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IV.

V.

AGREEMENT

This Agreement is entered into this day of , and is effective September 1,
2015, by and between Northeast Michigan Community Mental Health Services (hereinafter
referred to as the “Employer”) and the Office and Professional Employees International
Union, AFL-CIO and CLC, Local 459 (hereinafter referred to as the “Union”)

DURATION

This Agreement shall continue in full force and effect through September 30, 2019.

RECOGNITION

For the purpose of collective bargaining in respect to wages, rates of pay, hours of
employment and other conditions of employment, the Employer hereby recognizes the Union
as the exclusive collective bargaining representative for all full-time and regularly scheduled
part-time employees, in the following classification: Residential Training Workers. Excluding
confidential employees, (Human Resources staff, administrative secretary and administrative
secretary/aide), supervisors, substitutes and casual employees, clerks and clerk-typists and all
other employees. Also excluding employees of Blue Horizons.

PROBATIONARY PERIOD

A Newly hired employees shall be considered on probation for the first one hundred
eighty (180) calendar days of employment. Probationary employees shall receive all
rates and benefits defined in this Agreement and shall be covered under the terms of
this Agreement, except that a probationary employee may be discharged without
cause or recourse to the grievance procedure.

B. The Employer may extend the probationary period for an additional ninety (90)
calendar days by giving prior written notice to the employee and the Union.

C. Employees shall not be allowed to use paid leave time for vacation during the
probationary period.

UNION SECURITY

A The Employer agrees that all employees covered under this Agreement shall, upon
completion of the probationary period, and as a condition of employment, become and
remain members of the Union, except as provided in Section D and G.

B. The Employer further agrees that all new employees hired subsequent to the effective
date of this Agreement shall, upon completion of the probationary period and as a



condition of employment become members and remain members of the Union except
as provided in Section D and G.

The Union shall hold the Employer harmless and free from any claim or liability for
any execution of this Article at the direction of the Union.

An empioyee who shall tender a Service Fee shall be deemed to meet the conditions
of this Section and shall not be required to become a member of the Union. Service
fees shall conform to State and Federal law.

Employees shall be deemed to be members of the Union with the meaning of this
Section if they are not more than ninety (90) days in arrears in payment of
membership dues or service fees.

Pursuant to this Section of the Collective Bargaining Agreement, it is the Union’s
responsibility to notify the employer when an employee is delinquent in her/his
payment of dues or service fee. To the extent that the Union wishes the employee to
be terminated in accordance with this Section of the Agreement, the Union shall
provide in writing, to the Employer and employee the following: The Union shall
notify an employee who has not paid her/his dues or service fee by certified mail, with
a copy the Employer. If that employee does not pay the dues or service fee within
thirty (30) days after that notice is received, the Union shall then notify the Employer
by certified mail of this omission. Fifteen (15) days after receipt of that notification by
the Employer, the Employer shall terminate that employee. An employee terminated
for failure to pay Union dues or service fees shall not have access to the grievance
procedure.

As a result of Michigan Public Act 349, the provisions of the foregoing paragraphs
requiring membership in good standing as a condition of employment shall not be
applicable except with regard to any work, or in any other circumstance, in which
the provisions of Michigan Public Act 349 would not apply or be controlling. The
Union and Employer further agree that if, during the term of this Agreement,
Michigan Public Act 349 shall be repealed, amended, or otherwise nullified
through legislation or an order of law rendered by a court or other tribunal of
competent jurisdiction, the provisions of the foregoing paragraphs affected by such
legislation or order shall become a binding provision in this Agreement
immediately on the effective date of such legislation or order. Any inquiries
regarding PA 349 will be directed to the Union Service Representative.

VI. PAYROLL DEDUCTIONS FOR UNION DUES

A.

The Employer agrees to deduct from the wages of all employees covered by this
Agreement, initiation fees, service fees, and dues for the Union. The Employer shall
have each new employee sign the Authorization for Check-Off of Dues or Service Fee
form on the date of hire.
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Commencing the first full month following completion of the probationary period, an
initiation fee shall be deducted from the first paycheck of the month and dues or
service fee shall be deducted from the second paycheck of the month. Only one check
per month shall be issued to the Union.

The Union shall, thirty (30) days in advance of the start of the year, give written
notification to the Employer of the amount of initiation fees, dues and service fees.
The amount of these shall not be subject to change during the calendar year except
where the Union notifies the Employer in writing with thirty (30) days notice of the
change in the amount of the deduction.

Allinitiation fees, service fees and dues so deducted from the wages ofthe employees,
covered by this Agreement shall be sent to the Union’s Secretary- Treasurer. Dues
shall be remitted monthly under procedures established by the Employer.

The Union shall refund to the employees dues erroneously deducted by the Employer
and paid to the Union.

The Union shall hold the Employer harmless for any and all claims that may be
asserted against the Employer as a result of any deductions made pursuant to this
Article.

VII. NON-DISCRIMINATION

A,

C.

The Employer and the Union shall not discriminate on the basis of race, religion,
color, age, sex, marital status, height, weight, national origin, or handicaps which are
not related to job performance, except where permitted by law or required by
regulation of the Department of Community Health or other state or federal
regulatory agencies. In addition, the Employer and the Union shall not discriminate on
the basis of sexual orientation which is not related to job performance, except where
required by regulation of the Department of Community Health.

The Employer agrees not to discriminate against an employee because of activity asa
Union member.

The Union agrees not to discriminate against an employee because of political beliefs.

VIII. UNION REPRESENTATION

A,

The Employer agrees to recognize ten (10) Stewards to represent the bargaining unit
employees in the investigation and processing of grievances and in other capacities
where Union representation is called for in the administration of the Collective
Bargaining Agreement. One of the Stewards shall be designated as a Chief Steward
who shall, along with the Union Service Representative, be the primary contact for



notices or negotiations affecting the bargaining unit. Any Union employee required by
Management to attend a CMH board meeting shall be paid at his/her regular rate of

pay.

Release Time

Stewards shall be allowed to leave their work area in order to investigate and process
grievances only where such investigation cannot be performed outside of working
hours and only with the prior permission of their supervisor. Ordinarily employees
may not leave their work site.

Six (6) employees designated by the Union as the negotiating team shall be recognized
by the Employer for the purpose of negotiating any modifications to this Agreement,
A maximum oftwo employees shall be compensated for regularly scheduled working
hours lost in attending negotiations with management and travel time to and from
negotiating sessions, but not for preparation time or other time.

IX. UNION INFORMATION

The Employer shall provide a bulletin board or space on an existing bulletin board for use by
the Union at each work site where bargaining unit members are normally assigned. The
Union may post notices such as:

A. Union recreational and social affairs;

B. Union elections;

C. Union appointments and results of Union elections;
D. Union meetings;

m

Bona fide Union-related information, such as: cooperatives, credit unions,
pensions and annuities, unemployment compensation, worker’s compensation,
etc,

The Employer may remove any material which is inflammatory or derogatory.

X. DEFINITION OF EMPLOYEES

A.

Full-time Regular Employees

An employee regularly scheduled to work 40 hours per week shall be considered a
full-time employee.

Regular Part-time Employees

An employee regularly scheduled to work less than 40 hours per week but more than
15 shall be considered a regular part-time employee.



Part-time employees may be assigned to work additional hours beyond their regularly
scheduled hours, provided that they may not be required to work 40 hours or more
per week for longer than six consecutive weeks. Part-time employees may volunteer
to work 40 hours or more per week without this restriction.

When a part-time employee is assigned to work 40 hours or more per week for a
period of six consecutive months or more to fill an existing full-time job, the job will
be posted. This paragraph shall not be construed to require the employer to increase
the number of full-time employees.

Casual Employees
An employee not regularly scheduled to work 15 or more hours per week shall be

considered a casual employee. Casual employees shall not be covered by this
Agreement.

Temporary Employees
A temporary employee is one whose terms of employment shall not exceed six (6)

consecutive months in the same position. However, an employee may be hired as a
temporary employee for more than six (6) months if he is replacing a Union employee
who is on an approved leave of absence exceeding six (6) months. A temporary
employee is compensated by wages only and may work full-time or part- time.
Temporary employees shall not be covered by this agreement.

When a temporary employee works on a job in excess of six (6) continuous months,
the job shall be considered a regular job (full-time or part-time) and posted as such,
unless a temporary employee is replacing a regular employee who is on an approved
leave of absence.

Grant Funded Positions

The Employer reserves the right to hire or use the services of persons whose positions
are funded in whole or in part by State, Federal or local government grants or any of
its agencies to perform bargaining unit work, such as internships, co-op students, On-
The-Job Training, and work study students, etc. Such persons shall not be considered
employees and shall not be covered by this contract unless specifically required by the
funding source and agreed to by the parties. At the option of the employer, such
positions may be filled by regular employees, and this section shall not apply.

Any person who occupies a grant funded position which lasts more than one year shall
become a regular employee after the expiration of the one-year grant period with
seniority dating back to the original hire date.

Volunteers

The Employer reserves the right to use volunteers to perform bargaining unit work.
They shall not be considered employees or covered under this Agreement. Such



G.

H.

persons may be used at any time as long as their use does not cause an employee to be
laid off or to have their hours reduced below the regularly scheduled hours.

Supervisors Performing Bargaining Unit Work
The Employer may continue the practice of having Supervisors perform bargaining
unit work.

Definition of Residential Training Worker

An employee who provides direct care in group homes, owned or operated by the
Employer. Residential Training Workers may be assigned to perform job coaching or
community based services for clients served by them incidental to their principle job.

Any grand parented former AT employee currently subject to the AT scheduling
guidelines, shall now be subject to the RTW scheduling guidelines.

XI. SENIORITY

A.

Seniority shall be defined as the length of an employee’s employment in the bargaining
unit commencing with the employee’s last date of hire into a bargaining unit position.
For part-time employees, the seniority date shall be determined by the number of
hours paid. Two thousand eighty (2,080) hours shall constitute a year. Seniority for
full-time employees shall be adjusted for all time off without pay in excess of six (6)
months.

Employees hired prior to the effective date of this Agreement shall also be assigned a

seniority date pursuant to a list which has been agreed to by the parties during the
course of negotiations.

The Employer shall furnish the Union with updated seniority list annually, which shall
be conclusive unless objected to within thirty (30) days.

An employee will lose seniority and the employment relationship will be terminated
for the following reasons:

1. The employee quits or retires.

!\J

The employee is discharged and the discharge is not reversed under the
grievance procedure as contained in this Agreement.

3. The employee is absent for three (3) consecutive workdays without notifying
the Employer unless extraordinary circumstances prevent such notification.
After such an absence the Employer shall send written notification to the
employee’s last address that he/she has been terminated from the employ of
the Employer. A copy of this notice shall also be sent to the Union.



XII.

4. The employee does not return to work when recalled from layoff as set forth
in the layoff procedure contained in this Agreement unless other arrangements
are made.

5. The employee fails to return from a leave of absence on the specified date of
return and has not been otherwise excused.

6. An employee is on layoff status for more than two (2) years without being
recalled.

7. An employee is on leave without pay that exceeds one year unless in the case
of layoff.

An employee who is promoted or who is permanently transferred to a non-bargaining
unit position with the Employer shall have his seniority within the bargaining unit
frozen. If said employee returns to the bargaining unit, the employee shall be granted
seniority accumulated while in the previous bargaining unit position. Supervisors and
other non-bargaining unit employees shall be eligible to bid on vacant bargaining unit
positions based upon their frozen bargaining unit seniority.

Employees with identical seniority shall be ranked in order of the numerical value of
each employee’s social security number, the higher number having the greater
seniority.

A former employee who has been rehired by the agency may request to have their
seniority date “bridged” to include their earlier employment even if a portion of the
earlier employment was worked outside of the bargaining unit (ex., An employee who
previously worked for the Agency for 4 years, 3 months would have that amount of
time added to their current seniority). To be eligible for this consideration, the
employee must have returned to Agency employment for not less than five years.
Bridged seniority dates will be used for job bidding, layoff, longevity, employee
recognition and leave computation and will not be retroactive. Employee must request
consideration for bridging of time in writing and submit the request to the Human
Resources Office.

SCHEDULING

The following sections are not a guarantee that an employee will work the scheduled hours or
any particular number of hours. The Employer will attempt to distribute all hours using the
procedures below with common sense and good management practices. Violations of these
sections shall not result in pay to any employee but will result in that employee being given first
preference for the next available hours.

Section I: Schedule Construction:



Master schedules shall be posted 4 weeks in advance in a designated area in
the home. Employees are responsible for reviewing the schedule. The
schedule is subject to change as the needs of the agency dictate.

Full-time employees shall be scheduled at least every other weekend off
(unless a particular employee waives this right). Part-time employees shall be
scheduled at least every third weekend off (unless a particular employee
waives this right).

Whenever practical, staff that is affected will be notified 48 hours in advance
of planned schedule changes.

The employer will schedule at least 8 hours between regularly scheduled shifts
for all employees.

When a new schedule is posted, open shifts will be offered to the part-time
staff for a period of 7 days before utilizing the sub roster. After 7 days, open
shifts will be filled using the sub roster,

When a staff person accepts additional hours, they are responsible for those
hours. The employee cannot decide at a later date or time that they do not
want the shift.

The employer agrees to having at least one trained staff on duty at all times.
Trained staff will include those who meet the minimum requirements of the
AFC Licensing Act with CPR and First Aid certification and have passed the
following courses: Recipient Rights, Medications and Working with
Challenging Individuals. The “Trained Staff’ must also be knowledgeable of
the Accommodations for Safety, the Plans of Service, behavior treatment
plans if appropriate and medication procedures for the residents of'the home.

Supervisors denying a shift trade shall list the reasons for denial in writing and
maintain a copy in the home for one month following the denial.

Staff may trade shifts as long as the trade does not result in a back to back
shift or overtime. Both parties must be in agreement with the trade and
receive prior supervisor approval.

Section 2: Open Hours after Schedule Construction:
It s the responsibility of both the supervisor and home staff to cover open hours.

A

When Open Hours occur after the master schedule is constructed, the
supervisor or the home staff shall if the supervisor is off-duty or not readily
available, fill the open hours to the extent possible. Staff shall attempt to fill
the hours with available part-time staff and then with substitutes. Employees



on leave the day of the opening need not be contacted unless they have
previously notified their supervisor of such request.

If a call-in or emergency arises, staff may be mandated to work over their
scheduled hours. The staff person required to stay will be the staff working
the least amount of hours in the week. If both staff has equal amounts of
hours then it is the discretion of the supervisor to mandate which staff will
work the additional hours, this may or may not result in overtime pay.

Part-time staff may work shifts in other homes with approval of their
immediate supervisor.

Records of call logs shall be kept for two months.

If hours are offered to a substitute that should have been offered to a
regular employee and the hours have not been worked yet, the hours shall
be removed from the sub and the regular employee given the hours
provided the error is brought to the supervisor’s attention 48 hours in
advance of the scheduled shift.

Section 3: Overtime Hours:
It is the responsibility of both the supervisor and home staffto cover overtime

hours,

A.

Staff shall attempt to offer the opportunity to work overtime first to full-time
home staff who are scheduled off that day; second to part-time home staff
who are scheduled off that day; third to full-time employees who are working
that day; fourth to part-time employees who are working that day, then subs.
Employees on leave the day of the opening need not be contacted.

If mandatory meetings, in-services or emergencies result in employees
receiving overtime, the employee has the option of taking the overtime or
adjusting their schedule within that work week with approval of their
immediate supervisor.

The employer/employees will utilize the substitution list to cover overtime
hours only after the bargaining unit work site list has been attempted.

Section 4: Leave Hours:
It is the responsibility of both the supervisor and home staff to cover leave hours.

A,

When Leave Hours occur after the master schedule is constructed, the
supervisor or the home staff, if the supervisor is off duty or not readily
available, shall fill the leave hours to the extent possible. Staffshall attempt to



fill hours with available part-time staff and then with substitutes. Employees
on leave the day of the opening need not be contacted.

The employer/employees will utilize subs on straight time hours to cover leave
hours after the bargaining unit work site list has been attempted.

When a sub is scheduled to work for an employee on leave, the employee
cannot remove the sub from the schedule.

The employer agrees to not cancel any prior approved vacations without the
employee’s consent. Ifa staff person wishes to revoke an approved leave, the
hours covered by the staff person will not be returned to the staff person
unless both parties involved are in agreement and approved by the supervisor,

The supervisor will respond to a leave request within 48 hours of receipt of
the request.

If leave is denied by the supervisor, the supervisor must give a copy of the
written explanation for denial within two days (48 hours) within receipt of
such a request.

XIIl. JOB POSTING

A, When a new position is created or a vacancy occurs and the Employer desires to fill
the position, the following method shall be used:

1.

[R5

Full-time - RTW

Any full-time RTW positions will be offered to full-time RTW's at that
worksite on a seniority basis using agency seniority. 1fno full-time RTW at
that worksite desires the position, it shall be posted.

Part-time RTW
Part-time RTW vacancies shall be posted.

Any work sites established in the future shall be considered part of the county
in which the work site exists for purposes of these paragraphs unless an
alternative is mutually agreed to by the parties.

Posted Jobs

Jobs shall be posted on the intranet at every work site where employees from
the bargaining unit work for a period of (5) working days. All employees
shall have access to the intranet in order to view job postings. A copy of the
posting shall be placed in each home convenient to all bargaining unit
employees. The posting shall state the classification, work site and shift and
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B.

the general and special qualifications of the position. An interested employee
shall submit a notice of interest in the job by the deadline set in the posting.

In considering employees for full-time openings, employees who are presently
full-time shall be given preference over part-time employees regardless of
seniority.

The Employer shall select the most senior applicant, provided that where a
significant difference in ability to perform the job exists among applicants; the
Employer may select the most qualified employee. The Employer shall have
the burden of establishing the difference in qualifications or ability. If no
qualified bargaining unit employee applies, the Employer may fill the position
from outside the bargaining unit.

The Employer may exclude bargaining unit employees from consideration who
have made a job change in the last six (6) months. The six-(6) month period
shall begin on the day the employee commences the new job, but in no event
more than four (4) weeks from the end of the posting period or the effective
date of the vacancy.

The Employer may exclude bargaining unit employees based upon State or
Federal regulations or Employer policies pertaining to sex or family members
working together.

The Employer may exclude probationary employees from consideration.

Ifan employee is delayed from beginning a new position by the Employer for
a period in excess of four (4) weeks from the date of the vacancy or the end of
the posting period, then any benefits accruing to the employee because of the
new position shall be placed in effect (exclusive of mileage and shift
preference.} Effective October 1, 2014 transfers from one (1) position to
another shall not be delayed longer than twelve (12) weeks unless it involves a
home closing.

The Employer may give preference for “light duty” jobs to qualified employees of
Employer who are off work due to a job-related injury and receiving or applying for
Worker’s Compensation without posting the position.

XIV. TEMPORARY JOBS

A.

The Employer may temporarily transfer employees to a different job in order to meet
the needs of the clients or agency. Such transfer shall not exceed six months.

An employee temporarily promoted to acting supervisor shall receive an additional 50
cents per hour, An employee temporarily assigned to a lower classification shall not
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suffer any reduction in pay. An employee temporarily transferred shall receive at least
the number of hours as he/she was regularly scheduled to work.

If an employee is temporarily assigned to a job at a different work site, the employee
shall receive mileage for the difference between the employee’s home and the regular
work site and the employee’s home and the new work site. In addition to mileage, if
an employee is temporarily assigned to a job at a different work site because of the
needs of the agency, the employee shall receive premium pay of 50 cents per hour
while working on such temporary assignment. This section shall not apply to
employees volunteering for extra hours or to temporary transfers to light duty jobs or
to transfers for the convenience of the employee or if the transfer is for discipline for
cause.

XV. LAYOFF, BUMPING & RECALL

A

Definition of Layoff -
A layoff means a reduction of employees in the bargaining unit by termination of one

or more employees with recall rights,

Employees are given ten (10) calendar days notice prior to layoff, except where the
circumstances giving arise to the layoff could not be anticipated by the Employer.

All layoffs shall be accomplished in the following manner:

1. The Employer shall determine which positions are to be reduced or eliminated.
The Employer shall notify the Union that it intends to lay off employees.

2. The Employer may solicit regular bargaining unit employees regarding any
employee’s desire to be voluntarily laid off, at the Employer’s sole option.

Bumping

An employee whose position is being eliminated or whose position is being reduced
from full-time to part-time may choose to bump an employee using the following
method, provided the employee doing the bumping has more seniority than the
employee being bumped, and provided that the employee is qualified to perform the
Jjob of the employee bumped.

1. A full-time employee may choose one of the following options:

a. Bump another employee in the same location (either full-time or part-
time) and rearrange the remaining shifts by seniority, so that the least
senior full- time or part-time employee (as the case may be) is the
employee who leaves the work location. Such employee may then
utilize the remaining steps of the bumping procedure.



c.

Bump the least senior full-time employee within the same county as
the employee’s work site at the time of layoff. However in the case of
a Home Closure the procedure will be as follows: The number of
positions up for selection will be equal to the number of position's
being eliminated at that worksite; these positions will be the least
senior within the county. The employee will have the option to bump
into one of the least senior full-time positions within the county.

Bump the least senior full-time employee in the bargaining unit.
However in the case of a Home Closure the procedure will be as
follows: The number of positions up for selection will be equal to the
number of position’s being eliminated at that worksite; these positions
will be the least senior within the bargaining unit. The employee will
have the option to bump into one of these least senior full-time
positions within the bargaining unit.

Bump the least senior part-time employee in the bargaining unit.
However in the case of a Home Closure the procedure will be as
follows: The number of positions up for selection will be equal to the
number of position’s being eliminated at that worksite; these positions
will be the least senior within the bargaining unit. The employee will
have the option to bump into one of these least senior part-time
positions within the bargaining unit.

A part-time employee may choose one of the following options:

a.

c.

Bump another part-time employee in the same location and rearrange
schedules by seniority so that the least senior part-time employee is
the employee who leaves the work location.

Bump the least senior part-time employee within the same county as
the employee’s work site at time of layoff, However in the case of a
Home Closure the procedure will be as follows: The number of
positions up for selection will be equal to the number of position’s
being eliminated at that worksite; these positions will be the least
senior within the bargaining unit. The employee will have the option to
bump into one of these least senior part-time positions within the
bargaining unit.

Bump the least senior part-time employee in the bargaining unit.
However in the case of a Home Closure the procedure will be as
follows: The number of positions up for selection will be equal to the
number of position’s being eliminated at that worksite; these positions
will be the least senior within the bargaining unit. The employee will
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have the option to bump into one of these least senior part-time
positions within the bargaining unit.

3. An employee may choose to take a layoff instead of bumping another
employee. The employee does not waive rights to recall by choosing the
layoff.

When other bargaining unit jobs become available, and employees are on layoff with
recall rights, jobs shall be offered internally, and awarded to internal bargaining unit
applicants (including laid off employees), if any. For purposes of applying for a job,
laid off employees shall be considered full-time or part-time depending upon their
status at time of lay off. A full-time employee who bumps into a part-time in lieu of
being laid off shall be considered a full-time employee for two years for purposes of
applying for a job. After the job posting process, employees shall be recalled from
layoff in the inverse order of their layoff within that classification, provided that the
employee recalled shall be qualified to perform the duties of the open position without
training beyond the orientation given to employees promoted or transferred into the
position.

Notice of recall may be made by telephone or in writing. An employee on layoff shall
have three days to return to work after notice unless they are employed elsewhere in
which case they shall have 10 days to report. Ifan employee cannot be contacted at
the address and telephone number on file, the employee may be skipped for recall
purposes. Recalls to temporary or casual openings may be made without three days’
advance notice. However, refusal to accept such assignments shall not result in loss of
seniority,

For purposes of layoff, bumping and recall, agency seniority shall be used.

An employee laid off shall be paid all accrued leave time according to the following
schedule unless the employee directs otherwise in writing:

Laid off less than 45 days -No payout, time remains in bank.
Laid off 45-120 days - Paid off if employee sends Employer written request.
Laid off more than 120 days - Automatically paid off.

XVI. JOB DESCRIPTIONS

A.

B.

The Employer shall provide written job descriptions for each position within each
division.

The job description shall include a list of the minimum qualifications for that position
within that division and shall include a general outline of the duties of that position.

Job descriptions shall not be construed to prohibit or limit the work assigned to an
employee.

14



A copy of the appropriate job description shall be given to each employee and the
Union.

The Employer may change job descriptions when required in the discretion of the
Employer. Affected employees and the Union shall be given copies of the changes.

Any employee who feels her/his job description is inaccurate may submit their
concerns to their steward and the Human Resources Manager, who shall make a
recommendation to the Director. The recommendation shall be advisory only.

XVIL DISCIPLINE AND DISCHARGE

A.

The Employer subscribes to the policy of corrective discipline. All disciplinary actions
shall be with just cause, and penalties shall be progressive where appropriate in light
of the nature and seriousness of the offense.

A Union steward shall be made available at the employee’s request, in a disciplinary
meeting or a meeting, which is likely to lead to disciplinary action being taken against
the employee.

For informational purposes, copies of disciplinary actions shall be sent to the Union
and Chief Steward within two (2) working days of the action taken.

No verbal or written warnings shall be considered in future discipline after a period of
eighteen (18) months without disciplinary action. No suspension shall be considered
in future discipline after three (3) years without disciplinary action. These limitations
shall not apply to discipline for class | and class 2 client abuse, class 1 or class 2
neglect or breaches of client confidentiality, which shall remain a part of the
employee’s permanent record.

Records of disciplinary actions shall at the employee’s request, be removed from an
employee’s personnel file after it may no longer be used under Section D.

Whenever the Employer is conducting an investigation which is likely to lead to
disciplinary action against an employee, the employee shall be notified by the
supervisor that such investigation is in progress within seven (7) days after the
Employer becomes aware of the conduct of the employee which may lead to
discipline. The parties recognize that such investigation may not be completed, or
discipline imposed until after the completion of the investigation.

Drug Free Workplace

The Agency shall be a drug-free workplace. An employee who uses illegal drugs or
alcohol during working hours, or who is under the influence ofillegal drugs or alcohol
while on duty shall be subject to discipline up to an including discharge, without
requiring progressive discipline. (Language is effective upon agreement to a mutually
acceptable drug policy)

Corrective action can be used as the first step of disciplinary action. Corrective action
might include instructional memorandum, documented counseling, training and/or
verbal instruction. Corrective actions will not be placed in the employee’s personnel
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file and are not subject to the grievance procedure unless the corrective action is used
to support future disciplines. Corrective actions may be used to support future
discipline if the subsequent discipline is issued within six (6) months of the corrective
action. If a corrective action is used to support future disciplines, the corrective
action is subject to the grievance procedure subject to the same timelines for the
subsequent discipline.

XVHI. GRIEVANCE PROCEDURE

A,

Whenever an employee or the Union believes that an action by the Agency violates
this Agreement, they shall first discuss the matter informally with the immediate
supervisor of such employee. In the event the dispute is not resolved then the
employee, the Union or the Employer may file a grievance.

Definition of Grievance

A grievance is defined as a written statement, submitted on a mutually agreeable form
which sets forth an alleged violation of a specific clause of this agreement, together
with the date, time and place of occurrence, (if applicable) and facts sufficient to
establish or describe the alleged violation. A grievance must be filed within ten (10)
working days of the events giving rise to the dispute, or within ten (10) days after the
employee or Union could have discovered the event first giving rise to the grievance,
or it will not be subject to consideration under the grievance procedure or arbitration.
A grievance is filed when it is received by the Human Resources Office.

Class action grievances are grievances filed by the Union on behalf of the bargaining
unit as a whole. Class action grievances start at Step 1. Grievance ofa discipline of
an alleged violation of abuse or neglect of a consumer shall start at Step 2.

Procedure

1. Step One:
A Steward of the Union shall meet with the Chief Operations Officer (COO)
within ten (10) working days after receipt of the grievance. The (COO) will
give a written response within ten (10) working days after the Step One
meeting.

o

Step Two:

Ifthe grievance is not resolved on the basis of the step one response, the filing
party may refer it to the next step by a written response mailed to the Director
within ten (10) working days after receipt of the response of the COO. The
Director (and/or his designee) and a Service Representative of the Union shall
meet within ten (10) working days after referral to discuss the grievance. The
Director shall state his/her final position in writing within twenty (20) days
after the conclusion of such meeting.

3. Step Three;
In the event either party is dissatisfied with the response at Step II, such party
may refer the matter to arbitration within 20 working days after receipt of the
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other party’s final position, according to the rules of the Federal Mediation
and Conciliation Service. At the time of such submission, the Union Service
Representative shall state the Union’s final position and the parties shall
stipulate to a statement of the question to be presented to the arbitrator, or in
the absence of agreement, each party shall provide a written statement of their
position as to the question to be presented. The submitting party shall request
a panel of seven arbitrators and either party may request an additional panel by
notice to the other party.

The arbitrator shall interpret only specific provisions of the agreement as
presented to him/her. The arbitrator shall have no authority to alter, amend,
add to, or subtract from any of the language of the agreement or to declare
any provision of the agreement illegal or unenforceable. The decision of the
arbitrator shall be final and binding on the parties except that decisions which
result in an increased cost to the Agency in excess of $5,000.00 in any year
may be reviewed for correctness of interpretation by a Court of competent
Jjurisdiction,

The costs of arbitration shall be split equally between the parties except that if
the arbitrator deems a grievance to be frivolous or filed for purposes of
harassment, he/she may assess all costs, including reasonable attorney fees,
against the party filing such grievance.

No grievance pertaining to an individua! may be processed except at the instigation of
the individual involved, who shall sign the grievance form or authorize their Union
Representative to sign for them.

Time Eimitation

The time limits established in the grievance procedure shall be followed by both
parties. Ifthe time limit is exceeded by the Union, the grievance shall be considered
resolved on the basis of the Employer’s last response. Ifthe time limit is exceeded by
the Employer, the grievance shall automatically be filed to the next step of the
grievance procedure upon notice from the Union. Any time limits as contained in this
Agreement may be extended upon mutual agreement of the parties. In computing
days under the grievance procedure, Saturday, Sunday and ho lidays shall be excluded.
Any disputes as to timeliness shall be decided by the Arbitrator.

Back Pay

No claim for back pay or benefits will be considered beyond ten (10) calendar days
prior to the date in which the grievance is delivered to the Human Resources Manager
in writing.

Working Days
Working days are defined as Monday through Friday, excluding any holidays where
the principal office of the agency is closed.
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XIX. SUPPLEMENTARY EMPLOYMENT

A.

B.

No employee shall hold a full-time job or its equivalent in addition to a regular full-
time position with the Employer.

Part-time supplementary employment is permitted under the following conditions:

1. The additional employment must in no way conflict with the employee’s hours
with the Employer, or in a quantity or interest conflict in any way with the
satisfactory and impartial performance of duties at the agency.

2

The employee shall notify the Mental Health Director or designee when
engaging in any supplemental employment. The Mental Health Director or
her/his designee shall respond within ten (10) working days if disapproving the
supplemental employment. [fthe employee does not receive a response within
ten (10) working days, the supplemental employment shall be considered
approved.

3. The employee shall keep the Mental Health Director informed of changes in
supplemental employment status.

4. Approval for supplemental employment may be withdrawn by the Mental
Health Director upon two (2) weeks notice if the employee violates the
requirements noted above.

XX. SEXUAL HARASSMENT

A.

B.

The Employer and the Union support the Employer’s policy prohibiting sexual
harassment at the work place.

The Employer will notify the Union if it changes or amends it policy on sexual
harassment.

XXI. WORK RULES

A

B.

The Employer shall have the right to make rules and regulations provided such rules
and regulations are not inconsistent with the provisions established in this Agreement.

The Employer shall give a written copy of any newly proposed rules, licensing
regulations and Personnel Policies to the Chief Steward and Local Service
Representative.

The Union reserves the right to grieve rules and regulations which it considers to be
inconsistent with the provisions established in this Agreement.

XXII. EVALUATIONS AND PERSONNEL FILES

A.

The evaluation of the performance of each employee is the responsibility of the
Employer.
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The performance of all employees shall be evaluated in writing as follows:

Employees shall be evaluated in writing at least once (1) each year. A
personal meeting will be held with each employee to review his job
performance. The employee shall receive and sign the evaluation.

A copy of the written evaluation shall be submitted to the employee. In the event the
employee feels that her/his evaluation was incomplete or unjust, he/she may submit
her/his objections in writing and have them attached to the evaluation report prior to
the report being given to the Human Resources Manager or placed in the personnel
file.

Each employee shall have the right to request to review her/his personnel file, except
for pre-employment reference checks. A representative of the Union, may at
employee’s request, accompany the employee in this review.

Evaluations are not discipline. After completion of the probationary period,
evaluations shall not have impact on right to benefits (such as longevity) or step
increases. The contents of an evaluation shall not be subject to the Grievance
Procedure. Ifan employee’s evaluation is later used to justify a disciplinary action by
the Employer, any written comments made by the employee concerning the evaluation
shall accompany the evaluation form as appropriate subjects for inclusion in the
disciplinary proceedings.

Probationary employees shall receive an initial evaluation approximately between ten
and twelve (10 and 12) weeks of employment and again approximately two (2) weeks
prior to completion of the probationary period.

XXIIL SPECIAL CONFERENCES

A.

Special Conferences shall be arranged between the Union and the Employer at the
request of either party. Special Conferences may be held on matters of a serious and
important nature. Special Conferences may be held to clarify items in the Collective
Bargaining Agreement, but not to continue negotiations or modify the Collective
Bargaining Agreement. An agenda shall be submitted in advance of the conference by
the party requesting the Special Conference. The Special Conference shall be limited
to the agenda items,

Neither party is obligated to arrange a Special Conference if the party requesting the
conference has requested a conference within the last three (3) months.

XXIV.NO STRIKE/NO LOCKOUT

A,

No Strike
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The Union agrees that neither the Union, its agents nor its members will authorize,
instigate, aid, condone, or engage in a work stoppage, siowdown, strike or other
concerted activity which interferes with the operation of the Employer in any way.
Individual employees or groups of employees who instigate, aid, or engage in a work
stoppage, slowdown or strike may be disciplined up to and including discharge.

No Lockout

The Employer agrees it will not lockout employees.

XXV.CONTRACTING OUT

The Union recognizes the right of the Employer to contract out work to third parties or to
purchase services from third parties in the Employer’s discretion. The Union waives any
notice of contracting out or purchase of services, except that where the result of the
contracting out will result in the layoff of a member of the bargaining unit, the Employer will
give at least 30 days prior notice of such contracting and will meet with the Union to discuss
alternatives to such contracting out. The failure to give the required notice shall not result in
any liability to any employee for pay for time not worked. The transfer of individual
consumers to residential placements outside the agency shall not be considered
subcontracting.

XXVI.

B.

TRANSFER OF OPERATIONS

In the event that the Employer moves a licensed group home from the present
location to any other licensed group home in another location, owned or leased by the
Employer, with essentially the same clients, all employees shall be allowed to continue
employment with said Employer at the new location to the extent positions are
available. There shall be no lowering of wages or fringe benefits as a result of such a
transfer of operations.

WORKER’S COMPENSATION AND WORK-RELATED INJURIES
A,

Employees shall be covered for injuries or illness incurred in connection with assigned
work of the Employer under the Michigan Worker’s Compensation Act.

Absences necessitated as a result of a work-related injury or illness will not result in
the adjustment of'the seniority date providing the absence from work does not exceed
six (6) months. In unusual circumstances the Chief Steward and Chief Operations
Officer can agree to exceptions where the employee’s seniority date will not be
adjusted.

The Employer shall continue payment of group insurance premiums for a period of six
(6) months, providing the employee makes his/her monthly contribution by the first of
each month. Thereafter, fringe benefits shall be extended as required by law.

When Worker’s Compensation benefits are paid, upon option of the employee, leave
in the amount of eight hours per week (four hours for part-time) may be used. Leave
will be credited and accumulated proportionate to the amount of leave actually used.



E. The Employer shall compensate an employee for straight time wages lost for any days
for which Worker’s Compensation is not paid during the waiting period for Worker’s
Compensation if the employee is off work due to an injury caused by an assault by a
client.

An “assault” is defined as an unprovoked or unanticipated attack by a client as
determined by both the Chief Steward and the Chief Operations Officer. The decision
of the Chief Steward or the Chief Operations Officer shall be final and not reviewable
through the grievance procedure.

XXVILPERSONAL PROPERTY LOSS

Employees are encouraged to use discretion in the type of clothing, watches, jewelry, etc.
worn, thus preventing unnecessary loss or damage to personal property.

Personal property shall be defined as those possessions having a close relationship to one’s
person including wearing apparel or other personal effects such as glasses, watches, etc., but
excluding jewelry.

The Employer shall provide for relief for employees who submit claims for personal property
losses.

A. The damage or destruction of property must arise out of, and in the course of,
employment and must be a result of gross negligence on the part ofthe agency or as a
direct result of client-incurred damage.

B. There must be no negligence on the part of the claimant.

C. The type of personal property for which a claim is filed must be consistent with
employment of claimant.

D. Reimbursement allowed for clothing items will be adjusted to reflect the age and
condition of the article at the time it was damaged or destroyed. Reimbursement is
limited to the reasonable replacement cost of the item to a maximum of:

$25 replacement value for shirts, ties, pants and dresses.

$75 replacement value for any other item of clothing.

$30 replacement value for watches.

$150 replacement value for eyeglass frames (excluding lenses).
Replacement cost for eyeglass lenses, limited to basic prescription lenses
without coating or tinting,

E. All claims for personal property losses must be filed within thirty (30) days following
loss.

XXVIIL.COPIES OF CONTRACTS



The Employer agrees to furnish each employee with a copy of this Collective Bargaining
Agreement.

XXIX. NEW CLASSIFICATIONS

Inthe event the Employer shall establish a new classification during the term of the contract,
the Employer shall notify the Union of'the rate established for such position prior to filling the
position. If the Union requests, the parties will meet to negotiate the proposed rate. Ifthe
parties cannot agree, then the Employer shall implement the new position at the last rate
proposed by the Employer, however, the rate shall be considered temporary for the term of
this Agreement.

XXX.BREAKS

Employees may be allowed one meal break per full shift if client needs permit. Employees may
be allowed to take one work break in the first half of the full shift and one work break in the
second half of the full shift if client needs permit. When meal breaks and work breaks are
taken, they shall be with pay. However, under no circumstances shall breaks occur ifit would
result in not fulfilling a client need. Breaks do not accumulate if not taken and shall not be
paid if not taken. A maximum of twenty (20) minutes shall be allowed for a meal break. A
maximum of fifteen (15) minutes shall be allowed for a work break. A full Shift is defined as
any regularly scheduled shift extending for six hours or more. Employees shall remain on the
work premises during breaks. The Employer is not obligated to provide paid meal breaks
during in-service training or conferences when clients are not present.

XXXI. SNOW DAYS

If snow conditions make it impossible for a particular employee working at a group home to
reach her/his work site and the Director or her/his designee has not closed the program,
employees shall notify their Supervisor and may take the time unpaid or use earned leave time
to cover time absent from work.

XXXIL.TRIPS WITH CLIENTS

The following shall apply to any trips with clients away from the normal work site which
involves an overnight stay.

A. If the Employer decides to arrange a trip with clients, the number of volunteers
needed will be determined based on client needs and level of functioning. If an
insufficient number of employees volunteer, Management may cancel the trip.

B. Each employee who volunteers for such a trip shall be given identified paid working
times. Such times shall be at least eight (8) hours per day. Additional hours may be
assigned according to program needs for adequate staff coverage.
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C. An employee who accompanies clients on such a trip shall be permitted to eat with the
clients during their identified working time, and the cost of the meal shall be covered
by the Employer within established limits. This shall include snacks and/or drinks
(within established limits) if the clients have snacks or drinks on the trip (outing).

D. The Employer shall assume the cost of any expenses (within established limits) related
to the trip such as lodging, meals, entrance fees, etc., for all staff assigned to
accompany clients on the trip, when approved by a Supervisor as necessary to

accomplish the trip.

E. If an employee does not accompany the clients from his/her normal work site on such
a trip, the Employer shall attempt to provide an alternate work site while the clients
are gone.

F. If the Employer requires employees to go on a trip the employee shall be paid for all

hours the employee is required to be on duty. Sleeping time shall be paid at minimum
wage with the stipulation that if sleeping hours cause overtime; the overtime will be
paid on the sleep hours at one and a half times the minimum wage rate.

XXXIIL.MANAGEMENT RIGHTS

The parties recognize the exclusive right of management to manage the affairs of the agency
and to control and direct the workforce of the Employer except as specifically restricted by
the provisions of this agreement. By way of illustration, and not by way of limitation,
management’s exclusive rights shall include:

The right to determine and re-determine the number, type and classification of
employees required to perform any particular function and to add employees,
terminate employees, lay off employees or change the hours of employees in keeping
with such determination;

The right to determine and re-determine the number, types and locations of services to
be performed by the Employer and to set standards for the performance of such
services;

The right to establish qualifications for positions, and to judge the performance of
employees;

The right to assign employees to work within their classification and between
classifications, on a full time basis or on a temporary basis;

The right to establish rules and regulations governing the conduct of employees and to
enforce their observance;

The right to determine and re-determine, the place, manner, and methods and time of
particular job or duty will be performed, and what equipment will be used in
performing it;

The right to set hours of work and to require work outside the regularly scheduled
hours;



Provided in the exercise of these rights, the Employer shall not viclate any of the provisions of this

Agreement.

XXXIV.FAMILIES WORKING TOGETHER

A

The Employer may limit members of the same family from working at the same
Residential work site. If the Employer imposes such a limit, then family shall be
defined as spouse, sibling, parents, children, grandparents, grandchildren, mother-in-
law, father-in-law, son-in-law, daughter-in-law, brother-in law, sister-in-law or a
person sharing the same living quarters. The Employer may deny a hire, promotion,
transfer or bump if it would lead to violation of this policy.

If the Employer imposes a limit on families working at the same residential work site,
it shall not apply the policy to any family members who were working at the same
residential work site on or before July 10, 1990.

If an employee’s condition changes, through marriage or some other means, to cause
a violation, the employees affected shall decide which one shall be required to change
locations. If the affected employees do not indicate otherwise, the lowest seniority
employee shall be required to change locations. The employee shall be moved to the
first opening at a residential work site in that county which otherwise would have
been posted and which is of the same status (full-time or part-time) as the employee
being moved.

XXXV.GENERAL

A,

Past Practices

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

Waiver

The parties acknowledge that during the negotiations which resulted in this
Agreement, each had the unlimited right and opportunity to make demands and
proposals with respect to any subject or matter not removed by law from the area of
collective bargaining, and that the understandings and agreements arrived at by the
parties after the exercise of that right and opportunity are set forth in this Agreement.
Therefore, the Employer and the Union, for the life of this Agreement each voluntarily
and unqualifiedly waives the right, and each agrees that the other shall not be
obligated, to bargain collectively with respect to any subject or matter.

Savings Clause

If any provision of this Agreement is found invalid by operation of law or by any
tribunal or court of competent jurisdiction, or if compliance with or enforcement of
any provision should be permanently restrained by any such Court, the remainder of
this Agreement, and any supplements thereto, shall remain in full force and effect, and
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the Employer and the Union at the request ofeither party shall enter into negotiations
for the purpose of arriving at a mutually satisfactory replacement for such provisions.

D. Headings
The headings used in this Agreement neither add to nor subtract from the meaning,
but are for reference only.

N Gender Clause
Whenever the masculine is used in the Agreement, it shall also mean the feminine, and
vice versa.
XXXVLINSURANCE

A, Health Care, Dental & Optical

1.

The employer shall continue the following health care plans for full-time
employees and those eligible in accordance with the Affordable Care Act.
Currently part-time employees working an average of thirty (30) hours of
more per week are eligible.

Option #1:

BC/BS Simply Blue 500 with the following benefits-24% Employee Premium
Share:

$500/81,000 Deductible

Twenty Percent (20%) Coinsurance

$3,000/86,000 Total Out-of-Pocket Maximum

$20 Office Call Co-Pay

$150 Emergency Room co-pay

$20 Co-Pay for Chiropractor (12 Visits per member per year)
Mammograms covered by 100% and not subject to a deductible

Voluntary Wellness Program Discount: At the present time 22% or 20%
Employee Premium Share.

Prescription Drug Plan:
$10 generic and $40 brand name prescription rider

Mail Order - 3 Months for 2 Co-pays
$2,000 Maximum Out-of-Pocket for Prescription Co-pays

Option #2:

BC/BS Simply Blue 3000 with the following benefits: 12% Employee
Premium Share;

$3,000/$6,000 Deductible

Twenty Percent (20%) Coinsurance

$4,000/$8,000 Total Out-of-Pocket Maximum

Twenty Percent (20%) Office Call Co-Pay
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Twenty Percent (20%) Emergency Room Co-Pay

Twenty Percent (20%) Co-Pay for Chiropractor (12 Visits per member per
year)

Mammograms covered by 100% and not subject to a deductible

The Employer will contribute up to the following amount matching your HSA
Contribution: $1,000 towards the $3,000 single deductible and $2,000
towards the $6,000 double/family deductible unless prohibited by law.

Voluntary Wellness Program Discount: At the present time 10% or 8%
Employee Premijum Share

Prescription Drug Plan once Deductible is met:

$10 generic and $40 brand name prescription rider
Mail Order - 3 Months for 2 Co-pays
52,000 Maximum Out-of-Pocket for Prescription Co-pays

Blue Cross and Blue Shield for Dental Plan or equivalent.
Blue Cross and Blue Shield Vision Plan or equivalent.
Pharmacy Savings Program.

Disease and Case Management program

The Employer may select the carrier or provider provided that the benefits are
substantially identical.

Full-time employees who desire this coverage shall pay the percentage of the
premium by payroll deduction except the employees’ share of the premium
may be adjusted as necessary by the Employer to comply with State or Federal
Law. Premium reductions may be offered through the agency voluntary
Premium Incentive Wellness Program and staff may be eligible for a premium
reduction if they and their spouse, who may be on the agency provided
insurance plan, participate and meet the criteria of the Premium Incentive
Wellness Program except when prohibited by State or Federal Jaw. The
current premium reduction offered by the Wellness Program is up to 4%.
Effective January 2007 premiums shall be calculated using the following tier
system;

a Employee
b. Employee and Spouse

o

Employee, Spouse and Child(ren)

e

Employee and Children



Non-Dependent Children may remain on the agency health plan through the
year in which they turn 26 years of age and in accord with the Patient
Protection and Affordable Care Act (PPACA).

[

The Employer shall institute a qualified plan to allow employees to pay the
premium co-pay with pre-tax dollars. The Employer shall administer this plan.
This plan shall not prevent the Employer from changing the amount of the
premium co-pay in accordance with the above.

3. Spouses whose employers offer insurance coverage will be mandated to enroll
in the employer’s insurance program. Spouses may also continue in the
agency’s plan but the claims experience (of spouses) would be secondary if
covered by the spouse’s employer.

4. If the Union and the Employer agree and if allowable by the carriers,
employees shall be able to have health care without dental and/or optical and
vice versa.

Life Insurance

The Employer shall pay the premium for group term life insurance the first of the
month following completion of 30 days of full-time service for full-time employees.
The coverage shall be based upon an employee’s annual compensation, excluding
overtime.

Annual Compensation Coverage

Less than $15,000 $12,500
$15,00f - $19,999 $25,000
$20,000 - $24,999 $37,500
$25,000 or more $50,000

Annual compensation shall be calculated each January 1%,

If allowed by the carrier, an employee on leave whose life insurance would otherwise
end, may continue life insurance by paying the premium if the plan allows
continuation.

Disability
Short-Term:

Effective November 1, 2000 employees shall be eligible for short-term disability
insurance the first of the month following completion of 30 days of employment.
Employees who are not actively at work on the date they would otherwise become
eligible will not become eligible until they return to active work. Time off while
receiving short-term disability shall not be considered paid time off.

Full-time employee’s benefits are calculated upon annual gross base eamnings
excluding overtime, bonuses, etc. Part-time employees’ benefits are based upon one-
half of the calculated annual base eamings of a full-time equivalent excluding



overtime, bonuses, etc. Changes in the amounts of insurance due to changes in class
or earnings will not take effect until the following January 1.

Benefits for this plan begin on the 1% day of absence due to accident or hospitalization
and on the 4" day of illness. Benefits shall be equal to 60% of base earnings up to a
maximum of 26 weeks. For details, please refer to the insurance handbook.

Long-Term:

The Employer shall continue to pay the premium for group accidental death and
dismemberment insurance, and group long-term disability insurance, for full-time
employees with one month of full-time service. The disability coverage shall provide
for 60% of monthly earnings up to a maximum of $1,000.00 per month with a six (6)
month qualifying period. For details, please refer to the insurance handbook.

D.  Pension

The Employer shall continue the current pension trust. The plan shall provide an
Employer contribution of six percent (6%) of current annual pay for full-time
employees. The pension trust has a three year vesting cliff which requires three years
of continuous full-time service before being 100% vested.

E. Professional Liability

The Employer shall continue to provide professional liability insurance for all
bargaining unit employees. This insurance may be self-insured.

XXXVII. PAID LEAVE
A. Earned Leave Credits

1. Effective November 5, 2000, employees shall earn leave credits based upon
hours paid according to the following schedule:

Hire to 5 years .06923 18 days if full time
5 yearsto 10 years  .08077 21 days
10 years to 15 years .09231 24 days
15 years to 20 years .10385 27 days
20 years to 25 years .11538 30 days
25+ years .12692 33 days

to

Employees may accrue up to 360 hours which may be carried forward from
year to year, but no hours will accrue that would exceed 360 hours.

3. Leave credits must be used to cover all absences including sickness, (except
where short-term disability is payable), vacation and personal business. Leaves
must be taken in at least one quarter-hour increments.






