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AGKEEMENT
' THIS AGREEMENT, entered into on January 1, 2019, by and
between the OTSEGO COUNTY BOARD OF COMMISSIONERS, of Otsego
County, Michigan, Sheriff, Otsego County, Michigan, (hereinafter
referred to as the "EMPLOYER") and the Police Officers
Association of Michigan, (hereinafter referred to as the "UNION",
representing the corrections unit).

ARTICLE I
PURPOSE AND INTENT

1.1: The general purpose of this Agreement is to set forth terms
and conditions of employment and to promote orderly and peaceful
labor relations in the mutual interest of the Employer, employees,
and the Union.

1.2: The parties recognize that the interest of the Employer and
the job security of the employees depend upon the Employer's
success in providing proper services to the citizens of the County.

1.3: The Employer and the Union encourage to the fullest
degree friendly and cooperative relations between the respective,
representatives at all levels and among all employees.

ARTICLE II
PREFACE

2.1: The Employer and the Union recognize their responsibilities
under federal, state and local laws relating to fair employment

practices.

2.2: The Employer and the Union recognize the moral principles
involved in the area of civil rights and have reaffirmed their
commitment to avoid discrimination.

2.3: The Employer and the Union agree that neither shall
discriminate against any employee or applicant for employment
because of race, color, creed, age, sex, nationality, political
belief or physical handicap which does not impair the
individual's ability to satisfactorily perform the required work,
nor shall the Employer or its agents nor the Union, its agents or
members, discriminate against any employee because of such
employee's membership or non-membership in the Union.



2.4: The Employer and the Union agree that the Employer's
Affirmative Action Program is in the best interest of both and
that they shall cooperate in endeavoring to achieve the objectives
therein sought.

ARTICLE III
RECOGNITION

3.1: The Employer recognizes the Union as the exclusive
representative 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 of all
employees of the Employer included in the bargaining unit
described below:

UNIT: All Full-Time and Regular scheduled Part-Time
Correction Officers, and Clerks working 20 hours or more
per week and work camp employees working more than 25
hours per week.

Excluding the Sheriff, Undersheriff, Jail
Administrator, Work Camp Supervisor, one confidential
employee and all other employees.

ARTICLE IV
UNION SECURITY

4.1: Membership in the Union is not compulsory. Employees have
the right to join, not join, maintain or drop their membership in
the Union as they see fit. Neither party shall exert any pressure
on or discriminate against an employee as regards to such matters.

4.2: Membership in the Union is separate, apart and distinct from
the assumption of their equal obligations to the extent that they
receive equal benefits. The Union 1is required under this
Agreement to represent all of the employees in the bargaining
unit fairly and equally without regard to whether or not an
employee is a member of the Union as required by law. The terms
of this Agreement have been made for all employees in the
bargaining unit and not only for members in the Union.

4.3: The County will not interfere with, discourage, restrain,
nor coerce, County employees because of membership in the Union
or any lawful activities herein. Nor shall the County encourage
the membership in said Union. This Union hereby agrees that it
will not discourage, restrain, nor coerce any County employees
not belonging to the Union from doing their legally assigned work
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arising out .of the course of their employment with the County.

4.4: Employees of the bargaining unit that are members of the Union
shall be deemed to be in compliance with this Union Security Clause if
they are not more than sixty (60) days in arrears in payment of
membership dues.

4.5: The Union shall submit written notification to the Employer
concerning members of the union who are sixty (60) days in arrears in
the payment of appropriate Union dues.

4.6: Indemnification. The Union agrees to indemnify and save the
County harmless against any and all claims, suits or other forms
of liability arising out of its deduction from any employee pay
of union dues. The Union assumes full responsibility for the
disposition so made once they have been remitted to the Union.

ARTICLE V
DUES AND FEES CHECK-OFF

5.1: The County will deduct, upon signed authorization by the
requesting employee all dues as stated for the Union, and forward
the same to the Union each month. Dues and initiation fees will
be authorized, 1levied and certified in accordance with the
Constitution and By-Laws of the Union. Each Union member employee
hereby authorizes the Union and the County without recourse to
rely upon and honor certificates by the Secretary-Treasurer of
the local Union regarding amounts to be deducted and the legality
of the adopting action specifying such amounts of the Union dues
and/or initiation fees.

ARTICLE VI
REMITTANCE OF DUES AND FEES

6.1: When Deduction Begins: Check off deductions- become effective
at the time the authorization form is signed-by the employee and shall
be deducted from the first pay period of the month and each month
thereafter. '

6.2: Remittance of Dues to Financial Officer: Deductions for any
calendar month shall be remitted to POAM, 27056 Joy Road, Redford,
MI 48239, with an alphabetical list of hames and addresses of all
employees from whom deductions have been made no later than ten (10)
days following the date on which they were deducted. .




ARTICLE VII
UNION REPRESENTATION

7.1: The Union shall represent employees and shall be authorized
to resolve grievances and other employee matters on behalf of such
employees at any step of the grievance procedure. Such resolved grievances
and matters shall be final upon written consent of the aggrieved
employee (s) and the Union.

7.2: The employees covered by this agreement will be represented
by, and the Employer agrees to recognize the following Union
officials:

One (1) president
One (1) vice president

7.3: The Union shall designate to the County, in writing, the two
representatives holding above listed positions, and the County shall
not be required to recognize or deal with any other employee(s) other
than the ones so designated.

7.4: The president or his designee, during working hours, without
loss of time or pay, shall be allowed reascnable time to investigate,
process and present grievances on the Employer's property, without
disclosure, until the investigation is complete. In each and every
instance where such time is required, the length of time and the
time period within the working hours shall be agreed upon
previously by the Union representative and the Employer or a
designee.

7.5: The Union, in contract negotiations, may be represented by a
bargaining committee made up of the president and one other member of
the bargaining unit as designated by the Union (total of two unit
representatives).

7.6: Should Contract negotiation sessions be scheduled during a
representing employees work shift, that employee- shall make arrangements
with_another member of this bargaining unit to cover for the shift, with
no overtime cost to the County. Said arrangements shall be subject
to County approval and said approval shall not be unreasonably
withheld.

ARTICLE VIII
SPECIAL CONFERENCES

8.1: Special conferences for important matters other than
grievances shall be arranged between the President or his/her
designated representative, and the Employer or a designated
representative upon the request of either party. Such conferences
shall be between at least two (2), however, not more than six (6) Union
and at least (2) representatives of Management. Arrangements for
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such special conferences shall be made in advance and an agenda shall
be - presented in writing at the time the conference is requested.
Conferences shall be held within ten (10) working days after the
request is received. Matters taken up in special conferences shall
be confined to those included in the agenda. Conferences shall be
held at mutually agreed upon times and hours. The members of the Union
as set forth above shall not lose time or pay for time spent in such
special conferences. These conferences may be attended by
representatives of the POAM.

8.2: The Union representative may meet without loss of time or pay
on the Employer's property for a least one-half hour immediately
preceding the conference.

ARTICLE IX
GRIEVANCE PROCEDURE

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

9.2: Grievance Procedure.

1. Verbal Procedure

An employee with a complaint shall notify the Employer within
five (5) working days after the employee knows or should
have known of the events giving rise to the complaint.
The complaint shall be discussed informally by the
employee and the Employer or a designated representative.
If requested,. the employee's president or his designee may
be present. The Employer shall give his verbal answer
within five (5) working days of the verbal presentation. Every
effort shall be made to satisfactorily resolve the
grievance in this manner.

2. Written Procedure

Step 1: If the complaint is not satisfactorily settled by
the Verbal Procedure, it shall be reduced to a written
grievance and submitted to the Employer within five (5)
working days after the Employer's answer to the Verbal
Procedure. Within five (5) days after the written grievance
has been submitted, the Employer or a designated
representative, shall render a written response to the
grievant and the president. The time limits to this sub-
section can be extended by mutual agreement of the Union
and the Employer or a designee.



Step 2: If the grievance is not satisfactorily resolved
at Step 1, it may be appealed by submitting the grievance
to the County Administrator or designated
representative within ten (10) days after the Employer's
answer in Step 1. The County Administrator or designated
representative will review the grievance and issue a
written response within ten (10) days after receipt.

Step 3: In the event POAM wishes to carry the matter
further, it may within thirty (30) calendar days from the
date of the Employer's answer at step 2 meet with the
Employer for the purpose of attempting to resolve the
dispute(s).

Step 4: If the dispute(s) remain unsettled the Union may
request arbitration of any unresolved grievance by giving
written notice of its intent to arbitrate within ten
(10) calendar days from the date of the meeting, or
within thirty (30) days from the date of the Employer's
answer at step 2.

Voluntary Mediation — Within 15 days after receipt by
the County of written notice from the Union of intent
to arbitrate, the parties may mutually agree to non-
binding mediation using the services of the Michigan
Employment Relations Commission or Federal Mediation
and Conciliation Service mediators(s). If agreement
is reached to voluntarily mediate the issue, the
arbitration shall be held in abeyance pending the
completion of the mediation process. Offers or
proposals made by either party during the mediation
process shall not be used in subsequent arbitration

proceedings.

9.3: Upon timely notification of the Union's intent to arbitrate
unresolved issue (s), the parties may mutually agree on an arbitrator.
In the absence of a mutually acceptable arbitrator the arbitrator
shall be selected form a panel of arbitrators submitted by A.A.A. by
each party alternately striking a name. The remaining arbitrator shall
hear the case. :

9.4: There shall be no appeal from an arbitrator's decision. Such
decision shall be final and binding on the Union, its members, the
employee or employees involved, and the Employer. The arbitrator
shall make a judgment based on the express terms of this agreement,
and shall have no authority to add to, or subtract from any of the terms
of this agreement. The expenses for the arbitrator shall be shared
equally between the Employer and the Union, except in cases involving
similar issues where a previous award was in the Union's favor, the
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Employer shall pay full cost of arbitration. In those
circumstances wherein similar issues were decided in favor of the
Employer, the Union shall pay the full expense of arbitration.

9.5: A grievance may be withdrawn without prejudice and if withdrawn
all financial liabilities shall be cancelled. If the grievance
is reinstated, the financial liability shall date only from the date of
reinstatement. If the grievance is not reinstated within thirty
(30) working days from the date of withdrawal, the grievance shall
not be reinstated. When one or more grievances involve a similar issue,
those grievances may be withdrawn without prejudice pending the
disposition of the appeal of the representation case. In such event,
the withdrawal without prejudice will not affect financial

liability.

9.6: Any grievance not answered within' the time limits by the
Employer shall be deemed settled on the basis of the Union's original
demand.

9.7: Any grievance not appealed by the Union within the time
limits shall be deemed settled on the basis of the Employer's
last answer.

ARTICLE X
DISCIPLINARY ACTION

10.1: The Employer agrees that it will not discharge or
discipline employees without just cause.

10.2: In any case where an employee displays behavior which is
deemed by his/her Employer as inappropriate, or as a result of some
action creates undesirable results which requires disciplinary
action, the Employer agrees to, where appropriate, follow the
following disciplinary sequence:

Oral warning

Written reprimand
Suspension

. Removal and discharge

= w N

10.3: Should it be necessary to reprimand an employee, the Employer
shall attempt to give the reprimand in a way that will not cause
embarrassment for the employee. Reprimand should not be given in
front of any other employees or the public.

10.4: No warning notice need be given before an employee is
discharged if the cause of such discharge is dishonesty,
drunkenness or recklessness resulting in a serious accident while on
duty, where provided elsewhere in the contract or where provided
for in reasonable work rules established by the Employer.



10.5: Employee Assistance and Referral Program. If in the opinion
of either the employee or the Employer, personal problems on
the part of the employee are interfering with his/her job
performance, referral to an Employee Assistance and Referral Program
(E.A.R.P.) may be offered to the employee at the option of the
Employer. If the employee then chooses to utilize the E.A.R.P., all
disciplinary action then pending will be held in abeyance for a period
of three (3) months. During that time the Employer will be
authorized to monitor the attendance and maintenance of effort of
the employee in treatment. A "release of information" authorization
will be signed by the employee. In the event that reasonable rate
of attendance and maintenance are not evidenced, upon prior
notification to the Union, the three (3) month grace period will
immediately cease and the employee will be subject to normal
disciplinary measures.

10.6: Any cost associated with an E.A.R.P. shall be born by
either the employee's insurance, if such coverage is provided, or by
the employee.

Step 1: ORAL WARNING: Upon imposing an oral warning the
employer may place a notation of such warning in the
employee's personnel file providing the employee has been
given a copy of same.

Step 2: WRITTEN REPRIMAND: The Employer agrees that upon
imposing a written reprimand, the employee's Union
representative will be notified in writing within three
(3) working days of the action taken, and a copy of the
reprimand shall be placed in the employee's file.

Step 3: SUSPENSION, REMOVAL, OR DISCHARGE: When an
employee has engaged in conduct which could 1lead to
discharge or discipline involving time off, the Employer
will notify the employee of the events giving rise to the
disciplinary action. If the employee request, the
Employer shall meet with the employee to discuss the matter.
The employee shall have the opportunity to meet with
his/her Union representative on the Employer's premises
prior to meeting with the Employer and to have his/her Union
representative present when he/she meets with his/her
Employer. If disciplinary action is taken the employee
will be notified in writing with a copy to be given to
his/her Union representative. Should the discharge or
discipline, be considered improper, a written complaint
specifying the reasons therefore and the provisions of the
contract violated should be presented through the local
president within five (5) working days after the written
receipt of the notice of the discharge or discipline to
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the County Personnel Committee or designated
representative. The affected employee, Union
representative, or Employer's representative can request a
meeting be held to discuss the action taken. In the event
that a meeting is requested, it shall be held within ten
(10) working days from the request, and the Chairperson of
County Personnel Committee, or his/her designated
representative shall give a written answer within six (6)
working days following the meeting. If no meeting is
requested, the Chairperson of the County Personnel
Committee or his/her designated representative shall give
a written answer within six (6) working days of receiving
the written complaint. If the Employer's decision is not
satisfactory to the employee and the Union, the matter shall
be referred to the final step of the grievance procedure
within thirty (30) calendar days of the receipt of the
Employer's decision.

In imposing a discharge or discipline on a current
charge, the employer will not base his/her decision upon
any reprimands or suspensions of three days or less which
are more than thirty-six (36) months old.

For the purpose of processing grievances or other
contract issues with time limits involved, a work day is
defined as Monday through Friday except for holidays
defined in this Agreement.

10.7: The employee shall have the right, if he/she so requests,
to be represented by his/her union representative at the time
disciplinary action, excluding oral warning, is imposed. All
disciplinary actions, oral or written, shall be subject to the normal
grievance procedure, or the employee may seek such other legal remedies
as may be available to him/her upon the employee's election.

10.8: Employees may review their personnel file with the exception
of employment letters of recommendation, at a mutually agreeable time
within 72 hours of written request to the Employer or its designated
representative during normal business hours construed to be 8:00 a.m.
to 4:30 p.m. Monday through Friday excepting recognized holidays.



ARTICLE XI
COMPUTATION OF BACK WAGES

11.1: A claim for back wages shall include a claim for back wages
and all other benefits but shall not exceed the amount of wages one
would have otherwise earned, LESS any unemployment or other
compensation that may have accrued from any source during this period
of back pay.

11.2: The County shall not be required to pay back wages or any
monetary amount for any period more than thirty (30) days prior to
the date the written grievance is actually filed.

ARTICLE XITI
SENIORITY (Probationary Emplovyees)

12.1: New employees hired into the unit shall be considered as
probationary employees for the first 2080 work hours of their employment,
during which time the employee may be discharged without recourse
to the contractual grievance procedure, provided however that the
Employer may not discharge or discipline for the purpose of
evading this agreement or discrimination against Union members. When
an employee finishes the probationary period he/she shall be placed
on the regular seniority list of the unit and shall rank for seniority
from the last date of hire. There shall be no seniority among
probationary employees.

12.2: The Union shall represent probationary employees for the
purposes of collective bargaining in respect to rates of pay, wages,
hours of employment, and other conditions of employment set forth
in this Agreement, except discharge and disciplined employees for
other than Union activity. '

12.3: A unit employee rehired after lay-off for greater than his loss
of seniority period will only have to satisfy original probationary
period set forth above.

12.4: An employee in a classification subject to the jurisdiction
of the Union, who has been in the past or will in the future be
promoted to outside the bargaining unit, and is thereafter
transferred or demoted to a classification subject to the
Jurisdiction of the Union shall not accumulate seniority while
working in a supervisory position, beyond twelve (12) months from
date of promotion. The same seniority continuation will be
applicable to a bargaining unit employee who is elected to the
office of Otsego County Sheriff. The employee who is so
transferred or demoted, or the Sheriff at the conclusion of
his/her service as such, shall commence work in a job generally
similar to the one he/she held at the time of his/her promotion
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and he/she shall maintain the seniority rank he/she had at the
time of his/her promotion plus a maximum of twelve (12) months as
referenced above. It is further understood that no temporary
demotions in supervisory positions will be made during the
temporary layoffs.

Members of the bargaining unit elected and/or appointed to any
public office outside the Sheriff's Department which conflicts
with his/her ability to perform his/her duties shall be considered

as having resigned.

ARTICLE XIIZI
SENIORITY LISTS

13.1: The Employer will maintain an up-to-date Seniority list, a
copy of which shall be posted on the appropriate bulletin board.
The names of all employees who have completed' their probationary
periods shall be listed on the regular seniority list in order of
their last hiring dates, starting with the employee with the greatest
amount of seniority at the top of the list. If two or more employees
have the same last hiring date, the last four digits of their
Social Security Numbers shall be used in determining their respective
positions on the Seniority List, with the employee having the lowest
such four numbers being assigned first to the Seniority list.

A. Seniority shall be defined as the length of
continuous full-time employment with the Sheriff’s
Department since the initial hire date as a full-time
employee. Classification seniority shall be defined as
the length of continuous full-time service within a
particular classification covered under the
collective bargaining agreement. Classification
seniority shall be utilized for the purposes of
layoffs, vacation picks, and shift selection, if

applicable.

13.2: The Seniority list on the date of this agreement will show the
date of hire, name, job title, and hourly rate of all employees of
the unit entitled to Seniority.

13.3: The employer will keep the Seniority list up-to-date and will
provide the local Union representative and POAM with one current

copy.
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13.4: It is agreed that the Employer will furnish the Union with an
e-mail, each month, of the name of all employees who, during the
preceding month, were hired, terminated, retired, placed on "leave
of absence", placed on long term disability, Workers compensation,
were awarded a bid on a unit-wide basis, promoted or transferred to
jobs not within the jurisdiction of the bargaining unit

ARTICLE XIV
LOSS OF SENIORITY

14.1: An employee shall lose his/her seniority for the
following reasons only:

a. He/she quits

b. He/she is discharged and the discharge is not reversed
through the procedure set forth in this Agreement.

G He/she is absent for one working day without notifying
the Employer. After such absence, the Employer will send
written notification by certified mail to the employee at
his/her last-known address that he/she has lost his/her
seniority, and his/her employment has been terminated. If
the disposition made of any such case is not satisfactory,
the matter shall be referred to the final step of the
grievance procedure.

d. If he/she does not return to work when recalled from
layoff as set forth in the recall procedure.

e. Return from sick leave and leaves of absence will be
treated as same as above (c).

f. He/she retires.

q. He/she is convicted, pleads nolo contender, to a
felony.

h. He/she has been on a leave of absence for a period that

exceeds twelve (12) months. He/she has been on a workers
compensation leave that exceed twenty-four (24) months
in duration.
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ARTICLE XV
SENIORITY OF OFFICERS AND STEWARDS

15.1: The president shall head the seniority of the unit, for the
purpose of layoff only during the term of their office, providing they
are able and qualified to perform the remaining work.

ARTICLE XVI
LAYOFF AND RECALL

16.1: The word "layoff' means a reduction in the work force due to
lack of work, lack of funds, or the elimination of a position.

16.2: In the event it becomes necessary for a layoff, the Employer
shall meet with the proper Union representatives at least two (2)
weeks prior to the effective date of Layoff. At such meeting the
Employer shall submit a list of the number of employees scheduled for
layoff, their names, seniority and job titles. If the results of such
meeting are not conclusive, the matter shall be a proper subject for
Step 3 of the grievance procedure.

16.3: When a layoff takes place, the first employees in the
following order shall be laid off, temporary, seasonal, part-time
and probationary. Layoffs shall be by 'classification, utilizing
classification seniority as-the basis of the layoff. Once laid off
that employee may use his/her department seniority to bump someone in a
lower paying classification as long as they have the ability and
necessary licenses to perform the work of the new classification. They
have previously performed the work without the necessity of training.
Said employee shall assume the wage rate of the applicable wage
grade within the lower classification. The affected employee shall
have the right to accept the layoff in lieu of bumping rights.

16.4: Employees to be laid off will receive ten (10) working days
advance notice of the layoff. Said notice shall be via U.S. Mail with
the ten (10) 'day notice starting the day the notice is Post Marked.

16.5: It shall be the responsibility of each employee to notify
the department of any change of address or telephone number. The
employee address as it last appears on department records shall be
conclusive when used in this section.

16.6: During a layoff the use of scheduled overtime in a job
classification in which bargaining unit employees are Laid off, shall
be limited to no more than three (3) overtime situations in any work

week.
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16.7: The Employer shall attempt to use laid off employees when
additional personnel are needed to fill in when regular employees are
absent or the amount of overtime exceeds the amount limited in
Section 6 above. When recalling for temporary situations, the Employer
shall be exempt from the ten (10) day layoff or recall notice found
in Sections 4 and 8 of this Article.

16.8: When there is to be a permanent increase in the work force
atter a layoff, employees will be recalled according to
classification seniority, with the most senior employee on layoff
being recalled first. Notice of recall shall be sent to the employee
at his/her last known address by certified mail. If an employee fails to
report to work within ten (10) working days from the date of the mailing
of notice of recall, he/she shall be considered a quit.

16.9: All full-time employees shall be eligible for recall from
layoff for a period of thirty-six (36) months. During periods of
layoff, seniority shall not continue.

ARTICLE XVII
TRANSFERS

17.1: Transfer of employees. If an employee transfers to a position
under the employer not included in the bargaining unit which results
in a promotion (defined as a position that has a greater hourly rate
of pay), and thereafter transfers back to a position within the
bargaining unit within twelve (12) months, he/she shall have their
bargaining unit seniority frozen while working in the position to which
he/she transferred. An employee returned to the bargaining unit, as
provided in this section, may not transfer for a period of two (2)
years without forfeiting unit seniority. If again hired into the
bargaining unit, the employee would be considered a new hire.

17.2: If operations or divisions or fractions thereof are
transferred from one location to another for a period of more than
five (5) working days, employees affected will be given the opportunity
to transfer on the basis of seniority, desire, and classification.
Location exchange will be allowed in such cases.

17.3: The employer agrees that in any movement of work not covered
by this agreement, to notify the Union in writing of the change and
the names of the employees involved. If the Union disagrees with the
change, it shall notify the employer within five (5) working days.
Thereafter, the matter shall become proper subject for
negotiatioris.
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ARTICLE XVIII
JOB POSTINGS AND BIDDING PROCEDURES

o

18.1: All vacancies and/or newly-created positions within the
bargaining unit shall be posted. All vacancies or newly-created
positions within the bargaining unit shall be filled on the basis of
seniority and qualifications. All vacancies will be posted for a period
of seven (7) working days, setting forth the minimum requirements for
the position on the workplace bulletin board. Employees interested
shall apply in writing within the seven (7) working days' posting
period. The period of trial will be posted not to exceed 160 hours.

18.2: The job shall be awarded or denied within seven (7) working
days after the posting period. In the event the senior applicant is
denied the job, reasons for denial shall be given in writing to the
employee and his/her steward. In the event the senior applicant disagrees
with the reasons for denial, it shall be proper subject for the
grievance procedure. The Employer shall furnish the president with
a copy of each job posting at the same time the postings are posted
on the bulletin boards, and at the end of the posting period the
Employer shall furnish the president with a copy of the list of names
of those employees who applied for the job and thereafter notify
the Union's president as to who was awarded the job.

18.3: If the employee is unsatisfactory in the new position, notice
and reasons shall be submitted to the employee and his/her
president in writing. In the event the employee disagrees, it
shall be a proper subject for the grievance procedure.

18.4: The employee who is awarded the vacancy and/or newly-created
position shall be paid at the same step in the pay range for the new
position as the step held in the previous position.

18.5: Once the employee is awarded the new position and
successfully completes the trial period, the employee is
prohibited from bidding on a job posting for a period of twelve (12)
months unless it would be mutually agreed to by the Union and

Employer.

18.6; If a position is not filled when a Corrections Officer
retires, the parties agree to meet and discuss the possibility of
an eighty-four (84)hour per pay period schedule.

ARTICLE XIX
VETERANS (Reinstatement of)

19.1: The re-employment rights of employees and probationary
employees will be in accordance with all applicable laws and
regulations for veterans.
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ARTICLE XX
COMPUTATION OF BENEFITS ¥

20.1: All hours paid by the Employer to an employee shall be considered
as hours worked for the purpose of computing any of the benefits
under this Agreement.

20.2: Any employee wages or fringe benefits which were generally
in effect prior to the effective date of this Agreement, which
were not changed by this Agreement, will continue in force
throughout the life of this Agreement unless altered by mutual
consent of the Employer and the Union.

ARTICLE XXI
JURY DUTY

21.1: BAn employee who serves on jury duty or witness service will be
paid the difference between his/her pay for jury duty or witness service,
and his/her regular pay.

21.2: Employer must be notified immediately upon receipt of such
notice with copy of jury notice or witness service.

21.3: Witness service must be related to his/her employment with
the employer.

ARTICLE XXIT
LEAVES OF ABSENCE WITHOUT PAY

22 .1: A. Leaves of absence without pay shall be granted for
the following reasons: .

1. Tllness leave, physical or mental (including
personal pregnancy)

B. Leaves of absence without pay may be granted for
the following reason(s):

1. Prolonged illness in the employee's
immediate family defined as those persons
residing in the employee's household or
residing in a county contiguous with Otsego

County.

2. Educational courses and training programs
that are work related or a benefit to the
Employer.

3. Personal Leave.
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22.2: A leave of absence is a written authorized absence from
work for not more than thirty (30) calendar days at a time and without
pay. Approved leaves of absence may be extended for a reasonable period
at the discretion of the Employer.

22.3: Only a permanent, full-time employee who has worked
continually for the County for one or more years shall be eligible
for a leave of absence.

22 .4: An employee shall continue to accrue seniority while on an
approved leave of absence as outlined in Section A (1) above and,
upon return to work, shall be reemployed in a position for which
his/her seniority and qualifications entitle him/her.

22.5: An employee shall not lose any seniority already
accrued at the time of commencement of leave as outlined in Section
B (1) above, but shall not accrue any additional seniority while on
such leave and, upon return to work, shall be reemployed in a
position for which his/her seniority and qualifications entitle
him/her.

22.6: Pregnancy Leaves without pay will be granted under
the following conditions.

A. The Employer or a designee shall be notified of the
pregnancy no later than the end of the fourth (4th) month.

B. At any time after the fourth month of pregnancy, an
employee may be granted pregnancy leave. Employees may
continue to work after the fourth month provided that they
shall present to the Employer or a designee a letter from
their doctor stating that they are able to continue to work
and perform their regqular duties. This doctor's statement
must be renewed monthly during the pregnancy.

C. Pregnancy leaves shall be for as long a period as
necessary to insure the health and safety of both the mother
and the child but in no case shall such leave extend beyond

ninety {90) days following delivery.

An extension for an additional ninety (90) days may be granted
at the sole discretion of the Employer. There shall be no

further extensions.

D. Employees who fail to return to work within the
limitations in section 6¢ shall be considered a

voluntary quit.
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22.7:

Family and Medical Leave Act.

A. Eligibility. Employees are entitled to up to twelve (12)
weeks unpaid job protected leave for certain family and
medical reasons if they have worked for at least one (1)
year and for 1,250 hours over the previous twelve (12)
months.

B Reasons for taking FMLA Leave:

k. To care for the employee's child after birth or
placement for adoption for state supervised
foster care;

2. To care for the employee's spouse, son or daughter
or parent who has a serious health condition; or

3. For a serious health condition that makes the
employee unable to perform the employee's job

4. Any qualifying exigency arising out of the fact
that a spouse, son, daughter, or parent of the employee
is on active duty or has been notified or an impending
call to active military duty status in support of a
contingency operation.

a. An eligible employee who is the spouse, son,
daughter, parent, or next of kin of a covered service
member who is recovering from a serious illness or
injury sustained in the line of duty on active military
duty. The eligible employee is entitled to a
combined total of twenty-six (26) weeks of all types
of FMLA leave.

Advance notice and medicalcertification: The employee is

required to provide advance leave notice and medical certification
should FMLA leave be desired by the employee. A FMLA leave may be
denied if the notice and certification requirements are not met.

1.

The employee must ordinarily provide thirty (30) days
advance notice when the leave 1is "foreseeable." If
thirty(30)days notice 1is not practical, taking into
account all facts and circumstances in the individual case,
then notice must be given within one (1) or two (2) business °
days of when the need for leave becomes known to the
employee.
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2. Leave requests must be in writing and must set forth the
reasons, anticipated duration, and anticipated start of
the leave with medical certification attached. The
County may require an employee to obtain a second medical
opinion at County expense, from a health care provider
mutually agreed upon by the employer and employee.

3. Medical treatment must be scheduled so as to minimize
loss of work time. Appointments scheduled during work
hours must have written verification from the provider
of the health care service that such provider does not-
offer appointment hours which do not conflict with the
employee's shift hours and does not offer Saturday
hours.

D. Benefits

1. For the duration of FMLA leave, health insurance coverage
will be maintained under the same conditions that applied
prior to the commencement of the leave. The employee shall
continue to make all contributions that were required of
the employee prior to taking leave. Payments shall be
made each pay period on the normally scheduled pay day.
Failure of the employee to make the required payments
shall result in loss of coverage retroactive to the paid
to date.

2. Employees will be returned to their original or
equivalent position upon return from FMLA leave.

3. Employees paid time off such as sick days, personal
days, and vacation time will be charged for FMLA leave
pursuant to the statutory option granted to the
employer.

4. Accrued benefit time, no matter when earned will be
charged for FMLA leave time taken. Employees may retain
two {2} personal days if available.

5. The FMLA does not require that an employee actually ask
for FMLA leave in order for the Employer to be permitted
to charge paid time off programs if the purpose for the
leave program is a purpose contemplated by the law.

6. Employees taking leave under FMLA shall continue to
accrue seniority.

7. FMLA leave will be based on a calendar year.

8. While on FMLA unpaid leave, employees are not eligible
for vacation time accrual.
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Attendance rules. Absences permitted by the FMLA will not*

be counted as absence incidents.

Notice of employer expectations and obligations of
employee.

1.

Paid and unpaid leave pursuant to the FMLA will be
counted against the employee's FMLA entitlement.

An employee must furnish to the employer medical
certification of necessity for the leave within fifteen
(15) days of any request for FMLA leave. If the medical
certification is found to be incomplete, the employee
will be provided a reasonable opportunity to cure such
deficiency. In the case of foreseeable leave, failure
to provide medical certification will cause the leave
to be denied until the required certification is
provided. When the need for FMLA is not foreseeable,
certification must be provided at least fifteen (15)
days after the employee gives notice of the need for
the leave or as soon as practical under the facts and
circumstances requiring the leave.

If the employee has an obligation to pay part of that
employee's health care premiums as of the time of the
FMLA leave, the employee must make provisions with the
payroll department to continue such payments during the
leave.

Upon return to work, the employee will be required to
submit a fitness for duty certification on the same
basis as exists under current return from medical
absences.

If an employee is designated as a "key employee,” the
employee will be so advised at the time an FMLA leave is
requested. Upon determination by the employer that
substantial and grievous economic injury to the
operations of the employer will occur, reinstatement of
such key employee may be denied. Adverse effects on
health care entitlement may also occur.

A non-key employee will be reinstated to the
same or an equivalent job upon return from leave.

Should an employee on FMLA leave decide not to return
to work, the employer is entitled to recover its share
of health plan premiums paid by the employer during such
period of FMLA leave subject to certain exceptions.

20



G..

Human Resources Department.

23.1:

1s Will provide an employee requesting FMLA leave with
written notice detailing the specifications and
obligations of the employee and explaining any
consequences of a failure to meet these obligations.

2. Will provide an employee with a copy of the FMLA Fact
sheet.

3. Will provide an employee with requisite forms for
medical certifications.

4. Will answer questions regarding the FMLA rights,
duties and obligations of the employee.

ARTICLE XXITIT
LEAVES OF ABSENCE WITH PAY

Personal Leave.

A.

On January 1 each year, each permanent full-time
employee and regular part-time employee (on a pro-
rated basis) shall receive fifty-six (56) hours of
paid leave time. This paid leave time may be used
for illness or personal reasons. New hires will
receive a pro-rata amount of paid leave based on
the employee's date of hire. (Example: an employee
hired as a full-time employee on July 1 would
receive twenty-eight hours of paid leave for that
calendar year).

This leave may be used at the employee's discretion
for sick or personal reasons. Twenty-four hours
notice and prior approval by the supervisor is
required for general absences, and at least one hour's
notice prior to the beginning of the shift is required
for illness, unless the employee can show in writing
why prior notification was impossible.

Any balance left (of the seven days) following the
last full pay period paid in November shall be paid
at the employee's prevailing wage in a separate
check on the payday closest to Christmas.
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23.2:

24 .1:

24 .2:

24 .3:

25.%:;

Funeral Leave.

A. All members covered by this agreement will be paid
for three (3) consecutive days absence in the case
of death in his/her immediate family and five (5)
consecutive days if such death is out of state
which period shall include the date of the funeral.

B. Immediate family means father, mother, sister,
brother, child, wife or husband, mother-in-law,
father-in-law, step-parent, step-child,
step-brother, step-sister, grandparents,
grandchildren, nieces and nephews or dependent
living at home. This is in addition to vacation and
personal leave.

ARTICLE XXIV
WORKER'S COMPENSATION (On-the-Job Injury)

Each employee will be covered by the applicable Worker’s
Compensation Laws. '

The employee or his immediate supervisor shall execute the
appropriate forms (to be provided by Employer) within
twenty-four (24) hours of injury.

If the illness or injury shall be compensated under the
Worker's Compensation Act, such employee may use personal time
if available in their bank to augment his Worker's
Compensation payments. For each day of absence, the employee
will be entitled to use an amount from his personal bank, to the
nearest hour sufficient to make up the difference between the
worker's compensation benefits received and his normal weekly
salary.

ARTICLE XXV
HOLIDAY PROVISIONS

The paid holiday are designated as:

New Year'’s Day Veteran’s Day
President’s Day Thanksgiving Day

Good Friday Day after Thanksgiving
Easter Sunday Christmas Eve Day
Memorial Day Christmas Day
Independence Day New Year’s Eve Day
Labor Day
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25.2: Employees will be paid their current rate based on their
regular scheduled work day for said holidays. Part-time employees
shall receive holiday pay on a pro-rated basis.

25.3: In the event a holiday occurs while an employee is on paid
sick leave, he/she shall not be charged with a sick day used.

ARTICLE XXVI
VACATION

26.1: Each, permanent full-time and permanent part-time
employee (on a pro-rated basis) shall earn vacation leave credit as
follows:

Start date - 5 years of service 80 hours
6-10 years of service 120 hours
11+ years of service 160 hours

26.2: Vacation time will be credited to the employee's bank on a
bi-weekly basis. Employees can only have up to their base vacation
accrued in their vacation bank at any one time and they may not use
more than what is currently in their vacation bank.

26.3: Vacation requests must be submitted at least ten (10) days
in advance utilizing the appropriate vacation request form. Only
vacation hours an officer may have accrued at their time of service
may be placed on the vacation selection list. The employer shall
answer the employees’ request within ten (10) working days.
Vacations normally will be taken in a period of consecutive days.
Vacation may be spilt into one (1) or more days to allow for use
of vacation days, providing such scheduling does not drastically
interfere with the efficiency of the operation of the department.

26.4: If an employee become ill and is under the care of a duly-
licensed physician during his/her vacation, the vacation will be
rescheduled and the lost time will be charged to accrued paid sick
leave. In the event his/her incapacity continues through the
year, he/she may be awarded payment in lieu of vacation.
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ARTICLE XXVII
RATES FOR NEW JOBS

27.1: When a new job is created or an existing job is changed
and/or reclassified, the Employer will notify the Union of the
classification, job content (description) and rate structure prior
to its becoming effective. In the event the Union does not agree
that the classification, job content (description) and rate are
proper, it shall be subject to negotiations.

ARTICLE XXVIII
CONSOLIDATION OF ELIMINATION OF JOBS

28.1: The Employer agrees that any consolidation or elimination
of jobs shall not be affected without a special conference. It is
agreed that if the results of the meeting are not conclusive, and there
exists a dispute, dispute shall be submitted to the final step of
grievance procedure. ’

ARTICLE XXIX
WORK PERFORMED BY SUPERVISORS

29.1: Supervisory employees, or non-bargaining unit members, shall
not be permitted to perform work within the bargaining unit except
in case of an emergency arising out of an unforeseen circumstance which
calls for the immediate attention and instruction or training of
employees, including demonstrating the proper method to accomplish
the task assigned.

29.2: This section shall not preclude the Sheriff, Undersheriff,
Jail Administrator, or Work Camp Supervisor during their normal
working hours from performing any duties performed by this unit, even
if it would limit overtime opportunities. In an emergency situation,
the Sheriff, Undersheriff, Jail Administrator or Work Camp Supervisor
may perform duties performed by this unit at any time during any
shift.

29.3: This section shall not preclude supervisors or non-
bargaining unit employees from doing any duties performed by this
unit, which have been historically performed as of the effective
date of this agreement, as set forth under the provisions and
terms of Article XXXV, Temporary Assignments.
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ARTICLE XXX
: CONTRACTING AND SUB-CONTRACTING OF WORK

30.1: The employer shall have the right to sub-contract work
normally performed by bargaining unit employees when the Employer
deems said sub-contracting prudent. However, subcontracting shall
not be the direct cause for any layoffs, demotion of employees or
result in the loss of regular wages or benefits to bargaining unit
personnel. '

ARTICLE XXXI
SAFETY

31.1: The employer agrees to comply with all Michigan Occupational
Safety and Health Act regulations that may apply to bargaining unit work
or environment. In the event the Employer fails to implement a valid
safety or health recommendation of the Union, and the Union wishes
to carry the matter further, such shall become a proper subject for
the final step of the grievance procedure.

31.2: The Employer shall furnish all equipment necessary to perform
the duties assigned their classification and keep same in safe
operating condition.

31.3: The Employer shall not require employees to take out on the
streets or highways, any vehicle that is not in safe operation
condition as certified by a licensed mechanic or equipped with the
safety appliances prescribed by law.

31.4: Any employee involved in any accident shall immediately
report said accident and any physical injury sustained. An
employee shall make out an accident report in writing on forms
furnished by the Employer and shall turn in all available names
and addresses of witnesses to any accidents. .Failure to comply
with the provision shall subject such employees to disciplinary
action by the Employer.

31.5: An employee who is injured while on the job, and requires
emergency medical care by a licensed physician and cannot return
to work will be paid for the whole day.

ARTICLE XXXII
UNION BULLETIN BOARDS

32.1: The Employer shall provide a bulletin board in the facility
where employees hereunder are employed, for the posting of
Seniority/Vacation and other information for use of the Union and

Employee.

25



ARTICLE XXXITI
HOSPITALIZATION MEDICAL COVERAGE, LIFE INSURANCE, PENSION

33.1: Effective January 1, 2019, the Employer will pay 80% of the
health insurance program (BCN-HMO) with an office visit co-pay of
$20 for primary care provider and $30 for specialist and
chiropractor; Rx coverage of 10/30/60/80/20%/20% with a 90-day
supply for 20/80/170/230; Delta Dental PPO (100/75/50/50 -$1,000
w/ortho), and VSP 12/12/12 Vision Coverage for eligible full-time
employees. Employees will pay 20% of illustrative rate for medical
and Rx coverages by pre-tax payroll deduction. The County will
pay 100% of the illustrated rate of. the dental and vision plans.

The County is not at fault if the coverage is dropped by any
vendor for lack of participation. The Employer reserves the right
to select and/or change all insurance carriers, provided the level
of benefits remains substantially equivalent.

Employer reserves the right to use third party
administrators, wraps, employee reimbursement programs and any
other means available to deliver the equivalent coverage of the
core plan at reduced costs.

If a healthcare change needed, the employer will review
quotes from various vendors including any the union would like to
bring forward. The employer will make the final decision on
healthcare coverage for 2020 and 2021.

33.2: The County shall comply with all provisions of the Patient
Protection and Affordable Care Act [Public Law 111-148 of the
111th Congress, 42 U.S.C. 18001] and as such Health Insurance Plans
may be subject to change in order to remain in compliance with
same and avoid penalties. The County may reopen the Collective
Bargaining Agreement to address the Patient Protection and
Affordable Care Act issues only.

33.3: The Employer shall continue to provide the coverage set
forth above for a period of three (3) months only from the date
of an eligible employee's layoff, and up to six (6) months for
an absence as a result of a job-related disability. The employee
may continue to retain the coverage during layoff or leave by
payment of the full premiums to Employer.

33.4: All POAM unit employees will participate in the MERS Post
Employment Healthcare Savings Program by contributing $40 per
month. The employer will contribute $40 per month as well.
Contributions will cease the month an employee terminates or
retires. There is a one (l) year vesting requirement on the
program for employer contributed funds.
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32.5: The insurance coverage listed above shall be discontinued
on the day the employee's services are terminated or he/she quits.
Such employees shall be informed of their options under the
Consolidated Omnibus Budget Reconciliation Act (COBRA).

33.6: Eligible regular full-time employees electing to not
participate in the Employer's group medical care coverage will receive
an annual stipend of $2,000, to be paid quarterly. Non participants
will provide proof of coverage(s) from another source. Employees
who elect to return to the Employer's hospitalization medical
insurance shall be added as soon as practicable. Employees that
are covered under the Employer's plan through a spouse that also
works at the Employer are not eligible for the annual Medical Care

Opt out Stipend.

33.7: Pension: For all employees covered by this Agreement hired
on or before December 31, 2010, The Employer will provide the
(MERS) Municipal Employee's Retirement System plan with provisions B-
3 - 80% max, normal retirement age: 60, V-10, FAC-5 for all employees
working on a regular basis one hundred (100) or more hours per month
and employee participation is mandatory. Employees will contribute
1% of gross wages to the MERS Pension Plan above beginning on
January 1, 2017, payable by employee payroll deduction each pay
period. The employee contribution will increase to 2% of gross
wages beginning on January 1, 2018.

All employees hired on or after January 1, 2011, will be covered
by the MERS Hybrid Plan (a combined Defined Benefit and Defined
Contribution Plan) with the following provisions:

e Defined Benefit: 1.25% multiplier; Age 60 (normal
retirement age), based on a 3 year FAC (final average
compensation). The Employer will pay the full cost of the
Defined Benefit portion of the MERS Hybrid Plan.

e Defined Contribution: 1% Employer contribution, 1%, 2% or
3% contribution by the employee, Vesting for the DC portion
is as follows:

3 years - 25%
4 years - 50%
5 years - 75%
6 years - 100%

Employees must be working on a regular basis one hundred (100) or more
hours per month and employee participation is mandatory.
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33.8: Short-Term Disability: The employer shall provide and pay
premiums for a short term disability policy attached as an appendix
to this contract. The policy shall provide for all full-time
employees a minimum benéfit level of sixty-six and two-thirds (66-
2/3%) percent of an employee’s normal weekly gross wages up to a maximum
benefit of five hundred ($500) dollars per week. Coverage shall be for
periods on non- work related disability up to twenty-six (26) weeks
per occurrence. Coverage shall be effective the first day due to a
non-work related accident and the eighth day of illness. During the
period of disability health coverage, seniority, life insurance
credit shall continue. No other benefit shall accrue during the period
covered by short term disability. An employee shall continue to make
all contributions towards benefits that were required by the employee
prior to the commencement of 'disability leave. Payment shall be
made each pay period. Failure of the employee to make the required
payments shall result in the loss of coverage retroactive to the
paid to date.

33.9: Life 1Insurance/ADD: The Employer shall provide 1life
insurance and accidental death and dismemberment insurance
policies, at its expense, each in the amount of $40,000 for each
employee. For purpose of continuation of benefits that an employee
is otherwise entitled to, and for seniority accrual, an employee
receiving short term disability insurance benefits will be considered
on a paid leave. Provided however, if a paid holiday falls during
the period an employee is receiving short term disability insurance
benefits, the employee shall not receive holiday pay for that

holiday.

ARTICLE XXXIV
EDUCATION

34.1: The County shall reimburse employees for work-related
seminars, courses, classes, or workshops, which may be required by law
for any employee to perform work in his/her job. Reimbursement
shall be made after the class is satisfactorily completed (passing
grade, certification of completion shall document a satisfactory

completion).

Approval to attend County sponsored education must be obtained
from the Employer or a designee in advance, in writing. The following
criteria must be met before approval can be considered:

A. Course schedule .will allow attendance without
disruption of the department's schedule, or

workload.
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# B. Funds are available for such courses.
Reimbursement will be made after receipt of
documented grade/completion reports and tuition
receipts. Duplication of other forms of
reimbursement shall not be allowed.

34.2: Non—County sponsored classes that an employee may wish to
attend that would contribute directly to the continued
development of the professional skills and knowledge of the
employee's position with the County may be reimbursed by the county
after an employee has a minimum of one (1) year continuous service
and after satisfactory completion of the course. Prior County
approval is required.

34.3: If attendance is required, conventions, seminars, and workshop
expenses less than $100.00 shall be reimbursed by the County.
Voluntary attendance may be reimbursed at the sole discretion of
the Employer. Attendance requires prior County approval.

34.4: The Employer and Union shall encourage employees, especially
probationary employees, to attend all training made available to
them for the mutual benefit of all parties. In order to facilitate
attendance at available training courses, the Employers and the
Union agree to the following:

A. The Employer shall attempt to adjust the work
schedule to allow attendance of training during
regular work hours to avoid overtime without
disrupting normal department functions. A posted
schedule may be adjusted with the consent of those
employees whose work hours would be affected.
Should a training session exceed eight (8) hours in
one day, up to two (2) additional hours may be paid

at regular pay rate.

B. If the schedule can be adjusted, the employee (s)
shall be allowed the option of attending up to
sixteen {16) hours per week of training, in
addition to the work schedule of forty (40) hours,
to be paid at regular pay rate. Employees choosing not
to attend such training at regular pay rate shall not
be discriminated against in any manner. The employee
shall agree to these pay conditions in advance of the
training session. Travel time shall not be
considered as part of the sixteen {16) hour limit.

€ The Employer reserves the right to adjust the pass
days of the affected employee to accommodate the
training schedule.
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Travel time to and from training will be paid at the
regular straight time rate if the employee has been
advised of the travel three (3) or more days prior to
the training. If less than three (3) or more days is
given, that portion of travel time which, when
combined with training time, exceeds eight (8) hours
in one day, will be paid at time and one-half.

D. Should a situation involving training occur which is
not covered by the above, attendance and pay
conditions may be arranged in advance by mutual
agreement of the employee and Union.

34.5: Basic Training/Continued Training. The employer agrees to send
all corrections officers to become corrections certified by a
corrections academy within twelve (12) months of being hired.

The employer agrees to maintain all required employees
trained and certified in First Aid/CPR/AED.

If participating in transports or inmates, the
employer shall qualify those employees with the
use of departmental firearms on a quarterly basis.

The employer shall cover expenses, in accordance with
the Otsego County Official Travel and Business Expense
Policy, associated with any training requirements
to include books/tuition/food/travel and lodging.

ARTICLE XXXV
TEMPORARY ASSIGNMENTS

35.1: Temporary assignments for the purpose of filling vacancies
of employees who are on vacation, absent because of illness, etc. will
be granted first to part-time employees (low hours) than to full time
employees (low hours) who meets the requirements for such job. Such
employees will receive the rate of pay of the higher classification for
all hours worked while filling such vacancy. However, if an employee
needs to leave their shift because of illness, etc. or there is
notification by a bargaining unit employee that they will be
absent, the employer shall make a reasonable effort to contact an off
duty qualified bargaining unit employee, thereafter the Employer
shall have the option of using non-bargaining employees to fill that
shift.
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ARTICLE XXXVI
GENERAL PROVISIONS

36.1:Use of Personal Vehicle: Whenever an employee is requested
by the Employer to use his/her own personal vehicle, he/she shall be
accorded mileage at the then applicable County rate.

36.2:Policies and Procedures: All Bargaining Unit Employees shall
have access to written policies and standard operating procedures.

36.3: Uniforms: The Employer shall supply uniforms and provide
for maintenance and cleaning of the uniforms. Full time employees to be
issued four (4) pants, four (4) winter shirts, and four (4) summer
shirts. Employees who are provided uniforms that do not require dry
cleaning shall be entitled to a two hundred and fifty dollar ($250)
annual cleaning allowance. The allowance will be paid through payroll
and will be subject to normal taxes. Part-time employees to be issued
two (2) pants, two (2) winter shirts and two (2) summer shirts during
their one year probationary period. After one year of service Part-
time employees will be issued an additional pair of pants, winter
shirt and summer shirt. A belt shall be issued to each employee.

36.4: Travel and Expenses: Unit employees will be subject to the
Otsego County Official Travel and Expense policy when on approved
County business.

36.5: Fitness Standards: Beginning March 1, 2014, each local
corrections officer candidate is required to demonstrate their
physical ability by successfully completing the Michigan Sheriffs’
Coordinating and Training Council (MSCTC) Local Corrections
Officer Physical Ability Test (LCOPAT) before being hired as a
local corrections officer. No other physical fitness/physical
ability test will meet the requirements. The LCOPAT is designed
to simulate the physical aspects of the local corrections officer
profession and is made up of different components that address a
specific physical ability or job task. It is the candidate's
responsibility to provide proof of successful completion of the
LCOPAT to the County. During employment, the LCOPAT will be
administered by a licensed physical fitness or medical provider
or the Sheriff or his/her designee annually to all Correction
Officers on staff. Corrections Officers will be paid a fitness
incentive of $100 annually upon successful completion of their
annual LCOPAT. The allowance will be paid through payroll and will
be subject to normal taxes.
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If a Corrections Officer is ﬁnsuccessful in meeting the annual
LCOPAT standards during their annual evaluation, a plan will be
developed to get them within guidelines within six (6) months.

ARTICLE XXXVII
DISTRIBUTION OF AGREEMENT

37.1: The Union agrees to provide to each employee a copy of this
Agreement and to provide copies to distribute to all new employees

entering employment.

ARTICLE XXXVIII
LONGEVITY

38.1: Longevity: Full-time employees who have completed 6 years
of service or more may be eligible for the following longevity
pay paid in December. An eligible employee must be active on
payroll on December 1st to be eligible for longevity pay.

YEARS OF EMPLOYMENT AMOUNT
0-5 S0
6-10 $150
11-15 8175
16-20 $200
21-25 $225
26 AND OVER $250

For 2017 -2018, longevity pay will only be paid if it is approved
in the 2017 and 2018 budget by the Otsego County Board of

Commissioners.

ARTICLE XXXIX
WORKING HOURS

39.1: The normal work day/pay period for regular full-time
employees shall be eight (8) hours per day (including a paid lunch
period) and eighty (80) hours per pay period.

39.2: The normal shift schedules for full-time employees shall
be as follows: (may be changed by mutual agreement of both parties):

7:00a.m. to 3:00p.m.
3:00p.m. to 11:00p.m.
11:00p.m. to 7:00a.m.

39.3: All parties to this Agreement recognize that the normal
operation of the Sheriff's Department is a twenty-four (24) hour a
day, seven (7) days a week, twenty-eight (28) day cycle operation.
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39.4: The shift schedule for the Clerk classification shall
be: Consecutive 8 hour shift- 7:00 a.m. to 7:00 p.m.

39.5: Employees may exchange days off with approval of the Employer
providing such change shall not be deemed overtime in the event the
employee worked in excess of the Agreement's overtime provisions.

39.6: Call-In: An employee called in to work outside his/her shift
shall be guaranteed at least three (3) hours pay at his/her straight
time rate unless his/her total number of hours worked would require
over—time in accordance with the overtime provision

39.7: Working schedules are to be posted at least fourteen (14)
calendar days - prior to the first working day of the schedule.
Once posted, there will be no changes absent mutual agreement.

39.8: During Daylight Saving change over, employees will be

paid for the actual number of hours worked.

ARTICLE XXXX
EQUALIZATION OF OVERTIME

40.1: Overtime hours shall be divided as equally as possible within
each division. An up-to-date book showing overtime hours will be
maintained in a prominent place within the department. When overtime
is required, the person with the least number of overtime hours in
that division will be called first and so on down the list in an attempt
to equalize the overtime hours. For the purpose of this section, time
not worked because an employee chooses not to accept the overtime, will
not be charged the actual number of overtime hours worked by the
employee who accepts the overtime. After the call in list has been
exhausted, the dispatcher or correction officer available with the
least seniority may be ordered into work to £ill the vacant shift(s).

40.2: If the Employer exhausted the call-in list within a division,
employees outside the division may be asked to work the overtime.

40.3: When overtime is required within a division, full-time
employees shall be asked prior to calling part-time employees This
provision is not intended to preclude the calling-in of part time
personnel, if such call-in would avoid the necessity of paying an

overtime wage.
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ARTICLE XT.I
OVERTIME PAY

. I Time and one-half will be paid as follows:
1. For all hours over eight (8) in the day.
25 For all hours over eighty (80) in a pay period.

The employer will make every reasonable effort to not
exceed forty (40) hours in a week.

. For all hours worked on a holiday that are defined
in this Agreement in addition to holiday pay:

4. An employee recalled for overtime duty shall be
guaranteed at least three (3) hours pay at the rate
of time and one-half.

5. Upon mutual agreement of both employee and
employer comp time may be used in lieu of overtime
pay.

41.2: Double time will be paid as follows:

1. For all hours worked beyond eight (8) hours on a
holiday.

41 .3: Compensatory hours should be used as soon as possible following
the pay' period in which they were earned. Employees may have up to
80 hours of time in their Compensatory Accrual Bank at any one time.
An employee may only add a maximum of 80 hours to their comp bank
per calendar year.

. ARTICLE XLII
TERMINATION AND MODIFICATION

42.1: This Agreement shall continue in full force and effect until
December 31, 2021.

42.2: If either party desires to amend and/or terminate this
Agreement, it shall, sixty (60) days prior to the above
termination date, give written notification of same.

42 .3: If neither party shall give such notice, this Agreement
shall continue in effect from year to year thereafter, subject to notice
of amendment or termination by either party, on sixty (60) days’
written notice prior to the current year's termination date.
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47Z.4: Notlce or 'l'ermination and Modification. Notice shall be in
‘writing and shall be sufficient if sent by certified mail, addressed to
the Union to POAM, 27056 Joy Road, Redford, MI 48239 and to the
Employer, addressed to Trisha Adam, 225 W. Main St., #203, Gaylord,
Michigan, 49735; or to any such address as the Union or the Employer
make available to each other.

42.5: Any amendments that may be agreed upon shall become and be
part of this Agreement without modifying or changing any other terms of
this Agreement. The Employer agrees to continue all contractual terms
and provision past the expiration date of this contract until a new
contract takes effect.

42.6: This Agreement may be rejected, modified, or terminated by
an Emergency Manager consistent with the terms of the Local
Government and School District Fiscal Accountability Act, 2011
PA 4. MDXL 141.1501 to 141.1531.

ARTICLE XLIIT
MANAGEMENT RIGHTS

43.1: The County and Sheriff on its behalf and on behalf of its
electors, hereby retains and reserves unto itself, all powers, rights,
authority, duties, and responsibilities, conferred upon and vested in
it by laws and the Constitution of the State of Michigan and of the
United States. Further, all rights which ordinarily vest in and are
exercised by employers except such as are specifically relinquished
‘herein reserved to and remain vested in the County, including, but
without limiting the generality of the foregoing, the right to manage
its affairs efficiently and economically, including the right (a)
to determine the services to be performed, the quality of work and
services to be performed, and the methods of performing the work and
services; (b) to determine the means and methods of carrying out the
work; (c) to determine the size of the work force and increase or
decrease its size; (d) to hire new employees, to discharge or
discipline employees for just cause, to maintain discipline and
efficiency, and to assign, transfer and lay off employees; (e) to
schedule the work days and hours of work; (f) to direct the work
force, to assign the type and location of work assignments and related
work to be performed, and determine the number of employees
assigned to operations; (g) to establish work standards, and the
methods, processes, procedures by which such work is to be
performed; (h) to select employees for promotion or transfer to
supervisory or other positions,, as to unit positions, and
determine the number of supervisors; (i) to determine the
qualifications and competency of employees to perform the
available work; and (j) to establish, change, combine, or
discontinue job classifications and prescribe and assign job
content; and (k) to establish training requirements for purposes of
maintaining or improving the professional skills of employees and for
purposes of advancement.
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It is agreed that these enumerations of management prerogatives
shall not be deemed to exclude other prerogative not enumerated, and
except as specifically abridged, all of the rights, powers, and
authority the County had prior to the signing of this Agreement are
retained by the County and remain within the rights of the County,
provided however, that no management right shall be exercised in
violation of any of the specific terms of this Agreement.

Except as expressly provided otherwise by the terms of this Agreement,
the determination and administration of County policy, the operation
of the County and the direction of the employees are vested
exclusively in the County or in its designated representatives when
so delegated by the County. The exercise of judgment and discretion
by the County and its administrators not in conflict with the express
terms of this Agreement shall be upheld. The term County includes the

County Sheriff.

ARTICLE XLIV
EFFECTIVE DATE

44.1: This agreement shall become effective on January 1, 2019,
unless otherwise specified in the agreement:

IN WITNESS WHEREOF, the parties hereto have caused this
instrument to be executed on the day and year first above written:

OCIATION FOR THE EMPLOYER
acihul Siaak
_______________________ AChg LUl
{Iamef)Cross Rachel Frisch
%:fi/ess Agent County Administrator

Scott Musall g%/7}/éga3/?? Paul Liss
Otsego County Corrections Commissioner

Matthew J.
Sheriff




OTSEGO COUNTY AND POAM
APPENDIX A

Sma

Grade Step 1 Step 2 Step 3 Step 4

Work Camp CO 4 $14.26 S$15.44 $16.63 $17.82
Jail Clerk II 6 $15.72 $17.03 $18.34 $19.64
Corrections Officer 7 $16.50 $17.88 $19.26 $20.63

R R R R R e |

Grade Step 1 Step 2 Step 3 Step 4
Work Camp CO 4 $14.69 $15.90 $17.13 $18.36
Jail Clerk II 6 $16.19 $17.54 $18.89 $20.23
Corrections Officer 7 $17.00 $18.42 $19.84 $21.25

201 ot Wage Pregression Sehedie (34 GoiA)

Grade Step 1 Step 2 Step 3 Step 4
Work Camp CO 4 $14.98 $1le6.22 $17.47 $18.73
Jail Clerk II 6 $16.51 $17.89 $19.27 $20.64
Corrections Officer 7 $17.34 $18.79 $20.24 $21.68

*If the non-union group is granted a higher across the board COLA increase for 2020 or 2021 by the
Otsego County Board of Commissioners, the POAM Unit will be granted the same
COLA %.

The Corporal differential shall be 2% over the Max (Step 4)
Corrections Officer pay.

The Sergeant differential shall be 4% over the Max (Step )
Corrections Officer pay.

The Sheriff has full discretion relative to placing a new employee

on other than the contract wage progression schedule Min (Step 1)
pay.
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MEMO OF UNDERSTANDING
Between

OTSEGO COUNTY BOARD OF COMMISSIONERS,

THE OTSEGO COUNTY SHERIFF'S DEPARTMENT
AND

OTSEGO COUNTY SHERIFF DEPARTMENT EMPLOYEES (CORRECTIONS)

AND

POLICE OFFICERS ASSOCIATION OF MICHIGAN

RE: CORRECTION STAFF TWELVE (12) HOUR SHIFTS

It is hereby mutually agreed between the parties to continue
the twelve (12) hour shift schedule which began on December 16,
2001 indefinitely. Either party (Otsego County/Otsego County
Sheriff or POAM) may unilaterally end the terms of this agreement
and return to the prior scheduling practice without further
consequence, by advising the other party in writing forty-five
(45) days prior to the reversion. Either party, for good cause,
may re-visit the agreement at any time.

Employees covered by this Memo of Understanding would work
and be scheduled as follows:

1. Corrections officers will select shift preference on the
basis of seniority.

2. The schedule will consist of six (6) twelve hour shifts and
one (1) eight (8) hour shift in a pay period. Any work over
the scheduled shift or eighty (80) hours in a pay period
would be paid as time and one-half (1-1/2).

3 Schedule will provide every other weekend off.’

4. Employees scheduled to work on a designated holiday shall
receive straight time holiday pay for the number of hours they
are scheduled to work as well as overtime pay for all hours
worked. Corrections officers not working on a designated
holiday will receive eight (8) hours of holiday pay at the
straight time rate. In the event a holiday occurs during an
employee's scheduled vacation or during a period
that they are utilizing personal time, the correction
officer, at their option may utilize up to four (4) hours of
vacation or comp time if they would have normally been
scheduled for a twelve {12) hour shift on the holiday in order
to achieve eighty (80) hours in that pay period.

L T8 Correction officers who call in sick would receive personal
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time that correlates to their scheduled shift for that day.

6. Correction officers taking vacation or comp time would
receive vacation or comp pay that correlates to their

scheduled shift for that day.

POLICE OFFICERS ASSOCIATION
OF MICHIGAN

/S/ Patrick J Spidell
Patrick J. Spidell
Business Agent

/S/ Daniel Phillips

Daniel Phillips

Otsego County Corrections/
911 Dispatch

Date: 11-03-2008

FOR THE EMPLOYER

/S8/ John M. Burt
John M. Burtv
County Administrator

/S/ Paul Liss
Paul Liss
Commissioner

/S/ Michael F.Thompson
Michael F. Thompson
911 Director

FOR THE SHERIFF
/S/ James D. McBride

James D. McBride
Sheriff

MEMO OF UNDERSTANDING
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Between
OTSEGO COUNTY BOARD OF COMMISSIONERS, THE OTSEGO COUNTY
SHERIFF'S DEPARTMENT
AND
CENTRAL DISPATCH EMPLOYEES AND OTSEGO COUNTY SHERIFF'S
DEPARTMENT EMPLOYEES (CORRECTIONS)
AND
POLICE OFFICERS ASSOCIATION OF MICHIGAN

It is hereby mutually agreed between the parties to enter
into a one (1) year trial period, 1-01-12 through 12-31-12, for
the purpose shift bidding.

Employees covered by this Memo of Understanding shall bid
for shifts as follows:

Dispatch Officers:

Shift bidding will be accomplished annually for the Dispatch
division. The Employer shall post the shift bidding request form
one full month prior to the first pay period of the newly bid

shift.

Employees shall indicate their shift preference in a respective,
timely manner; according to seniority and to allow for

coordination of vacation requests.

Determination of shift assignments shall be based on the
employee's preference according to his/her seniority within the

Division.

An employee may request a shift preference at the first
selection period after he/she has completed his/her 2080 hour

probationary period.
Corrections Officers:

Corrections shift bidding will remain at the discretion of
administration with quarterly eight (8) hour shift training.

Either party Otsego County/Otsego County Sheriff/Otsego
County 911 Director or POAM may unilaterally end the terms of
this agreement and return to the prior conditions, (overtime by
seniority) without further consequence, by advising the other
party in writing forty-five (45) days prior to the reversion.
Either party, for good cause, may re-visit the agreement at any
time.
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POLICE OFFICERS ASSOCIATION
OF MICHIGAN

/S/ Patrick J. Spidell
Business Agent

/8/ Daniel Phillips
Otsego County Corrections/
911 Dispatch

Date: 1-1-2012

FOR THE EMPLOYER

/S/ John M. Burt
County Administrator

/S/ Paul Liss
Commissioner

/S/ Michael F. Thompson
911 Director

FOR THE SHERIFF

/S/ James D. McBride
Sheriff
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MEMO OF UNDERSTANDING
Between
OTSEGO COUNTY BOARD OF COMMISSIONERS, THE OTSEGO COUNTY
SHERIFF’S DEPARTMENT
AND
CENTRAL DISPATCH EMPLOYEES AND OTSEGO COUNTY SHERIFF’'S
DEPARTMENT EMPLOYEES (CORRECTIONS)
AND
POLICE OFFICERS ASSOCIATION OF MICHIGAN

It is hereby mutually agreed between the parties to enter
into a one (1) year trial period, 1-01-12 through 12-31-12, for
the purpose of Equalization of Overtime.

Employees covered by this Memo of Understanding shall have
overtime equalized as follows:

Equalization of Overtime: (Dispatch)

1. Overtime hours shall be divided as equally as possible
within the division. An up-to-date log will be kept showing
overtime hours. It will be maintained in a prominent place
within the division. When overtime is required the person
with the least amount of total overtime hours accumulated,
(to include hours refused and worked) will be called first
and so on down the list in an attempt to equalize the
overtime hours.

2. Officer refusals are to be logged as the actual number of
overtime hours being requested. After the call-in log has
been exhausted the Officer with the least amount of
overtime hours worked will be ordered in to fill the vacant
shift.

3. When a tie in overtime hours is encountered the Officer
with the least amount of seniority will be ordered in to
fill the vacant shift.
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Equalization of Overtime: (Corrections)

1. When overtime is required the Officer with the least amount
of Overtime Hours Worked will be called first and so on
down the list in an attempt to equalize the overtime hours.

2. Officer refusals are to logged as the actual number of
overtime hours being requested, and are to be kept separate
from overtime hours actually worked. After the call-in log
has been exhausted the Officer with the least amount of
overtime hours worked will be ordered in to fill the wvacant
shift.

3. When a tie in overtime hours is encountered the Officer
with the least amount of seniority will be ordered in to
fill the vacant shift.

Either party Otsego County/Otsego County Sheriff/Otsego County
911 Director or POAM may unilaterally end the terms of this

agreement and return to the prior conditions, (overtime by
seniority) without further consequence, by advising the other
party in writing forty-five (45) days prior to the reversion.

Either party, for good cause, may re-visit the agreement at any .
time.

POLICE OFFICERS ASSOCIATION FOR THE EMPLOYER
OF MICHIGAN

/S/Patrick J. Spidell /S/John M. Burt
Business Agent County Administrator
/S/Daniel Phillips /S/Paul Liss

Otsego County Corrections/ Commissioner

911 Dispatch

/S/Michel F. Thompson
911 Director

FOR THE SHERIFF

/S/James D. McBride
Sheriff
Date: 1-1-2012
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