be premium pay for this purpose.

10.10 Rates for New Jobs.  In the event a new classification is established or an existing
classification is substantially changed, it shall be assigned to an existing pay grade in the
wage schedule on the basis of the relative value of the new or changed classification in
comparison with the existing classifications. The University shall provide the Union with a
proposed written classification title for the new or substantially changed classification.
Upon receipt of the University's proposed title, the President of the Union and the Chief
Steward or their designated representatives and not more than two (2) others from Council
25 and the International Union shall be afforded an opportunity to meet with representatives
of the University to discuss the new or substantially-changed classification and its
assignment to a pay grade.  If there is disagreement with the University's assignment to a
pay grade, a grievance concerning compliance with the requirement for a proper
comparison with the existing classifications may be processed through the grievance and
arbitration procedure, provided the grievance is submitted in writing within fourteen (14)
business days after the Union is afforded the opportunity to discuss the matter with the
University.  The meeting to discuss the new or substantially changed classification must
occur within fourteen (14) business days after the Union has been notified of the proposed
title and pay grade unless the time is extended by mutual agreement.

Section 11 Leave of Absence

11.1 Definition.  A leave of absence is an approved absence from University's employment for
more than one month without compensation.  Absences for less than one month shall
normally be considered as loss of time and are subject to supervisor's approval.  Seniority
shall continue to accumulate for any leave of absence up to six (6) months; unless the
contract provision permitting the leave specifies otherwise.  Thereafter, the employee shall
retain seniority but will not accumulate further seniority until the employee returns to work.

11.2 Leave of Absence without Pay.  A leave of absence without pay may be granted to an
employee for personal reasons for a period up to six (6) months.  A request for a leave of
absence shall be submitted in writing, stating the reasons for the request.  The conditions
under which the leave of absence is granted shall be specified in writing by the University.
If the employee's job is not held open during the leave period, the employee shall be
eligible to return to the next position open provided the employee is qualified.  Failure to
return at the expiration of the approved leave of absence shall result in termination of
employment.  The employee may continue group insurance at the employee's own
expense by arranging a pre-payment for the leave-of-absence period.  Employees may
elect to have their accumulated vacation retained in their accounts pending their return or
termination.  Vacation or income protection benefits shall not accrue during the leave
period although the previous balance will be maintained.
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  11.2.1       Military Leave of Absence. Upon application, a military leave of absence without pay will be
granted to employees who are inducted through Selective Service or voluntary enlistment,
or those called through membership in the National Guard or reserve component into the
Armed Forces of the United States.  In accordance with Federal Statutory provisions, the
employee's seniority shall continue to accumulate throughout the duration of the approved
military leave.

11.2.2 Educational Leave of Absence.  Leaves of absence may be granted up to six (6) months
under the above provisions only if the course would be beneficial to both the University and
the employee.

11.2.3 Leave for Union Business.  A member of the Union selected by the Union to do work which
takes him/her from employment with the University may (notwithstanding the six (6) months
limitation stated above), at the written request of the employee, receive a leave of absence
without pay for a period not to exceed two (2) years.  Upon expiration of the leave of
absence the employee shall be returned to his/her former job with accumulated seniority.  If
the leave of absence exceeds one (1) year it will be necessary for the employee to take a
physical examination before returning to work.

 11.2.4    Extended Sick Leave-When an employee's sick pay has been exhausted and they remain
incapacitated by an illness or injury for a period of more than twenty work days, the
employee may be placed on short-term disability for a period not to exceed six months
from the last day worked.  When the employee's short-term disability has been exhausted,
they may request to be placed on extended sick leave. Such request must be made thirty
(30) days prior to the expiration of short-term disability payments. Extended sick leave may
continue for up to eighteen months from the employee's last day worked.  The time period
may be extended by mutual agreement of the University and the Union.  If the employee is
released to return to work within the six (6) months of short-term disability, he or she will
be returned to their former position.  If the employee is able to return to work within the first
twelve months of extended sick leave (within eighteen months of the last day worked), the
employee will be offered the next available position for which he/she is qualified.  Such
position shall be equal in hours to the position previously held, unless otherwise agreed
between the university, the employee, and the Union.  The University will pay the cost of
Cobra medical coverage for the employee and his/her dependants during the first twelve
(12) months of extended sick leave.

11.3 Absence with Full or Partial Compensation.

11.3.1 Pay for Military Duty.  An employee who loses time from work during his/her regular
schedule of hours because of military training as a reservist or National Guardsman or due
to a civil disturbance, not exceeding four (4) weeks per year, shall be paid the difference
between his/her base military pay and his/her regular pay.

11.3.2 Pay for Jury Duty.  An employee who loses time from work during his/her regular schedule
of hours because of jury duty or to testify pursuant to a subpoena shall be paid the
difference between the employee's pay for jury duty or witness fee and the employee's
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regular pay.  An employee temporarily excused from attendance at court shall report for
work during the excused period if normally scheduled. An employee who does not lose time
from assigned schedule of work, but who, nevertheless, has performed jury duty service or
testified pursuant to a subpoena within the eight (8) hour period immediately before the
beginning of his/her shift, at his/her request, may have an amount of time off work equal to
the time the employee was required to spend in court during that eight (8) hour period.  In
such a case, the employee will be paid for this time off, with fees offset against such pay, in
the same manner as if the employee had lost time from work.  An employee who is
required to report for jury duty service or testify pursuant to a subpoena following
completion of a shift which ends after 11:30 p.m., will be excused from work at 11:30 p.m.
and paid for such lost time at his/her hourly rate plus shift premium if applicable.  Jury duty
and witness fees shall be offset against such pay, in the same manner as if the employee
had lost time from work while performing the jury duty or witness service.  This section shall
not be applicable to employees subpoenaed for arbitration hearings.

11.3.3 Union Education Leave.  An employee who is elected or selected by the Union to attend
educational classes (including "AFSCME" workshops and seminars) conducted by the
Union shall be paid his/her regular base rate of pay for hours scheduled to work for that
day.  This provision shall be limited to three (3) employees at any one time for a combined
total of twenty (20) working days in any contract year.  Such absences under this Section
shall be approved upon not less than two (2) working days' notice to the employee's
supervisor provided that the employee's absence will not unreasonably interfere with the
University's operations.

11.4 Medical Dispute.  In the event of a dispute involving an employee's health as it affects the
employee's ability to perform his/her job on return to work at the University from a layoff or
leave of absence of any kind, and if the employee is not satisfied with the determination of
the University's physician, the employee may submit a report from a medical doctor of
his/her own choosing at his/her own expense.  If the dispute still exists, at the request of
the employee, the University's physician and the employee's doctor shall agree upon a third
medical doctor to submit a report to the University and the employee, and the decision of
such third party regarding the employee's health as it affects the employee's ability to
perform his/her job will be binding on both parties.  The expense of the examination by the
third party shall be shared equally by the University and the employee.

11.5 Family and Medical Leave Act.  The Family and Medical Leave Act will be followed in
approving a leave of absence.  Contract provisions that provide greater benefits than the
Family and Medical Leave Act will be followed.

Section 12  Staff Benefits

12.1 Holidays.

12.1.1 Holidays Observed.  The approved holidays as listed below, normally include the Friday
preceding any such holiday which falls on Saturday and the Monday following any such
holiday which falls on Sunday, are holidays for the purpose of this Agreement except those
employees who work on a seven-day continuous operation will be compensated for
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working on the calendar holiday.  This neither means that every Saturday holiday will be
observed on Friday or every Sunday holiday will be observed on Monday. The approved
holidays are New Year's Day, Memorial Day, Independence Day, Labor Day, Thanksgiving
Day, the day following Thanksgiving Day, the day preceding Christmas Day, Christmas
Day, Two (2) University closure holidays assigned during the Christmas break; plus up to
two (2) additional closure holidays assigned during the Christmas Break if the University is
officially closed, and the day preceding New Year's Day.  This provision does not
guarantee a particular number of University closure holidays; closure holidays will be
assigned as appropriate by the University.

12.1.2 Assigning Observed Holidays for Employees Not on a Monday through Friday Schedule.
Employees not on a Monday through Friday schedule shall receive the same number of
paid holiday and closure days as those on a Monday through Friday schedule.

A. Holidays Other Than During the Christmas/New Year's Period. Holidays served on
a day the employee is not scheduled to work normally will be moved to the
employee's scheduled work day that is closest to the day the holiday is observed.

B. The Christmas/New Year's Period.  During the Christmas/New Year's Period,
employees will be scheduled to work the same number of days, to have the same
number of holidays/closure days off, and to have the same continuous block of time
off (except those who are in a 7-day continuous operation or are otherwise required
to work).  In order to ensure that employees are scheduled to work the same number
of days, employees who otherwise would end up working fewer days, will be
assigned to work a day or days he or she is not normally scheduled during the week
before or during the week after the Christmas/New Year's Break.

12.1.3 Assigning Observed Holidays for Employees Who Work on a Shift that starts and ends on
different calendar days. The Holiday will be recognized or observed on the shift that ends
on the holiday.

12.1.4 Work on a Holiday.  If an employee works on an approved holiday, in addition to holiday
pay the employee will be compensated at the rate of two (2) times his/her regular hourly
rate for all hours worked on the holiday, except employees who work on a University
closure holiday will be paid their base hourly rate and:

A. If the employee volunteers to work, an equivalent number of hours will be assigned
as vacation accrual.

B. If the employee is called in with less than twenty-four (24) hours' notice one-and-a-
half times the number of hours worked will be assigned as vacation accrual.

C. If an employee is scheduled to work with more than twenty-four (24) hours' notice
the number of hours worked will be assigned as vacation accrual.

D. In the event that insufficient numbers of employees volunteer, the employees of the
classification required who are familiar with and qualified for the work to be done
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with the most recent of seniority date will be required and obligated to perform such
work.

E. Any time worked over eight (8) hours on any given day will be paid at time-and-
one-half.

       12.1.5 Eligibility for Holiday Pay.  An employee will be eligible for a holiday with pay, provided:

A. The employee is a regular or probationary full-time or part-time employee on the
day of the holiday;

B. The employee worked all of the hours of his/her scheduled work day prior to and
his/her next scheduled work day after the holiday, unless excused by the
supervisor;

C. The employee is not on leave of absence or layoff, extended sick leave, short-term
disability, long-term disability, or Worker's Compensation at the time of the holiday;

D. The employee worked on the holiday if scheduled to work on that day, unless
excused by the supervisor.

Full-time and part-time employees will be paid holiday pay for the number of hours normally
scheduled to work on that day.

       12.2 Vacation.

      12.2.1 Allowance and Accrual.  Regular full-time and regular part-time employees earn .05 hours
vacation for each regular hour worked during the first two (2) full calendar years of
uninterrupted employment service with the University.  Probationary employees shall earn
vacation allowance at the same rate but shall not be eligible to use such allowance until
after six months of employment.  Thereafter, an additional eight (8) hours (four (4) hours for
part-time) shall be accrued and credited on January 1st for each year of uninterrupted
employment with the University, except that the number of hours earned in any single
calendar year shall not exceed one hundred sixty (160) hours (eighty (80) for part-time).  In
the event that an employee changes status from full-time to part-time (or visa versa), the
employee's status on or before June 15th of the year in which the status change was
effectuate will determine the number of hours accrued for the following calendar year.
Unused vacation time may be carried over into the next calendar year providing the number
of hours does not exceed one hundred sixty (160) hours (eighty (80) for part-time).

12.2.2 Use of Vacation Time.

A. Vacation time may be used as soon as an employee has completed six (6) months of
employment.
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B. Vacation time shall be taken at the convenience of the operating unit in which the
employee works.  It shall be, however, the University's responsibility to ensure the
employee an opportunity for full vacation time off.

C. A request for the use of vacation time shall generally be submitted at least twenty
(20) working days in advance of the beginning of the vacation time.  A response shall
be made within seven (7) working days of the request. Requests not answered within
seven (7) working days shall be considered approved. Supervisors will be entitled to
request a tentative vacation schedule early in each calendar year.

D. Employees shall receive compensation for accrued but unused vacation time upon
leaving the employment of the University in good standing provided that the
employee gives at least two (2) weeks notice of his/her intention to leave.

E. Employees who have exhausted income protection benefits and who have not yet
returned to work because of the illness or injury shall, thereafter, be allowed to use
accrued vacation time by requesting such payment.

F. Employees shall be eligible to use all vacation time accrued prior to the beginning of
a vacation period. Vacation hours accrued while an employee is using vacation time
may not be used.

12.3 Income Protection.

12.3.1 Sick Leave Accrual.  Regular full-time employees earn .05 hours sick leave allowance with
each regular hour worked per week.  Unused sick leave accrual shall not exceed one
hundred sixty (160) hours.  Probationary employees shall earn sick leave allowable at the
same rate but shall not be eligible to use such allowance until after six (6) months of
employment.

12.3.2 Sick Leave Usage.

A.         Sick leave may be used for an employee or an employee's child, spouse or parent's
illness or injury, hospitalization and appointment pertaining to health.

        B.       Sick leave may be used for the impending death of employee's parent-in-law to a
maximum or three working days, if needed.

            C. Employees with one hundred sixty (160) accrued hours who subsequently have
perfect attendance for the next twelve month period will receive an attendance
bonus of forty (40) hours pay or vacation accrual.

             Once the twelve month period begins to run at the time the 160 hours are accrued,
an employee may still qualify for the attendance bonus if within that one year period
the employee has a single absence of five (5) consecutive work days or more, and
a physician documents to the University that the absence is the result of illness or
injury.  Despite the treatment of this single incident as a non-event for the purposes
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of the attendance bonus, the absence is otherwise treated as any other similar
absence — for example, an incident is recorded, sick time is charged, and the days
off do not count toward the 12 months of service required for the attendance bonus.
The days off during an approved leave of absence will be treated as a non-event
for the purposes of the attendance bonus, however, they will not count toward the
12 months of service required for the attendance bonus. An employee may still
qualify for the attendance bonus if within that one year period the employee has an
absence of less than five (5) consecutive work days, that was due to injuries
incurred during the course of employment, that were properly reported pursuant to
section 12.7 Worker's Compensation.  Such absences will count toward the 12
months of service required for the attendance bonus.  If such an absence is five (5)
consecutive work days or more, it will still be treated as a non-event for the
purposes of the attendance bonus, however, it will not count toward the 12 months
of service required for the attendance bonus.

D. An employee may elect to transfer up to eight (8) hours of vacation, on no more
than 2 occasions, each calendar year to another bargaining unit member who is on
short or long term disability, to enable the employee on disability to replace some of
the wages lost.  The hours transferred will be deducted from the vacation balance
of the employee donating the hours, in the calendar year that the Transfer
Authorization Form is received by the Payroll Office.  A separate Transfer
Authorization Form must be completed for each transfer requested.  The employee
receiving the vacation hours will be paid the hours at the rate of pay last received
by the employee.  The employee receiving the transfer can receive no more than
the equivalent of 80 hours of pay per pay period.  The total number of hours paid to
an employee on disability will not exceed 120 hours in any calendar year.  The
University will notify the Union when a total of 120 hours have been donated.  If
more than 120 hours are donated to the employee, the additional hours will be held
and paid to the employee the following calendar year.  Any donated, but, unpaid
vacation hours, shall be paid upon the death of an employee on disability.

 It is clearly intended that sick leave as herein provided is primarily intended to
protect the income of employees while disabled and that no use of sick leave may
be used beyond what is considered reasonable.  It is clearly intended that
employees must meet their employment obligation of regular and reasonable
attendance.

12.3.3 Miscellaneous Provisions Regarding Sick Leave.

A. The employee shall notify his/her supervisor of absence in advance and shall state
the expected duration thereof unless the failure to notify is due to circumstances
beyond the control of the employee.  The supervisor may or may not excuse the
absence, depending on the reason given.  If the employee's absence should extend
beyond the expected duration the employee must again notify the supervisor.

B. If requested by the University, a written doctor's statement shall be required
regarding the need for the absence.  The University will then determine whether the
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reason qualified for the use of sick leave.  Any absence of more than three (3) days
requires a doctor's statement attesting to the necessity of the absence in order to
qualify for the use of sick leave.  If an employee is absent five (5) incidents in any
twelve (12) month period, any subsequent absence will require a doctor's statement
to qualify for use of sick leave.

C. Employees engaging in other employment or profit-making activities while ostensibly
ill or injured may lose rights income protection benefits and right to continue as an
employee of the University.

D. No employee shall receive both Worker's Compensation or No Fault Insurance
benefits and income protection benefits for the same period of absence.

12.3.4 Short-term Disability.  The University shall provide regular full-time employees with short-
term disability insurance for those absences caused by illness or injury for a period longer
than twenty (20) work days and less than six (6) months, subject to the conditions of the
master policy (75% of the base weekly rate, no maximum).

12.3.5 Long-term Disability.  The University shall provide regular full-time employees with long-
term disability insurance for those absences caused by illness or injury for a period longer
than six (6) months, subject to the conditions of the master policy.

12.3.6 Sick Leave Accrual Advance.  An employee returning to work from short-term or long-term
disability may be advanced the first eighty (80) hours sick leave accrual if he/she so
requests on the approved form.  However, the employee will not be paid short-term or long-
term disability and sick leave pay for the same period of time.

12.4 Insurance.

12.4.1 Hospital and Medical Insurance.  The University shall make available health insurance to
the employees covered by this agreement to the same extent and in the same manner as is
available to other University employees, such as Faculty and the Executive, Administrative
and Professional Staff employees.  It is the University's goal to have the same health
insurance plans offered uniformly to all University groups and employees.

12.4.2 Dental Insurance.  The University shall make available dental insurance to the employees
covered by this agreement to the same extent and in the same manner as is available to
other University employees, such as Faculty and the Executive, Administrative and
Professional Staff employees.  It is the University's goal to have the same dental insurance
plan(s) offered uniformly to all University employee groups and employees.

12.4.3 Life Insurance.  The University shall continue to make available a group life insurance
program.  The program shall be the same program as applicable to the University's other
employees.  The minimum life and accidental death and dismemberment insurance amount
will be an amount equal to base salary.
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12.4.4 Vision.  The University shall make available vision insurance to the employees covered by
this agreement to the same extent and in the same manner as is available to other
University employees, such as Faculty and the Executive, Administrative and Professional
Staff employees.  It is the University's goal to have the same vision insurance plan(s)
offered uniformly to all University groups and employees.

12.5 Retirement.

12.5.1     Retirement Plan.  Employees of the University shall be eligible to participate in the
Maintenance, Grounds and Service Employees Retirement Plan as amended. There will
be no benefit changes in retirement plan documents without negations between Univerity
and Union.

12.5.2 Medical Insurance for Retirees.  The University will make available a medical insurance
plan for official retirees in the same manner and on the same basis as it applies to the
University's other official retirees.

An official retiree (including early retirees) for purposes of this benefit, will be defined as
any regular employee who is employed by the University at the time of retirement, who is
vested in a University sponsored retirement plan and whose years of University service and
age total a minimum of 75.  Coverage for the spouse of the retiree or early retiree is
available on the same basis as for other University official retirees.  The University retains
the right to modify or terminate this plan upon reasonable notice to staff and retirees.

12.6 Uniforms.  The University agrees to provide without cost to the employees 4 sets of working
uniforms comprised of trousers and shirts which employees shall be required to wear
during their working hours.

12.7 Worker's Compensation.  Employees of the University shall be entitled to benefits as
required under the Worker's Compensation Act.  Whether or not medical care or absence
from work seems necessary, employees shall report all serious accidents and resulting
injury to their supervisor as soon as possible but no later than by the end of the employee's
shift, all others must be reported within twenty-four (24) hours.

12.8 Tuition Reduction Programs.

12.8.1 Academic Participation for Staff and Retirees.  A regular staff member may, with approval
of his/her supervisor, enroll in Grand Valley State University courses tuition free, one of
which may be taken during working hours each fiscal year.  Retirees may enroll with the
approval of the Human Resources Office.

12.8.2 Reduced Tuition for Spouses and Eligible Dependents of Staff and Retirees.  Spouses and
eligible dependents of regular staff and retirees are eligible for a fifty (50) percent reduction
of their tuition costs for all Grand Valley State University courses.  Spouses and eligible
dependents of regular staff and retirees who use this benefit are subject to the admission
and academic requirements of the University.
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12.9 Bereavement Leave.  Bereavement leave, which will not be deducted from the employee's
accumulated sick leave, may be used for:

A. Death of employee's child, stepchild, foster child, spouse, brother, brother-in-law,
sister, sister-in-law, parent, parent-in-law, grandchild, grandparent, or grandparent-
in-law to a maximum of five working days, if needed.  Extension may be granted in
extenuating circumstances, by the Human Resource Office.  Any additional time
granted, however, will be deducted from the employee's accumulated sick leave.

B. Attendance at the funeral of a relative other than above (maximum one day).

C. With the supervisor's approval, an employee may be released from work for that
part of that day needed to attend the funeral of an employee of the University.

12.10 The Family and Medical Leave Act.  The Family and Medical Leave Act will be followed in
administering benefits.  Contract provisions that provide greater benefits than the Family
and Medical Leave Act will be followed.

Section 13  Miscellaneous Provisions

13.1 Other Work Assignments.  It is agreed that employees at the University may be assigned to
other tasks during certain times without an increase or decrease in their regular rate of pay
as opposed to being laid off because of lack of available work in their specific
classifications or due to unseasonable weather.  It is understood that the above provision
does not guarantee twelve months' employment each year to any employee but is merely a
sincere effort on the part of the University to utilize the talents and services of regular full-
time employees during normally slow periods.

13.2 Bulletin Boards.  The University will provide enclosed, lockable bulletin boards at each
time-clock location for the exclusive use of the Union for posting notices of the following
types:

1. Notices of official recreational and social events.

2. Notices of elections.

3. Notices of results of elections.

4. Notices of meetings.

5. General Union information.

Use of other bulletin boards of the University by the Union shall be subject to the general
rules and regulations of the University regarding the use of bulletin boards.  In no event
shall the Union post notices of a political nature on University's bulletin boards. All notices
shall be submitted to the supervisors for approval and posting.  The key to the locks on the
boards shall be kept in the custody of a supervisor.
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13.3 Stewards.  Each representation district shall be represented by no more than one (1)
steward or alternate steward, who shall be regular employees assigned to that district.  The
stewards may, with prior approval from their supervisors, investigate and present legitimate
grievances of employees in their district to the University during their regular working
schedule without loss of pay. Stewards shall perform their regularly-assigned work at all
times unless permission is expressly given by their supervisors to administer grievances, in
which case the time must be devoted only to the proper handling of such grievances.  The
Union shall advise the University of any change in steward assignments when necessary.

13.4 Bargaining Committee.  The Union's bargaining committee shall consist of the Local
President, Local Chief Steward, (1) regular employee from Pew Campus and Regional
Centers and not more than one (1) regular employee from two (2) other representation
districts.  Such committee may also include representatives from Council 25 and/or the
International Union.

13.5 Safety.  Employees will utilize prescribed safety equipment and will wear safety shoes and
those who wear glasses will wear prescription safety glasses immediately.  The University
may require the use of safety shoes and will pay up to $50.00 toward the cost of one pair of
shoes per year.  The employee may bank, and not spend, the $50.00 from one year and
use it in the next year together with the $50.00 provided in that year.  This provides up to
$100.00 toward the purchase of one pair of shoes.  The employee shall not bank or accrue
more than $100.00.  The University may require the use of safety glasses and will provide
the first pair of glasses or pay the equivalent of the lowest price at which glasses are
available.  The University will pay the difference in cost of regular prescription glasses and
safety glasses on proof of the difference in cost up to a maximum of $20.00 per pair of
glasses.   All employees hired will be expected to have safety shoes and safety glasses
immediately.

13.6 Complete Agreement. It is the intent of the parties hereto that the provisions of the
Agreement supersede all prior agreements and understandings, oral or written, expressed
or implied, between such parties, and shall govern their entire relationship.  The provisions
of this Agreement can be amended, supplemented, rescinded or otherwise altered only by
mutual agreement in writing hereafter signed by the parties hereto.  If, during the life of the
Agreement, any of the provisions contained herein are held to be invalid by operation of law
or by the tribunal of competent jurisdiction or if compliance with or enforcement of any
provisions should be restrained by such tribunal pending a final determination as to its
validity, the remainder of this Agreement shall not be affected thereby.  In the event any
provision herein contained is so rendered invalid, upon written request of either party
hereto, the Employer and the Union shall enter into collective bargaining for the purposes
of negotiating a mutually satisfactory replacement for such provisions.

13.7 Evaluation.  If an evaluation procedure is used, the written evaluation will be shown to the
employee before it is placed in the Facilities Services file.  Employees will be permitted to
comment on the evaluation and may include a written response in the file.  Bargaining unit
members will be informed of the general context upon which they will be evaluated.
Evaluations are not subject to the grievance procedure unless the University chooses to
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use them as support for a disciplinary action.  Employees will receive a copy of their
evaluation.

Section l4  Ratification, Termination and Modification

14.1 Ratification.  The Union agrees to submit this Agreement to the employees of the
bargaining unit covered by this Agreement for ratification by them on or before midnight,
October 11, 2004 and the Council Representative and the Local Union Bargaining
Committee will recommend to the employees that it be ratified.

14.2 Duration.  This Agreement shall remain in effect from May 1, 2004 until 11:59 p.m., April
30, 2007 and from year to year thereafter, unless notice of termination or modification is
given as provided in this Section 14.  The parties agree that neither party shall request the
other party to negotiate with respect to any other matter, and neither party shall have an
obligation to negotiate or bargain with the other with respect to such other matters during
the terms of this Agreement.

14.2.1 Termination.  If either party desires to terminate this Agreement, it shall, sixty (60) days
prior to the termination date, give written notice of termination.  If neither party shall give
notice of termination of this Agreement as provided in this paragraph or notice of
amendment, as herein provided, or if each party giving a notice of termination withdraws
same prior to termination date, this Agreement shall continue in effect from year to year
thereafter, subject to notice of termination by either party on sixty (60) days' written notice
prior to the current year's termination date.

14.2.2 Modification.  If either party desires to modify or change this Agreement effective after the
termination date referred to in Section 14.2, it shall, sixty (60) days prior to the termination
date, give written notice of amendment, in which event the notice of the amendment shall
set forth the nature of the amendment or amendments desired.  If notice of amendment of
this Agreement has been given in accordance with this paragraph, this Agreement may be
terminated by either party on ten (10) days' written notice of termination.

             Any amendments that may be agreed upon shall become and be a part of this Agreement
without modifying or changing any of the other terms of this Agreement.

14.3 Notification.  Notice shall be in writing and shall be sufficient if sent by certified mail and
addressed, if to the Union, to American Federation of State, County and Municipal
Employees, Council 25, Lansing, Michigan, and if to the University, addressed to the
Assistant Vice President for Human Resources, Grand Valley State University, or to any
such address as the Union or the University may make available to each other.
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IN WITNESS WHEREOF, THE PARTIES HAVE SET THEIR HANDS:

Date Signed:  October 19, 2004

For The Union: For The University:

__________________________________________ ______________________________________
Staff Representative, Council 25 Associate Vice President for Human Resources
Officer A.F.S.C.M.E., AFL-CIO

__________________________________________ ______________________________________
President, Local 2074, Director of Staff Relations

__________________________________________ ______________________________________
Chief Steward, Local 2074 Assistant Vice President for Facilities Services

__________________________________________
Bargaining Committee Member

__________________________________________
Bargaining Committee Member

__________________________________________
Bargaining Committee Member
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JOB CLASSIFICATIONS

Job Title                                                                                                                                             Grade

Custodian 1

Groundskeeper 2
Gardener 2

Bus Driver 3
Boiler Trainee 3
Material and Mail Handler 3
Painting Assistant 3
General Maintenance Assistant 3

General Maintenance Mechanic 4
Boiler Operator 4

Automotive Specialist 5
Carpenter Specialist 5
Grounds Maintenance Specialist 5
Maintenance Specialist 5
Painting Specialist 5

Boiler Engineer  (effective 5-1-02) 6
Electrical Specialist 6
Hardware Specialist 6
Heating, Ventilating, Air Conditioning Specialist 6
Plumbing Specialist 6

______________________________________
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APPENDIX A-1
COMPENSATION SCHEDULE

Effective October 8, 2004
Grade   1      2      3      4      5      6

Level 1 $11.90 $13.71 $14.66 $15.56 $16.69 $18.05
Level 2 $12.65 $14.20 $15.12 $16.11 $17.30 $18.60
Level 3 $13.40 $14.69 $15.58 $16.66 $17.91 $19.15
Level 4 $14.15 $15.18 $16.04 $17.21 $18.52 $19.70
Level 5 $15.16 $15.93 $16.80 $18.05 $19.46 $20.60
Senior* 1.00% 1.00% 1.00% 1.00% 1.00% 1.00%

Effective May 1, 2005
Grade     1         2        3         4          5       6

Level 1 $12.14 $13.98 $14.96 $15.87 $17.02 $18.41
Level 2 $12.90 $14.48 $15.43 $16.43 $17.64 $18.97
Level 3 $13.67 $14.98 $15.89 $16.99 $18.27 $19.53
Level 4 $14.43 $15.48 $16.36 $17.55 $18.89 $20.09
Level 5 $15.46 $16.25 $17.13 $18.41 $19.85 $21.02
Senior* 1.25% 1.25% 1.25% 1.25% 1.25% 1.25%

Effective May 1, 2006
Grade      1         2     3       4       5   6

Level 1 $12.38 $14.26 $15.26 $16.19 $17.36 $18.78
Level 2 $13.16 $14.77 $15.73 $16.76 $18.00 $19.35
Level 3 $13.94 $15.28 $16.21 $17.33 $18.63 $19.92
Level 4 $14.72 $15.79 $16.69 $17.90 $19.27 $20.49
Level 5 $15.77 $16.58 $17.48 $18.78 $20.25 $21.44
Senior* 1.50% 1.50% 1.50% 1.50% 1.50% 1.50%

Level Advancement: Staff will advance a pay level each year on the anniversary of their employment date as
a regular employee during the term of this agreement.  Staff selected for a position in a higher pay grade will
move to that grade at his/her current level.

*Senior Development Pay:  Beginning with the staff members sixth year of employment as a regular
percentage of pay indicated above (i.e.: Level 5+ Senior* % amount).  Qualifications include two
development activities each year; one technical and one non-technical.  If a staff member does not qualify
each contract year, his/her pay will revert to Level 5 for the following contract year.

Crew leader assignments will be compensated at the rate of $.25 per hour above the employee's
classification rate.

Non-probationary staff members whose regular schedules are other than Monday through Friday will be
compensated at the rate of $.10 per hour above the normal hourly rate.
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APPENDIX A-2
COMPENSATION SCHEDULE

Letter of Agreement

During contract negotiations in 2004, the Union and University reached agreement on a new
Compensation Schedule.  To implement this new schedule, staff employed on October 8, 2004
will be paid as follows until their rate of pay matches the Level 5 rate on Appendix A-1.

Effective May 1, 2004: 1.75%
Grade  1 2 3 4 5 6

Probation $12.44 $14.34 $15.33 $16.27 $17.45 $18.87
Beginning $13.83 $15.57 $16.59 $17.51 $18.67 $20.13
Top $15.16 $15.93 $16.80 $18.05 $19.46 $20.60

Effective May 1, 2005: 2.00%
Grade  1 2 3 4 5 6

Probation $12.69 $14.62 $15.64 $16.60 $17.80 $19.25
Beginning $14.10 $15.88 $16.92 $17.86 $19.04 $20.53
Top $15.46 $16.25 $17.13 $18.41 $19.85 $21.02

Effective May 1, 2006: 2.00%
Grade  1 2 3 4 5 6

Probation $ 12.95 $ 14.92 $ 15.95 $ 16.93 $ 18.16 $19.64
Beginning $ 14.39 $ 16.20 $ 17.26 $ 18.22 $ 19.43 $20.94
Top $ 15.77 $ 16.58 $ 17.48 $ 18.78 $ 20.25 $21.44

Current probationary staff will move to the Beginning rate after serving the 6 month probation period.  After
one year at the beginning rate, staff will move to the Top rate of pay, see Appendix A-1 (L5), Compensation
Schedule.

Staff on the Top rate on May 1, 2004 and not eligible for Senior Development Pay due to years of service
will receive a one-time payment of $200.00 by November 16, 2004.

Date:  October 19, 2004

__________________________ __________________________
Charles Walcott D. Scott Richardson
Custodian, Grand Valley State University Associate Vice President for Human Resources
President, AFSCME Local 2074 Grand Valley State University
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Letter of Agreement

Re:  Special Circumstances

In applying the language of Section 9.5 that refers to special circumstances that do not limit the University's
right to assign overtime, the Union agrees that the following fall into the category of special circumstances
as well as other circumstances that the Union may hereafter agree to:

1.    Sunday that students return to the dorm.

2.    Girl Scout functions where female employees are requested to work.

Date: October 19, 2004

___________________________________________ ___________________________________
 Charles Walcott D. Scott Richardson
 Custodian – Grand Valley State University Associate Vice President for Human Resources
 President, AFSCME Local 2074 Grand Valley State University
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Letter of Agreement
Allendale Only

Re:  Boiler Trainees, Boiler Operators, and Boiler Engineers

In recognition of the unique 7-day continuous operation of Central Utilities, AFSCME Local 2074 and Grand
Valley State University, hereby agree that:

1. The regular workweek shall consist of 40 hours per calendar week.
 

2. Shifts shall consist of an 8, 10, or 12 hour workday.
 

3. Overtime will be paid only for hours worked in excess of the employee’s normally scheduled work
day, or 40 hours per week.

 
4. Holiday pay will be paid for the hours the employee is regularly scheduled to work, regardless of

whether the employee works on the holiday.
 

5. An employee will receive double time for the hours worked on a holiday, in addition to the holiday
pay.

 
6. Vacation hours will be charged, and paid to the employee, for the hours normally scheduled, but not

worked because the employee is on vacation.
 

7. Sick leave shall be charged, and paid to the employee, for the hours normally scheduled but not
worked because the employee is absent for reasons outlined in section 12.3.2.

8. Vacation and sick accruals will be equalized each January to ensure that an employee is not
shorted vacation or sick accrual due to their shift schedule.

 
9. In the event of anticipated vacancies, the University will post Boiler Trainee opportunities.

Individuals expressing an interest in such position will be offered internal and/or external training
opportunities to prepare him or her for potential future vacancies.  In the event of unanticipated
vacancies, the University is free to seek outside candidates in the event that there is no qualified
internal candidate.

10. To become a Boiler Operator, a Boiler Trainee must pass the Boiler Operators test within 2 months
of becoming eligible for the test.  A Boiler Trainee is eligible for the Boiler Operators test after
working for one year as a Boiler Trainee.  In addition, all licensed Boiler Operators must pass the
Boiler Engineers test and become licensed Boiler Engineers within 2 months of becoming eligible
for the test.  Licensed Boiler Operators are eligible for the Engineer test after a total of 4 years
experience as a Boiler Operator (the one year prior to taking the Boiler Operator test plus 3
additional years).  A person who fails to pass the Operators or Engineers test will be returned to the
position they held at the time the person was assigned to boiler operations.
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11. It is understood that it would be beneficial for all personnel to become familiar with the first shift
operation and that to accomplish this some training will be necessary for a week or less at a time,
up to twice each season.  Efforts will be made to minimize disruption to personal lives when
scheduling these training periods.  In addition, the low seniority engineer will be scheduled in a
similar way to work with operators on their shifts.

 
12. This agreement is effective September 4, 2001.

 
13. This agreement replaces the letter of agreement regarding “Boiler Operator and Boiler Engineer”

dated September 30, 1997.
 

14. This agreement applies only to Boiler Trainees, Boiler Operators and Boiler Engineers

Date: October 19, 2004

___________________________________________ ___________________________________
 Charles Walcott D. Scott Richardson
 Custodian – Grand Valley State University Associate Vice President for Human Resources
 President, AFSCME Local 2074 Grand Valley State University
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Letter of Agreement

Re:  Retiree Prescription Drug Insurance Coverage

Grand Valley State University and AFSCME Local 2074 agree that should the University offer retiree prescription drug
coverage to any employee group on campus during the life of this agreement, such coverage will also be offered to
current AFSCME staff members.  Such coverage will also be offered to any retired member who elected retirement
during the life of the agreement.  This is in addition to the current NPAY prescription discount program that is
available for all GVSU retirees.

Date: October 19, 2004

______________________________                                       _______________________________
 Charles Walcott D. Scott Richardson
 Custodian – Grand Valley State University Associate Vice President for Human Resources
 President, AFSCME Local 2074 Grand Valley State University
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Letter of Agreement
Allendale Only

Re:  Application of Seniority - Job Vacancies

The parties agree that, immediately upon ratification, the University and Union will come together to begin
the process of composing tests that will be utilized in the filling of vacancies for classification levels three,
four, five, and six respectively.  The parties further agree that such tests will be comprised of questions
submitted jointly from both the University and Union.

Date:   October 19, 2004

___________________________________________ ____________________________________________
 Charles Walcott D. Scott Richardson
 Custodian – Grand Valley State University Associate Vice President for Human Resources
 President, AFSCME Local 2074 Grand Valley State University
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Letter of Agreement
Allendale Only

Re:  Grounds Department Snow Removal

The parties agree that if Grounds Department employees are called in for snow removal without at least
twelve (12) hours notice they shall be guaranteed the opportunity to work three (3) hours in addition to their
regularly scheduled hours.  The three (3) hours worked shall be compensated at the appropriate rate of pay
in accordance with Section 10.6.  If a Grounds Department employee is called in for snow removal without at
least twelve (12) hours notice and is not given the opportunity to work three (3) hours in addition to their
regularly scheduled hours, they shall be compensated for the hours not worked at the appropriate rate of
pay.

The following situations shall serve as examples for clarifying this Letter of Agreement:

A. An employee is called in without the necessary notification (less than 12 hours) and is sent home
after working two (2) hours.  In this situation, the employee will be compensated for three (3) hours
at the appropriate rate.

B. An employee is called in for two (2) hours with the necessary notification (at least 12 hours).  In this
situation the employee shall be compensated for two (2) hours at the appropriate rate.

C. An employee is called in two (2) hours early with the necessary notification (at least 12 hours) and
works the two (2) hours plus their regular eight (8) hour shift.  In this situation, the employee shall be
compensated at a rate of two (2) hours overtime and eight (8) hours straight time.

D. An employee is called in two (2) hours early without the necessary notification (less than 12 hours)
and works the two (2) hours plus the first six (6) hours of their regular shift. After working eight (8)
hours the employee requests to end the shift and the request is approved.  In this situation the
employee shall be compensated at a rate of eight (8) hours straight time.

Date: October 19, 2004

___________________________________________ ___________________________________
 Charles Walcott D. Scott Richardson
 Custodian – Grand Valley State University Associate Vice President for Human Resources
 President, AFSCME Local 2074 Grand Valley State University
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Letter of Agreement

Re:  Loss of time and Union business

The parties agree that except for reasons specifically identified in the Contract staff members will continue to
be required to take lost time for Union business requiring time away from work. As in the past such lost time
must receive supervisory approval in advance of being taken.

Recognizing the need for continued cooperation between the parties the University agrees to pay for lost
time for Union business on the following conditions:

A. The lost time has been approved in advance.

B. The Union will promptly reimburse the University for such lost time at the employee's pay rate
multiplied by the hours of lost time, plus twenty (20) percent.  (The additional amount reflects
the University's cost of necessary payroll taxes and insurance's.)

C. Lost time hours for Union business will not be counted as hours worked for overtime purposes,
benefit purposes, or any other purposes.

D. The University will only pay for approved lost time taken during regularly scheduled work
hours.  The University will not pay for Union business outside of scheduled work hours.

The University reserves the right to cancel this Letter of Agreement at any time for any purpose.  If the Union
fails to reimburse the University for any reason, the University reserves the right to deduct the amount in
question from the Union dues collected by the University for the Union.

Date: October 19, 2004

___________________________________________ ___________________________________
 Charles Walcott D. Scott Richardson
 Custodian – Grand Valley State University Associate Vice President for Human Resources
 President, AFSCME Local 2074 Grand Valley State University
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Letter of Agreement

Re:  Holidays

In the event that the University recognizes an additional approved closure holiday, such holiday will be
added to those holidays observed under section 12.1.1.

Date: October 19, 2004

___________________________________________ ___________________________________
 Charles Walcott D. Scott Richardson
 Custodian – Grand Valley State University Associate Vice President for Human Resources
 President, AFSCME Local 2074 Grand Valley State University
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Letter of Agreement

Re:  Compensatory Time

If the mainframe software used by the University is enhanced to allow for integrated processing of
compensatory time, the University and AFSCME Local 2074 agree to discuss the implementation of a
Compensatory Time Policy.

Date:  October 19, 2004

__________________________                                             ____________________________
Charles Walcott                                                                        D. Scott Richardson
President                                                                                  Associate Vice President for Human Resources
AFSCME Local 2074                                                                Grand Valley State University
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 Letter of Agreement

Re: GMS/GMM/GMA Shift Preference.

The parties agree to the following:

1. Any newly created GMA position or posted GMM vacancy will first be offered to existing
GMS/GMM/GMA staff members at the time the vacancy occurs.

2. The method of filling the vacancies by a GMS/GMM/GMA shall be by shift preference.  The GMS with
the earliest seniority date that notifies the University of his/her desire to exercise shift preference shall
move to such shift at the beginning of the next pay period. If no GMS exercises shift preference, the
GMM with the earliest seniority date that notifies the University of his/her desire to exercise shift
preference shall move to such shift at the beginning of the next pay period.  If no GMM exercises shift
preference, the GMA with the earliest seniority date that notifies the University of his/her desire to
exercise shift preference shall move to such shift at the beginning of the next pay period.

3. All staff members within the GMS/GMM/GMA classification will be notified by a shift preference
notification posting when a vacancy occurs.  The staff members have five days from the date of the
posting to notify the University via a shift preference form that they are exercising shift preference.  The
Union will receive a copy of completed forms and the end of the notification period.  Forms that are not
completed and turned in within the five-day time frame will not be considered when the selection is
made.

4. When the GMS/GMM/GMA staff members have exhausted all shift preferences, the vacancy shall be
posted as a GMA, in accordance with the contract language.

5. An employee selected to fill a GMA vacancy may be assigned to work with a GMM, GMS, or other
specialist on alternate shifts for a period not to exceed thirty (30) days.  Thereafter, the GMA will be
assigned to the posted shift.

Date: October 19, 2004

                                                                                           
Charles Walcott D. Scott Richardson
Custodian, Grand Valley State University Associate Vice President for Human Resources
President, AFSCME Local 2074 Grand Valley State University
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Letter of Agreement
  Allendale Only

Re: General Maintenance Progression Program

Grand Valley State University and AFSCME Local 2074 agree that the University will establish a General
Maintenance Progression Program, which will allow for progression from a level three General Maintenance
Assistant (GMA) to a level four General Maintenance Mechanic (GMM) to a level five General Maintenance
Specialist (GMS).  Postings for vacancies within the maintenance department will be posted at the GMA
level.  Selection for such positions will be based on the panel interview process in accordance with the
vacancy language in section 8.4C of the agreement.  There will be no testing at this level. Upon completion
of two years, individuals in the GMA program must take a test to progress to the GMM level.  Such test will
be developed in accordance with section 8.4C of the agreement.  The individual may elect to have the test
administered orally or written.  The test will be offered quarterly and individuals must sit for the test offered
nearest to the completion of the two year period.  Individuals failing to achieve a composite score of 70% or
higher on the test will remain in position as a GMA and will be permitted to retake the test in 6 months.
Individuals failing to achieve a composite score of 70% or higher on the re-test test will be returned to the
position they held prior to selection for the GMA program.  Such individuals are eligible to sign the posting
for any additional GMA vacancies one year following his/her removal from the program.  Individuals
achieving 70% or higher will advance to the GMM level.  Following an additional seven years of service (a
total of nine years in the maintenance department), such individuals are eligible to take a test to advance to
the GMS level.  The testing will be offered quarterly and eligible individuals may elect to take the test at any
time upon reaching the minimum years of service.  Individuals achieving a minimum score of 75% in each
category will automatically advance to the GMS level.  Individuals failing to achieve the minimum score will
remain at the GMM level, but may elect to retake the exam the following quarter.

Date: October 19, 2004

                                                                                           
Charles Walcott D. Scott Richardson
Custodian, Grand Valley State University Associate Vice President of Human Resources
President, AFSCME Local 2074 Grand Valley State University
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Letter of Agreement

RE: Personal/Vacation Day

1. One personal/vacation day per staff member per calendar year to be taken out of accrued vacation
time.

2. Staff must notify their supervisor prior to end of the staff member’s shift on the day prior to the
requested personal/vacation day.

3. No more than one employee per supervisor per day may use a personal/vacation day without
supervisor approval. More staff may use accrued vacation time with supervisor approval.

4. No personal/vacation days in month of August or November without supervisor approval.
5. No personal/vacation days during unusual or emergency situations.

The Union and University will meet during the term of the 2004-2007 contract to review the use of the
personal days and its impact on the Facilities Services Department.

Date:  October 19, 2004

__________________________________               __________________________________
Charles Walcott                                                          D. Scott Richardson
Custodian, Grand Valley State University                  Associate Vice President for Human Resources
President, AFSCME Local 2074                                Grand Valley State University
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Letter of Agreement

Re:  Cost of Defined Benefit Retirement Plan

The parties agree to annually meet in April to review the Actuarial Valuation Report for the Maintenance,
Grounds and Service Employee’s Defined Benefit Retirement plan.  The Union will keep their members
informed about the plan costs.  If the “Recommended Funding of Payroll” is above 12%  in the last year of
this contract, the parties agree that this will be a bargaining issue during negotiations for the next contract.

Date:  October 19, 2004

_________________________________                 _______________________________
Charles Walcott                                                          D. Scott Richardson
Custodian, Grand Valley State University                   Associate Vice President for Human Resources
President, AFSCME Local 2074                                 Grand Valley State University
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Letter of Agreement

RE: Senior Development Pay

The parties agree that upon ratification, the University and Union will meet to develop the requirements for
Senior Development Pay.  Senior Development Pay will include a minimum of two activities each year; one
technical (related to the individual’s position) and one non-technical (related to staff member’s role as an
important part of University community).

If the staff member does not participate in two senior development activities each contract year, his/her pay
will revert to Level 5 for the next contract year.

Date:  October 19, 2004

____________________________                             _______________________________
Charles Walcott       D. Scott Richardson
Custodian, Grand Valley State University                    Associate Vice President for Human Resources
President,  AFSCME Local 2074               Grand Valley State University
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Letter of Agreement

Re: Level Advancement

During 2004 negotiations, the University and the Union developed a new wage scale, (Appendix A)
consisting of five levels of pay plus senior development pay.  Level advancement occurs annually.  It is the
intent of the University and the Union to continue level advancement into the future.  However, the University
reserves the right to suspend advancement at the expiration of the contract and prior to ratification of a
successor contract.

Date:  October 19, 2004

                                    _________  ___                                             ___________
Charles Walcott     D. Scott Richardson
Custodian, Grand Valley State University                  Associate Vice President for Human Resources
President,  AFSCME Local 2074     Grand Valley State University
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