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THIS AGREEMENT is made and entered into this 15 day of October 2024, by and between Gratiot
County Board of Commissioners, Gratiot County Circuit Court (29" Circuit Court), Gratiot
County Friend of the Court, Gratiot County Juvenile Court (29" Circuit Court - Juvenile Office),
Gratiot County Probate Court, Gratiot County District Court (65-B Judicial District Court), and
Gratiot County Clerk (hereinafter referred to as the "County,” “Courts,” or “Employers”) and

the Technical, Professional & Office workers Association of Michigan (hereinafter referred to
as the "TPOAM”).

For the purpose set forth, and in consideration of the mutual promises of the parties
contained herein, the parties do hereby covenant and agree as follows:

1. INTENTAND PURPOSE

It is the intent and purpose of this Agreement to promote a friendly and economic
relationship between the TPOAM and the Employers, and to set forth herein the rates of pay,
hours of work and conditions of employment to be observed between the parties hereto.

2. TPOAM WILL COOPERATE

The TPOAM, therefore, agrees that it will cooperate with the Employers and support their
efforts to improve the quality of workmanship; conserve supplies; and strengthen good will
between the Employers, the TPOAM and the public.

3. EMPLOYERS WILL COOPERATE

The Employers accept the process of negotiation and will cooperate with the TPOAM to

improve rates of pay, fringe benefits and working conditions of the employees within economic
limits of good business management.

4. GOOD FAITH

It is the mutual desire of both the Employers and the TPOAM that at all times their -
respective representative’s act in good faith to advance the best interest of the public, the
Employers, all of their employees, and the TPOAM as the designated bargaining agency.

5. RECOGNITION

The Employers hereby recognize the TPOAM as the sole and exclusive bargaining agent of the

employee’s current and future, paid by the Employers, non-management, serving in the positions
in the following departments or offices:

Gratiot County Circuit Court (29" Circuit Court)

Gratiot County Friend of the Court

Gratiot County Juvenile Court (29" Circuit Court- Juvenile office)
Gratiot County Probate Court

Gratiot County District Court (65-B Judicial District Court)
Gratiot County Clerk’s Office (Chief Deputy only)



It is further agreed that any full-time referees or full-time magistrates within the listed Courts
shall be excluded.

The effects of any creation of new or reorganization of existing departments shall be
negotiated with the TPOAM with regards to TPOAM membership and classification level of the
affected position(s); provided, however, that MERC shall resolve issues as to unit placement if
not mutually agreed by the Employers and the TPOAM.

The Employers shall have the right to amend, supplement, or add to its County, Court, or
departmental rules and regulations during the term of this Agreement, provided, however, the
Department, Court and/or the County shall notify the TPOAM of any such amendments,
supplements or additions in advance of their effective date. All new rules or rule changes shall be
given to the Unit President for the Unit's information and shall be posted for a five (5) day

period prior to their effective date unless health reasons necessitate immediate
implementation. If there is concern regarding the fairness of the rule or rule change, the TPOAM
may request a special conferenceto discuss the reasonableness of the rule. In no case will a
rule change or new rule become subjectto the grievance procedure unless such rute change or
new rule conflicts with the collective bargaining agreement.

In order to be taken out of the TPOAM, the member's job description must meet the
gualifications listed below:

Positions requested by the Employers to be removed from the TPOAM must go before the
Executive Board of the TPOAM to be negotiated and must be accompanied by the position's job
description.

The position must exercise the day-to-day duties of the elected official or department headin
their absence.

The position has the authority to exercise disciplinary action.
The position has the authority to issue reprimands for personnel files.

The position is deemed "confidential", i.e., a senior clerical position that is responsible for
processing confidential management duties which involve labor-related issues.

The position is deemed inappropriate for placement in this unit by decisions issued by the
Michigan Employment Relations Commission or the courts, or as established by legislation
adopted by the State or formal Court Rules or Administrative Orders issued by the Michigan
Supreme Court.

6. TPOAM SECURITY
The TPOAM representation is limited to the employees in the bargaining unit and not to the work
they perform. They are sometimes herein collectively referred to as "employees"” or

individually as the "employee”.

Upon completion of thirty (30) calendar days of employment, membership in the TPOAM or
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compliance with payment of the representation fees shall be voluntary. If an employee
voluntarily submits a dues/fees deduction form, the County agrees to deduct TPOAM
dues/fees to become effective the first payday of the month following the Employee's successful
completion thirty (30) calendar days of employment.

7. DISCRIMINATION

There shall be no discrimination, coercion, interference or restraint by the Employers or the
TPOAM against any employee because of membership or non-membership in the TPOAM; nor
will the Employers or the TPOAM discriminate against any employee who chooses to pay, or
not pay, dues/fees to the TPOAM. It is mutually agreed that there shall be no discrimination
because of race, religion, color, sex, age, disability, national origin, height, weight, or marital
status. The Employers also agrees to provide an environment that is free of unlawful
harassment of any kind, including that which is sexual, age-related, or ethnic.

8. CHECK-OFF

The County agrees to deduct from the salary of each individual employee in the bargaining
unit who voluntarily becomes a member or who voluntarily authorizes the payment of
representations fees, subject to all of the following conditions:

The TPOAM shall obtain from each employee who voluntarily agrees to become members or
pay a representation fee a completed Check-Off Authorization Form which shall conform to the
respective State and Federal law(s) concerning that subject.

All Check-Off Authorization Forms shall be filed with the County, who may return an incomplete
or incorrectly completed form to the TPOAM's Treasurer and no check-off shall be made until
such deficiency is corrected. Deduction shall be made commencing with the first full pay-

period in the month immediately after the completed authorization form is received by the
County.

The County shall check-off obligations which come due after the effective date of check-off,
and will make check-off deduction only if the Employee has enough pay due to cover such
obligation. If an employee withdraws his/her check-off authorization form, in writing to the
County and the TPOAM, no deduction shall be made commencing with the first full pay-period
more than thirty (30) days after the withdrawal authorization is received by the County. The
County is not responsible for refund to the employee if he/she has duplicated a check-off
deduction by direct paymentto the TPOAM.

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

The TPOAM shall provide at least thirty (30) days' written notice to the County of the
amount of TPOAM dues and/or representation fee to be deducted from the wages of
employees in accordance with this Article. Any changes in the amounts determined will also
be provided to the County at least thirty (30) days prior to its implementation.



The TPOAM Check-Off Form shall substantively conform to the following:

CHECK-OFF AUTHORIZATION FORM
l, , hereby request and authorize the County of Gratiot to deduct from my wages hereafter
earned by me, while in the County's employ, my:

1 TPOAM Union dues of $ per month; or
1 TPOAM representation fee of $ per month,

The amount deducted shall be paid to the Treasurer of the TPOAM, according to the Agreement
reached between the County and the TPOAM. | recognize that by executing this Authorization
form, | will be bound to the TPOAM Security and Check-Off unless and until | provide the TPOAM
and County with written notice of the withdrawal of this Authorization Form. Such a
withdrawal shall be effective the first full pay period more than thirty (30) days after the
County receives the written withdrawal.

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

Non-TPOAM employees that have their position covered by this Agreement shall not be
permitted by the Union to vote on the contract or attend union meetings.

An employee that seeksto re-establish membership inthe union and representation fee payer
status, shall comply with the internal conditions mandated by the Union pursuant to its
authority under section 10(2)(a) of the Public Employment Relations Act. Said condition allows
for assessment of $250.00 fee to a member who wishes to re-establish membership in the
TPOAM.

9. MANAGEMENT RIGHTS

The Employers retain the sole and exclusive responsibility for the management of the
Employer business and the direction of the work force, and complete authority to exercise
those rights and powers incidental thereto including the right to make unilateral changes,
except as specifically modified by this Agreement, including by general example and not by
limitation, exclusive authority to determine the nature and location of operations.
Management reserves the right to require employees to observe departmental rules and
regulations, to decide the services to be provided to the public, work standards and procedures
which such work isto be performed. Management retains the sole rightto hire, discipline,
discharge, layoff, recall, assign, promote and transfer employees; and to determine the
starting and quitting time and number of hours to be worked, subject only to the restrictions
and regulations governing the exercise of these rights as are expressly provided in this contract.

The Employers retain the right to use volunteers who receive no compensation from the
Employers to perform work, or assist in work, performed by unit members; but the use of
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volunteers shall not result in layoff of unit members nor shall they do the work of laid-off
employees.

The foregoing enumeration of the rights of the Employers is not intended to exclude other
management rights not specifically enumerated. The only limits of any management right shall be
express limitation by a specific provision of this Agreement.

The foregoing enumeration of rights of the Employers is not intended and nor shall it be
construed as a waiver of any contractual or legal right of the TPOAM with regard to its
representation of the bargaining unit or its members.

Only the Employers shall specifically retain the right to establish new departments and
employees assigned to such departments shall be paid in accordance with the provisions of the
section of wages of this Agreement.

The parties recognize the Constitutional, statutory and inherent powers of the Court to manage
its affairs, to administer justice and to run the business of the Court. The Court shall have the
right to operate and manage its affairs in accordance with its responsibilities and powers of
authority as set forth in applicable laws, including the provisions of the Michigan
Constitution, applicable statutes, and Michigan court rules, and expressly the applicable
provisions of the Michigan Chief Judge Rule contained at MCR 8.110 The Court shall retain all
other inherent rights, which are not modified or abridged by the terms of this Agreement.

The Employers may implement rules and requirements relating to reasonable suspicion drug
testing and requiring employees in safety sensitive positions to disclose prescription drugs where
there is areasonable suspicion that said drug may be affecting the employee’s performance of
the essential functions of the employee's position. The Parties agree that if an employee who
has not engaged in attendant workplace misconduct voluntarily self-reports a drug or alcohol
problem prior to a request for a drug test, the employee will be permitted to seek treatment.

All employees shall fully disclose to their supervisor any criminal felony or work-related
misdemeanor convictions. Any employees that work directly with minors or who will have
access to minor's records that are convicted of a felony or misdemeanor, including expressly
any law relating to drugs or other controlled substances, or are charged with a felony, or are
placed on the CPS Central Registry as a perpetrator, shall notify in writing their supervisor
immediately, and in all cases, no later than five (5) days after such conviction, charge, or
placement on the CPS Central Registry. An employee must disclose to the Employer any
conviction resulting from such pending charges as described in this Section. However, as
required by Federal regulation, employees working with minors must disclose any arrests or
charges related to child sexual abuse, child abuse, or child neglect and the disposition of
such arrest or charges and may also be required to certify that no case of child abuse or
neglect has been substantiated against them. In every case, employees in positions that
work directly with minors or who will have access to minor's records, shall undergo the
background checks, and, if they have not resided or lived in Michigan for each of the previous
ten years, they must also sign a waiver attesting to the fact that they have not been convicted
of a felony or identified as a perpetrator. The Employer may, at its cost, conduct a criminal
history search periodically on all employees when required to ensure compliance with grants,
licensing requirements, and performance standards.
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10. GRIEVANCE PROCEDURE

Grievance Procedure - A grievance is a dispute, a claim, or a complaint by employee or TPOAM
concerning the application and interpretation of this Agreement. An employee who believes
he/she has a grievance is encouraged to informally discuss his/her complaint with his/her
immediate supetrvisor. In the event the complaint is not satisfactorily settled at this point, it
may be filed as a grievance and the following procedure shall become effective. All
Grievances shall be handled in the following manner:

Step 1

An employee and/or his/her TPOAM Representative who believes that he has a grievance and
wishes to enter it into the grievance procedure, may do so by submitting the written grievance
to his/her Elected Official or Department Head within ten (10) working days following the
events which caused the grievance or within ten (10) working days following the date the
employee first reasonably should have known of the events giving rise to the grievance. Within
five (5) working days after receiving the written grievance from the employee, the Elected
Official or Department Head shall give his/her written response to the grievance to the grievant
and the TPOAM with a copy to the Union Steward. The Elected Official or Department Head does
not have the authority to provide to any employee economic benefits which exceed those
provided under this contract.

Step 2

If the answer is not satisfactory to the grievant, the grievance and the answer shall be presented
in writing by the grievant to the County Administrator within seven (7) working days of receipt of
the Elected Official's or Department Head's answer or the date due in Step 1. The County
Administrator shall sign and date the grievant copy. The County Administrator shall respond to
the grievant in writing within seven (7) working days after receipt of the grievance.

Step 3

If the answer at Step 2 is not satisfactory to the grievant, the grievance and the answer may be
presented by the TPOAM Chairperson, in writing, to the County Administrator within seven (7)
working days after the receipt of the answer or date due. Within thirty

(30) calendar days of the presentation of the grievance to the Board of Commissioners a meeting
shall be held between the Board (or their representatives), and no more than three (3)
representatives of the TPOAM. The Board of Commissioners shall respond in writing to the
TPOAM Chairperson within ten (10) working days from the date of the meeting.

Step 4

If the parties mutually agree, a state mediator will be used to resolve the issue. The opinion
of the state mediator will be final and binding.

10.1 ARBITRATION

Step 5 - Selection of Arbitrator




If the grievance is not satisfactorily resolved in Step 3, the TPOAM will notify the Employers
within ten (10) working days of the Employers’ written answer if the matter is to be referred to

Arbitration. No employee may invoke the arbitration step of this procedure withoutthe
consent of the TPOAM.

The TPOAM and the Employers shall attempt resolution of the matter and/or shall attempt to
select an arbitrator by mutual agreement. The TPOAM may request an arbitration panel from

the Federal Mediation and Conciliation Service. The parties will follow the rules of the FMCS in
the selection of the arbitrator.

The labor Arbitration Procedures of the Federal Mediation and Conciliation Service shall apply to
Step 4 of the grievances.

The arbitrator shall schedute a prompt hearing and shall have the power to make
determination of facts on the questions submitted and apply them to the provisions of this
Agreement alleged to have been violated so long as the grievance is submitted in accordance
with the provisions, limitations, and procedures specified in this Agreement.

The arbitrator shall not have the jurisdiction or authority to add to, subtract from, nullify, or
modify any of the terms of this Agreement.

The arbitrator shall be bound by the facts and evidence submitted and may not go beyond the
terms of this Agreement in rendering a decision nor include or deal with any issues or matters
which are not made subject to the terms of the Agreement. Any case appealed to the arbitrator
on which the arbitrator has no power to rule shall be referred to the parties without decision.
The decision of the arbitrator shall be in writing and shall be final and binding upon the parties
when rendered upon a matter within the authority of the arbitrator.

Further, no claim for back wages uhder this Agreement shall exceed the amount of straight
time earnings the employee would have otherwise earned by working for the Employers, less all

compensation, including unemployment compensation, the employee received from any other
source.

Unless it is mutually agreed to otherwise, each grievance shall be handled as a separate

hearing, except that grievances arising out of identical sets of facts, or the same incidents
may be heard together.

The cost and expenses of the arbitrator because of the arbitration hearing shall be borne

equally by the parties. All other expenses incurred by either party shall be paid by the party
incurring such expenses.

10.2 TIME LIMITS

Time limits may be extended by mutual agreement between the parties. Any time limits set forth
which are not maintained by the TPOAM shall result in the settlement of the grievance based
on the Employers’ last answer. Any time limits set forth which are not maintained by the
Employer shall move the grievance to the next step of the grievance procedure, except
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arbitration.

For computing time limits set forth in the steps of the grievance procedure, the term ("working
day") shall not inctude the weekend or any paid leave.

10.3 GRIEVANCE TIME

The Employers shall grant necessary and reasonable time off with pay for representatives to be
present and participate in the adjustment of grievances.

10.4 DISCIPLINE AND DISCHARGE

The Employers shall have the right to discipline, up to and including discharge, any
employee for just cause. The Employers shall give written notice, to the TPOAM, of the
complaint against the employee and the action taken by the employer. The employee shall be
required to provide written acknowledgment of all discipline by signing the notice of discipline
form. Such acknowledgment shall not signify approval or disapproval of the action taken.
During the probationary period, and any extensions thereof, the employee may be terminated
without recourse to or without regard to this Agreement and shall not be entitled to the benefits
of the grievance procedure as it relates to discipline and/or discharge. The probationary
employee can be terminated for any reason or for no reason.

10.5 ELECTION OF REMEDIES

When remedies are available for any complaint and/or grievance of an employee through
any administrative or statutory scheme or procedure, such as, but not limited to, a Veteran's
Preference Hearing, Civil Rights hearing, or Department of Labor hearing, in addition to the
grievance procedure provided under this contract, and the employee elects to utilize the
statutory or administrative remedy, the Union and the affected employee shall not process
the complaint through any grievance procedure provided for in this contract. If an employee
elects to use the grievance procedure provided for in this contract and, subseguently elects to
pursue the issue(s) in another forum, then the grievance shall be deemed to have been
withdrawn and the grievance procedure provided for hereunder shall not be applicable and
any relief granted shall be forfeited.

11. WORKDAY

An employee's workday shall be defined as a consecutive twenty-four-hour period
beginning with 12:01 a.m.

12. WORKWEEK
12.1 FULL TIME EMPLOYEE

The workweek shall be from 12:01 a.m. Sunday to 12:00 p.m. midnight Saturday. The normal
workweek shall consist of five (5) working days of eight (8) hours each, exclusive of unpaid 1/2-
hour lunch period. An Elected Official or Department Head may elect to close their office from
12:00 p.m. to 1:00 p.m. during the lu'nch period. An employee hired to render continuous,
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classified service for the Employers of at least 40.0 hours per week or 2,080 hours annually, shall
be classified as a full-time employee. Any definition of an employee's normal workweek and
workday stated in this Agreement shall not constitute a guarantee by the Employers of any
number of hours per workday or per workweek. The Employers specifically reserve the right to
reduce the normal workweek or workday for any or all employees whenever conditions require
such a change. If furlough days become necessary during the term of this Agreement, the
Employers will provide written notice to the TPOAM Unit President regarding the number of
furlough days to be employed and the anticipated savings projected to be realized from such
furlough. The Employers will, upon request, meet with the TPOAM to discuss the manner of

scheduling/distribution of such furlough days. Further, the TPOAM may suggest cost savings
alternatives to such furlough.

12.2 REGULAR PART-TIME EMPLOYEE

An employee rendering continuous classified service to the Employers, who is budgeted to
work an average of 20 hours or more, but less than 40 hours per week, shall be classified as a
regular part-time employee, and shall be eligible for paid time off, holiday, funeral,
hospitalization and life insurance on a prorated basis, based on the part-time employee's normal
work week. Seniority shall accrue at the same rate for regular part-time employees as it does
for full-time employees. (2,080 hours=1 year)

12.3 ON-CALL EMPLOYEE

Any position which requires that the Employee shall be available between the hours of 4:30 p.m.
and 8:00 a.m. Monday through Friday, and any hours on Saturday, Sunday, or holidays for which
the courthouse is closed shall be reimbursed as follows:

Juvenile Office Employees: Pay of $150.00 per week which does not include a holiday. Pay of
$200.00 per week which does include a holiday. The on-call week shall be from 8:00 a.m. on
Wednesday until 8:00 a.m. the following Wednesday.

District Court Magistrates: Pay of $15.00 per 24-hour period of being on- call. This does not
apply to full-time magistrates.

District Court Probation Officers: Pay of $15.00 per 24 hours period in which on-call services are
provided.

12.4 LIMITED PART-TIME EMPLOYEE

A limited part-time employee is an employee who does not work a regular schedule or works a
regular schedule of less than twenty (20) hours per week. Limited part-time employees shall
not be covered by the terms of this agreement. Special part-time employees shall not be
used to replace laid off regular full-time or regular part-time employees.

12.5 SUBSTITUTE EMPLOYEE

An employee who is hired to replace an employee on a leave of absence (paid or unpaid) or
on workers' compensation shall be considered a substitute employee. Substitute employees
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may be retained for the duration of the regular employee's absence but shall not attain seniority
and are not covered under this Agreement. These employees shall not be used to replace laid off
regular full-time or regular part-time employees.

12.6 TEMPORARY/SEASONAL EMPLOYEE

A temporary/seasonal employee is an employee hired to augment the work force and work for a
specific project or period that works on a full-time or part-time basis and whose employment
position will last no longer than one thousand forty (1040) hours of work in any one calendar
year. Temporary/seasonal employees shall not be covered by the terms of this agreement.
Temporary/seasonal employees shall not be used to replace laid off regular full-time or regular
part-time employees.

13. PAY PERIOD

Employees shall be paid biweekly by direct deposit into employees’ designated accounts. Each
check shall cover a two (2) week period.

14. BREAK PERIODS

Employees shall have one fifteen (15) minute break period reasonably spaced during the first
half of each shift worked and an additional fifteen (15) minute break during the second half of
each shift worked. Said breaks may be combined with the lunch period atthe discretion of each
Elected Official or Department Head.

15. PROBATIONARY PERIOD

Employees hired into the bargaining unit shall be considered as probationary employees for
the first one thousand forty (1040) hours of their continuous employment, during which time the
Employers retain the sole right to terminate such employees with or without cause and with or
without notice, without any recourse to the grievance procedure. After an employee has
completed a probationary period of one thousand forty (1040) hours of their continuous
employment, he/she shall obtain seniority from the first day of employment following his/her last
date of hire.

16. SENIORITY

Seniority shall mean the length of continuous uninterrupted service of such employee since
his/her last date of hire and shall be measured in compensated hours. The application of
seniority shall be limited to the preferences specifically recited in this Agreement. If there are
seniority ties, employees shall be placed on the seniority list as determined by adding up all of
the numbers of the employee's social security number, the highest having the greatest
seniority, with each number shall be considered as a single number.

16.1 COUNTY SENIORITY

County seniority shall refer to the employee’s length of continuous service with Gratiot County
and the Gratiot County Courts since the employee’s most recent date of hire. County seniority
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shall be used for determining annual leave accrual, longevity and pension credits.
16.2 DEPARTMENTAL SENIORITY

Departmental seniority shall refer to the length of an employee’s continuous service with his/her
respective department or Court since the employee’s most recent date of hire.

16.3 CLASSIFICATION SENIORITY

Classification seniority shall refer to the date the employee was appointed to his/her present job
classification in his or her current department.

16.4 SENIORITY LIST
The seniority list as of the date of the approval of this Agreement will be attached as Appendix F.
17. ANNIVERSARY DATE

The “Anniversary Date” will be the same as the “Date of Hire.” However, a promotion or period of
part-time employment normally changes one’s “Anniversary Date”. The “Anniversary Date” is the
date used to determine when an employee will become eligible to seek an increase in the rate of
accrual of Paid Time Off (PTO). Beginning October 1, 2019, one’s Anniversary Date will also be the
date used to determine when an employee will become eligible to seek a salary step increase.

18. SENIORITY - TERMINATION
Seniority and regular employee status shall terminate when the employee:

e Quitsforanyreason.

e [sdischarged.

e If employee does not contact their Elected Official or Department Head within forty-
eight (48) hours of being absent from work without prior authorization or notification,
unless good cause can be shown for non- notification.

e Fails to return to work at the end of an authorized leave of absence.

e Has been on layoff for a period equal to seniority at the time of the layoff or two (2)
years, whichever is lesser.

e Retires orreceives a pension.

e He/she is declared mentally incompetent by a Probate Court of competent
jurisdiction.

e An employee makes a fraudulent and misleading statement on his/her employment
application or a leave of absence request.

e An employee is convicted of, or pleads nolo contendere to, a felony, a work-related
misdemeanor, or a misdemeanor resulting in the employee’s incarceration.

e [If he/she has been on leave of absence including for sick leave, for a period of one
(1) year or for a period equal to the length of his/her seniority at the time such leave
commenced, whichever is less; or If he/she has been on worker's compensation leave for
a period of twenty- four (24) months or for a period equal to the length of his/her
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seniority at the time such worker's compensation leave commenced, whichever is
less.

e The employee loses the required license or certification for his/her position.

19. LEAVES OF ABSENCE
19.1 JURY DUTY AND COURT WITNESS

A full-time employee who is assigned jury duty or subpoenaed as a witness shall be granted
necessary time to serve as required. The employee shall be expected to be at work all hours
when not serving as a witness or juror. Leaves of absence for witness or jury duty shall be with
full pay with reimbursement to County for any compensation received.

19.2 MILITARY LEAVE FOR ACTIVE DUTY
The Employers will comply with applicable laws regarding active military leaves of absence.
19.3 MILITARY LEAVE FOR NATIONAL GUARD OR RESERVE TRAINING

The Employers witl comply with applicable laws regarding National Guard or reserve training
leaves of absence.

19.4 MILITARY EMERGENCY DUTY

Any full-time employee who is called for emergency duty by any of the established Armed
Forces, Reserve Training Units or by the Michigan National Guard to protect the rights of the
citizens of the United States, shall be paid his/her full salary for a period notto exceed five (5)
working days.

19.5 ADMINISTRATIVE LEAVE

An Administrative leave of absence may be granted by the respective Elected Official or by the
County Administrator upon the recommendation of the respective Department Head based on
exceptional need. Such leave is without pay and is limited to a maximum leave of six months.
Administrative leaves may be granted for such reasons as educational purposes when such
education will be for the improvement of knowledge of skills required in the performance of
the employee's work, settlement of an estate, and temporary leave of the employee or as an
extension of leave after the employee's paid time off benefits have been depleted or for reasons
not covered by other leave provisions in this Agreement. The requests for administrative or
special leave must be made as soon as the need for the leave is known to the employee.

Administrative leaves shall be requested in writing by the employee to their Elected Official or
Department Head for approval.

An employee who is granted an Administrative Leave shall be permitted to continue his/her
hospitalization benefits as a member of the County Group Plan during the authorized leave,
provided that the employee pays the County, prior to each monthly due date, the premium for
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such coverage. The employee will be terminated from coverage under the County's Group
Plan if payment is not received, or if the employee leaves the employment of the Employers.

Upon returning to work, the employee shall be authorized the same continuous service
(seniority) level as that earned prior to taking leave; and no continuous service (senijority)
will accrue while on a leave without pay. Failure to report to work after the expiration of the
authorized Administrative or Special Leave shall result in termination of employment.

19.6 FUNERAL LEAVE

An employee will be allowed an absence of three days with pay as funeral leave days notto be
deducted from accrued paid time off for the death of any member of his/her immediate family.
Immediate family is defined as follows: Mother, Father, Brother, Sister, Wife, Husband, Son,
Daughter, Mother-in-law, Father-in-law, Grandparents, Grandchild, Son-in-law, Daughter-in-law,
Brother-in-law and Sister-in-law. One day shall be granted for the death of an Aunt or Uncle.
Two additional days shall be allowed in cases in which the deceased is a member of the
employee’s household. One extra day shall be allowed in cases in which the deceased resided
out-of-state and funeral services are held outside the State of Michigan. Equivalent funeral

leave days shall be granted to employees who have “Step” relatives of the same relation as
provided above.

19.7 PAID TIME OFF
19.7.1 PURPOSE

The purpose of Paid Time Off (PTO) is to provide unit members with the opportunity to take
time away from work without loss of compensation. The PTO Program is an inclusive time off
program intended for use in connection with vacations, illnesses, personal business, family
care, and other needs which may require time off from work. Due to conversion from sick and
vacation to PTO hours, all earned sick and vacation hours will be recorded as PTO
effective October 1, 2015. '

19.7.2 ELIGIBILITY

Regular full time unit members are eligible for PTO. Regular part-time unit members are eligible
for PTO but the accrual of such PTO is governed by Article 12.2.

19.7.3 ACCRUAL OF PTO
PTO for regular full time unit members will accrue at the rate of two (2) days per month. Additional

PTO days willbe awarded on the first pay day following members’ employment anniversary date
andwillaccrue according fo the following schedule:

Years from Date of Hire # of Additional Days Per Year
5 through 9 2 (16 hours)
10 through 14 4 (32 hours)
15 through 19 6 (48 hours)
20 and over 8 (64 hours)
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Staff members will earn PTO for scheduled hours when absent from work in connection with:
PTO, holidays, furlough days, paid leave of absence, bereavement leave, and jury duty. Staff
members will not earn PTO for scheduled hours when absent from work in connection with
excused or unexcused absences without pay, including unpaid leaves of absence; salary
continuation for short-term disability; worker's compensation leaves; or long-term disability
leaves.

19.7.4 PTO ACCOUNT BALANCE AND CARRY FORWARD LIMITS AND PAYOUT

A 240-hour limit is imposed on the amount of PTO that can be carried forward from one calendar
year to the next.

Unit members’ whose PTO account balances exceed 240 hours at the end of each calendar
year will forfeit all hours more than this limit. A maximum of two hundred forty (240) hours of an
employee’s unused PTO balance may be converted to cash upon termination, retirement or
death at the employee’s current rate of pay.

19.7.5 PTO SCHEDULING

To the extient possible, PTO is to be requested and approved by the Elected Official or
Department Head in advance. In the event of illness or emergency preventing the staff
member from requesting PTO in advance, the unit member must notify the Elected Official or
Department Head no later than the start of the shift and obtain approval for unscheduled time
off. Except for reserved time set forth in the FMLA provisions of this Agreement, unit members
carrying PTO balances may not opt to take excused absences/leave without pay in lieu of PTO
for purposes of saving accrued PTO time.

If a PTO is requested and approved for an iliness for injury, the respective Elected Official or
Department Head may require each employee requesting or returning from more than three
(3) days absence to file with said Elected official or Department Head the following: a
physician’s statement of the condition of the employee relative to ability to perform the duties
of his/her position, diagnosis and other relevant information pertaining to the employee’s
condition. The Human Resources Department will properly notify the respective Elected Official
or Department Head and the employee when an employee’s accrued PTO has been depleted
and it shall be the obligation of the employee to request a leave of absence if one is desired.
Failure to request such leave after proper notification may result in termination of employment.
Requests by the county for medical information or medical examinations shall be limited to the
extent permitted by law.

\ 19.7.6 TRANSFER OF PTO
Upon written authorization by the Executive Board of the TPOAM to the Human Resources
Department, members of the unit may voluntarily transfer PTO time to another employee. Said

transfer shall only take place if both of the following criteria are met:

The employee receiving the donated PTO time has one of the following situations:
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e When an exposure to a contagious disease would endanger the health of others by
attendance of work. A physician's statement recommending absence from work shall be
required.

e Anemployee'sillness or injury. A physician's statement recommending absence from
work shall be required.

e Sickleave may be used for doctor and dentist appointments, as well as illness in the
employee's immediate family. Documentation may be required.

e The employee receiving the donated time has exhausted all their accumulated, unused
paid time off.

Said written authorization must have the signatures of the employee(s) agreeing to transfer the
PTO hours and the specific number of hours they are willing to transfer. PTO hours
transferred to one employee during a rolling two-year period shall not exceed 160 hours. Both
parties agree that this transfer program is solely managed by the unit, and that the Human
Resources Department’s only activity is to perform the transfers as directed by the unit.

19.8 FAMILY AND MEDICAL LEAVE

An employee who has worked at least 1,250 hours in the preceding twelve (12) month period is
eligible for a leave of absence pursuant to the Family and Medical Leave Act of 1993 (FMLA).
Such leave shall be granted (1) to care for a newborn son or daughter; (2) because of the
placement of a son or daughter with the employee for adoption or foster care; (3) in order to care
for the spouse, son, daughter or parent of an employee who has a serious health condition; or
(4) because of a serious health condition that makes the employee unable to perform the
functions of his or her job. Any eligible employee will be granted up to twelve (12) unpaid
workweeks of leave during a rolling twelve (12) month period for leaves granted under FMLA.

For any FMLA qualifying purpose, accrued paid time off must be used until exhausted. When an
employee has used accrued paid time off for a portion of the FMLA leave, the employee may
have an additional period of time off so the total of paid and unpaid leave does not exceed
twelve (12) weeks. Any request for time off for a reason qualifying as FMLA shall be applicable

to time off requested under this Agreement except as otherwise specifically set forth in this
Agreement.

19.8.1 SERVICE MEMBER FMLA LEAVE

The Federal Family and Medical Leave Act (FMLA) now will entitle eligible employees to take
leave for a covered family member's service in the Armed Forces ("Service member FMLA").
This policy supplements the Employers’ FMLA policy and provides general notice of employee
rights to such leave. Except as mentioned below, an employee's rights and obligations to service
member FMLA Leave are governed by our existing FMLA policy.

Employee Entitlement to Service member FMLA Service member FMLA provides eligible
employees unpaid leave for anyone, or for a combination, of the following reasons:

A "qualifying exigency" arising out of a covered family member's active duty or call to active duty
in the Armed Forces in support of a contingency plan; and/or

To care for a covered family member who has incurred an injury or illness in the line of duty while
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on active duty in the Armed Forces provided that such injury or illness may render the family
member medically unfit to perform duties of the member's office, grade, rank or rating.

Duration of Service member FMLA

When leave is due to a "Qualifying Exigency": An eligible employee may take up to 12 workweeks
of leave during any 12-month period. When Leave Is To Care for an Injured or Ill Service Member:
An eligible employee may take up to 26 workweeks of leave during a single 12-month period to
care for the service member. Leave to care for an injured or ill service member, when
combined with other FMLA qualifying leave, may not exceed 26 weeks in a single 12-month
period.

Service member FMLA runs concurrent with other leave entitlements provided under federal,
state and local law.

20. NO STRIKE/NO LOCKOUT

The grievance procedure set forth herein provides a remedy for the settlement of
grievances arising under this Agreement. Therefore, no employee or employees shall take part
in or cause or attempt to cause any strike against the Employers, stoppage of work, or other
similar action which could jeopardize the treatment and welfare of the public during the term of
the Agreement. Any employee who engages in any of such prohibited conduct shall be subject
to discipline up to and including discharge and such discipline shall not be subject to the

grievance or arbitration procedures. Neither party gives up any other rights that they may have by
law.

The TPOAM agrees that neither they nor any of their representatives or members shall
authorize, participate in, or lend support to any of the conduct which is prohibited by this
Agreement and agree that they will use their best efforts to prevent any of the conductwhich
is prohibited by this Agreement.

The Employers agrees that they will not lockout the employees of the TPOAM during the term of
this Agreement.

21. TRANSFER/RECLASSIFICATION

21.1 SAME LEVEL TRANSFER
An employee that has been transferred inter-departmentally or intra-departmentally into a
position with the same classification level, will be given full credit for years of service (2,080
hours = 1 year)

21.2 DIFFERENT LEVEL TRANSFER
An employee who has been transferred inter-departmentally or intra-departmentally into a
position with a different classification level will be given full credit for years of service and

will be compensated at his/her new classification level including those years of service.
(2,080 hours = 1 year).

18



21.3 POSITION RECLASSIFICATION

The following procedure shall be followed for requests for reclassification to a higher pay
grade during the term of this Agreement:

Employee submits a request, in writing, to the Elected Official/Department Head with a copyto
the TPOAM.

Elected Official/Department Head shall meet with the employee within fifteen (15) business
days to review the request. The TPOAM may attend the meeting.

If the Department Head determines the request has merit, the request shall be forwarded to the
Human Resources Officer, along with a current position description. Position descriptions must
be approved by the County Administrator.

If the Elected Official/Department Head determines the request is not merited, they may

deny that request. In the event of a denial, the employee shall be notified in writing, within ten
(10) business days.

The employee may, once a request is denied by the Elected Official/Department Head, submit
a second written request, within fifteen (15) business days of the first denial, to the County
Administrator with a copy to the TPOAM.

Upon receipt of the written request, the County Administrator shall, within fifteen (15) business
days, meet individually with the Elected Official/Department Head, TPOAM Representative and
the employee to review the request.

If the County Administrator determines the request has merit, the request shall be forwarded
to the Board of Commissioners for the Board’s decision.

If the County Administrator determines the request is not merited, he or she may deny that
request. In the event of a denial, the employee and the TPOAM shall be notified in writing,
within ten (10) business days. No further action shall be taken.
All decisions of the Board of Commissioners are final.
All pay adjustments shall be effective on the dates selected by the Board of Commissioners.

22. LAYOFF AND RECALL PROCEDURES
If the Employers determines that a layoff is necessary for any reasons, such layoff will be from

departments selected by the Employers and positions selected by the affected Elected Official

or Department Head subject to the terms and conditions specifically provided for in this
agreement.

Layoff of employees shall be by classification and department, and the following order shall be
followed, provided that the employees who remain can perform the work available:
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Temporary/seasonal, limited part-time and substitute employees within the affected position.
Newly hired probationary employees in the affected position.
Inter-Departmental transferee still on probation in the affected position to be reduced.

Remaining employees within the department affected shall then be laid off in the order of
inverse classification seniority within the affected position.

The order of recalling of laid off employees shall be in the reverse order in which the employees
were laid off and shall be subject to the same conditions of layoff.

The Employers shall send two (2) notices of recall by restricted delivery, certified mail, return
receipt requested to the employee's last known address as shown on the Employers’ records.
The second notice of recall shall be sent two (2) weeks after the date of return of the first
notice of recall, if the first notice of recall is not received by the recalled employee. Failure of the
employee to respond to the second notice of recall shall result in immediate termination of
employment and all future rights to recall shall be forfeited. It shall be the obligation of
the employee to provide the Employers with a current address and telephone number.

A recalled employee shall respond to the recall within five (5) consecutive workdays or shall
return within seven (7) calendar days from the date of actual notice of recall, unless good cause
for failing to do so is shown by notifying the County Administrator in writing within fourteen (14)
calendar days from date of actual notice of recall. Such good cause letter must state a
reasonable return to work date. Failure to meet the above stated requirements shall result in
immediate termination of employment, and all future rights to recall shall be forfeited.

The Employers are not required to recall any employee who has been laid off for an uninterrupted
period equal to seniority at the time of his/her layoff or two (2 years, whichever is lesser.

23. COMPENSATORY TIME/OVERTIME PAY

Except as designated in 12.3, when an Elected Official or Department Head requires an employee
1o be at work more than 40 hours in a week, or on a holiday as defined in Section 23, said
employee will be granted compensatory time or overtime pay equalto one- and one-half times
said hours worked. Each Elected Official or Department Head shall adopt either a
compensatory time or overtime pay policy, which shall apply to all their respective employees.
Should an Elected Official or Department Head fail to adopt a policy, hours worked more than 40
hours in a week shall be taken as compensatory time. Compensatory time earned shall be taken
with the prior approval of the Elected Official or Department Head. However, compensatory time
must be used within size months. Compensatory time not taken within six months shall be paid to
the employee as overtime pay.

The Employers agree to comply with all applicable State and Federal laws pertaining to
compensatory time and overtime pay.

24. VOLUNTEER TIME
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Employees shall be permitted 8 hours per fiscal year for volunteer efforts. Volunteer hours must
fall within the standard workday to be paid.

Hours must be approved in advance by the Elected Official or Department Head. Once
documentation is submitted- HR will add the hours back into PTO bank with proper attached
documentation.

The designated 8 hours must be used on or before September 30th of each year or the hours will
be lost. Volunteer hours may not be donated or banked.

As defined: Volunteer means an individual who performs work for civic, charitable, or

humanitarian reasons for a public agency or corporation qualified under Section 501(c)(3) of the
Internal Revenue Code as a tax-exempt entity without promise, expectation or receipt of

compensation for work performed. School based activities will be considered for the purposes of
volunteer hours.

25. EMPLOYEE ENGAGEMENT COMMITTEE

All employees shall be permitted to participate in events facilitated by the Employee Engagement
Committee. These events will be funded by Gratiot County in the amount of $5,000 per fiscal year.

26. HOLIDAYS

Employees shall be entitled to holiday leave with pay at straight time for the following observed
holidays:

e New Year's Day

e Martin Luther King Day

e President’s Day

e (Good Friday Afternoon (8 hrs.)
e Memorial Day

e Juneteenth

e Independence Day

e lLaborDay

e Veterans'Day

s Thanksgiving Day

e Day after Thanksgiving

e Christmas Eve Day Christmas Day
e New Year's Eve Day

if a holiday occurs on Saturday, the leave will be taken on Friday. If a holiday occurs on Sunday,
the leave will be taken on Monday.

27. GROUP INSURANCE

27.1 HEALTH INSURANCE
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With respect to hospitalization, surgical and medical insurance, all employees shall be subject
to statutory hard caps for health insurance premiums. The County shall pay the group premium,
subjecttothe statutory hard caps, for hospitalization, surgicaland medical insurance, semiprivate
service for regular full-time employees and their authorized dependents as defined by the
insurance carrier, as provided for in Appendix A. The County shall offer two plans, atthe
Employee’s discretion. Itis understood, however that giventhe hard caps mandated by statute,
each employee shallpaythe differencebetween the hard cap, and said employee’s health
insurance premium to the extent the health insurance premium is greater than the cap. The

County reserves the right to change carriers for reasons of cost or service by providing benefits
equal or better in their totality.

Effective October 1, 2012, all employees are subject to the Board of Commissioner decision
regarding healthcare funding under PA 152 or other authorizing legislation in effect.

Health Care Committee. The parties hereby establish a joint committee for the purpose of
investigating health care cost containment issues which shall continue during the term of this
Agreement. The Committee shall be subject to the following provisions:

¢ The Committee shall be comprised of not less than one (1) or more than three (3)
representatives from the Employer, from the non-union/elected officials, and from each
participating union.

¢ The Committee representatives shall be granted time off as is reasonably necessary for
committee meetings with the approval of their respective supervisors.

¢ The Committee shall meet as soon as projected new insurance rates are available at the
mutually agreed upon times between the Employer and the Unions.

¢ This Committee may provide recommendations as to the Health Insurance Program
options for each year of this Agreement.

Employees and retirees of the Employers shall not be eligible for dual coverage as both a
sponsor and dependent for any insurance coverage under this Agreement. Specifically, if
both spouses are active employees of the Employers and eligible for health insurance
coverage, the County will provide couple or, if appropriate, family coverage to one spouse;
but if one spouse receives dual or family coverage the other spouse may not select any coverage
and is not eligible to receive any health insurance buyout sum. If anemployee receives health
insurance coverage from an outside source, either as the sponsor or dependent, the employee
shallnotbe eligibte for County healthinsurance butiseligibleto receive the health insurance
buyout sum. ‘

Regular part-time employees who are budgeted to work 20 hours or more per week may
participate in the health insurance plan by paying on a pro-rated basis.

Dependent eligibility shall be based upon State and Federal Law.

Any of the following changes to be made concerning health insurance shall be given to the
Human Resources Department within 10 days in which the event occurred, i.e.:

e Marriage - add husband or wife
e Divorce - cancel husband or wife
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e Birth - add newborn child

‘e Adoption - add legally adopted child or guardianships

e Marriage of child - cancel child who marries

e Military Service -~ cancel member of family entering Military Service
e Death- cancelinsured member of family who died

e 26" Birthday of child

Failure to do so will require reimbursement to the County of any added premiums within ten
(10) working days.

27.1.1 HEALTH INSURANCE BUYOUT

A full-time TPOAM member who is entitted to County health insurance benefits shall have the
option of receiving compensation in lieu of the Employer's health care benefits.

Upon appropriate certification to the County that the employee has health care benefits
coverage through a program other than the County, the County will compensate the employee
for single, 2 person, or family coverage- which ever applies to any specific employee electing
the buyout option according to the schedule listed below. The dollar amounts listed below are for
a twelve (12) month period (October to September) and will be prorated based on the number
of months the employee opts out of the County’s Group health insurance plan. A separate check
will be issued by September 30" for the current fiscal year the employee’s elect this option.

Per Year
Single $1,800.00
2-Person $3,000.00
Family $ 4,000.00

A TPOAM member who chooses the compensation in lieu of health benefits shall have the right
to reenter the County health benefits plan during the annual open enrollment period, which is
October 1%tthrough September 30™ of each year, or upon a “Qualified Life Event” as allowed
for by the insurance carrier and the IRS regulations.

Full-time employees are eligible for this buy out and part-time, as defined in 26.1 on a pro-rated
basis.

No matter respecting the provisions of any of the insurance or pension retirement programs
set forth in this Agreement shall be subject to the Grievance and Arbitration Procedures
established under this Agreement.

27.2 DENTAL/OPTICAL/BEHAVIORAL HEALTH INSURANCE
The County shall provide an in-house self-funded Dental/Optical/Behavioral Health Plan with a
family size based annual (October 15t through September 30"™) benefit limitation per Elected

Official/Regular Full-Time Employee (or family).

Under the plan, an Elected Official/Regular Full-Time Employee is reimbursed 100% of actual
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dental costs, optical, and behavioral health treatment costs incurred during the benefit period.
Regular Part-Time employees are eligible for benefit on a pro-rated basis.

Employees must pay the amount owed and present paid receipt to Senior Accountant by 4:30 p.m.
on Friday for reimbursement the following week. No employee shall be eligible or accrue benefits
during their probationary period.

New hires will receive the Dental/Optical/Behavioral Health benefit on a pro-rated basis for the
remainder of a fiscal year once their probationary period has expired. To earn credit for the first
month, the new employee’s hiring date must be the 15th of the month or before.

The reimbursed benefit amount may be used by the employee for reimbursement of dental/optical
and/or hearing expenses, and mental health expenses for the employee and their dependents.

A request for reimbursement must be made within twelve (12) months after the service was
rendered and must be accompanied by a written statement signed by the dentist,
ophthalmologist, optometrist, optician or medical provider performing the service. Such
statement shall specify the service performed and the date of the service.

The amount credited to an employee's dental/optical/behavioral health account may not be
accumulated from year to year. Any unused balance remaining in the account upon the year end,
or upon termination or retirement shall be forfeited.

Employee’s will designate their family size during the open enrollment period for the next fiscal

year. If an employee experiences a Qualifying Event during the year, this bank will not be adjusted
until the following year.

27.2.1 DEFINITONS

¢ Single- Employee Only
e 2 Person- Employee plus one (can be a spouse or child)

e Family- Employee plus two or more members of the same family (Dependent age limit of
26 applies)

27.2.2 BENEFIT AMOUNT

e Single- $400
e 2 Person-$600
e Family- $750

27.3DISABILITY
27.3.1 Long Term Disability

Each full-time employee willbe provided with long term disability insurance. Regularpart-time
employees will be provided with long term disability on a pro-rated basis. All payable benefits must
meet insurance carrier requirements for eligibility and reporting. Payable benefits begin on the
91 day for accident and illness and are payable to the Social Security Normal Retirement
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Age. Employees will receive 60% of income to a maximum benefit not to exceed $5,000.00 per
month.

27.3.2 Short Term Disability

Each full-time employee will be provided with short term disability insurance. Regular part-time
employees will be provided with short term disability insurance on a pro-rated basis. All payable
benefits must meet insurance carrier requirements for eligibility and reporting. Payable benefits
begin on the 8" day for accident and illness and are payable to the Social Security Normal
Retirement Age. Employees will receive 60% of gross income (excluding overtime) to a maximum
benefit not to exceed $600 per week up to 13 weeks.

If the plan allows employees may use accrued PTO time to supplement the short- and long-term
disability benefits up to a maximum of their current rate of pay.

27.4 LIFEINSURANCE

Each full-time employee will be provided with a $20,000 Term Life Insurance Policy, which
is reduced to $5,000 at age 70. Each regular part-time employee will be provided with a
$20,000 policy when paying the pro-rated difference in premium. Policy shall contain a double
indemnity clause. Effective October 1, 2015, all new hires to the unit will not be eligible for any
retirement life insurance benefit from the County.

27.5 RETIREMENT HEALTH INSURANCE

Retirees hired prior to November 1, 2006, who are less than 65 years old but are at least 60 years
old with 10 years or more of service, or who have completed 25 years of service and attained the
age of 55 immediately preceding retirement, will receive credit towards their health insurance
premium in accordance with the following schedule, provided that the retiree does not owe the
County for past premiums.

Years of Service Annual Retiree Health Insurance Credit
10 Complete Years of Service - $500
11 Complete Years of Service $700
12 Complete Years of Service $900
13 Complete Years of Service $1,100
14 Complete Years of Service $1,300
15 Complete Years of Service $1,500
16 Complete Years of Service $1,700
17 Complete Years of Service $1,900
18 Complete Years of Service $2,100
19 Complete Years of Service $2,300
20 Complete Years of Service $2,500

Credit shall in no event exceed actual annual premium. No cash will be paid in lieu of credits.

Retirees who have reached the age of 65 with 10 years or more of service will receive health
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insurance credit at the 1989 cap of $55.60 per month. Any premium amount over the $55.60
per month will be split equally between the retiree and the County.

Upon death of a retiree, the monetary amount of the plan the retiree was on, will be reduced
by one half to the surviving spouse.

Any employee who has worked for the Employers for a minimum of 10 years may choose,
upon retiring from the Employers, to remain on the county's health insurance plan provided
he/she pays the entire premiums.

Employees and retirees of the Employers shall not be eligible for dual coverage as both a sponsor
and dependent for retiree health insurance coverage under this Agreement.

The County has approved the application of retiree health credits to other than County health
plans. The retiree must provide proof of personal payment for health insurance whereupon the
County will reimburse the retiree the amount of their monthly credit. In no case will the amount
of reimbursement exceed the monthly credit authorized to the retiree based on years of service or
the actual personal out of pocket cost of insurance. Receipts for the year will need to be turned
into payroll by December 31* and reimbursements will be paid by January 31%. Inno case
shall the retiree’s reimbursement amount exceed the documented out-of-pocket expenses. O nce
a retiree decides to terminate enrollment in any County group health insurance plan that
retiree forfeits all future rights of enrollment in any County group health insurance plan.

Effective November 1, 2006, all new hires to the unit will not be eligible for any retirement health
insurance benefit from the County.

27.6 RETIREMENT LIFE INSURANCE
Retirees who are at least 60 years old with 10 years or more of service, or who have
completed 25 years of service and attained the age of 50 immediately preceding retirement,

will be provided with a $5,000 term life insurance policy.

Effective November 1, 2006, all new hires to the unit will not be eligible for any retirement life
insurance benefit from the County.

28. RETIREMENT PLAN
28.1 DEFINED BENEFIT PLAN
For full time and regular part time employees hired prior to October 1, 2000, who qualify pursuant
to the MERS Plan Document for Defined Benefit Plans, the County will provide the MERS B-3,
F55/25, V-10, FAC 5, E-2 Retirement Defined Benefit Plan, with a 2.60% of compensation
employee member contribution.

28.2 DEFINED CONTRIBUTION PLAN

Effective October 1, 2000, all new hires to the unit will become members of the Gratiot County
Defined Contribution Plan managed by MERS.
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Eligible employees hired on or after October 1, 2005, the following shall be the employee and
employer contributions based on a percentage of the employee's current compensation as
defined by the MERS Plan Document:

Employer Contribution Employee Contribution Total
3% ' 0% 3%
5% 4% 9%

Effective October 1, 2007, eligible employees hired before October 1, 2005, the following shall
be the employee and employer contributions based on a percentage of the employee's current
compensation as defined by the MERS Plan Document:

Employer Contribution Employee Contribution Total
4% 0% 4%
9% : 5% 14%
9% 6% 15%

The employee must select one (1) of the above contribution plans initially upon being hired and
shall not be eligible to change the selected contribution. Under the Gratiot County Defined
Contribution Plan, the employee will be provided with maximum portability of both employee
and employer contributions including earnings on the employer and employee contributions
by allowing the employee, upon termination of employment to withdraw the entire amount of
the employee contribution including earnings and a percentage of the employer contributions,
on a sliding scale based on the years of service as scheduled below:

Service Time Retained by Employee
0-2 Years 0%

2 Years 25%

3Years 50%

4 Years 75%

5 Years or More 100%

An employee enrolled in the Defined Contribution plan may choose investments for their entire
account balance (employee and employer contributions) at any time. The County shall be
responsible for coordinating the Gratiot County Defined Contribution Plan with the MERS and
shall hold the TPOAM harmless for employee’s liability related to the new program.

29. PRIOR AGREEMENTS AND UNDERSTANDING
It is the intent of the Parties hereto that the provisions of the Agreement, which supersedes all
prior agreements and understandings, oral or written, expressed or implied, between such
parties, shall govern hereto the entire relationship and shall be the sole source of all rights or

claims which may be asserted in arbitration hereunder, or otherwise.

30. AMENDMENTS
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The provisions of this Agreement can be amended, supplemented, rescinded, or altered
otherwise only by mutual agreement in writing hereafter expressly signed by the parties hereto.

31. LEGALITY OF CONTRACT

Should any individual Section of this Agreement be held to be illegal and, therefore, invalid in

whole or in part, such illegality and invalidity shall not affect the legal and valid provisions of
the Agreement.

32. DURATION OF AGREEMENT -

This Agreement shall become effective as of the 1 day of October, 2024 and shall remain in
force until 11:59 p.m. of the 30" day of September 30, 2027 and thereafter from year to year

unless written notice of termination or desired modification is given at least sixty (60) days prior to
expiration date by any party hereto.

33. COPIES OF AGREEMENT
The Employers and the TPOAM are desirous that each employee should be familiar with the
provisions of this Agreement and their rights or responsibilities as set forth herein. Forthis
reason, the County shall post this Agreement on the county website, excluding
Appendices, to ensure access by all members at any time.

34. WAGES AND CLASSIFICATIONS

Listed in Appendix B and incorporated herein are the respective position classifications for fiscal
years 2023-2027.

1. Inyear one, FY 24-25 all staff will receive a 3% wage increase.
2. Inyear two, FY 25-26 all staff will receive a 3% wage increase.
3. Inyear three, FY 26-27 all staff will receive a 3% wage increase with a wage reopening

clause for the purposes of reviewing wages.

Additional compensation for cross training and/or additional training may be awarded to

employees deemed eligible within the sole discretion of the supervising court administrator or
elected official, provided funds are available.
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Executed this the 1* day of October 2024 by the undersigned on behalf of thelr respective
principals.

FOR THE EMPLOVYERS

q/é /zL( fpue Oprern

Date Dave Owens , Chairperson

Board of Commissioners.

4 [ /7:7’ ==

Date Chris Oosterhoff
Gratiot County Administrator

(A SENM S W N
Date \ \ Jenfilfer ~
Gratlot Coun }CourtAdministrator
Q- 272 2w
Date Honorable Lisa Sulllvan
Ch/te;z‘“CircustCourt
? / Z 2/‘7/ /1?%/’) % w/
Date Hénsrdb ble Kristin Mkker

Probate Court & 29" Circuit Count - Juvenile Office

Date Honorable Stewart D McDonald,
65-B Judicial District Court

FORTHE GRATIOT COUNTY COURT EMPLOYEES’ ASSOCIATION

.@‘7/04/;40;\7% 7 LAt KCLA,_, WIMLJQ/L

Date Mary Kay Huﬁp‘er, Presnde
9-19-2%
Date Dan Kuhn, TPOAM Representative
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