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A G R E E M E N T 
 

THIS AGREEMENT entered into as of the 3rd day of October 2019 between the 
CITY OF KALAMAZOO, hereinafter referred to as the "City", and the KALAMAZOO 
CITY EMPLOYEES CHAPTER of LOCAL #2775, MICHIGAN COUNCIL 
#25, AMERICAN FEDERATION OF STATE, COUNTY, AND MUNICIPAL EMPLOYEES, 

AFL-CIO hereinafter referred to as the "Union". 
 

WITNESSETH: 
 

The general purpose of this Agreement is to set forth the wages, hours and 
working conditions which shall prevail for the duration of this Agreement and to promote 
orderly and peaceful labor relations for the mutual interest of the City, its employees and 
the Union. Recognizing that the interest of the community and the job security of the 

employees depends upon the City's ability to continue to provide proper services to the 
community, the City and the Union, for and in consideration of the mutual promises, 
stipulations and conditions hereinafter specified, agree to abide by the terms and 
provisions set forth herein for the duration of this Agreement. 

 
ARTICLE 1A – RECOGNITION 

 

Section 1 - Union Description. Pursuant to and in accordance with the 
applicable provisions of Act 379 of the Public Acts of 1965, the City recognizes the 
Union as the sole and exclusive collective bargaining agency for all of its regular full-time 
and regular part-time, and regular eight (8) month non-uniformed employees, except 
elected officials, department heads, assistant department heads, managerial employees, 

office clerical, technical and professional employees, Transit Division employees, 
confidential employees and supervisory employees within the meaning of the Act. 

 
(a) The use of temporary employees by the City shall be 

modified to include the maintenance of the City's golf courses (not to 
exceed 225 calendar days in any calendar year), athletic fields and the 
moving and erecting of the portable stage. This expansion of the use of 
temporary employees shall not be construed as an agreement by the 

Union to other utilization of temporary employees beyond the past 
practices. 

 
(b) Temporary employees may also be used to work in the Parks and 

Recreation Department on weekends on a one-to-one basis with a bargaining unit 
member. In cases where the bargaining unit member is absent on the weekend, 
the assigned seasonal employee shall work. 

 
(c) Temporary employees may be used during the period 

beginning April 1 and ending November 30 for Parks and Recreation 
assignments, and beginning April 15 and ending December 15 for all other 
assignments; however, no individual temporary employee shall be permitted to 

work more than six months during a twelve (12) month period. The number of 
temporary employees employed by the City will not exceed twenty percent (20%) 
of the number of filled bargaining unit positions. Temporary employees cannot be 
assigned to perform, or be compensated for, work above a pay group higher than 

Laborer II. Temporary employees working between November 1 and December 
15 will solely be used to assist in leaf pickup, and will not be utilized for snow 
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removal or any other bargaining unit work. 
 

 
 

Section 2 - Anti-Discrimination. The City and the Union agree that for the 
duration of this Agreement neither shall discriminate against any employee because of 

race, color, creed, age, sex, sexual orientation, height, weight, marital status, physical 
handicap, nationality or political belief, nor shall the City or its agents nor the Union, its 
agents or members discriminate against any employee because of his/her membership 
or non-membership in the Union. 

 
Section 3 - Union  Activity. The Union agrees that, except as specifically 

provided by the terms and provisions of this Agreement, employees shall not be permitted 
to engage in Union activity during working time, excluding work breaks and lunch 

periods defined in this Agreement. 
 
The City will notify the Union President in writing of any newly hired employee(s) and their 
work location prior to the employee(s) starting date of employment. 

 
The Unit President shall be allowed up to thirty (30) minutes paid time to meet with the 
new employee during an orientation meeting arranged by the City within the first week 
of employment. 

 
Section 4 - Payroll Deduction. During the term of this Agreement, for those 

employees for whom properly executed payroll deduction authorization cards are 
delivered to the Accounting Division, the City will deduct from their last pay of each 

month the monthly Union dues or equivalent service fee as designated to the Accounting 
Division by the financial secretary of the Union and shall promptly remit any and all 
amounts so deducted together with a list of names of employees from whose pay such 
deductions were made to the Secretary-Treasurer of the American Federation of State, 

County and Municipal Employees Union, Michigan Council 25, 1034 North Washington 
Avenue, Lansing, Michigan, 48906. A copy of the list mentioned above shall be submitted 
to Local 2775. The Union agrees to provide at its expense legal defense to the City and 
to indemnify and save the City harmless against any and all claims, suits, and other forms 

of liability that may arise out of or by reason of action taken in reliance upon individual 
authorization cards, discontinuation of the cards or by reason of the City's compliance 
with the provisions of this Section. 

 

 
 

Employees may discontinue deductions under this Section by delivering 
such request in writing to the Union and Employer by certified mail. The 
request must be delivered to the Union at the above address. A copy of 

the request will be delivered to the Employer at the following address; 
City of Kalamazoo, Accounting Division, Financial Services Division 
Manager, 241 W. South Street, Kalamazoo, Michigan, 49007. Such 
request must be received by the Employer at least fifteen calendar days 

before processing of the applicable payroll. 
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ARTICLE 1B – MANAGEMENT RIGHTS 
 

All rights to manage the City and to direct the work force are vested exclusively in the 
City, including but not limited to, the right to hire, to establish reasonable rules and 
procedures, the right to determine the hours, daily schedule and work assignments of 

employees, the right to determine the acceptable quality standards, the right to establish 
new jobs and eliminate existing jobs, and the right to determine when a need exists for 
the layoff or recall of employees. The City shall also have the exclusive right to determine 
the means, methods and processes used in operations. The foregoing enumeration of 

rights is not intended to be all inclusive, but indicates the type of matters arising which 
belong to and are inherent to management and shall not be deemed to exclude other 
rights of the City not specifically set forth. However, the City acknowledges that such 
management rights have been limited by the provisions of this Agreement and, therefore, 

agrees to exercise such rights in such a fashion so as not to violate the specific terms 
and provisions of this Agreement. 

 
ARTICLE 1C – PART-TIME EMPLOYEES 

 

Section 1 - General. Part-Time employees are those employees who work at 
least twenty (20) hours, but no more than thirty-five (35) hours per week and who work 
as H-16 Custodians or unclassified Park Rangers. Part-Time employees shall be 

governed by all of the Agreements provisions, excluding Articles: VIII – Hours of Work 
(except Sec. 4 – Break Periods); IX – Wages; X – Holidays; XI–Vacation; XII –Standby 
Pay; XIII – Sick Leave. 

 
The City will not replace Full-Time Custodians with Part-Time Custodians. 

 
Section 2 - Seniority.  Those Part-Time employees working as H-16 Custodians 

as of October 3, 2001, will have an October 3, 2001 seniority date. For those Part-Time 

H-16 Custodians hired after October 3, 2001, their hire date will be their seniority date. 
Part-Time employees will accrue seniority on a “half-time” basis, and will utilize their 
seniority pursuant to the Agreement’s Article VI. 

 
For those Part-Time employees working as H-16 Custodians on October 3, 2001, 

their names shall be added to the seniority list (Art. VI, Sec. 3) according to their total 
length of City service (i.e. longest City service = top of seniority list for H-16 Part-Time 
Custodian classification). 

 
Section 3 - Wages. For purposes of initial placement on the pay scale 

(Appendix “A”), Part-Time employees working as H-16 Custodians on October 3, 2001, 
shall use their date when initially hired by the City, subject to the above-referenced “half 

time” accrual (e.g. an employee with 4 years continuous City service will be placed at the 
2-year pay level). 

Part - Time H-16 Custodians hired after October 3, 2001, will be placed at the “Start” 
rate. 

 
Although Part-Time employees accrue seniority on a “half-time” basis, Part-Time 
employees will progress on the pay scale the same as regular full-time employees. 
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Section 4 - Benefits.  Part-Time employees will accrue four (4) hours paid Sick 
Leave and four (4) hours paid Vacation each month. Part-Time employees will also 

receive four (4) hours holiday pay for each holiday set forth in the Agreement’s Article X, 
Section 1. With the exception of statutorily mandated benefits, Part-Time employees will 
not receive any other benefits. 

 
ARTICLE 2 – STEWARDS AND CHIEF STEWARDS 

 

Section 1 - Designation. It is understood and agreed that the employees 
covered by this Agreement shall be represented by chief stewards and stewards-at- 

large, and stewards, elected by the employees, as per the following designations: 
 
Stockbridge St. Site: One (1) Chief Steward 

Water Distribution 

Sewer Collection Two (2) Stewards 
Streets 
Forestry 
Cemeteries 

Fleet 
 
Harrison St. Site One (1) Chief Steward 

Wastewater Operations / Maintenance 

 
Water Operations / Maintenance 
Well maintenance 

Three (3) Stewards 

 

Mills St. Site 
Parks and Recreation Dept. Stewards at Large 
All other A.F.S.C.M.E. Employees Stewards at Large 

 

 
 

Section 2 - Notification of Appointments. It is agreed that chief stewards and 
stewards must be employed in the department they represent and at the time of their 

designation as such must have completed their probationary periods. Additionally, it is 
agreed that all new chief stewards and stewards will receive eight (8) hours of training in 
contract interpretation and grievance handling, by the Union, within the first three (3) 
months after being elected to the office. 

 
(a) The Chair of the bargaining unit shall promptly notify the 

Human Resources Office, in writing, of the names of the stewards, 
stewards-at-large, and chief stewards and the areas each represent and 
will promptly notify the Human Resources Office, in writing, of any changes 

or replacements thereof. 
 

(b) In the absence of a steward, the chief steward may appoint an 
alternate steward by notifying the appropriate supervisor for the steward’s 

area. Such appointment shall be confirmed by written memorandum to 
such appropriate supervisor. (c) In the absence of a chief steward, the 
Chair of the bargaining unit may appoint an alternate chief steward by 
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notifying  the  Human  Resources  Office. Such  appointment  shall  be 
confirmed by written memorandum to the Human Resources Office. 

 
(d) The steward-at-large shall be the bargaining unit's President. 

 
Section 3 - Functioning as Steward. Chief Stewards, Steward at-large, and 

Stewards shall suffer no loss of pay for time necessarily lost from their regularly scheduled 
working hours for consultation to determine whether a grievance should be filed, and to 
investigate and present grievances as provided in the grievance procedure. It is expressly 
understood that in no event shall any Union representative leave his/her work for 

grievance purpose without first notifying and obtaining the approval of his/her immediate 
supervisor, which will be promptly given if the Chief Steward or Steward can readily be 
replaced by another employee in the immediate vicinity (if replacement is necessary) 
who has the then present ability to satisfactorily perform the work of such Chief Steward 

or Steward and provided further that such absence will not significantly curtail the 
operations or work. If the immediate release of the Stewards and Employees is not 
granted by the Employer, arrangements shall be made for such meeting to be held not 
later than the beginning of the first 4 working hours of the Employee’s next regularly 

scheduled shift. 
 

Section 4 - Scheduling of Special Conferences. Special conferences for the 
discussion of important matters (not grievances) may be arranged at a mutually 

satisfactory time between the Union and the City within ten (10) regularly scheduled 
working days after request of either party subject to the following conditions: 

 
(a) Such meetings shall normally be held not more frequently 

than once each calendar month. 
(b) Such meetings must be attended by the Chair of the 

bargaining unit, a Council or International Representative of the Union and 
not to exceed an additional three (3) members of the local Union, the 

Human Resources/Labor Relations Director of the City and/or other 
designated representatives of the City. 

(c) There must be at least one (1) calendar week's advance 
written notice of the desire to have such meeting, which notice must be 

accompanied by an agenda of the subjects the party serving such notice 
wishes to discuss. If both parties have subjects they wish to discuss, they 
shall exchange agenda at least one (1) calendar week prior to such meeting. 
Discussions at such special conferences shall be limited to the items set 

forth in the agenda. 
(d) Such special conferences shall be held during the regularly 

scheduled working hours, shall begin not earlier than 7:00 a.m., and shall 
end not later than 4:00 p.m. Employees shall be paid at their regular 

hourly rate of pay for all time necessarily lost from their regularly scheduled 
work while attending such conferences. 
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ARTICLE 3 – GRIEVANCE PROCEDURE 
 

Section 1 - Definition. A grievance shall be defined as any dispute regarding 
the meaning, interpretation, application or alleged violation of the terms and 
provisions of this Agreement. 

 
Section 2 - Steps. In the event a complaint has not been resolved by oral 

discussion with the supervisor designated for that purpose by the department head, the 
matter shall be resolved in the following manner: 

 
FIRST STEP: Within seven (7) regularly scheduled working days 

after the employee and/or Union has knowledge of the occurrence of the 
event upon which the complaint is based the proper steward shall notify the 
supervisor of the complaint. The supervisor shall, within five (5) regularly 

scheduled working days of notification of the complaint, schedule a 
meeting with the steward, the department manager, the department head 
or his/her designee, and the employee, if he or she chooses to attend. If no 
resolution is reached at this meeting, then within two (2) regularly 

scheduled working days the complaint shall be reduced to a written 
grievance. Grievances shall be made out in triplicate, two (2) copies of 
which must be presented to the proper supervisor designated for the 
purpose. A written grievance shall state: (a) who is affected, (b) what 

happened, (c) when it happened, (d) where it happened, (e) what section 
of the contract has allegedly been violated, and (f) what adjustment is 
requested. The department manager will issue a written answer within 
seven (7) regularly scheduled working days, to the Chief Steward or 

designee. However, no complaint shall be processed hereunder regarding 
an occurrence that happened more than fifteen (15) regularly scheduled 
working days prior to the date the complaint is presented to the proper 
supervisor. 

 
SECOND STEP: If the grievance has not been resolved, then 

within five (5) regularly scheduled working days after receipt of the First 
Step answer, the proper chief steward shall present, in writing, an appeal 

which shall include the reasons why the City’s prior answer is deemed 
unacceptable, to the Director of Labor Relations or designee. The Director 
of Labor Relations or designees shall, within three (3) regularly scheduled 
working days after receipt of the written appeal, schedule a meeting with 

the Unit President or designee, the proper Chief Steward, the supervisor 
and/or department head and the grievant, if he or she chooses to attend. 
Such meeting shall be held within ten (10) regularly scheduled working 
days after the written appeal has been received by Human Resources. The 

Human Resources/Labor Relations Director or designee shall issue a 
written response to the proper Chief Steward and the Unit Chair or 
designee within five (5) regularly scheduled working days after the 
meeting. At the union’s discretion, a Council 25 representative may attend 

this meeting, providing the Unit President provides twenty-four (24) hours 
advance notice to the Human Resources/Labor Relations Director or 
designee. In such a case, the City may also have a labor attorney present. 
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THIRD STEP - Mediation: If the grievance has not been resolved, then 
within ten (10) regularly scheduled working days after receipt of the Second Step 

answer by the Unit President, he/she shall notify the Director of Labor Relations 
or designee in writing that the union wishes to proceed to a mediation hearing. 
Within three (3) regularly scheduled working days of such notification the Director 
of Labor Relations or designee shall file a request for mediation through the 

Michigan Employment Relations Commission, a copy of which shall be forwarded 
to the Unit President and the Council 25 representative. If the Commission is 
unable to hear the grievance within fifteen (15) regularly scheduled working days 
from receipt of the submission for any reason, either party may demand (within 

five (5) regularly scheduled working days of such notification by the City to the 
Unit President and the Council 25 representative) to proceed directly to 
arbitration. The mediation hearing shall be governed by the following rules: 

 
(1) The grievant shall have a right to be present at the Mediation Hearing; 

 
(2) Each party shall have one principal spokesperson; 

 
(3) Outside lawyers or consultants shall not participate in a mediation 
hearing; 

 
(4) Any documents presented to the mediator shall be returned to the 

respective parties at the conclusion of the hearing; 
 

(5) Proceedings shall be informal in nature. The presentation of evidence is 
not limited to that presented at earlier steps of the grievance procedure. 

The rules of evidence shall not apply and no formal record of the mediation 
hearing shall be made; 

 
(6) The mediator shall have the authority to meet separately with any 

person or persons and their chief spokesperson, but will not have the 
authority to compel a resolution of a grievance; 

 
(7) If no settlement is reached, the mediator shall provide the parties with 

an immediate verbal opinion; 
 

(8) The mediator shall state the grounds for his/her advisory decision; 
 

(9) The mediator shall have no power to alter or amend the terms of the 
Collective Bargaining Agreement; 

 
(10) The opinion of the mediator shall not be submitted as evidence if the 

grievance later is heard by an arbitrator; 
 

(11) If a resolution is agreed upon by both parties a signed document of 
resolution shall be developed and signed by an HR designee, the Unit 

President and another union designee within seven (7) working days of the 
mediation. 
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FOURTH STEP - Arbitration:  In the event the parties are unable to arrive 
at a mutually acceptable solution to the grievance or if the mediation step was 

bypassed, and the Union wishes to appeal the matter to arbitration, it shall notify 
the Human Resources/Labor Relations Director or designee of its intent within 
thirty (30) calendar days of the receipt of summary from Human Resources, file a 
Demand for Arbitration with the appropriate Arbitrator on the arbitration panel. 

Such arbitration hearing shall be held in accordance with the rules of the 
American Arbitration Association then in effect. 

 
The parties shall select an Arbitrator from the following mutually agreed upon panel of 

Arbitrators on a rotating basis in the order below: 
 

Paul Glendon 
Mario Chiesa 

Thomas Gravelle  
Mark Glazer 
Barry Goldman 

 
The Arbitrators shall be placed on the panel in alphabetical order. The first 

Arbitrator selected shall be the Arbitrator whose name is at the top of the list. After an 
Arbitrator has been assigned a grievance from the Parties, his/her name shall be placed 
at the bottom of the list. The Arbitrator whose name is at the top of the list shall be 

assigned the next grievance, and so on. If a selected Arbitrator is not able to hear a 
grievance, his/her name shall remain in the same place on the list and the next Arbitrator 
on the list shall be selected. This procedure shall continue until an Arbitrator is selected. 

 
Local 2775 shall submit the grievance and notification to the City and the 

AFSCME Council 25. AFSCME Council 25 Arbitration Department shall review the 
grievance on its merits. AFSCME Council 25 shall submit approved cases to the 
appropriate Arbitrator within 30 calendar days from the date of notice by Local 2775 to 

the City. 
 

AFSCME Council 25 Arbitration Department shall track selection of the Arbitrators 
from the approved panel of Arbitrators. When an Arbitrator is selected, the Parties shall 

jointly ask the Arbitrator to provide a hearing date (or dates) as soon as possible. If the 
Arbitrator is unable to offer a hearing date within six (6) months of selection, the Parties 
may, by mutual agreement, select the next Arbitrator on the list if that Arbitrator is 
available to hear the grievance sooner. This process shall continue through the list to 

assign the grievance to the closest date after the six (6) month target. 
 

AFSCME Council 25 Arbitration Department shall coordinate the setting of dates 
with the City’s Human Resources/Labor Relations Director, or designee. 

 
The Union and the City may mutually agree to change the list of Panel members. 

A member of Council 25 and the City’s Human Resources Department may, after ten 

(10) calendar days’ notice, delete an arbitrator and replace him/her with a mutually 
agreeable arbitrator. 

 
Neither the Mediator in Step Three above, nor the Arbitrator mentioned above 

shall have any authority to add to, subtract from, change or modify any provisions of this 
Agreement but shall be limited solely to the interpretation and application of the specific 
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provisions contained herein. However, nothing contained herein shall be construed to 
limit the authority of an arbitrator, in his or her own judgment, to sustain, reverse or 

modify any alleged unjust discharge that may reach this stage of the grievance 
procedure. 

 
The expenses and fees of the arbitrator and the American Arbitration Association 

shall be shared equally by the City and the Union. 
 

Section 3 - Time Limits. Time limits at any step of the grievance procedure may 
be extended only by mutual agreement. In the event the City fails to reply to a grievance 

at any step of the procedure within the specified time limit, the Union shall process the 
grievance to the next step. In the event the Union does not appeal a grievance from one 
step to another within the time limits specified, the grievance shall be withdrawn without 
prejudice. 

 
Section 4 - Union  Wide  Grievances. Grievances on behalf of the entire 

department or the entire Union body shall be filed not later than ten (10) calendar days 
following the date of the occurrence which is being grieved, shall be signed by the Chair 

of the Union’s Grievance Committee and shall be processed starting with the Second 
Step of the grievance procedure. 

 
Section 5 - Meeting Time.  Meeting of the joint grievances committees provided 

for in the Second and Third Steps of the grievance procedure shall start not later than 
2:30 p.m. on the day for which they are scheduled. The Union committee members, not 
to exceed a total of four (4) in number, shall be paid their straight time hourly rate of pay 
for any time necessarily lost from their regularly scheduled work at the job site to attend 

such meetings but not to exceed forty (40) minutes prior to start of such meetings. The 
grievant, Union President and Chief Steward (or steward involved in the case) shall be 
paid for time lost from their scheduled work while attending mediation and arbitration 
hearings. Other Union witnesses, who are bargaining unit employees, shall be paid for 

time lost from their scheduled work while attending arbitration hearings. 
 

Section 6 - Committee Changes. The City shall be promptly informed in writing 
as to the membership of the Union's Grievance Committee and any changes therein. 

 
Section 7 - Definition: "Working Days". Wherever the words are used in this 

Article, "regularly scheduled working days" shall be defined as those days which are 
scheduled for work between Monday and Friday, both inclusive, excluding holidays 

recognized under this Agreement. 
 

Section 8 - Access to and Release of Information. 
 

(a) It is understood and agreed that when an employee files a grievance 
alleging a violation of this Labor Agreement, the act of filing such grievance shall 
constitute the employee’s authorization of the City to reveal to the participants on the 
grievance procedure any and all information available to the City concerning the alleged 

violation and such filing shall further constitute a release of the City from any and all 
claimed liability by reason of such disclosure. 

 
(b) Any employee covered by this Agreement may, with reasonable 

notice, view the contents of his/her personnel file in the Human Resources Office 
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in the presence of a member of the Human Resources staff at any reasonable time, 
upon request. 

 
ARTICLE 4 – DISCIPLINE 

 

Section 1 - Representation. Unless otherwise requested, an employee shall 
have a Union representative present at a meeting at which discipline may reasonably be 
expected to take place, or at an investigatory interview of the employee by the City 
regarding allegations or charges of misconduct against the employee which, if 
substantiated, could result in discipline. The Union representative shall be allowed a 

brief period of time to confer with the employee prior to the meeting. 
 

Section 2 - Procedure. 
1. When an employee is to be disciplined or placed on investigatory suspension 

(to be used only where removal from the job or premises is warranted), a 
meeting shall first be held and the employee and his/her Union representative 
shall be informed why he/she is being disciplined or placed on investigatory 
suspension. The employee will be provided an opportunity to respond. 

 
2. Before the meeting adjourns the employee and his/her Union Unit Chair or 

designee will be provided a written notification as to why he/she is being 
disciplined or placed on investigatory suspension. 

 
3. Within two (2) regularly scheduled working days after the meeting (or 

completion of the City’s investigation; if not complete within 5 regularly 
scheduled working days, Human Resources shall provide the Unit Chair with a 

status report and anticipated investigation completion date), a final written 
disciplinary action will be either personally presented or mailed (first class) to 
the employee, with a copy faxed to the Unit Chair or his/her designee. If an 
investigatory suspension does not result in suspension (of equal or longer 

duration) or discharge, the employee will be returned to work with appropriate 
back-wages. 

 
Section 3 - Disputing a Discharge or Suspension. In the event an employee 

under the jurisdiction of the Union shall be suspended from work for disciplinary reasons 
or is discharged from his/her employment after the date hereof and he/she believes 
he/she has been unjustly suspended or discharged, such suspension or discharge shall 
constitute a case arising under the grievance procedure, provided a written grievance 

with respect thereto is presented to the Labor Relations Director or designee within three 
(3) regularly scheduled working days after the Union receives written notification of such 
discharge or suspension. Such grievance shall be processed starting at the Second Step 
of the grievance procedure. 

 
(a) If during a meeting with the City regarding a suspension or 

discharge an employee requests a Union representative, his/her Unit Chair 
or designee shall be called and provided the reasons for the disciplinary 

action in the employee's presence. 
 

(b) A suspended or discharged employee, if he/she so desires, 
will be allowed time to discuss the suspension or discharge with the Unit 

Chair or designee who is readily available before being required to leave 
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the property of the City.  The City agrees to give written notification to a 
Union representative of such discharge or suspension. 

 
Section 4 - Access to and Release of Information. 

(a) It is understood and agreed that when an employee files a grievance 
with respect to his/her disciplinary action, suspension or discharge, the act of filing 
such grievance shall constitute the employee’s authorization of the City to reveal 
to the participants in the grievance procedure any and all information available to 
the City concerning the alleged offense and such filing shall further constitute a 

release of the City from any and all claimed liability by reason of such disclosure. 
 

(b) Any employee covered by this Agreement may view the contents of 
his/her personnel file in the Human Resources Office in the presence of a member 

of the Human Resources staff at any reasonable time, upon request. 
 

Section 5 - Unjust Discharge or Suspension. In the event it should be decided 
under the grievance procedure that the employee was unjustly suspended or 

discharged, the City shall reinstate such employee and pay full compensation, partial or 
no compensation as may be decided under the grievance procedure, which 
compensation, if any, shall be at the employee's regular rate of pay at the time of such 
discharge or the start of such suspension, less the amount of any unemployment 

compensation received or any compensation earned as a result of being available for 
other work during the period of suspension or discharge. 

 
ARTICLE 5 – STRIKES AND LOCKOUTS 

 

Section 1 - Agreement. The Union agrees that during the life of this Agreement 
neither the Union, its agents, nor its members will authorize, instigate, aid or engage in a 
work stoppage, slowdown, strike, sympathy strike, or any other curtailment of full service 

to the City. However, bargaining unit employees shall not be required to perform the 
work of any striking employees. The City also agrees that during the same period there 
will be no lockouts. 

 
Section 2 - Discipline. Individual employees or groups of employees who 

instigate, aid or engage in a work stoppage, slowdown, strike, sympathy strike or any 
other curtailment of full service to the City, may be disciplined or discharged in the sole 
discretion of the City. However, it is understood and agreed that the question as to 

whether an employee's or employees' activity was such as is proscribed by this Section 
may be a proper subject for the grievance procedure. 

 
ARTICLE 6 – SENIORITY 

 

Section 1 - Definition. Seniority shall be defined as an employee's length of 
continuous service with the City as a regular employee in all job classifications covered by 
this Agreement. No time shall be deducted from an employee's seniority due to 

absences occasioned by authorized leaves of absence, vacations or layoffs, except as 
hereinafter provided. 

 
(a) Continuous service shall be defined as an employee's length 

of service with the City since his/her last hiring date as a regular employee. 



-12-    

"Last hiring date" shall mean the date upon which an employee first reported 
for work at the instruction of the City as a regular employee since which 

he/she has not quit, retired or been discharged. 
 

Section 2 - Probation Period. All new employees in the bargaining unit shall be 
probationary employees until they have completed six (6) months of employment. The 

purpose of the probationary period is to provide an opportunity for the City to determine 
whether the employee has the ability and other attributes which will qualify him/her for 
regular employee status in the bargaining unit. During the probationary period, the 
employee shall have no seniority status, may be laid off or terminated in the sole 

discretion of the City without regard to his/her relative length of service and without 
recourse to the grievance procedure. At the conclusion of the first six (6) consecutive 
calendar months of employment, the employee's name shall be added to the seniority 
list as of his/her last hiring date. 

 
Section 3 - Seniority List. The City will maintain an up-to-date seniority list. A 

copy of the seniority list by bargaining unit seniority, job/title classification, pay grade, 
and work location seniority will be posted on the appropriate bulletin boards each 

three (3) months. The names of all employees who have completed their probationary 
periods shall be listed on the seniority list, starting with the senior employee at the top of 
the list. If two (2) or more employees have the same last date of entry as a regular 
employee into a classification covered by this Agreement, their names shall appear on 

the seniority list by bargaining unit seniority. If two (2) or more employees have the 
same bargaining unit seniority they shall appear on the seniority list alphabetically by 
the first letter or letters of their last name. If two (2) or more employees have the same 
last name, the same procedure shall be followed with respect to their first names. 

 
Section 4 - Termination of Seniority.  An employee's seniority shall terminate: 

(a) If he/she quits, retires or is justifiably discharged. 
 

(b) If following a layoff for lack of work, he/she fails or refuses to 
notify the City of the intention to return to work within five (5) regularly 
scheduled working days after a written notice sent by certified mail of such 

recall is sent to his/her last address on record with the City or, having 
notified the City of the intent to return, fails to do so within ten (10) regularly 
scheduled working days after such notice is sent. 

 
(c) If he/she is absent for three (3) regularly scheduled working 

days without notifying the department head or the Human Resources Office 
prior to or within such three (3) day period of a justifiable reason for such 
absence if it was possible for such notice to be given. 

 
(d) If he/she accepts employment elsewhere while on a leave of 

absence or does not return to work immediately following the expiration of 

a leave of absence, unless, in the latter case, he/she presents evidence 
satisfactory both to the City and the Union that it was impossible to return 
to work at the expiration of such leave. 

 
(e) When he/she has been laid off for lack of work for a 

continuous  period  of  time  in  excess  of  twenty  four  (24)  consecutive 
months. 



-13-    

Section 5 - Layoffs. When it becomes necessary to reduce the size of the work 
force, the City shall determine the job title/classifications to be affected. Probationary 
employees in the affected classifications shall first be displaced. (They shall be returned 
to their former classification if in a trial period under the job bidding procedure). Thereafter, 
for employees in job title/classifications outside an open promotion program, the last 

non-probationary employee or employees to enter the job title/classification within a pay 
grade shall be the ones removed therefrom. Employees thus removed from the job 
title/classification shall replace the employee with the least bargaining unit seniority 
within the pay grade, in a job title/classification which the bumping employee has the 

ability to perform without a break-in or training period. 
 

If the bumping employee replaces an employee in a different job 
title/classification within the same pay grade, the bumping employee shall carry 

his/her previous bargaining unit seniority into the new job title/classification. 
Bumping within a pay grade shall be a one-time opportunity exercised by the 
employee(s) initially affected by a layoff. Any employee bumped out of their pay 
grade, after the one time initial bump as mentioned above, shall replace the 

employee with the least bargaining unit seniority in any lower rated job 
title/classification outside an open promotion program, seniority permitting, 
which work such replacing employee can satisfactorily perform without a break-in 
or training period. Employees thus displaced from their job classification shall be 

entitled to exercise the same right. 
 
Notwithstanding the above, a junior employee may be retained in a job classification if 
there are no senior employees who are then available and who can satisfactorily perform 

the work of those scheduled for layoff without a break-in or training period. 
 
As an alternative to the above, any employee outside an open promotion program who is 
reduced or bumped, may elect to enter an open promotion program at the apprentice 

classification to fill an available vacancy or bump a less senior employee, provided they 
successfully pass any required entry test. Employees “grandfathered” by the applicable 
program are not required to pass an entry test and their rate of pay will be red-lined 
according to the terms of the program. If no apprentice position is available, the bumping 

employee may bump an available employee in the next higher job title/classification 
provided they successfully pass the required testing within two weeks of entry into the 
program. Any delays in testing the employee shall be the City’s responsibility. 

 
Classifications Within Any Open Promotion Program 

 

The Employer maintains the following Open Promotion Programs: Municipal Worker 
Program, Waste Water Operator/Maintainer Program, Vehicle Mechanics and Water 

Operator Maintainer Program. Staff reductions shall be administered separately within 
each program as follows: 

 
(a) If it is necessary to reduce staffing within any of the classifications 

within an Open Promotion Program, the first reductions shall be made within the 
apprentice classification. If applicable, employees who have bid from another job 
classification into an apprentice classification, and  who  are  in  a  trial  period,  
shall  be  returned  to  their  former  job 
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classification. Employees reduced shall be the least senior in the bargaining unit. 
 

(b) If additional reductions are necessary they shall then be made within 
the next higher classification. Employees reduced shall be the least senior in the 
bargaining unit. 

 
(c) If continued reductions are necessary, they shall progressively 

continue into higher classification and employees shall be reduced by bargaining 
unit seniority as necessary. 

 
Layoff Procedures 

 

(a) When it is necessary to lay off employees, the City will meet 
and confer with the Unit Chair accompanied by appropriate additional 

representation at least ten (10) working days in advance of the lay-off. The 
City will describe the affected job title/classifications, the number of 
employees to be laid off and discuss any questions that may arise. 

 
(b) When it is necessary to lay off employees, the City will give 

the affected employees at least five (5) regularly scheduled working days' 
advance notice of such layoff. 

 
(c) For the purpose of this Section 5 and Section 6 of this Article, 

an employee who had previously permanently occupied a job in excess of 
ninety (90) regularly scheduled working days and has not been removed 
therefrom because of unsatisfactory performance shall be assumed to be 

able to satisfactorily perform such job and shall be given a trial period of up 
to but not to exceed five (5) regularly scheduled working days to 
demonstrate that he/she can do so. 

 
(d) In the event of a layoff, an employee with written approval of 

the City may elect not to displace another employee and to take a layoff, 
provided he/she has other full-time employment available. Such employee 
shall remain subject to the recall procedure set forth in this Agreement. 

 
(e) Laid off employees shall have the option of having all accrued 

vacation paid in a lump sum at the time of layoff or run the vacation out at a 
rate of three (3) days per week. 

 
(f) The sick time bank of laid off employee shall remain frozen 

and available at 100% if the employee is returned to work within 24 months 
of layoff. 

 
Section 6 - Recall. When recalling employees to work following a layoff, the 

senior employee on layoff status who can satisfactorily perform the available work without 
break-in or training will be the first recalled to work. If there are no employees on layoff 

status who can satisfactorily perform the available work without break-in or training, and 
the available work is of such a nature that a normal employee shall be able to learn to 
perform such work with minimum break-in or training, the senior laid off 
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employee in the bargaining unit who has the capability and the special qualifications to 
satisfactorily perform the work and meets the requirements for the job shall be the one 

recalled and given a minimal amount of break-in or training period. If under this Section 
there are no laid off employees who qualify for recall, the City shall allow laid off 
employees by seniority to test into any open promotion program. Employees may test 
once every six (6) months for any individual open promotion program. If under this 

Section there are no laid off employees who qualify for recall or entry into any open 
promotion program, then the City shall be free to hire new employees to perform such 
work. 

 
(a) If an employee is given a minimum break-in and training as 

above provided and demonstrates that with such break-in and training 
he/she is unable to satisfactorily perform such work, he/she shall then be 
returned to layoff status and not again be eligible for recall to work until 

work is again available in a job in which he/she can satisfactorily perform 
without a break-in or training period to which his/her seniority entitles 
him/her. In addition, such employees shall be allowed to enter and/or test 
into any open promotion program as stated above prior to the City hiring 

new employees to perform such work. Employees may test once every 
six (6) months for any individual open promotion program. 

 
Section 7 - Promotions. When it is necessary to promote an employee to fill a 

new, permanent job classification or a permanent vacancy in an existing job 
classification, such permanent job or vacancy shall be posted on the appropriate bulletin 
boards and emailed to all City employees throughout the City's operations for a period 
of seven (7) calendar days, during which time employees may bid for such job or 

vacancy by emailing Human Resources of his or her interest in the posting. Such posting 
shall include a statement of the job requirements and whether tests, oral and/or written 
and/or performance must be taken by the bidders. Additionally, if under subsection (b) 
below, the City has determined that the selection procedure must be expedited, the 

posting shall so state.  From among those employees who bid therefor, the job or 
vacancy shall be filled on the basis of ability and seniority with first consideration at each 
step outlined below being given to upward bids, second consideration to lateral bids, 
and then consideration to downward bids, unless the downward or lateral bid is from an 

employee whose job is being eliminated or is being displaced from his/her job 
classification. Bids from such individuals will be given first consideration. Employees 
hired before June 1, 2011 (i.e. “grandfathered employees”), who enter into an Open 
Promotion Program within their division (i.e. Water Operations, Waste Water Operations 

and Field Services), will enter at their then current rate of pay.  Such pay rate shall be 
“red-lined” until their rate of pay under the Program exceeds the “red-lined” rate. 
Grandfathered and other employees who otherwise enter an Open Promotions Program 
shall be placed in the appropriate step of the Apprentice level of the Program. 

 
(a) A permanent posting shall exist for Custodian I and Laborer I 

positions. Employees interested in being considered for the next vacancy 
shall notify the Human Resources Department in writing. The senior 

employee who so bids shall be awarded the next vacancy. If no employee 
has so bid when the vacancy occurs, the position shall be filled by hiring a 
new employee. 
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(b) Effective upon the signing of this Agreement, when any other 
jobs are to be filled by bidding, the following will apply: The bidding 

employee within the bargaining unit who is able to perform the job, who 

has the best special qualifications and who has satisfactory work habits 
shall be awarded the job. In determining whether an employee appears to 
have the prerequisite requirements, reference will be made to such 

employee's documented work history and job experience for the previous 
two years in the area of the posted job requirements, and whether the 
applicant can satisfactorily pass a test or tests (oral, written, or practical) 
designed to reveal the required ability for the job, if and when such tests 

and licenses are applicable. 
 

When all the requirements in the above paragraph are satisfied, and 
an applicant has the best special qualifications from within the bargaining 

unit bidders, he or she will be awarded the job irrespective of seniority or 
upward, lateral, or downward bidding. If, among the bidders, all their 
qualifications are equal (equally considering upward, lateral, and downward 
bidders) preference shall be given to the most senior bidder. 

 
An exception to the above two paragraphs shall be made when a 

downward or lateral bidder is an employee whose job is being eliminated or 
who is being displaced from his or her job classification. Bids from such 

individuals will be given preference over other bidders if they satisfy the 
minimum requirements for the position. 

 
(c) If there are no bidding employees who possess the 

requirements specified in subsection (a) above, then the job or vacancy 
may be filled by hiring new employees. 

 
(d) Within the Municipal Worker Program, the test shall be given and 

observed by a representative of Field Services Management and by a 
supervisor and where applicable, a trainer in the division or department in 
which the job exists. Such practical operating tests shall be developed 
based upon the approved recommendations of the Training and 

Development Team of the Municipal Worker Program. Answers on the 
written test may be given orally or in writing. All employees will be given 
equal access to training and testing. 

 
(e) No employee shall be placed in a position that will be directly 

or indirectly supervised by the employee's spouse, parent, child, brother or 
sister. Any employee who is directly or indirectly supervised by the 
employee's spouse, parent, child, brother or sister as of the effective date 

of the City policy dated May 16, 1994, may remain in his or her current 
position. 

 
(f) In the event that a relationship as defined in subsection (e) 

above is created between employees within the same department, without 
the approval of the City Manager, then one (1) of said employees shall 
within thirty (30) calendar days move to a position outside of said 
department or shall move into a position outside the organization. 
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(g) An Apprentice Wastewater Operator/Maintainer must take 
and pass the CWEA / MWEA I certification test within twenty-four (24) 

months of entering the classification. In addition, a Wastewater 
Operator/Maintainer and an Apprentice Water Operator/Maintainer must 
take the "Class D" or "D- 4" test (whichever is applicable) at such time as 
determined eligible by the State of Michigan. Employees initially taking this 

test (“D’ or D-4”) during this contract term will be given two (2) 
c onsec ut iv e opportunities to pass the test, if their first test score equals 
or exceeds eighty per cent (80%) of the passing score for the test. 
Employees who are subject to the second opportunity must also meet the 

following requirements up to and including the date of the certification 
exam: 

1. They must attend all in-plant training offered by the City. 
2. They must record with their supervisor a minimum of two 

(2) hours per week in study time. 
3. They must attend all classes arranged in preparation for 

the test. 
4. If applicant is unable to make the scheduled test, refer to 

the Critical Illness and Funeral Leave Policy. 
 

Failure to meet these requirements will render the employee ineligible to 
take the test the second time and the employee will be deemed to have 

failed to pass the test the second time. 
 

Failure to pass the test the second time will be cause for the 

employee to be returned to his or her former classification and the vacancy 
to be refilled. An employee who was initially hired by the City as an 
Apprentice Wastewater Operator/Maintainer or Apprentice Water 
Operator/Maintainer and who fails to pass the above test shall follow Item 

(i) below: 
 

(h) Individuals employed by the Public Services Operation before 
June 1, 2011 are not obligated to participate in the Municipal Worker 

Program. These employees are “grandfathered” and as such may 
voluntarily enter or remain outside the Program. 

 
If a grandfathered employee elects to enter the Program, they will be placed 

in the Municipal Worker Apprentice classification. The grandfathered 
employee’s previous individual classification hourly rate of pay will be red-
lined until their Municipal Worker Program rate of pay exceeds the red-
lined rate or the employee otherwise leaves the Program. 

 
The grandfathered employee entering the Program will have ninety 

(90) calendar days to choose to exit the Program. If they exit the 
Program they will return to their previous individual classification. In 
addition, the grandfathered employee may elect to bid on any available 
opening posted in an individual classification. The bid will be governed by 

the terms of the labor agreement. If the employee bids and is awarded 
an individual classification they will assume the then current rate of pay 
for their new classification. Grandfathered employees who are removed 
from a Municipal Worker Program classification for failure to maintain 

required certifications and licenses will be reassigned under the terms of 
the labor agreement at the applicable rate of their new assignment, until 
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they regain the required certification or license. 
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Employees hired into the Public Services Department, Field Services Division, 
June 1, 2011 and later must obtain and maintain their S-4 Certification before 
advancing to Municipal Worker I. They have up to three years from the date of 

entry into the Program to obtain the S-4 Certification. Failure to obtain the S-
4 Certification within the first three years of employment in the Program will 
result in their release from employment. 

 
(i) Open Promotion Programs for Water Operation, Waste Water 

Operations and Municipal Worker 
 

If an employee in the Apprentice Waste Water Operator/Maintainer or 

Apprentice Water Operator/Maintainer job title/classification does not 
pass their required test specified in Item (g) or (h) above then they shall; 

 
1. Be permitted to remain in the Apprentice classification for 

thirty (30) days after the date of notification of the failed 
certification exam before being removed from such 
classification; 
2. For a period of six (6) months after the date of notification of the 

failed exam, have one opportunity to be placed in the next available 
vacant position (prior to posting) in an equal or lower rated classification 
which he or she possess the qualifications to perform. Such an 
employee will retain the right to use his/her accumulated seniority to bid 

on any posting, except for the position from which he or she was 
removed for failing to pass the appropriate state exam. 
3. An employee who fails to successfully complete the Apprentice 
Wastewater Operator/Maintainer, Apprentice Water 

Operator/Maintainer or Apprentice Municipal Worker program will not 
be allowed to thereafter bid on the same position until he/she is in 
possession of the required certification or license. 

 
When, in the City’s judgment, the employee satisfies all of the requirements of 
a Wastewater Operator/Maintainer I, Water Operator/Maintainer I or Municipal 
Worker I, he or she will be placed in that classification. If at any time during the 
period it is determined that the grandfathered employee will not be able to 

satisfy the requirements, or if he or she has not satisfied the requirements, the 
employee shall be returned to his or her former classification and the vacancy 
reposted. If the employee is not a grandfathered employee they will be released. 

 

Employees who are in job classifications that require licenses or certifications are 
responsible for obtaining and maintaining the required licensure and certifications. 
Failure to do so may result in demotion and will result in the loss of any 
certification and/or license bonuses. The City agrees to maintain its current 
practices of supporting, and payment/reimbursement of, employee licensing, 

certification and required training. 
 

(h) When, in the City's judgment, a Maintenance Mechanic satisfies all 
of the requirements of a Lead Maintenance Mechanic, the employee will be 

placed in that classification. 
 
 
 
 



-20-    

Section 8 - Promotions for Vehicle Mechanics. Employees hired or promoted 
into the Vehicle Mechanic I classification on or after the effective date of this Agreement 
must advance to the Vehicle Mechanic II classification within two years of entering the 
Vehicle Mechanic I classification. If an employee does not so advance within two (2) 
years, at the end of the two year period he or she will have one opportunity to be placed 

in the next available vacant position (prior to posting) in an equal or lower rated 
classification which he or she has the qualifications to perform. 

 
(a) In order to be eligible to advance within the Vehicle Mechanic 

classifications, employees must obtain and maintain from a State of Michigan 
recognized certification program (i.e., Automotive Service Excellence [ASE], 
Emergency Vehicle Technician [EVT], State of Michigan), the following number of 
state motor vehicle mechanic certifications: 

 
i. Vehicle Mechanic II (H-34) – 6 certificates 
ii. Vehicle Mechanic III (H-36) – 10 certificates 
iii. Master Mechanic (H-40) – 16 certificates 

iv. Lead Master Mechanic (H-42) – 16 certificates 
 

Effective October 2, 2014, certifications for pre-1973 vehicles will not be applied 
towards the required number of certifications for the various Vehicle Mechanic 

certifications. Employees with such certifications as of October 2, 2014 will be 
grandfathered and will continue to apply existing certifications to qualify for the 
various Mechanic classifications. 

 
To be eligible for advancement, the employee must present the City with proof of 

having obtained the necessary number of certificates for advancement and the City will 
review the employee's related job experience and work history during the preceding two 
(2) years, all of which may be taken into consideration by the City. The employee will be 

advanced to the applicable classification if he or she meets the criteria set forth in the 
preceding sentence. Advancement to these classifications shall be accomplished through 
the system set forth in this subsection and shall not be subject to the bidding procedure. 

 
(b) The City will pay the annual renewal fees for all licenses or 

certificates the employee holds for the above classifications. In addition, 
if in the Employer’s judgment it is beneficial to do so, it will provide the 
opportunity for on-the-job training as necessary for any specialized 

certificates required by the Employer. 

(c) All vacancies will be posted as a Vehicle Mechanic I. 
Individuals hired or promoted to fill the vacancy will be placed in the 
applicable higher classification provided they then possess the appropriate 
certifications. Newly hired employees will be required to successfully 

complete the probationary period as specified in Article VI – Seniority; 
Section 2 – Probation Period. 

 
Section 9 - Promotion for Well Drillers. Any employee hired or promoted into 

the Well Driller I classification on and after the effective date of this Agreement must 
pass the state Well Driller's certification test within four (4) years of entering the Well 
Driller I classification. Upon passing the test, the employee will be promoted to the Well 
Driller II classification. If he or she fails to pass the test within four (4) years, at the end 

of the four year period the employee will have one opportunity to be placed in the next 
available vacant position (prior to posting) in an equal or lower rated classification which 
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he or she possesses the qualifications to perform. 
 

Section 10 - Job Probation. When an employee is awarded a job under the 
provisions of Section 7 of this Article, the successful bidder shall be on job probation for 
a period of not to exceed sixty (60) days of work in the new classification and may be 

removed from there at any time he/she demonstrates that he/she is or will be unable to 
satisfactorily perform the requirements of such job. When calculating this probationary 
period, absences totaling more than five (5) days may serve to allow the City to extend 
the probationary period for an additional period equal to the number of absent days. If 

so removed, the employee shall be returned to the last previous job classification he/she 
had permanently occupied. 

 
(a) Any employee who is awarded a job under the bidding procedure 

shall not be awarded another job, the rate range of which is equal to or 
less, under the bidding procedure during the next succeeding three (3) 
months. Any employee who is removed from a job classification for which 
he/she had bid because of the inability to perform the requirements 

thereof, as above provided, shall be ineligible to bid for that job during the 
six (6) month period following the date of setback. 

 
Section 11 - Temporary Transfers. The City shall have the right to temporarily 

transfer employees irrespective of their seniority status from one job title/classification to 
another to cover for employees who are absent from work due to illness, accident, 
vacations or leaves of absence for the period of such absences. The City shall also 
have the right to temporarily transfer employees irrespective of their seniority status from 

one job title/classification to another to fill jobs or temporary vacancies or take care of 
unusual conditions or situations which may arise for a period of not to exceed six (6) 
months. It is understood and agreed that any employee temporarily transferred in accor- 
dance with the provisions of this Section, shall not acquire any permanent title or right to 

the job to which he/she is temporarily transferred but shall retain his/her seniority in the 
permanent classification from which he/she was transferred. 

 
(a) It is understood that when it is necessary to temporarily 

transfer an employee under this Section, it is the objective to do so in an 
expedient manner with the least possible disruption of work. Employees 
who desire to have the opportunity to be temporarily transferred and thus 
gain experience on a job when a temporary vacancy occurs shall advise 

the Human Resources Department in writing of such desire. When a 
temporary vacancy occurs due to an employee being on approved vacation 
or leave of absence where the City had at least five (5) regularly scheduled 
working days advance notice of such anticipated absence, from among 

those employees who had notified the Human Resources Department, as 
above provided, the senior employee who has the ability to perform the 
work required will be transferred to the temporary vacancy as of the 
beginning of the absence if he/she can be spared from his/her regular job 

title/classification. When the temporary vacancy occurs due to the 
absence of an employee because of illness or injury, within five (5) regularly 
scheduled working days after the City is made aware that the absence 
will be of a prolonged nature, from among those employees who had 

notified the Human Resources Department, as above provided, the senior 
employee who has the ability to perform the work required will be 
transferred to the temporary vacancy if he/she can be spared from his/her 
regular job title/classification. If no employee has indicated a desire to be 
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temporarily transferred, then the least senior regular employee shall be 
required to transfer. 

 
(b) If an employee is temporarily transferred for the City's 

convenience as provided in this Section to a job classification for which the 

rate range is lower than the rate range for his/her regular job classification, 
the hourly rate of pay shall not be reduced. If such temporary transfer is to 
a job classification for which the rate range is higher than the rate range for 
his/her regular job classification, he/she shall receive the rate of pay 

applicable as if he/she were promoted to such position and shall continue 
to receive such rate of pay until he/she has completed the temporary 
assignment at which time he/she will be returned to his/her regular job 
classification and rate of pay. 

 
Section 12 - Continuation of Seniority. If an employee is transferred to a 

position outside the bargaining unit, said employee’s seniority shall be frozen as of the 
date transferred. Employees so transferred shall terminate their seniority after one (1) 

year. Employees transferred under the above circumstances shall retain all rights accrued 
for the purpose of any benefits provided for in this Agreement. 

 
Section 13 - Permanent Shift Transfer. Employees within a job classification 

who, prior to an opening occurring within such job classification, in their department or a 
major division thereof, advise the Human Resources Office in writing that they wish to be 
transferred to some other shift will be permitted to so transfer when there is an opening 
in their job classification for which they have the ability to perform on such other shift 

before the vacancy in the job classification is filled by bidding. If two (2) or more 
employees in the job classification make such written request for the same shift, the 
senior employee who made the request shall have the preference. 

 
(a) It is understood and agreed that the transfer of shift request referred to above 

is not to be construed as including requests for transfer to different pieces of equipment 
or machinery or different work crews on the employee's normal shift. 

 

Section 14 - New or Changed Shifts. When a new shift is established or it is necessary 
to change shift operations, the following procedure shall apply: 

 
(a) Employees in the required classification who have the 

present ability to perform the necessary work shall have the right to elect to 
transfer to the other shift in line with their seniority. 

 
(b) If there is an insufficient number of capable employees who 

volunteer to so transfer, then employees with the least seniority in said 
classifications who have the present ability to perform the necessary work 

shall be the ones transferred to the other shift. 
 

Section 15 - Super-seniority of Union President.  The bargaining unit President 
shall be the steward-at-large, and for the purpose of layoff for lack of work and recalls to 

work following such layoff only, for the term of his/her office, he/she shall be considered 
as being at the top of the seniority list. He/she shall be the last to be laid off for lack of 
work and the first to be recalled thereafter providing he/she has the present ability to 
satisfactorily perform available work. This super-seniority shall not apply until such time 

as such employee has exhausted his/her actual seniority. 
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Section 16 - Seniority of Union Stewards. The elected chief stewards and 

stewards for the purpose of layoff for lack of work and recalls to work following such 
layoff only, for the term of their office, shall be considered as having more seniority than 
any other employee within their department. They shall be the last to be laid off for lack 

of work from their department and the first to be recalled to work in their department 
following such layoff providing they have the then present ability to satisfactorily perform 
available work in such department. This super-seniority shall not apply until such time 
as such employees have exhausted their actual seniority 

 
Section 17 - CDLs. Employees who renew their Certified Driving License (CDL) 

will have the fees for this certification reimbursed by the City, upon presentation of proof 
of payment. An employee who is required to obtain and/or renew a CDL will be allowed 

time off work, without loss of pay, to go to the Secretary of State's office to take the 
test and to the doctor’s office to take the medical exam for the CDL. The Employer will 
pay the cost of the CDL medical exam conducted by the Employer’s physician, including 
any diagnostic test, ordered by the Employer’s physician. The employee may process 

claims connected to treatment of health conditions surfaced by the CDL exams through 
their City of Kalamazoo health insurance.  

 
 The Employer will pay for the cost of training necessary to obtain the required CDL. 

 
 Employees are responsible to maintain their CDL and applicable endorsement(s) in good 
standing. The employee will promptly notify their supervisor in the event their CDL and/or 
applicable endorsement(s) are suspended, revoked, lapsed or otherwise become 

inoperative. 
 

ARTICLE 7 – LEAVES OF ABSENCE 
 

Section 1 - Personal Leave of Absence. The City may grant a leave of absence 
for personal reasons of not to exceed thirty (30) calendar days without pay and without 
loss of seniority to an employee who has completed his/her probationary period 
provided, in the sole judgment of the City, good cause exists for the request and such 

employee can be spared from his/her work at the time requested. 
 

Section 2 - Medical Leave of Absence  (“MLOA”).  
 

Employees may request an unpaid MLOA if physical or mental conditions 
necessitate time away from work. You must submit a “Leave of Absence Request” form 
to Human Resources, along with a detailed physician’s written statement explaining why 

you cannot perform your current job. 

Length. You will be required to utilize your available sick time. Thereafter, you 
may use vacation days; any remaining MLOA will be unpaid. A MLOA will be limited to 
the period of actual inability to work, but may not exceed twenty-four (24) consecutive 
calendar months. 

 
You may request a cumulative 24 months MLOA for the same medical condition (e.g. an 
employee returning to work 16 months after his/her MLOA commenced, could within the 
following six months request an additional MLOA of up to 8 months for the same medical 
condition.) To qualify for a new 24 month MLOA you must either have a distinctly 

different qualifying medical condition, or after returning from MLOA must re-Qualify for a 
new 24 month period by actually working at least 6 consecutive calendar months. 
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Compliance and Return. You must return to work at the designated time and 
submit a doctor’s written release setting forth your restrictions, if any. 

 
• An employee with one (1) or more years (2080 hours/yr) paid sick time 

available when his/her MLOA commences will be reinstated to his/her original 
position for up to twenty-four (24) months. Upon request, the employee’s 
vacation time may be carried over into the following calendar year. 

 

• Any other employee will be reinstated to his/her original position if he/she 
returns to work within twelve (12) consecutive calendar months or upon 
expiration of his/her approved leave of absence, whichever occurs sooner. 

 
• If you return to work more than twelve (12) consecutive calendar months, but 

within twenty-four (24) consecutive calendar months after your MLOA 
commenced, you will be reinstated to your former position if it is vacant. 

 
• If your former position is not vacant, you will be returned to an “equivalent” 

vacant position. 

 
• If there are no vacant “equivalent” positions, you will be returned to any vacant 

position for which you are qualified. 

 
• If there are no vacant positions you will be laid off and have recall rights as set 

forth in this Agreement (Art. VI, Sec. 6). An employee who is not recalled 
within twelve (12) consecutive calendar months from the layoff date will be 

separated from employment (Art. VI, Sec. 4). 
 

Section 3 - Critical Illness and Funeral Leave. Paid leave for critical illness of a 
member of the employee’s immediate family shall be available only in case of such 
illness on the part of the employee’s then current spouse, the employee’s child (including 

step-child), parent, parent-in-law, step-parent, and shall be granted for a period of up to 
but not to exceed three (3) regularly scheduled working days at any one time. 

 

(a) Paid leave for the death of a member of an employee's immediate family 
shall be available in the event of the death of the employee's then current 

spouse, the employee's child (including step- child),  brother,  sister,  parent,  
grandparent,  mother-in-law,  father-in-law, brother-in-law, sister-in-law, 
daughter-in-law, son-in-law, grandparent-in- law, or grandchild. Relatives 
other than those designated herein shall not be considered members of 

the immediate family for the purposes of this subsection. Paid leaves 
under this subsection shall be granted for up to but not to exceed three (3) 
consecutive regularly scheduled working days if the funeral subsequent to 
such death occurs within a radius of three hundred (300) miles of 

Kalamazoo, or up to but not to exceed five (5) consecutive regularly 
scheduled working days if the funeral subsequent to such death occurs 
beyond three hundred (300) miles from Kalamazoo. To be eligible for paid 
leave under this subsection the employee must attend the funeral. 

 
Section 4 - Military Reserve Leave. Leaves of absence shall be granted to 

employees who are active in the National Guard or a branch of the Armed Forces 
Reserves for the purpose of fulfilling their annual field training obligations. Applications 

for leaves of absence for such purpose must be made as soon as possible after the 
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employee's receipt of his/her orders. Employees who are ordered to report for annual 
field training hereunder and who present evidence that they reported for and fulfilled 
such obligation, upon presenting evidence as to the amount of compensation received 
from the government, shall be paid the difference, if any, between what they received in 
the form of pay therefor and what they would have received from the City had they 

worked during such period. The compensation thus paid by the City shall not exceed 
the difference in pay for a period of two (2) weeks (ten regularly scheduled working days) 
in any one calendar year. For purposes of this section only, a "calendar year" will be 
treated as the fiscal year used by the military. 

 
Section 5 - Regular Military Leave. A full-time employee who enters the military 

service by draft enlistment or by reserve duty shall be granted a leave of absence for 
that purpose and at the conclusion of such leave of absence shall be reinstated in 

accordance with the Uniformed Service Employment and Re-employment Act (USERRA) 
and all other applicable laws then in effect. 

 
Section 6 - Jury Duty. An employee who has completed his/her probationary 

period and who is summoned and reports for jury duty, as prescribed by applicable law, 
for each day on which he/she performs jury duty and on which he/she otherwise would 
have been scheduled to work for the City shall be paid the difference between the 
amount received from the Court as daily jury fees and what he/she would have earned 

from employment with the City on that day on the basis of eight (8) hours of work at 
his/her regular rate of pay. The City's obligation to pay an employee for jury duty as pro- 
vided herein is limited to a maximum of forty-five (45) days in any calendar year. In 
order to receive the payment above referred to, an employee must give his/her 

department head prior notice of having been summoned for jury duty and must furnish 
satisfactory evidence that he/she performed jury duty on the days for which payment is 
claimed. The provisions of this Section are not applicable to an employee who, without 
being summoned, volunteers for jury duty. Probationary employees who are required to 

serve on jury duty shall have their probation extended equal to the period served. 
 

Section 7 - Serving as a Witness. An employee who is subpoenaed as a 
witness in a legal matter on behalf of the City of Kalamazoo as an employer shall be paid 

at his/her regular straight time hourly rate for all hours so served. 

(a) It is understood and agreed that all witness fees and mileage fees 
received by the employee will be deducted from the total pay computed in 
the above manner. 

 
Section 8 - Union Assignment. Employees who are elected or selected by the 

Union to accept a full-time assignment with the local Union, the Council or the 
International Union which assignment takes them away from their employment with the 
City shall, upon written request by the Union served upon the Human Resources Office 

of the City, be given a leave of absence without pay and without loss of seniority for such 
purpose, provided that no more than one (1) employee shall be granted such leave at 
the same time and provided further that such leave shall not exceed two (2) years or the 
duration of that assignment, whichever is shorter. 

 
Section 9 - Attending Union Functions. Employees who are elected or 

selected by the Union to attend functions of the Michigan Council #25 A.F.S.C.M.E. or 
the International A.F.S.C.M.E. Union, both exclusive of all affiliations, such as 

conventions, safety conferences, and educational conferences and local union business 
functions shall be allowed time off with pay and without loss of seniority for a period of 
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not to exceed five (5) consecutive calendar days at any one time to attend such 
conventions and conferences, provided the Human Resources Department is advised in 
writing by the Union of such intended absence at least three (3) regularly scheduled 
working days prior to the start thereof and provided no more than two (2) employees 
shall be allowed time off for this purpose at any one time, except for steward training 

sessions as provided for in Article II, Section 2. 
 

(a) It is understood and agreed that the total cumulative number 
of regularly scheduled working days allowable under this Section shall not 

exceed fifteen (15) in any twelve (12) month period. 
 

(b) The bi-annual Michigan State AFL-CIO convention shall be 
included as an eligible function subject to the limitations of this Section set 

forth above. 
 

(c) Under the provisions outlined above, the City may grant 
approval for employees to attend other legitimate Union activities provided, 

in the sole judgment of the City, such approval is mutually desirable. 
 

Section 10 - Family and Medical Leave Act (“FMLA”). The   parties 
acknowledge that qualifying leave will be treated in accordance with the City’s existing 

Family and Medical Leave Act policy. To the extent there is any conflict between the 
policy and the Act, the Act will prevail. 

 

Section 11 - Approval. Leaves of absence referred to in this Article must be 
applied for in writing by the employee and approved in writing by the department head 

and the Human Resources/Labor Relations Director in order to preserve the employee's 
job rights during such leave. If an employee is on an unpaid leave, layoff or disciplinary 
suspension, any of which lasts more than fifteen (15) consecutive calendar days, the 
employee has the choice of continuing health, life and dental insurance benefits or 

having them canceled. If the employee chooses to continue coverage, he/she must at 
the beginning of the absence, execute the proper form at the Human Resources Office 
agreeing to be responsible for paying the cost of the health, dental and life insurance 
premiums and that such amount may be deducted from any compensation due from the 

City. Additionally, the employee shall have his/her next longevity payment and vacation 
benefits accrued on the following December 31st reduced by 8.33% for each thirty (30) 
consecutive calendar days of absence. 

 
(a) Notwithstanding the above, the City shall continue its regular 

payments for the insurance coverage and there shall be no vacation or 
longevity proration for the first fifty-two (52) weeks of a medical leave due 
to an injury compensable under the Michigan Workers' Disability 

Compensation Act, or a jury duty leave. For example, if an employee were 
on workers' compensation for 8 months in one year, he would use up 8 
months of credit and receive a full longevity check and accrued full credit 
for vacation that year. In subsequent years, he would have a total of 4 

months of credit remaining for the same injury before the pro rata longevity 
and vacation calculation goes into effect. 

 
 
 
 

ARTICLE 8 – HOURS OF WORK 
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Section 1 - Normal Working Hours.  The normal work day shall consist of eight 
(8) hours and the normal work week shall consist of forty (40) hours, Monday through 
Friday, both inclusive, except for those operations or jobs the City schedules for seven 
(7) continuous days of coverage per week.  Operations heretofore scheduled for seven 
(7) days per week shall continue to be scheduled as in the past and the normal work 

week therefor shall not consist of more than five (5) regularly scheduled working days 
during the period of one (1) calendar week (Sunday through Saturday, both inclusive). 

 
(a) The seven (7) day operations referred to above are: 1) Water 

Operator / Maintainer; 2) Wastewater Plant Operator / Maintainer; 3) 
Wastewater Pump Station Operator; 4) Wastewater Plant Maintenance 
Worker; and 5) City Hall Custodian and Security Person; and 6) Parks 
Department employees hired, or who bid, into the department after 

ratification of this agreement. 
 

(b) The City and the Union, upon the request of either party, will 
meet to discuss the possible implementation of a four (4) day, forty (40) 

hour schedule in certain divisions or areas. If the parties agree upon such 
a schedule, the negotiated schedule will be implemented under the terms 
of the parties' agreement. 

 
Section 2 - Work Week. For the purpose of this Agreement, the week shall 

begin at midnight Saturday night and the day shall be a calendar day. However, any 
shift that starts work prior to midnight and continues until after midnight shall be 
considered as having been worked in its entirety on the day which the shift ended. 

 
Section 3 - Shifts. For those operations scheduled for day shift operations only, 

the normal starting hours shall be between 7:00 a.m. and 8:00 a.m. as specified by the 
department head and shall continue for eight (8) hours of work excluding a one-half (1/2) 

hour unpaid lunch period at or near the midpoint of the shift. 

(a) For those operations scheduled for a two (2) shift operation, 
the second shift shall start immediately at the conclusion of the first shift 
and shall continue for eight (8) hours of work excluding a one-half (1/2) 
hour unpaid lunch period at or near the midpoint of the shift. 

 
(b) For those three (3) shift operations, which must be staffed 

continually around the clock, the operators who are relieved by an operator 
from the next succeeding shift shall be on shifts of eight (8) hours duration 

and will be expected to eat their lunches while attending to their job duties. 
 

(c) Employees assigned to a third shift in operations that do not 
require being continually staffed shall be scheduled for a normal work day 

of eight (8) hours excluding a one-half (1/2) hour unpaid lunch period at or 
near the midpoint of the shift. 

 
(d) The Parks and Recreation Department may employ two (2) 

bargaining unit members whose regular shifts will include weekend work. If 
temporary vacancies occur within those positions the weekend schedules 
shall be offered to current employees in the department by seniority. If 
there is an insufficient number of capable employees who volunteer to so 

transfer, then employees with the least seniority in said classifications who 
have the present ability to perform the necessary work shall be the ones 
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assigned to the vacant position. 
 

(e) During the baseball season the daily start time may be shifted for 
the Lead Field and Parks Maintenance Operator by mutual agreement 
between Management and the Employee. 

 
(f) The Parks and Recreation Department may employ one (1) 

bargaining unit member to support the Farmers Market during the Market 
season (April through November). Their regular schedule may include 

weekend work to support operations. 
 

Section 4 - Break Periods. Employees shall be entitled to a fifteen (15) minute 
break period at or near the midpoint of the first half of their shift and a fifteen (15) minute 

break period at or near the midpoint of the second half of their shift. It is understood and 
agreed that the timing of the break period may vary depending upon the nature of the 
work being performed by the employee at the time, it being recognized that under certain 
conditions it will be impossible for employees to take a break period until the urgent 

aspect of the job then being performed has been completed. It is also understood and 
agreed that City vehicles are not to be used for purposes of traveling to or from any 
location at which to take a break period, except as specifically authorized by an 
employee's immediate supervisor. 

 
(a) Employees shall be required to be ready to start work at the 

start of their shift and shall be required to remain at work until the end of 
their shift except as above provided and except for the unpaid lunch period 

referred to in Section 3 above. 
 
 

    (b)      City vehicles are not to be used for personal matters of any kind. 
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Section 5 - Overtime Provision.  Except in cases of emergency or extreme need, the 
City will give the employees involved as much notice as possible of available overtime.  
Overtime shall be worked on a voluntary basis; however, overtime will be required 
under certain circumstances as provided in subsections (b) and (d) below. 
 

(a) After agreeing to work overtime, or after being required to work 
overtime as provided in subsection (d) below, an employee who fails to work such 
overtime hours without permission of the City shall be subject to disciplinary 
action. The City will first look to replace such employee with any other qualified, 

non-probationary bargaining unit member, after which the City may look to 
qualified probationary, then seasonal or other non-bargaining unit employees. 

 
(b) If special training is required by state or federal law and/or when an 

outside trainer is hired by the City to conduct scheduled training, and it is 
necessary to have certain off-duty employees attend the training, for those 
employees the overtime will be mandatory if the City provides five (5) work days’ 
notice of the training. 

 
(c) Overtime will be distributed by opportunity based on calling the 

qualified persons within the classification with the least amount of overtime hours 
where the work is normally performed. This will be accomplished by the posting 

and maintaining of a list in each department showing the number of overtime 
hours worked and the dates on which they were worked for each employee in that 
department. For the sole purpose of maintaining said list, overtime refused by an 
employee and overtime an employee fails to work after agreeing or being required 

to work, shall be considered as time worked. In cases where documented calls 
are placed and the employee fails to respond within fifteen (15) minutes, that 
employee shall be considered as having refused the work. Each employee must 
provide management a single telephone number that management can call. 

Management will call that number and leave a message with a return number for 
any employee not spoken to directly, but then proceed to call the next employee 
on the list. Even if management has proceeded down the list and the overtime is 
no longer available, if within fifteen minutes of management’s initial call the 

employee returns that call seeking to accept the overtime, that employee will not 
be considered as having refused the work. Employees who do not have a 
telephone, but who the supervisor would otherwise call, will also be considered as 
having refused the work. 

 
1. The Supervisor on-call will maintain daily tabulations of overtime, which 

may be reviewed by a union member upon request. 
2. Supervisors on-call will distribute overtime from the updated list in #1 

above. 
3. The overtime list will be carried by on-call supervisors during their 

period of stand-by. 

4. The overtime list will be posted weekly. 
5. In case of dispute, regarding the use of the overtime list, the following 

methods may be used (but are not limited) to verify overtime calls: 
 

• Cell Phone records 

• Forepersons call-in reports 
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(d) Overtime work will be required of some employees when, because 
of an Act of God or other emergency situations, or to take care of demanding or 
pressing situations and projects, immediate attention is necessary. 

 
(e) The Union and Management agree to meet quarterly with up to 

three (3) members from each party to discuss overtime issues. The first two (2) 
meetings will be held monthly, beginning in November 2001. These quarterly 

meetings may be waived by mutual agreement of the Union and Management if 
no overtime issues arise. 

 
(f) Employees may sign an overtime waiver so as not to be called in for 

unscheduled overtime. The waiver will be valid for one (1) calendar month and 
must be filled out and given to management by the 24th of the preceding month. 
The waiver does not include holidays for which the employee is scheduled to work 

as part of his or her regular schedule, overtime under Article VIII, Section 5(c), or 
the employees who are on standby at the time the overtime is needed. 

 
If overtime is continuous with the regular shift, the non-probationary bargaining 
unit employees, as well as probationary employees if they have completed three 

consecutive months of employment with the City, working on-site, will be given 
the first opportunity to work the overtime.  If an insufficient number of employees 
accept the offered overtime and additional help is needed, Article VIII, Section 
5(c) will be utilized.  If standby employees are utilized as a last resort, they shall 

receive a guaranteed minimum of two (2) hours pay at the overtime rate. The 2-
hour guarantee does not apply if the standby employee volunteers. 

 
In the Water Reclamation Plant of the Public Services Department, if there is a 

short notice absence, management will fill the work through the overtime list. If an 
employee is not relieved, he/she will be required to remain on the job until the 
absence can be filled. In this instance overtime will be filled by the work practice 
currently in place at the Water Reclamation Plant. 

 
Upon completion of probation, the qualified employee shall be placed on the 
appropriate overtime list(s) with the highest amount of overtime hours plus one (1) 
hour. 

 

ARTICLE 9 – STANDBY PAY 
 

Section 1 - Purpose. City departments may institute a standby pay program 
when, in the sole judgment of management, essential operating situations require 
immediate response to cover frequent but unpredictable emergency situations involving 
bargaining unit employees. 

 
Section 2 - Payment. Payment shall be based upon one (1) hour (one and one- 

half hours for the Field Services Group during the Winter Maintenance Operation 
schedule) standby at the employee’s straight time hourly rate, for each sixteen (16) 

hours of standby. Each time an employee is on standby on a contractually observed 
holiday, or on a Sunday, he/she shall be paid at the rate of two (2) times the employee’s 
straight time hourly rate for each sixteen (16) hours of standby, with the exception of the 
optional holiday. 
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The standby pay shall be made a part of the regular bi-weekly check next 
payable for the pay period the standby assignment begins. It is understood 
and agreed that standby pay will be paid in addition to pay for time actually 
worked as a result of being called in only for those persons actually assigned to 
standby and all work performed as a result of a call-in shall be paid at one and 

one-half (1 ½) an employee's regular rate. Hours worked as a result of being 
called in from standby shall be included in the equalizing of overtime hours per 
employee. 

 
The minimum call-in provisions set forth in Article 11, Section 13, shall 

apply in all situations when an on-call employee is required to report to work. 
 

Section 3 – Pagers / Cell Phones. Employees on standby shall be provided 

with ei ther ,  a t  the Em ploy er ’s c hoic e and ex pense of  pagers or cell 
phones so they can respond in a timely fashion to the service needs of their department. 
Employees who are called and/or paged shall call back in response to the call/page 
within fifteen (15) minutes of the call/page. It is understood that employees on standby 

will remain within the range of the pager or cell phone or, if temporarily out of range, 
provide the City with a phone number where they can be reached. 

 
Section 4 - Covered Classifications. For those departments or major divisions 

where the City determines standby coverage is needed, the City shall prepare a list for 
each indicated department or major division of all non-probationary bargaining unit 
employees who normally perform the necessary work within those classifications where 
the standby coverage is needed. The City shall then determine the number of persons 

needed for each week of standby.  The rotation schedule shall be determined by dividing 
the number of qualified employees by the number of employees needed on standby at 
any one time (i.e., 20 positions divided by 2 persons each week = 10 week rotation). 
Non-probationary bargaining unit employees who normally perform the necessary work 

in the needed classifications shall be placed on the standby list on a rotating basis as 
follows: 

 
Department/Division Classification 

 

Public Works/Street Services/ 
Forestry Lead Tree Trimmer 

Tree Trimmer 

Mason Laborer 
II 
Equipment Operator I, II Municipal 
Worker I, II, III Apprentice Municipal 

Worker Lead Maintenance 
Mechanic Labor Foreperson 

 
Water Distribution Distribution Servicer II 

Equipment Operator II 
Municipal Worker I, II, III 
Apprentice Municipal Worker 

 
 
 



-32-    

 
Waste Water Collections  Vactor Jet Operator 

Sewer Surveyor 
Lead Equipment Operator III Mason 
Municipal Worker I, II, III 

Apprentice Municipal Worker 
 

Waste Water Processing  Waste Water O/M I, II, III 
Waste Water O/M Apprentice 
Lead Maintenance Mechanic 

 
Water Operations Water O/M I, II, III 

Apprentice Water O/M 
 

Fleet Lead Master Mechanic 
 

City Wide Maintenance Lead Maintenance Mechanic 
 

 
 

Section 5 - Call-In Procedure. When a specific job classification(s) is needed to 
perform a task, the appropriate employee(s) on standby will be called. In order to 
maintain equalization of overtime, any additional people required for a task, on an 

overtime basis, will come from the appropriate overtime list. 
 

Section 6 - Substitutions. 
 

(a) Trading Time.  Employees who desire to trade assigned weeks 
or days are responsible for notifying management in writing at 
least 24 hours in advance. Time traded will be considered as 
time on standby. The employee desiring to trade within the 

department shall be responsible for doing so from a list provided 
by the City except in cases of critical illness or death as covered 
in the current bargaining agreement, in which case the City will 
secure a replacement. Trading for partial weeks shall only be on 

the basis of a full day. 
 

(b) Giving Away Time.  Employees who desire to give away 
assigned weeks or days to a qualified co-worker are responsible 

for notifying management in writing at least 24 hours in advance. 
Time given away will be considered as time on standby. 

 
An employee who gives away his/her standby will be charged for 

any hours actually worked by the accepting employee (i.e. when 
he/she is called-in while on standby).  As such, the accepting 
employee will not be charged for any hours he/she actually 
works when called-in during the accepted standby period. 

 
In cases of critical illness or death as covered in the current 
bargaining agreement, the City will secure a replacement. 
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Standby time cannot be “given away” in less than full day 
increments. 

 

Section 7 - Emergencies. If an emergency occurs when employees are working their 
regular shift, the emergency will be c ov ered  by  holding over em ploy ees in 
accordance with the regular overtime assignment procedures. If standby employees are 

utilized as a last resort, they shall receive a guaranteed minimum two (2) hours pay at 
the overtime rate. The 2-hour guarantee does not apply if the standby employee 
volunteers. 

 
Section 8 - Continuation of Work.  If overtime is required to finish a project, the 

non-probationary bargaining unit employees working on the project will be given the first 
opportunity to work the overtime. If an insufficient number accept the offered overtime 
and additional help is needed, regular overtime assignment procedures will be utilized. 

If standby employees are utilized as a last resort, they shall receive a guaranteed 
minimum two (2) hours pay at the overtime rate. The 2-hour guarantee does not apply if 
the standby employee volunteers. 

 
Section 9 - Employee Responsibility. Failure to answer a page within 15 

minutes of being paged shall result in loss of standby pay for that day (1) hour straight 
time). Repeated failure to respond will be treated in a manner consistent with the City’s 
Progressive Disciplinary Policy depending upon the mitigating circumstances. 

 
(a) Except in the case of an extreme emergency, stand-by employees 

doing winter maintenance will not be allowed to work more than four (4) hours 
prior to the start of their regular shift or no more than eight (8) hours after the end 

of their regular shift and will have a continuous eight (8) hour period off between 
shifts.  “Extreme emergency” shall be defined by the department director or 
his/her designee. 

 
(b) For employees doing winter maintenance who are not on stand-by, 

overtime will normally be offered at the end of their regularly scheduled shift. 
Voluntary overtime that is continuous with the shift shall first be offered to the 
employee with the lowest number of overtime hours regardless of stand-by status. 

If an insufficient number of employees elect to work the overtime, employees on 
stand-by status will be required to work. 

 
Employees who are called-in from standby status and, as a result, work 

more than sixteen (16) hours in a twenty-four (24) –hour period shall be given the 
option of reporting for their next regularly scheduled shift, if that shift starts no 
later than 8:00 a.m. on the following day; or they may elect to remain off duty on 
excused unpaid time due to job fatigue or they may use earned vacation time. 

 
If the employee elects to work he/she must work a minimum of one-half (½) 

of the assigned shift and report to work either at the beginning of the shift or at the 
lunch break with the option of using earned excused sick time to fill the 4 hours 

not worked. 
ARTICLE 10 – SAFETY 

 

 
Section 1 - Safety Committee. The City and the Union agree to establish a joint 
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Safety Committee consisting of five (5) employee representatives from the Union (one 
from the Water Division, one from the Waste Water/Sewer Divisions, one from the 
Public Works Division, one from Parks and Recreation, and one representing employees 
of all other departments in which employees covered under this Agreement work) and 
up to four (4) City representatives.  It shall be the duty of the committee members to: 1) 

report to and discuss with the City unsafe conditions they may observe or which may be 
called to their attention; 2) assist in the development and dissemination of safety 
information to employees; and, 3) advise the City with respect to the adequacy of the 
safety devices, safety equipment and safety practices within the City’s operations. 

 
(a) The Safety Committee shall have a regular monthly meeting starting 

one (1) hour prior to the end of the shift on the first Thursday of each 
month unless there are no matters to be discussed. Should the 

need arise, special meetings may be called.  If the City agrees that 
there is a need for a special meeting, such shall be held during 
regular working hours at a mutually agreeable time without loss of 
pay by the committee members by reason of their attendance. If the 

City does not agree that there is a need for a special meeting, a 
meeting shall nonetheless be held immediately following the end of 
the shift on the first regularly scheduled working day thereafter when 
at least one (1) Union and one (1) City members can be in 

attendance. 
 

(b) It is understood and agreed that it is not the function of the Safety 
Committee members to file or handle grievances involving safety. 

 

Section 2 – Maximum Hours Worked - Except in the case of an extreme 
emergency, employees will not be allowed to work more than sixteen (16) hours 
in a twenty-four (24) hour period regardless of their stand-by status, skill level, 
classification or their placement on the overtime list. In any event, the Employer 
will make a reasonable effort to obtain timely relief for the affected employee(s). 

(a) Employees who are called in for an extreme emergency, and, as a 
result, work more than sixteen (16) hours in a twenty-four (24) –hour 

period shall be given the option of reporting for their next regularly 
scheduled shift, if that shift starts no later than 8:00 a.m. on the 
following day; or they may elect to remain off duty on excused unpaid 
time due to job fatigue or they may use earned vacation or sick time. 

 
If the employee elects to work their regular shift after working in excess of sixteen 
(16) hours due to an extreme emergency he/she may work a maximum of one- 
half (½) of the assigned shift and may report to work either at the beginning of the 

shift or at the lunch break with the option of using earned vacation or excused 
sick time to fill the four (4) hours not worked. In all cases employees must have a 
minimum of four (4) continuous hours off within a twenty-four (24) hour period. 

 
Section 3 – Working Alone - Employees on standby in Public Works, Water 
Distribution, and Waste Water Collection shall not work on an after-hours call 
alone. It shall be the responsibility of the on-duty foreman to provide the required 

backup personnel. The second person on site shall be designated by 
management and may or may not be a non-bargaining unit employee. If the 
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second person is a non-bargaining unit employee, they shall not displace a 
bargaining unit employee by performing work normally and reasonably performed 
by the bargaining unit employee. 

 
ARTICLE 11 – WAGES 

 

Section 1 - Payroll.  The City pays employees by direct deposit to a financial 
institution of the employee’s choice, but an employee without an account in a financial 
institution that accepts direct deposits or an employee who does not want to utilize direct 

deposit will be paid by a payroll card. Employees utilizing direct deposit will be required 
to provide the City with a written authorization specifying the financial institution and 
account to which their pay is to be deposited. This direct deposit authorization will 
remain in effect until withdrawn or modified in accordance with the City’s direct deposit 

enrollment procedures as the same may be changed from time to time. Employees 
without a direct deposit authorization in effect will be paid by a payroll card. Any fees 
associated with the use of the payroll card will be paid by the employee. Employees are 
not normally permitted to change the selected method of payment more than one time 

each calendar year. 
 

(a) Effective the first full pay period of January, 2012 employees will be paid 
based upon a bi-weekly pay period. Any payroll error attributable to the Employer 

of $100.00 or more in gross wages will at the employee’s request be rectified by 
special check as soon as possible. 

(b) Notwithstanding Item (a) above, any error of which the employee receives 
timely written or electronic notice but fails to report to their supervisor before the 

close of the payroll will be corrected in their next regularly scheduled pay check. 
Management will provide a reasonable amount of time for review and publish the 
closing time for the payroll. 

 
Section 2 - Rates. The pay grades, job title/classifications and the applicable 

hourly rates of pay therefor are set forth in Appendix "A" attached hereto and by this 
reference made a part hereof.  

 
Effective the start of the first full pay period (i.e. November 7, 2016) after ratification by the 
membership and approval by the City Commission of the new Agreement, employees 
being paid in the various pay grades and steps found in Appendix “A2” of the expired 

Agreement will be moved up to the corresponding pay grade and step found in Appendix 
“A1” of the expired Agreement. Their anniversary date for their new step shall remain 
unchanged when compared to their old step. Thereafter Appendix “A2” as found in the 
expired Agreement will be eliminated from the new Agreement. 

 
Effective the first pay period beginning with or after October 2, 2019, all hourly rates 
reflected in Appendix “A” Pay Scale Schedules will be increased by two point five percent 
(2.5%).  

 
Effective the first pay period beginning with or after October 2, 2020, all hourly rates 
reflected in Appendix “A” Pay Scale Schedules will be increased by two point two percent 
(2.2%).  
 

Effective the first pay period beginning with or after October 2, 2019, all hourly rates 
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reflected in Appendix “A” Pay Scale Schedules will be increased by two point zero percent 
(2.0%).  
 

Section 3 - New Positions. If, during the life of this Agreement, a new job 
classification is created, job classifications consolidated, or a substantial and material 

alteration is effected in an existing job classification, the City shall promptly notify the 
Union President of the description and rate range it has assigned to the position.  If the 

Union disagrees with the rate range assigned to the job classification, during the first 
thirty (30) calendar days after the Union has been so notified, the Union shall have the 

right to initiate negotiations with respect to the rate range assigned to the job 
classification. If negotiations have not been initiated during said thirty (30) calendar day 
period, the rate range so assigned shall become permanent. 
 

Section 4 - Fair Day's Work. It is understood and agreed that in return for the 
wages, fringe benefits and working conditions specified in this Agreement, employees 
shall be required, as a condition of continued employment, to render a fair day's work for 
the City. 

 
Section 5 - Shift Differentials. Employees who are scheduled for and work the 

second (afternoon) shift shall receive a shift differential of thirty-five cents ($.35) per 
hour above their regular hourly rate of pay. Employees who are scheduled for and work 

the third (night) shift shall receive a shift differential of fifty cents ($.50) per hour above 
their regular hourly rate of pay. 

 
Section 6 - Overtime Rates. Time and one-half the employee's regular rate of 

pay will be paid for all hours worked in excess of eight (8) hours in any work day. Time 
and one-half the employee's regular rate of pay will be paid for all hours worked in 
excess of forty (40) hours in any work week, less any hours for which time and one-half  

was paid under the above, except for those operations or jobs the City schedules for 
seven (7) continuous days of coverage per week. In these latter cases, if employees are 
scheduled for more than five (5) days of work within the period of one (1) calendar week 
(Sunday through Saturday) such employees will be paid time and one-half for all hours 

worked in excess of forty (40) in such one (1) week period, less any hours for which time 
and one-half was paid under the daily overtime provisions set forth above. 

 
(a) For the purpose of determining the point at which time and 

one-half shall be paid for work performed in excess of forty (40) hours in a 
work week, any day occurring prior to forty (40) hours in the work week for 
which the employee received pay (namely, paid vacation, paid holiday or 
paid sick leave) although unworked shall be counted as time worked to the 

extent of the number of hours of pay received by the employee for such 
day. 

 
Section 7 - Insurance Benefits. In the event an enhancement of the provisions 

of the PPO Plan health insurance coverage as provided within this Article is granted to 
the non-union employee group of the City during the life of this Agreement, that 
enhancement will be granted to this group at the same time. 

 

Preferred Provider Option (PPO)  
 

(a)   The City agrees to provide the Community Blue PPO Plan, or an 
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equivalent PPO plan through another insurance carrier authorized to 
conduct business in the State of Michigan. Such insurance shall be 
available to active regular, full time employees and their dependents under 

age twenty-six  (26)  the first  (1st) of the month following 30 days of  
employment. If the employee authorizes the payroll deduction for their 
portion of the premium, beginning with the first month of the employee’s 
eligibility. The following table represents highlights of the plan, but details 
and modifiers of the coverage are in the plan document, which is 
available from the Human Resources Department. 

 

Preferred Provider Option 

   
Effective Date 1/1/2020 

   

 In Network Out of Network 

Deductible   
Single $500 $2,500 

Family $1,000 $5,000 

   
Office Visit $25 60% after Deductible 

   
Preventive Care 100% None 

   
Other Coverage; 

effective January 1 each 
year; (after Deductible) 80% / 20% 60% / 40% 

   
Maximum Out of Pocket  

Single $3,000 $10,000 

Family $6,000 $20,000 

   
Prescription Co-pay   

Generic $5 
25% of the approved amount 

of the drug minus the 

applicable co-pay of 
$5/$10/$50/$100 

Formulary $10 

Non-Formulary $50 

Specialty Class $100 

 

Preferred Provider Option 

Item Effective 1/1/2020 

 In Network Out of Network 

Annual Deductible   

Single $650.00 $3,250.00 

Family $1,300.00 $6,500.00 

   

Office Visit $25.00 60% after Deductible 

   

Tele-Med $10.00  

   

Other Coverage 20% 40% 

   

Maximum Out of Pocket   
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Single $3,900.00 $13,000.00 

Family $7,800.00 $26,000.00 

   

Tele-Med $10.00  
   

Prescription Copay   

Generic $10.00 25% of the approved 

amount of the drug 
minus applicable co-

pay 

Formulary $30.00 

Non-Formulary $60.00 

Specialty Drug $150.00 

High Deductible Health Plan and Health Savings Account (HDHP/HSA)  

 

The Employer will make available to the bargaining unit employees the same High 
Deductible Health Plan and Health Savings Account offered to the non-union employee 
group of the City during the life of this Agreement. Increases and/or decreases in the 
plan design features, contribution levels and timing of contributions concerning the High 
Deductible Health Plan and Health Saving Account offered to the non-union employees 
will be mirrored in the bargaining unit employees’ plan. Changes in the plan design and 
contribution levels will be announced during the annual open enrollment and will be 
effective with the beginning of the new plan year and remain in effect for the applicable 
plan year. 
 
Employer contributions to the Health Savings Account will be made in full in January of the 
new Plan Year. Newly hired employees will receive a pro-rated contribution for the Plan 
Year based upon their eligibility for insurance during their year of hire. Employees may 

contribute their own monies to their Health Savings Account on a pre-tax basis. The 
following table represents highlights of the HDHP/HSA Plan, but detail and modifiers of 
coverage are in the plan document, which is available from the Human Resources 
Department. 

 

High Deductible Health Plan / Health Savings Account 

Item Effective 1/1/2020 

 In  Network Out of Network 

Annual Deductible   

Single $2,000.00 $4,000.00 

Family $4,000.00 $8,000.00 

   

Coinsurance 20% 40% 
   

Copays   

Primary Care Visit Deductible &  Coinsurance 

Specialist Visit Deductible &  Coinsurance 

ER Copay Deductible &  Coinsurance 

Telemed Deductible &  Coinsurance 
   

Maximum Out of Pocket   

Single $3,000.00 $6,000.00 

Family $6,000.00 $12,000.00 
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Prescription Drug 
Deductible and Co-pays Apply; 
excluding "preventive drugs" 

Generic $10.00 

Formulary $30.00 

Non-Formulary $60.00 

Specialty 
20% Minimum of $150 to 
Maximum of $300 

  

Employer Annual Contr. To HSA   

Single $1,000.00 

Double $1,500.00 

Family $2,000.00 

 
 

(b) Effective January 1, 2015 employees who elect health insurance 
will pay 20% of the annual applicable costs for single, double or family 
coverage. The specific dollar figure for the employee’s 20% cost sharing for a 
coverage year will be calculated annually using the base period beginning May 

1st and ending April 30th immediately prior to the applicable coverage year. 
Costs will include the premium or illustrative rate of the medical benefit plan 
and all employer payments into health savings accounts, flexible spending 
accounts, or similar accounts used for health care but does 

not include beneficiary-paid copayments, coinsurance, deductibles, other out-of-
pocket expenses, other service-related fees that are assessed to the coverage 
beneficiary, or beneficiary payments into health savings accounts, flexible 
spending accounts, or similar accounts used for health care. Rebates received by 

the City will be credited to the base period in which they are received. Upon written 
request, the City will provide AFSCME with the calculation of the employee 
contribution. 

Employee contributions for HDHP participants will be based on the Illustrative Rate 
for the HDHP plan and the Employer Contributions to the HSA. Upon written request 

the Union will be provided a copy of the Illustrative Rate and the employee 
contribution calculation.  

 
The amount to be deducted from each paycheck will equal the monthly 

contribution multiplied by twelve (12) months, divided by the number of annual 
pay periods. Employees in “8 month” positions will be allowed to continue health 
insurance coverage during the four months off duty. The amount of the monthly 
contribution will be prorated throughout the eight months to equal the annual 

amount paid by employees holding year-around positions. 
(c) Employees will pay 20% of the Transitional Reinsurance Fee 

established by the Patient Protection and Affordable Care Act pro-rated to the 
AFSCME. Payment will be included in the employee contribution calculation 

referenced in paragraph (b) above. 
 

(d) For employees who retire between the ages of 57 and 65, with a full 
retirement benefit then available, the City will partially pay the rate for the 

employee coverage for the same insurance as active employees from the date of 
such employee’s retirement to the date of the employee’s Medicare eligibility. After 
the retiree’s Medicare eligibility, the City will continue such health care coverage 
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as a supplemental plan to Medicare parts A and B. The City will also pay the cost 
of the Medicare supplement for such employees’ spouses, beginning at the 
spouse’s Medicare eligibility for parts A and B. At the time of the retiree’s death, 
the retiree’s surviving spouse will have continuing coverage for a period of twelve 
(12) months. Beyond that time period, the spouse may continue group insurance 

totally at his or her expense. Employees hired after January 1, 2009 will not have 
spouses covered by the City’s health insurance plan in retirement. Persons retiring 
at 57 years old with 25 years of service will pay the same health care contribution 
during retirement as the retiree paid during the last month of the retiree’s 

employment. Employees retiring effective October 1, 2016 and later at 57 years of 
age with 25 years of service will pay the same increases as active employees to 
a maximum of 50% above the contribution the retiree paid during the last month 
of the retiree’s employment. Persons retiring with less than 25 years of service will 

pay the same increases as active employees to a maximum of 50% above the 
contribution paid at the time of retirement. In order for these benefits to 
commence, the affected individual must give timely notice to the City of his/her 
intent to receive such benefits. 

 
(e) Notwithstanding paragraph “d” above Employees hired after 

September 12, 2011 shall not be eligible for the City’s health insurance plan in 

retirement. Employees hired after September 12, 2011 will be enrolled in a 
Retirement Health Care Savings Program. The City will contribute on a pre-tax 
basis, $37.50 per weekly pay period ($75.00 per bi-weekly pay period) to a 
maximum of $1950.00 per year to the account. Major features of the Plan include; 

i. The Plan will be administered by a carrier of the City’s choice 
The Plan will provide various investment choices into which the 
employee can direct investment of account funds 

 
ii. Employees hired after the ratification of this agreement must make a 

mandatory contribution of one percent (1%) of gross wages (pre-tax) 

each pay period; 

iii. Employees are 100% vested in the value of their contributions plus or 
minus gains or losses on investments; 

 

iv. Employees must be eligible to draw a pension benefit from the City to 
qualify for the City’s contributions. Employees vest in the City’s 
contributions plus or minus gains or losses on investments as follows: 

1. less than 10 years’ service with the City; no vesting 
2. 10 years’ service with the City; 50% vested in account value; 
3. 11 years’ service with the City; 55% vested in account value; 
4. 12 years’ service with the City; 60% vested in account value; 
5. each additional year of service with the City gains 5% 

vesting; 
6. 20 years’ service with the City; 100% vested in account value 

v. In the event of a Duty Disability Retirement, the employee is, as of the 
date of their retirement, 100% vested in the value of their account 

regardless of their level of service. 
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vi. Employees may voluntarily contribute additional monies to the plan via 
payroll deduction (post tax). 

 
(f) The parties recognize the mutual benefit of continuing review of the cost 

containment measures regarding health insurance. The City is reviewing such 

measures, including but not limited to, Preferred Provider Organizations (“PPO’s), 
mandatory second opinions for certain surgical procedures, pre- administration 
certification, hospital bill audits, coordination of benefits, and home health care. The 
parties agree to meet and negotiate such cost containment procedures during the 

life of this Agreement if proposed by the City. The parties agree that bargaining unit 
members selected by the Union, will be required to participate in Employer-wide 
Health Care meetings. The City and the Union further agree to meet quarterly to 
review the financial reports from the health plan carrier, the status of uncommitted 

funds, and any general issues, problems and suggestions. 
 

(g) Effective January 1, 2002 the life insurance and AD&D benefit for 
active employees shall be Thirty Thousand Dollars ($30,000.00). 

 
(h) The City will pay the entire premium for a dental insurance plan 

for each employee or employees and their dependents with an annual maximum 
of $1,000 per person. This plan will also include an orthodontic rider, providing 

for fifty percent (50%) coverage for children of employees, with the lifetime 
maximum benefit of One Thousand Dollars ($1,000.00) 

 
Effective January 1, 2020 employees will contribute $3.00 bi-weekly (26 pay 
dates) to the cost of their dental plan. 

 
(i) For employees hired September 12, 2011 and earlier, the City will 

pay the health insurance premium for the retiree and spouse when an employee 
retires on duty disability on or after October 2, 1989. Employees hired after 
January 1, 2009 through September 12, 2011 will not have spouses covered 
by the City’s health insurance plan in retirement. 

(j) An employee who is eligible for City paid health insurance who 
elects to be covered under a spouse’s insurance (such insurance cannot 

otherwise be provided through the Employer) and cancels his/her coverage 
under the City’s plan, will be paid an annual sum of One thousand, two hundred 
fifty dollars ($1,750) payable within thirty (30) days of the employee’s election, 
and annually thereafter.  An employee who, having elected to not continue 

coverage under the City’s plan, decides to reinstate such coverage, will be 
reinstated to such coverage on the first day of the month falling at least thirty (30) 
days after he/she notifies the Human Resources Department of his/her intent to 
reinstate, provided there is a qualifying event. The employee being so reinstated 

must reimburse the City for a pro rata portion of the above annual payment 
(based on the plan year) within thirty (30) days of reinstatement. 

 
Prescription Drug Rider 

 

The City will provide a mail order prescription drug option for up to a three (3) month 
supply of “maintenance drugs” for the price of two (2) co-pays.  This option is subject to 
the provisions of the plan document available from the Human Resources Department. 
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Section 8 - Pension Program. The City agrees, for the life of this Agreement, to 

maintain its present pension program on the same basis and under the same conditions 
as prevailed immediately prior to the execution of this Agreement, except as follows: 

 
(a) Employees' contributions to the pension program shall be 

three and one quarter percent (3.25%). Effective January 1, 1996, this 
contribution will be reduced to three percent (3.00%). Effective on the date 
of the ratification of the 1998-2001 Agreement, the employees’ contribution 

rate shall be two percent (2.0%). Effective October 2, 2006 the employee 
contribution rate shall be reduced to one percent (1.0%), but if the pension 
fund level drops below one hundred, twenty percent (120%) the 
contributions shall revert to two percent (2.0%). 

 
(b) The “multiplier” factor for employees shall be modified 1.9% 

effective October 2, 2002.  Effective October 2, 2006 the “multiplier” factor shall 
be modified to 2.0%, and effective October 2, 2007 the “multiplier” factor shall be 

modified to 2.1% 
 

(c) Employees in this bargaining unit have been qualified for 
eligibility under Section 414H-2 of the Internal Revenue Code. 

 
(d) Effective October 1, 1990, the eligibility age for retirement 

with a full monthly benefit available will be reduced to age 60, with twenty 
(20) years of service to the City in addition to eligibility for a full monthly 

benefit at age fifty-seven (57) with twenty-five (25) years of service to 
the City. 

 
(e) Effective on the date of the ratification of the 1998-2001 Agreement 

(October 25, 1999), the vesting period shall be nine (9) years. Effective on the 
date of ratification of the 2016-2019 Agreement the vesting period for employees 
hired after October 2, 2016 will be ten (10) years. 

 
(f) Effective October 25, 1999, employees who retire with a full pension 

shall be provided with a one percent (1%) post-retirement adjustment. Said 
adjustment will be compounded annually and will be implemented January 1 each 

year, with the first year being pro-rated. Upon the retiree’s attainment of age 
seventy-five (75), the post-retirement adjustment shall be increased to two 
percent (2%). 

 
(g) The parties agree to allow a representative of Local 2775, selected 

by the Union, to attend the monthly Pension Board Meetings without a loss of pay. 
The Pension Board will notify the representative of all Board meeting dates, times, 
and places. The representative will also receive all documents distributed to 

Pension Board members. 
 

Section 9 - Deferred Compensation Program. Effective January 1, 1996, 
employees will be eligible to participate in a deferred compensation program. Each 

employee will be required to contribute 0.25% of his or her pay to this program each 
year. Effective October 2, 2005 the mandatory contribution shall be eliminated. Beyond 
this required contribution, each employee may contribute the maximum amount allowed 
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by federal law or regulation. Effective October 2, 2002 the City will contribute an amount 
equal to fifty percent (50%) of the employee’s discretionary contribution, up to a 
maximum City contribution of one and one-half percent (1.5%) of the employee’s pay. If 
the City is required to contribute to the pension plan in the future, the City’s maximum 
contribution to the Deferred Compensation Fund will return to 1.0%. 

 
Section 10 - Rate Changes for Promotions. When, through the bidding 

procedure, an employee is promoted to a job for which the maximum of the rate range is 
greater than the maximum of the rate range for the permanent job classification from 

which he/she bid, such employee upon being awarded such job shall be advanced to the 
nearest pay range step in the job classification for which he/she bid which will result in 
an increase in pay of not less than thirty cents ($.30) per hour and, thereafter, shall be 
governed by the pay range increments set forth for such job in Appendix "A" attached 

hereto. 
 

Section 11 - Moving to a Lesser Paying Job. When, through the bidding 
procedure or through otherwise exercising seniority, an employee is placed on a job for 

which the maximum of the rate range is less than his/her then current rate, he/she shall 
receive the maximum of the rate range of the job into which placed. If the maximum of 
the rate range is greater than his/her then current rate, he/she will continue to receive 
his/her then current rate and shall thereafter be governed by the pay range increments 

set forth for job in Appendix "A" attached hereto. 
 

(a) It is understood and agreed, however, that if an employee is 
assigned by the City to perform work of a different nature than that which he/she 

normally performs during the period between November 1 and March 31 due to 
the required seasonal adjustment of personnel during the winter months, his/her 
then current rate of pay for the regular classification will not be changed due to 
such seasonal adjustment during such period. 

 
(b) When circumstances require the use of employees to 

temporarily operate front end loaders, graders, bulldozers, backhoes on 

streets, or street sweepers, employees temporarily assigned to operate 
these pieces of equipment shall receive the Equipment Operator II rate of 
pay for that period of time they are actually performing such work. 

 
Section 12 - Removal from a Job. When an employee is removed from a job 

due to the inability to satisfactorily perform the duties thereof, such employee shall 
receive the rate of pay for the job to which he/she is thereafter assigned on the basis of 
the pay range step and pay anniversary date applicable in accordance with past prac- 

tices and thereafter shall be governed by the pay range increments set forth for such job 
in Appendix "A" attached hereto. 

 
Section 13 - Call-In Pay. An employee who is called in to perform work at a time 

other than that for which he/she had previously been scheduled shall receive not less 
than three (3) straight-time hours of pay. The employee shall receive premium pay for 
the time actually worked but the total pay for such call-in shall not be less than the 
equivalent of three (3) straight-time hours of pay. This provision does not apply to 

employees who were previously scheduled to start work prior to their regular starting 
time or who may be retained after their regular quitting time nor shall it apply to employees 
who are called in for periods of less than three (3) hours prior to the start of their shift 
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but who continue to work their regular shift thereafter. 
 

(a) Employees who are called in (not previously scheduled) to 
perform work for periods of less than three (3) hours prior to the start of 
their shift and who continue to work into their regular shift shall be permitted 

to complete such regular shift. 
 

Section 14 - Longevity Pay. Employees who, during the calendar year, 
complete six (6) years of continuous service with the City and who, as of the day of 

payment thereof in such year are still employed by the City shall qualify for a lump-sum 
longevity payment in December of that year which shall be computed on the basis of 
Thirty Dollars ($30.00) for each full year of continuous service completed during the 
calendar year in which payment is made with a maximum annual payment of Seven 

Hundred Eighty Dollars ($780.00). 
 

(a) The payment made in December of 1979 shall be without regard to 
the maximum payment referred to above. Those employees receiving more than 

Seven Hundred Eighty Dollars ($780.00) in 1979 shall, in future years, receive a 
payment limited to the amount paid to them in 1979. 

 
(b) Employees who have qualified for longevity pay shall, upon 

retirement, receive a pro rata share of their annual longevity pay as of the 
effective date of retirement for the year in which they retire. The pro rata 
share will be equal to the fraction of the year during which they were 
employed prior to retirement. 

 
(c) Payment to the beneficiary of a deceased qualified employee 

of a pro rata share of his/her longevity pay for the year in which the death 
occurred shall be made on the same basis as a payment to a retired 

employee. 
 

(d) Employees hired after October 2, 2016 shall not participate in 
or receive pay from the Longevity Pay Program. 

 
Section 15 - Weekend Premium. Effective April 1, 1989, employees performing 

regularly scheduled weekend work will receive a premium of One Dollar ($1.00) per hour 
for all hours worked between 6:00 a.m. on Saturday and 6:00 a.m. on Monday. This 

premium will be increased to Two Dollars ($2.00) per hour effective October 1, 1990. 
“Regularly scheduled weekend work” is defined as work which supports the normal 
operations and excludes work of an extraordinary or emergency nature. 

Section 16 - Tool Allowance. The City agrees to pay employees in the Vehicle 
Mechanic classification a tool reimbursement of Five Hundred Fifty Dollars ($550.00) per 

year beginning in the calendar year 2009. Six Hundred Dollars ($600.00) per year 
beginning in the calendar year 2017. Mechanics requesting tool reimbursement must 
submit paid receipts they have accumulated during the current reimbursement period 
by November 1 of each year. Appropriate payment will be made on or before November 

15, to employees assigned to the classifications as of September 1. In the event an 
employee is in his/her probationary period as of September 1, the payment will be made 
upon satisfactory completion of the probationary period. Mechanics submitting receipts 
totaling less than $550.00; $600.00 effective in the calendar year 2017, will be reimbursed 
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only for the value of their receipts and will not receive the remainder. This payment is 
in lieu of any responsibility of the employer to repair or replace tools broken or worn out 
during the course of work. This Section is not intended to change the practice of the 
City to purchase specialty tools, defined as tools not normally used in the course of their 
work and tools that employees have not previously been responsible to purchase. 

 
Section 17 -  Training Pay Premium. Employees may be used to formally 

instruct other employees as part of a specified training assignment related to an Open 
Promotion Program. Employees who accept such training assignments shall be 

compensated $1.35 per hour in addition to their regular rate of pay for time spent 
instructing employees. 

 
Training assignments are in addition to and a separate function from the normal 

collaboration and informal instruction that occurs on the job between workers. Training 
assignments shall include a specified instructional goal and beginning and ending dates.  
They may also include; 

 
1. Classroom instruction 
2. Employee skills practice 
3. Coaching 

 
The selection of a Trainer and the scheduling of training assignments will be at the 
sole discretion of Management. 

 
ARTICLE 12 – HOLIDAYS 

 

Section 1 - Designation.  Employees are entitled to ten paid holidays (legal 
holidays and floating holiday). 

1. Legal Holidays: 

a. New Year's Day 

b. Good Friday 

c. Memorial Day 

d. Independence Day 

e. Labor Day 

f.  Veteran’s Day (November 11) 

g. Thanksgiving Day 

h. The Day after Thanksgiving Day 

i. Christmas Day  

If any of these holidays occur on a Sunday, the following Monday shall be recognized 
as the holiday.  When any of these holidays occur on a Saturday, the preceding 

Friday shall be recognized as the holiday.   

 

Notwithstanding the above, Water Operators, Wastewater Operators and Wastewater 
Maintenance personnel who are regularly scheduled for weekend work will celebrate 
Holidays on the actual date of the Holiday, regardless of the day of the week on which 
the actual holiday falls.  
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           2. Floating Holidays: In addition to the above, effective January 1, 2005, an 
employee may elect, to take a floating holiday any day of the calendar year with at 
least ten (10) days minimum advance notice and no more than ninety (90) days’ 
notice.  Such notice must be in writing and subject to approval of the manager. Once 
approved, the employee will not, unless required by operating emergency, be scheduled 

to work on their floating holiday. 
 

Section 2 - Pay.  
1. Amount: One (1) day's pay as referred to in Section 1 shall consist of eight 

(8) hours of pay at the employee's regular straight-time hourly rate. For employees whose 
regular work day is made up of other than eight (8) hour per day, one (1) day's pay as 
referred to in Section 1 shall be the same as the number of regularly scheduled hours 
at the employee's regular straight-time hourly rate. 

 
2. Qualification and Eligibility: To qualify for holiday pay as specified above, 

the employee must be a regular (i.e. excluding seasonal), full-time employee or part-
time employee (subject to the provisions of Article 1C Section 1-General and Section 

4-Benefits) and must have worked all of the scheduled hours on the last scheduled 
work day before and the next scheduled work day following such holiday except in 
cases where the employee's absence on such day or days is due to:  

a. The fact that such day or days occur during his/her regularly scheduled    

vacation.  
b. The fact that his/her absence on such day or days is of a nature which 

is compensable under this contract.  
c. The fact that he/she is on an approved short-term personal leave of 

absence, the duration of which is not more than four (4) working days. 
 

Section 3 - Pay for Working. Employees shall be paid time and one-half their 
regular straight-time hourly rate of pay for all work they are actually required to perform 

on the holidays and floater designated in Section 1 of this Article. 
 

ARTICLE 13 – VACATIONS 
 

Section 1 - Vacation Schedule. Employees who, as of December 31 of any 
year, have completed one (1) or more months of continuous service with the City since 
their last hiring date shall receive vacation with pay in accordance with the following: 

 
(a) Employees who, as of said December 31, have completed 

less than one (1) year of continuous employment shall be entitled, during 
the next calendar year to receive, pro rata, their applicable portion of 
vacation and vacation pay calculated on the basis of eighty (80) hours of 

paid vacation for a full year's service. 
 

(b) Employees who, as of said December 31, have completed 

one (1) but less than five (5) years of continuous employment since their 
last hiring date shall be entitled to eighty (80) hours of paid vacation. 

 
(c) Employees who, prior to said December 31, will have 

completed five (5) but less than eleven (11) years of continuous 
employment since their last hiring date shall be entitled to one hundred 
twenty (120) hours of paid vacation.  Such vacation may be taken at any 
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approved time during each year in which the employee's fifth (5th) through 
tenth (10th)  annual anniversary date falls, subject to the provisions of 
Section 5 below. 

 
(d) Employees who, prior to said December 31, will have completed 

eleven (11) but less than twelve (12) years of continuous employment since 
their last hiring date shall be entitled to one hundred twenty-eight (128) 
hours of paid vacation. Such vacation may be taken at any approved time 
during the year in which the employee's eleventh (11th) annual anniversary 

date falls, subject to the provisions of Section 5 below. 
 

(e) Employees who, prior to said December 31, will have completed 
twelve (12) but less than thirteen (13) years of continuous employment since 

their last hiring date shall be entitled to one hundred thirty-six (136) hours 
of paid vacation. Such vacation may be taken at any approved time during 
the year in which the employee's twelfth (12th) annual anniversary date falls, 
subject to the provisions of Section 5 below. 

 
(f) Employees who, prior to said December 31, will have completed 

thirteen (13) but less than fourteen (14) years of continuous employment 

since their last hiring date shall be entitled to one hundred forty-four (144) 
hours of paid vacation. Such vacation may be taken at any approved time 
during the year in which the employee's thirteenth (13th) annual 
anniversary date falls, subject to the provisions of Section 5 below. 

 
(g) Employees who, prior to said December 31, will have completed 

fourteen (14) but less than fifteen (15) years of continuous employment 

since their last hiring date shall be entitled to one hundred fifty-two (152) 
hours of paid vacation. Such vacation may be taken at any approved time 
during the year in which the employee's fourteenth (14th) 
annual anniversary date falls, subject to the provisions of Section 5 below. 

 
(h) Employees who, prior to said December 31, will have completed 

fifteen (15) but less than sixteen (16) years of continuous employment since 
their last hiring date shall be entitled to one hundred sixty (160) hours of 
paid vacation. Such vacation may be taken at any approved time during 

the year in which the employee’s fifteenth (15th) or more anniversary date 
falls, subject to the provisions of Section 5 below. 

 

(i) Employees who, prior to said December 31, will have completed 

sixteen (16) but less than seventeen (17) years of continuous employment since 
their last hiring date shall be entitled to one hundred sixty-eight (168) hours of 
paid vacation. Such vacation may be taken at any approved time during the year 
in which the employee’s sixteenth (16th) anniversary date falls, subject to the 

provisions of Section 5 below. 
 

(j) Employees who, prior to said December 31, will have completed 
seventeen (17) but less than eighteen (18) years of continuous employment since 

their last hiring date shall be entitled to one hundred seventy-six (176) hours of 
paid vacation. Such vacation may be taken at any approved time during the year 
in which the employee’s seventeenth (17th) anniversary date falls, subject to the 



-48-    

provisions of Section 5 below. 
 

(k) Employees who, prior to said December 31, will have completed 
eighteen (18) but less than nineteen (19) years of continuous employment since 
their last hiring date shall be entitled to one hundred eighty-four (184) hours of 

paid vacation. Such vacation may be taken at any approved time during the year 
in which the employee’s eighteenth (18th) anniversary date falls, subject to the 
provisions of Section 5 below. 

 

(l) Employees who, prior to said December 31, will have completed 
nineteen (19) but less than twenty (20) years of continuous employment since 
their last hiring date shall be entitled to one hundred ninety-two (192) hours of 

paid vacation. Such vacation may be taken at any approved time during the year 
in which the employee’s nineteenth (19th) anniversary date falls, subject to the 
provisions of Section 5 below. 

 
(m) Employees who, prior to said December 31, will have completed 

twenty (20) or more years of continuous employment since their last hiring date 
shall be entitled to two hundred (200) hours of paid vacation. Such vacation may 
be taken at any approved time during the year in which the employee’s twentieth 

(20th) or more anniversary date falls, subject to the provisions of Section 5 below. 

Summary of new vacation accruals: 

16 years – 168 hours 

17 years – 176 hours 
18 years – 184 hours 
19 years – 192 hours 
20+ years – 200 hours 

 
Section 2 - Vacation Pay. A week of vacation pay as provided in Section 1 

above shall equal forty (40) hours of pay at the employee's straight time hourly rate as of 
the time he or she takes vacation; one (1) day of vacation day shall equal eight (8) hours 

of pay at the employee's straight time hourly rate as of the time he or she takes vacation. 
 

Section 3 - Scheduling. Employees may take their vacation at any time between 
December 31 in the calendar year in which the vacation has been earned and 

December 31 of the year following provided they have made arrangements with the City 
at least ten (10) calendar days and not more than ninety (90) calendar days in advance 
and provided, in the judgment of the City, they can be spared from their work at the time 
requested. It is understood and agreed that the request for vacation time off shall be in 

writing and that the employee shall be advised by the City in writing within five (5) 
calendar days after receiving such request as to whether such request has been granted. 
If, prior to approving a requested vacation period, two or more employees in the same 
classification with the same crew or work assignment request the same vacation period, 

the senior employee's request shall be granted. In the event the requested time off 
is approved in writing, the employee may rely on such approval provided he/she 
does not, through bidding or bumping, move to another job classification, division or 
department between the day of such approval and the anticipated start of the vacation 

time off. In the event the employee so moves, he/she shall be required to file a new 
request for vacation time off.   Vacation paychecks shall be delivered to 
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eligible employees on the last day worked preceding the start of the employee's vacation 
providing at least one (1) week's advance notice of the desire therefore is given to the 
City. 

 
(a) The City shall determine the number of employees who can 

be excused for vacation purposes at any one time. 
 

(b) No vacation time off shall be accumulative from year to year 
without the written consent of the employee's department head and the 

Human Resources/Labor Relations Director. 
 

(c) Under unusual or extenuating circumstances, the minimum 
fifteen (15) days' advance request above referred to may be waived if, in 

the judgment of the City, the employee can be spared from work for vacation 
purposes at the desired time. 

 
Section 4 - Vacation Pay upon Termination. If an employee who is otherwise 

eligible for vacation with pay quits, is discharged, retires or dies on or after December 31 
of any calendar year upon which he/she qualifies for such vacation with pay without 
having received the same, such employee or beneficiary will receive, along with the final 
paycheck, the vacation pay for which he/she qualified as of such December 31. 

Additionally, if an employee quits, is discharged, retires, or dies prior to the December 31 
upon which he/she would have qualified for paid vacation time off, he/she or the 
beneficiary will be entitled to a pro rata share (as of the date of termination or death) of 
the vacation pay for which he/she would have qualified on such following December 31. 

 
Section 5 - Repayment for Advanced Vacation. If an employee uses vacation 

time during a calendar year prior to the December 31 upon which it is earned and then 
quits, is discharged, retires under the pension plan, or dies, that portion of vacation time 

used but not earned shall be withheld from any money due the employee or his beneficiary 
from the City including pension refunds. 

 
ARTICLE 14 – SICK LEAVE 

 

Section 1 - Accumulation.  Starting with the month in which this Agreement 
is ratified, regular, full-time employees shall accumulate paid sick leave credits on the 
basis of one (1) day of paid sick leave for each month of continuous service. New 

employees hired after the effective date of this Agreement shall not be eligible for paid 
sick leave during their first six (6) months of employment. If such employee continues in 
the employment of the City after completing six (6) months of employment, he/she shall 
thereupon be credited with six (6) days of paid sick leave credits which may thereafter be 

used in accordance with the provisions of this Article. 
 

Section 2 - Qualification. In order to qualify for sick leave payments, the 
employee must report to the department head or immediate supervisor not later than 

such employee's normal starting time on each day of such absence regardless of duration, 
unless the circumstances surrounding the absence made such reporting impossible, in 
which event such reporting must be made as soon thereafter as is possible. The City may 
make exceptions in specific cases to the requirement of reporting on each day of a 

continuing absence referred to above. All absences for which sick leave pay is desired, 
regardless of the length of the duration of such absences, 
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require the submission and approval of a "Report of Absence from Duty" form which 
shall state the reason for such absence, be signed by the employee involved and 
approved by the employee's department head before payment is made. 

 
(a) In the event of an absence of more than three (3) consecutive 

regularly scheduled working days, or if the employee has three (3) or more 
occasions of sick leave in the preceding six (6) month period not 
documented by a physician's statement as described below, or if the City 
has reason to believe an employee is misusing paid sick leave, the "Report 

of Absence from Duty" form or a physician's statement, must also be 
signed by the physician who attended the employee unless under 
subsection (b) such signature is not required. If the "Report of Absence 
from Duty" form or physician's statement is required, it must state the 

employee’s inability to work and specify the dates thereof, confirm the 
necessity therefor and, before the employee resumes normal duties, must 
state that the employee is physically able to return to and perform the job 
duties. The "Report of Absence from Duty" form or physician's statement 

will be required for each occasion of absence due to illness for a period of 
six (6) months following the warning letter issued to employees who have 
three (3) or more occasions of such leave in the preceding six (6) month 
period. 

(b) The department head may, on a case by case basis, waive 
the requirements of the physician's signature in subsection (a) above 
provided he/she or the employee's supervisor has knowledge that the 
employee was ill to the degree that absence was required and that the 

attendance of a physician was not necessary. In such event, the 
department head shall sign the "Report of Absence from Duty" form in the 
space provided for the physician's signature. 

 
(c) An employee who makes a false claim for paid sick leave 

shall be subject to disciplinary action or dismissal depending upon the 
circumstances involved. 

 
Section 3 - Eligibility. Qualified employees, subject to the provisions set forth in 

this Article, shall be eligible for paid sick leave from (and to the extent of) their unused 
accumulated paid sick leave credits in the following situations: 

 
(a) When an employee's absence from work is due to a non- 

industrially incurred illness or injury, provided such illness or injury was not 
attributable to causes occurring while doing work for which he/she is paid 
by someone other than the City. 

 
(b) When an employee's absence from work is necessitated 

because of an illness or injury arising out of and in the course of his/her 

employment by the City and which is compensable under the Michigan 
Workers' Disability Compensation Act, he/she shall be entitled to utilize the 
accumulated unused paid sick leave credits to make up the difference 
between the amount of daily benefit to which he/she is entitled under such 
Act and the amount of daily net pay he/she would have received in his/her 

own  job  classification had  he/she  worked,  but  not  to exceed  the  total 
equivalent of what would have been received in daily pay on an eight (8) 
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hour per day basis. 
 

(c) When an employee's absence from work is necessitated 
because of an injury arising out of and in the course of his/her employment 
by the City and which is compensable under the Michigan Workers' 

Disability Compensation Act, the City will make up the difference between 
the amount of daily benefit to which he/she is entitled under the Act and the 
amount of daily net pay he/she would have received in his/her own job 
classification had he/she worked, but not to exceed the total equivalent of 

what would have been received in daily pay on eight (8) hour per day 
basis. Furthermore, the maximum length of time an employee may receive 
benefits, as provided for in this subsection, shall be limited to twenty-six 
(26) weeks. 

 

 
 

(d) When an employee’s absence from work is necessitated because 
of the birth of the employee’s dependent child or the medical examination, 

consultation or treatment of the employee’s parents. The employee may use up to 
a total of twenty-four (24) hours of paid sick leave per year. “Dependent” shall be 
defined by IRS tax code. 

 
Section 4 - Usage. The usage of sick leave pay under this Article will be deducted 

to the nearest one-half (0.5) hour. 
 

Section 5 - Accrued Sick Leave Deduction. One (1) day of paid sick leave for 

regular, full-time employees shall be equivalent to eight (8) hours of pay at the rate 
applicable to the employee's permanent job classification assignment at the start of the 
absence for which compensation is requested, or the number of daily hours for which the 
employee is regularly scheduled to work. One (1) day of paid sick leave for regular part- 

time employees shall be equivalent to the number of hours such part-time employee 
normally works per day at the applicable rate as above specified. 

 
(a)  Whenever sick leave payments are made under this Article, the 

amount of such payments shall be deducted from the employee's 
accumulated unused bank of paid sick leave credits. 

 
Section 6 - Payment upon Retirement or Death. If and when an employee 

quits or is discharged from employment, any unused accumulation of paid sick leave 
credits shall be canceled. When an employee retires under the City's  retirement program 
or dies while an employee of the City, he/she or the designated beneficiary (whichever 
is applicable) shall be entitled to be paid one-half (1/2) of the accumulated unused paid 

sick leave as of the date of retirement or death. 
 

If an employee who has quit, retired or been discharged from employment 
is subsequently rehired, such employee shall, as any other new employee, accumulate 

paid sick leave credits from the date of rehiring as set forth in Section 1 of this Article.  
RTICLE 15 – SUBCONTRACTING 

 

Section 1 - Subcontracting. The City will not subcontract work normally 
performed by the bargaining unit employees if it has the available work force, proper 
equipment, capacity and ability to perform such work and can perform it on as efficient 
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and economical a basis. 
 

If the Union bids on new work the Union will be subject to the same rules and 
bidding deadlines as all other external bidders. 

 
Section 2 - Notice and Information. The City will notify the Union prior to 

posting bids for the subcontracting of work normally performed by the bargaining unit 
employees. Copies of the Annual Capital Projects and Purchasing Department bids 
shall be sent to the Unit Chair (or his/her designee) as soon as they are completed. 

 
Section 3 - Meetings.  The parties will meet monthly (meeting to be attended by 

up to three (3) Union and up to three (3) City Representatives unless the parties mutually 

agree to a greater number of representatives) to discuss subcontracting issues. The 
frequency of meetings may be changed by mutual agreement of the parties. The 
meeting will be attended by people who have knowledge of the particular subcontracting 
issue who will explore alternative possibilities and allow input as to the organization and 

execution of work in question; the proper equipment, materials, systems and processes 
which address current installation and future maintenance issues.  Aside from the monthly 
meetings, if the Union desires to discuss subcontracting pursuant to this Article, the Unit 
Chair (or his/her designee) will contact the appropriate Unit Manager. When contacted, 

the Unit Manager will review the City’s plans or prospects for issuing a bid. In such 
meetings the Union shall be advised of the nature, scope and approximate dates of the 
work to be performed and the reasons (equipment, manpower, etc.) why the City is 
contemplating contracting out the work.   The Union shall be offered an opportunity to 

respond to the City’s stated reasons. 
 

Section 4 - Emergencies.  In emergency situations the City will notify the Unit 
Chair (or his/her designee), before soliciting bids/quotes. After bids/quotes are received, 

the City will again notify the Unit Chair (or his/her designee) and, if the Union desires, 
provide the Unit Chair (or his/her designee) an opportunity to discuss whether the work 
could be performed as efficiently, timely, and economically by the Union. 

 
Section 5 - Displacements. The City agrees to notify the Unit Chair (or his/her 

designee) and meet with the Union pursuant to Section 3 above at least sixty (60) 
calendar days in advance of the effective date of any proposed subcontracting that, if 
approved, would result in the displacement of any bargaining unit member. 

 
(a) The City will schedule a meeting with the Unit Chair (or his/her 

designee) pursuant to Section 3 above prior to awarding bids from 
any subcontractors. At this meeting the City will provide the Union 

with all available information relating to the subcontracting under 
consideration and will offer the Union the opportunity to prove to the 
City that it has the manpower, proper equipment, capacity and 
ability to perform the work and that it can be performed on as 
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efficient and economical basis. 
 

(b) In the event the City decides subcontracting is necessary pursuant 
to the above criteria, the City will place the displaced employee(s) in 
jobs that may be available in other operations within the bargaining 
unit, provided the employee(s) can satisfactorily perform the 

available work without a break-in or training period.  If positions are 
unavailable, or if the employee(s) would be unable to satisfactorily 
perform the available work without a break-in or training period, the 
employee(s) will be accorded their layoff, bumping, and recall rights 

as set forth in the Agreement’s Article VI, Section 5 and 6. 
 

ARTICLE 16 – GENERAL 
 
 

Section 1 - Rules and Regulations. It is understood and agreed that the City 
shall have the right to revise and/or initiate its rules and regulations with respect to the 

conduct of its employees so long as such revisions and/or newly initiated rules are not in 
conflict with this Agreement. The rules and regulations with respect to the general 
conduct of the employees are attached to this Agreement as Appendix "B". 

 
Section 2 - Bulletin Boards. The City will provide a bulletin board in each 

building in which employees covered by this Agreement regularly work upon which the 
Union shall be permitted to post notices concerning its business and activities.  Such 
notices shall contain nothing of a political or defamatory nature. 

 

 
(c) The Safety Committee shall be a participating part of the 

“Department of Public Services Enhancement Project.” 
 

Section 3 - Supervisors Performing Bargaining Unit Work. So long as an 
employee is classified as a supervisor by the City he/she will not be used to displace 

regular employees covered by this Agreement. This provision shall not be construed to 
prevent supervisors from performing such manual work as may be required for the 
purpose of instruction, supervision, investigation, inspection or experimentation or as 
may be necessary when an employee is absent and other employees are not available 

or in case of an emergency. "Other employees are not available" shall be defined to 
mean that other qualified employees are not available to perform the work without 
disrupting other necessary work. It is understood that if other employees are available, 
nothing contained herein shall be construed to prohibit the supervisor from performing 

such work until such other employee reports to perform such work. 
 

Section 4 - Response Time. When an employee is called in to perform work, 
he/she will be required to report to work in a timely fashion, so that he/she can timely 

respond to emergency situations and service needs. Reporting in a timely fashion 
shall not be hindered by unwarranted delays within the control of the employee. The 
employee shall inform their supervisor of their estimated arrival time when initially  
contacted. 

 
Section 5 - Savings Clause. If, during the life of this Agreement, any of the 

provisions contained herein are held to be invalid by operation of law or by any tribunal 
of competent jurisdiction or if compliance with or enforcement of any provisions should 
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be restrained by such tribunal pending a final determination as to its validity, the remainder 
of this Agreement shall not be affected thereby. In the event any provision herein 
contained is so rendered invalid, upon written request by either party hereto, the City and 
the Union shall enter into collective bargaining for the purpose of negotiating a mutually 
satisfactory replacement for such provision. 

 
Section 6 - Contract Supremacy. It is understood and agreed that this 

Agreement supersedes any rules, regulations or practices of the City which are contrary 
to or inconsistent with the terms and provisions contained herein. However, where not 

negated or modified by the provisions herein contained, the Personnel Rules, 
Regulations and Personnel Policies of the City and its departments shall apply. 

 
Section 7 - Addendums to Agreement. Any Letter of Agreement or Letter of 

Understanding must, in order to be effective, carry the signature of the Director of Human 
Resources / Labor Relations or their designee, Council 25 and AFSCME Local 2775. 

 
Section 8 - Successor Clause. To the extent that the law provides, this 

Agreement shall be binding on the City's successors. 
 

Section 9 - Uniforms. AFSCME Members who are issued uniforms by the City 
will wear the uniforms while on duty. The City agrees to maintain its current practice with 
respect to uniforms, which includes pants and shirts to be provided annually. Winter 

wear (coats and bibs) will be provided at a minimum of every three years. The uniform 
provider will launder issued pants, shirts, and for all wastewater and sewer collections 
personal t-shirts, and winter wear. T-shirts will be issued on an as needed basis with a 
maximum of five per year. Winter wear is to be turned in at the end of the three years if 

new items are to be issued. 
 

Section 10 - P.E.O.P.L.E. Checkoff.  The Employer agrees to deduct from the 
wages of any employee who is a member of the Union a PEOPLE deduction as provided 

for in a written authorization. Such authorization must be executed by the employee and 
may be revoked by the employee at any time by giving written notice to both the 
Employer and Union. The Employer agrees to remit any deductions made pursuant to 
this provision promptly to the Union together with an itemized statement showing the 

name of each employee from whose pay such deductions have been made and the 
amount deducted during the period covered by the remittance. 
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ARTI CLE XV II - DURATI ON OF AGREEMENT 

 
This Agreement shall become effective as of the 3rd day of October 2019, and 

shall remain in full force and effect until 12:01 a.m., on October 2, 2 0 2 2 , and from year 

to year thereafter unless either party hereto serves a written notice upon the other at 

least sixty (60) calendar days prior to the expiration date of this Agreement or sixty 

(60) calendar days prior to the expiration of any subsequent automatic renewal period of 

its intention to amend, modify or terminate this Agreement. 

 
In witness whereof , this Agreement is executed on the ____________  

 

Local No. 2775 
American Federation of State, County, and 

Municipal Employees, AFL-CIO 
 

                                                     
Trevor Schipper  Date 

Presiden t, Local 2775 
 

                                                     
Bo VanDyken  Date 

Vice Presiden t, Local 2275 
 

                                                     
   Date 

Bargaining Represen tative 

 
                                                     

   Date 
Bargaining Represen tative 
 

                                                     

   Date 
Bargaining Represen tative 
 

                                                     

  Date 
Bargaining Represen tative 

 
 

 
 

Council No.25 
American Federation of State, County, and 

Municipal Employees, AFL-CIO 
 

 
                                                     

Jerome Buchanan  Date 
Staff Represen tative 

Union Chief Spokesperson 
 

 

 

City of Kalamazoo 
 

 
 

                                                      
James Ritsema  Date 

City Manager, ICMA-CM 
 

                                                      
Shelly Dusek  Date 

HR/Labor Relations Directo r 
 

                                                      
Steve Vicenzi  Date 

Directo r, Management Services 

 
                                                      

James Baker  Date 
Directo r, Public Services 

 
                                                      

Teresa Johnson  Date 
Deputy Directo r, Public Services 

 
                                                      

James Cornell  Date 
Waste Wate r Superintenden t 

 
                                                      

John Paquin   Date 
Water Resource Division Manager 
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Certification Bonuses 
 
This chart of bonus rates for these certifications is merely a written document, requested 
by the AFSCME Union, which reflects the current practice. 

 
This chart was modified in 1995 as a result of agreement during negotiations for the 
1994 to October 1998 labor contract to add the chart of Distribution Servicer 
certification bonuses. 

 
This chart was modified in 2016 as a result of an agreement during negotiations for 
the 2016 – October 2019 labor contract to update the Water Operator/Maintainer 
Program, Waste Water Operator/Maintainer Program and the Municipal Worker 

Program.  
 
Certification bonuses will be paid in bi-weekly paychecks to employees as part of the 
Water Operator/Maintainer, Waste Water Operator/Maintainer and Municipal 

Worker Programs depending on the certification held. 
 
The maximum amount of Certification Bonuses an individual employee may be paid 
is a total $1.90 per hour. Certification Bonuses will be paid to employees only while 

assigned to the Program to which they apply. 
 
Employees who obtain Certifications prior to October 2, 2016 but who are no longer 
required to hold the Certification will continue to receive pay for that Certification 

regardless of their assignment, as long as they maintain a current status in that 
Certification. For those employees when renewing their Certifications, the City will 
either pay for the applicable license application based upon Continuing Education 
Credits or the registration fee based upon testing renewal. 

 

 

I. Water Operator/Maintainer and Waste Water Operator/Maintainer Employees 
 

MWEA  

Certificate $/Hour 
1 $0.15 

2 $0.40 
3 $0.40 
4 $0.40 

 

II. Water Operator/Maintainer Employees: 
 

Certificate $/Hour 
D4 $0.15 

D3 $0.40 
D2 $0.40 
D1 $0.40 
Pump Installer; $0.40 per hour 
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III. Wastewater Operator/Maintainer Employees: 

 

Certificate $/Hour 
D $0.15 

C $0.40 
B $0.40 
A $0.40 

 

 
 

IV. Municipal Worker Program Asphalt Focus Area Employees 
a. NAPA Series 1 - $0.10 per hour for the package of programs 1 – 3 
b. NAPA Series 2 - $0.10 per hour for the package of programs 4 – 7 

 
V. Municipal Worker Program Concrete Focus Area Employees 

a. ACI Commercial/Industrial Flat Work Specialist – High Tolerance -  $0.20 per 
hour 

 
VI. Municipal Worker Program Forestry Focus Area Employees  

a. Certified Arborist - $0.20 per hour 
 

VII. Municipal Worker Program Storm Water Collections Focus Are Employees 
a. ACI  Commercial/Industrial Flat Work Specialist – High Tolerance - $0.20 per 

hour 
 

VIII. Municipal Worker Program Water Distribution Focus Are Employees 
 

Certificate $/Hour 
S-4 $0.15 
S-3 $0.40 

S-2 $0.40 
S-1 $0.40 

 

 
 



 

 

APPENDIX A 
American  Federation  o f State, Coun ty and  Mun icipal 

Emp loyees (AFSCME) Pay Scale Schedule 

 
 
 

  

-1 -2 -3 -4 -5 -6 -7 -8 -9 -10

Start 6 Mo 1 Yr 2 Yrs 3 Yrs 4 Yrs 5 Yrs 6 Yrs 7 Yrs 8 Yrs

H-16

Custodian I 10/8/2018 13.99 14.69 15.38 15.49 15.74 15.82 16.08 16.15 16.45 16.56

Custodian I(part-time) 10/2/2019 14.34 15.06 15.76 15.88 16.13 16.22 16.48 16.55 16.86 16.97

10/2/2020 14.66 15.39 16.11 16.23 16.48 16.58 16.84 16.91 17.23 17.34

10/2/2021 14.95 15.70 16.43 16.55 16.81 16.91 17.18 17.25 17.57 17.69

H-22

Laborer I 10/8/2018 15.03 15.77 16.53 16.71 16.92 17.07 17.40 17.58 17.77 17.99

10/2/2019 15.41 16.16 16.94 17.13 17.34 17.50 17.84 18.02 18.21 18.44

10/2/2020 15.75 16.52 17.31 17.51 17.72 17.89 18.23 18.42 18.61 18.85

10/2/2021 16.07 16.85 17.66 17.86 18.07 18.25 18.59 18.79 18.98 19.23

H-24

Appr WW Oper/Maintainer 10/8/2018 17.30 17.43 17.77 17.91 18.12 18.32 18.56 18.73

Appr Water Oper/Maintainer 10/2/2019 17.73 17.87 18.21 18.36 18.57 18.78 19.02 19.20 19.40

Custodian II 10/2/2020 18.12 18.26 18.61 18.76 18.98 19.19 19.44 19.62 19.83

Laborer II 10/2/2021 18.48 18.63 18.98 19.14 19.36 19.57 19.83 20.01 20.23

Appr. Municipal Worker

H-26

Labor Foreperson I 10/8/2018 17.77 17.91 18.12 18.32 18.56 18.73 19.00 19.19

Market Servicer (8 month) 10/2/2019 18.21 18.36 18.57 18.78 19.02 19.20 19.48 19.67 19.87

Vehicle Mechanic I 10/2/2020 18.61 18.76 18.98 19.19 19.44 19.62 19.91 20.10 20.31

10/2/2021 18.98 19.14 19.36 19.57 19.83 20.01 20.31 20.50 20.72

H-28

Mason 10/8/2018 18.15 18.44 18.68 18.94 19.19 19.43 19.67 19.89

10/2/2019 18.60 18.90 19.15 19.41 19.67 19.92 20.16 20.39 20.64

10/2/2020 19.01 19.32 19.57 19.84 20.10 20.36 20.60 20.84 21.09

10/2/2021 19.39 19.71 19.96 20.24 20.50 20.77 21.01 21.26 21.51



 

 

 
 
 
 

H-30

Distribution Servicer II 10/8/2018 18.73 19.00 19.23 19.51 19.75 19.98 20.24 20.46

Equipment Operator II 10/2/2019 19.20 19.48 19.71 20.00 20.24 20.48 20.75 20.97 21.22

Lead Field & Maint Operator 10/2/2020 19.62 19.91 20.14 20.44 20.69 20.93 21.21 21.43 21.69

Landscape Coordinator (8 month) 10/2/2021 20.01 20.31 20.54 20.85 21.10 21.35 21.63 21.86 22.12

Lead Field and Parks Maint. Oper.

Parks Coordinator

Vehicle Mechanic II

WW Oper/Maintainer I

Water Oper/Maintainer I

Water Well Driller I

Municipal Worker I

-1 -2 -3 -4 -5 -6 -7 -8 -9 -10

Start 6 Mo 1 Yr 2 Yrs 3 Yrs 4 Yrs 5 Yrs 6 Yrs 7 Yrs 8 Yrs

H-32

Lead Distribution Servicer 10/8/2018 19.19 19.51 19.77 20.11 20.33 20.67 20.92 21.26

Tree Trimmer 10/2/2019 19.67 20.00 20.26 20.61 20.84 21.19 21.44 21.79 22.10

10/2/2020 20.10 20.44 20.71 21.06 21.30 21.66 21.91 22.27 22.59

10/2/2021 20.50 20.85 21.12 21.48 21.73 22.09 22.35 22.72 23.04

H-34

Maintenance Mechanic 10/8/2018 19.75 20.02 20.29 20.63 20.89 21.14 21.44 21.75

Vactor Jet Operator 10/2/2019 20.24 20.52 20.80 21.15 21.41 21.67 21.98 22.29 22.59

Vehicle Mechanic III 10/2/2020 20.69 20.97 21.26 21.62 21.88 22.15 22.46 22.78 23.09

10/2/2021 21.10 21.39 21.69 22.05 22.32 22.59 22.91 23.24 23.55

H-35

Equipment Operator III 10/8/2018 20.02 20.33 20.66 20.91 21.17 21.45 21.75 22.07

Municipal Worker II 10/2/2019 20.52 20.84 21.18 21.43 21.70 21.99 22.29 22.62 22.92

10/2/2020 20.97 21.30 21.65 21.90 22.18 22.47 22.78 23.12 23.42

10/2/2021 21.39 21.73 22.08 22.34 22.62 22.92 23.24 23.58 23.89

H-36

Sewer Surveyor 10/8/2018 20.29 20.67 20.94 21.32 21.67 21.97 22.18 22.52

WW Oper/Maintainer II 10/2/2019 20.80 21.19 21.46 21.85 22.21 22.52 22.73 23.08 23.41

Water Oper/Maintainer II 10/2/2020 21.26 21.66 21.93 22.33 22.70 23.02 23.23 23.59 23.93

10/2/2021 21.69 22.09 22.37 22.78 23.15 23.48 23.69 24.06 24.41

H-38

Lead Equipment Operator III 10/8/2018 20.90 21.17 21.47 21.79 22.14 22.43 22.80 23.13

Lead Maintenance Mechanic 10/2/2019 21.42 21.70 22.01 22.33 22.69 22.99 23.37 23.71 24.04

Lead Tree Trimmer 10/2/2020 21.89 22.18 22.49 22.82 23.19 23.50 23.88 24.23 24.57

Master Mechanic 10/2/2021 22.33 22.62 22.94 23.28 23.65 23.97 24.36 24.71 25.06

Water Well Driller II

H-40

Lead Master Mechanic 10/8/2018 21.49 21.76 22.07 22.39 22.76 23.07 23.43 23.78

Municipal Worker III 10/2/2019 22.03 22.30 22.62 22.95 23.33 23.65 24.02 24.37 24.67

Parks & Rec Build.& Gds. Tech. 10/2/2020 22.51 22.79 23.12 23.45 23.84 24.17 24.55 24.91 25.21

10/2/2021 22.96 23.25 23.58 23.92 24.32 24.65 25.04 25.41 25.71

H-42

WW Oper/Maintainer III 10/8/2018 22.07 22.36 22.68 23.01 23.38 23.70 24.09 24.43

Water Oper/Maintainer III 10/2/2019 22.62 22.92 23.25 23.59 23.96 24.29 24.69 25.04 25.39

10/2/2020 23.12 23.42 23.76 24.11 24.49 24.82 25.23 25.59 25.95

10/2/2021 23.58 23.89 24.24 24.59 24.98 25.32 25.73 26.10 26.47
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APPENDIX "B" 

CITY OF KALAMAZOO 

Guidelines for Acceptable Personal Conduct 
 

As with any company or organization, there are certain guidelines for acceptable 
personal conduct with which employees are required to comply. 

 
Towards that end, the City of Kalamazoo publishes and distributes the following list of 
such guidelines. The guidelines are not intended to unduly restrict or control employee 
conduct; rather, they are designed to: 

 
1. Ensure a safe, efficient, effective, and productive work force and environment. 

 
2. To better enable the  City  of  Kalamazoo  to  maintain  and  administer  fair  

and consistent corrective discipline for its employees. 

 
3. Serve as protection for all employees. 

 
4. Serve as an information source regarding acceptable personal conduct. 

 
5. Assist in guiding individuals to become well informed, satisfied employees of the 

City. 
 
This listing shall not substitute or alter any existing terms and provisions or rules and 
regulations established by Civil Service Ordinances, the administrative code, individual 
departments, or any Collective Bargaining Agreement entered into by the City of 
Kalamazoo. 

 
When an employee's personal conduct is deemed unacceptable as per the guidelines, 
the facts and circumstances surrounding the situation will be thoroughly reviewed. 
Although discharge is usually undertaken only when an extremely serious violation or 

series of violations occur, it must be realized that the penalty of discharge may be 
assessed for first violations of the guidelines listed under Section I below. 

 
Normally, for violations of the guidelines under Section II the employee will be subjected 

to disciplinary action in accordance with the "Progressive Disciplinary Policy" as set 
forth and administered by the Human Resources Department. The purpose of 
progressive discipline is to provide a series of corrective disciplinary actions in an 
attempt to correct an employee's unacceptable behavior. These disciplinary actions will 

usually follow a pattern of: (1) verbal warning; (2) a written reprimand; (3) a short 
suspension; (4) a possible longer suspension; and finally, (5) discharge. Even though 
there is a Progressive Disciplinary Policy, it must be understood that an employee has 
no right or guarantee of a specific number of progressive disciplinary steps or that all 

disciplinary actions shall commence with a verbal warning. The initial discipline applied 
shall be related to the seriousness of the offense of policy violation and may range from 
an oral warning to discharge depending on the offense. 

 
The following lists, set forth by the Human Resources Department, are intended to 
serve as guidelines which depict and divide certain types of unacceptable employee 
personal conduct into two (2) major subcategories according to the degree of severity. 
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I. Any of the unacceptable behaviors contained herein shall, under normal 
circumstances, result in immediate discharge for the first offense: 

 
1. Gross or flagrant neglect of duty. 

 
2. Insubordination - refusal to comply with a direct order from management, 

unless such order is injurious to employee's safety or health; or 

disrespectful conduct toward management. 
 

3. Falsification of personnel records, time reports, or other City records and 
reports. 

 
4. Theft and/or intentional destruction of the City's, the public's, or another 

employee's property or monies. 
 

5. Sleeping on the job. 
 

6. Drinking, using, being under the influence of, or possession of controlled 
substances or intoxicants while on the employer's time or premises and 

during lunch or work breaks. 
 

7. Provoking, instigating, or participating in a fight or physically assaulting 
another person on employer's time or premises. 

 
8. Soliciting or accepting any fee, gift, or other consideration in the course of 

or in connection with one's work when such fee, gift, or consideration is 
given in the hope or expectation of receiving a favor or better treatment 

than that accorded to other persons. 
 

9. Violation and/or conviction of any criminal or penal statute or enactment 
that impairs the credibility of the position or the employee's ability to 

perform the regularly assigned job duties. 
 

10. Carrying any weapon on the employer's time or premises without having 
first received prior authorization from the City Manager, even if the 

employee has a legal permit to carry such weapon. 
 
II. Any of the unacceptable behaviors contained herein shall, under normal 

circumstances, result in the application of progressive discipline described 

above: 
 

1. Indulging in offensive, threatening, or unacceptable conduct, or using 
language or gestures intended to offend or harass other employees or the 

public while on the employer's time or premises. 
 

2. Unsatisfactory job performance. 
 

3. Reporting to work under the influence of any substance, medication, 
intoxicant, etc. which impairs the ability to satisfactorily perform job duties. 

 
4. Repeated absenteeism and/or tardiness. 
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5. Violation of any departmental rule or other official regulation, order, or rule 
of the City, or failure to report knowledge of such activity to the City. 

 
6. Using or threatening to use personal or political influence in an effort to 

secure promotion, leave of absence, transfer, or change of grade, pay, 
character of work, or any type of personal advantage or advancement. 

 
7. Inducing or attempting to induce any employee in the service of the City to 

commit an unlawful act or to act in violation of any departmental rule or 
other official regulation, order, or rule of the City. 

 
8. Quitting work or leaving the assigned work area without obtaining 

necessary permission from management. 
 

9. Action which constitutes conflict of interest toward the City. 

 
10. Horseplay. 

 
11. Smoking in unauthorized areas. 

 
12. Vending, soliciting, distributing literature, circulating a petition, or collecting 

contributions on the employer's time or premises without having received 
prior authorization from the City Manager or designee. 

 
13. Negligent, careless, or hazardous activities or job performance and/or any 

conduct or safety violation which endangers the safety of oneself or others. 
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Appendix C: 
 

Memorandum of Agreement Regarding Lump Sum Payment 
 

 
 
 
 

The Parties agree that upon the signing of the new labor agreement, actively employed 

higher wage tier employees will receive a one-time lump sum payment of five percent (5%) 

of their base wages (gross amount before taxes and mandatory deductions). Higher Wage 

Tier Employees are those hired before January 1, 2012 and being paid under Appendix 

“A1” as of October 1, 2016.  

 

The payment; 

 

 1. will be calculated by multiplying the employee’s base hourly rate found in Appendix 

A1 as of October 1, 2016 times 2080 hours times five percent (5%); 

  

2. will not be rolled into base wages; 

  

3. will be included in any applicable Final Average Compensation calculation for 

pension benefits; 

 

 4. will be paid of the regular payday associated with the first full pay period beginning 

after the signing of the new labor agreement. 
 
 
 
 
 
 
 
 

For the Union; For the City; 
 

 
    

 
 
 

 
                                          
Deb Rininger Date 
President 

AFSCME Local 2775 
 
 
                                          
Stacie Dineen             Date 
Union Chief Spokesperson 
AFSCME Council 25

                                                  
Ronald Markan         Date 
Employer Chief Spokesperson  
City of Kalamazoo 
 
 
                                                      

Karianne Thomas  Date 
Interim Human Resources/ 

Labor Relations Director 
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APPENDIX D 

Letter of Understanding Regarding Miscellaneous Matters 

Appointment of Financial Manager.  This collective bargaining agreement 

contains language that is required under section 15(7) of the Public Employment 
Relations Act.  Inclusion of the language does not constitute a waiver of the 

union’s right to raise Constitutional and/or other legal challenges to the validity of: 

(1) appointment of an Emergency Financial Manager; (2) PA 4 of the 2011 (Local 

Government and School District Fiscal Accountability Act); or (3) any action of 
an Emergency financial Manager which acts to reject, modify, or terminate the 

collective bargaining agreement. 
 
 
 
 
 
 
 

                                                   
Deb Rininger      Date 
President 
AFSCME Local 2775 

                                                   
Karianne Thomas  Date 
Interim Human Resources/ 
Labor Relations Director 
City of Kalamazoo 
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CITY OF KALAMAZOO PUBLIC SERVICES DEPARTMENT 

STANDARD PROCEDURES AND POLICIES 

 
SUBJECT: Winter Maintenance for the Field Services Division   

 
Winter Maintenance Staffing: 

 
1. Night shif t winter operations will normally begin the week following Thanksgiving and end the 

f irst week of  April. However, should weather conditions warrant, this schedule may be adjusted. 

 
2. Night shif t operations are scheduled to begin at 10:30 pm on Sunday night, and conclude at 

7:00 am on Friday morning, before or af ter which times, hours will be compensated as overtime 

hours. Day shif t operations begin on Monday morning at 7:00 am and conclude at 3:30 pm on 

Friday af ternoon, before or af ter which times, hours will be compensated as overtime hours. 

 
3. Volunteers will be sought to work the night shif t. Volunteers will be selected based on the 

highest seniority f rom the Streets personnel. If  the required number of  employees are not 

obtained on a voluntary basis, employees will be selected based on low seniority f rom the 

Streets personnel. 

 
Winter Maintenance Qualifications: 

 
1. An employee will be considered qualif ied to perform winter maintenance operations once 

he/she has received 40 hours of  training on plow truck (underbelly and f ront plow) and loader 
and spreader while performing snow and ice control with another qualif ied employee and  

supervisory approval. Training will consist of  equipment operation, safety, proper 

disbursement of  snow and ice control materials, and snow and ice control operation 
procedures, (i.e. routes, trunk lines, tandem plowing, etc.) 

 
2. In 2004, new training will be instituted for all qualif ied operators regarding proper disbursement 

of  new snow and ice control materials, (deicing solutions). 

 

3. Training will be provided to current eligible employees prior to the 2004- 2005 winter season. 
Periodically supervisory staf f will conduct ref resher-training sessions. 

 

 
 

Winter Maintenance Overtime: 

 
1. On-call employees will be notif ied that they are to report to work where the work is normally 

performed. 

 
2. If  additional employees are needed to complete winter maintenance activities, Street Services 

employees will be called in based on the employee with the fewest number of  overtime hours. 

 
3. If  additional employees are still needed to complete winter maintenance activities, employees 

qualif ied to do the work outside will be called based on the employee with the fewest number 

of  overtime hours f rom the following units; Forestry, Cemetery, Water Distribution, Wastewater 

Collection, Fleet, Parks & Recreation and the Wastewater Plant 

 
4. Employees carrying pagers outside where the work is normally performed will be called last 

 
5. The overtime lists for all AFSCME employees will be reset to zero on May 1st and November 

1st each year. 
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MOU Ml AFSCME Council 25. Local 2775 and City of Kala ma zoo 

Wastewater Operator Maintainer Program 
Page 1 of5 

 

 
Memorandum of Understanding 

Between 
Michigan AFSCME Council25, AFL-CIO, Local2775 

And 
The City of Kalamazoo 

 
 
 

 

Re: Operator/Maintainer Program 
 

This Memorandum of Understanding (MOU) between AFSCME Local 2775 and 

the City of Kalamazoo covers the Operator/M aintainer (O/M) program for wastew ater 

employees. Program details were developed through the cooperative efforts of 

wastew ater managem ent and AFSCME representatives from wastew ater operations and 

maintenance personnel. As a result of these cooperative efforts, the parties agree to the 

following items to effectuate the O/M program: 

 
I. Grandfathering: 

 
(a.) All employees working at the KWRP as of June 1, 2007 who occupy the 

classifications of Wastewater Operator Apprentice; WW Operator I,II, and III; 

Maintenance Repairer; Maintenance Mechanic; and Lead Maintenance Mechanic are 

deemed "current employees" hereinafter for purposes of this MOU, and are exempt 

from the O/M program licensing requirement. 10-29-08 All current AFSCME 

employees as of 10-2-08 are exempt from having to obtain the State of Michigan 

''B" Wastewater License. 

 
(b.) All current employees are grandfathered and will not be required to 

participate in the O/M program. 

 
(c.) All current employees will be grandfathered on their current shift 

regardless of whether they choose to participate in the O/M program. 

 
(d.) Current employees in the classif ications listed in item number 1 (a) above 

herein who do not participate in the O/M program will continue to be able to promote 

into higher classif ications currently available, provided they have the knowledge and 

skill to perform the work (Promotions will continue for current employees not 

entering into the program, as if the new O/M program does not exist.) 

 
(e.) Once managem ent decides to fill a vacancy for WW Operations or WW 

Maintenance, the Apprentice WW Operator classif ication will be eliminated and 

replaced with WW Operator Maintainer Apprentice. 
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MOU Ml AFSCME Council 25. Local 2775 and City of Kalamazoo 

Wastewater Operator Maintainer Program 

Page 2 of 5 
 

(f.) When there are no longer any current employees occupying the current 
Operator or Maintenance classifications, or there are no current employees that may 
revert back to those classifications, the current Operator and Maintenance 
classifications will be eliminated. 

 

(g.) The WW Operator/Mainta iner Apprentice, WW Operator/Mainta iner I, 
and WW Operator/Main ta in er II classifica tion s will be at the same level as the Water 
Operator/Mainta iner Apprentice (H-24), Water Operator/Maintaine r I (H-30), and 
Water Operator/Main ta ine r II (H-36) classifica tion s respective ly . The joint Union/ 
Managemen t team will make a recommenda tion to develop a Water 
Operator/Main ta ine r III, and a Wastewater Operator/Main ta in er ill classifica tion .  
After discussion, the Union/Managemen t team recommends the ill position should be 
an H-42 classifica tion subject to approval by the Human Resources Departmen t. 

 
(h.) All current Public Services Employees working in Water Operations, Water 
Maintenance, Wastewater Operations, or Wastewater Maintenance classifications as of 
March 1, 2007 that opt-in to their respective O/M program would be red-lined at their 
current base pay, and would continue to receive step raises (if applicable) and Union 
contract raises in their current classification, but would become a Water O/M 
Apprentice or a Wastewater  O/M Apprentice and would follow the requirements for 
promotions in the respective O/M job descriptions.  They would regain classification 
and step raise increases after their redlined pay is equal to the amount they are being 
paid as an O/M.  Annual contract raises would still apply. 

(i.e., if a current employee is not at top of scale, and if  their job performance 
merits a step increase, that employee would receive the step increase, and the 
contract raise.  Current employees at the top of the scale would receive the 
contract raise only. These pay increases would follow the pay scale of the 
classification that the employee was in when they opted into the O/M program.) 

 
(i.) For the sake of lay-offs, or elimination of job classifications, current employees 
who opt into the program, will maintain their classification and seniority date for 
"bumping'' as if they never entered the O/M program. 

 

 
 

U Participation: 
 

(a.) Once the O/M program is ready to take effect, current employees would 
have 30 calendar days to decide if they want to participate in the program.  An entry 
level test will be given to those employees who choose to participate (This test will be 
for informational purposes only to see where the employee is at.)  They will be 
classified as an Operator/Mainta iner Apprentice (H- whatever their current 
classification is, until the O/M classification passes their existing classification), but 
will maintain their current base pay and Union seniority as outlined in the 
Grandfathering recommendations.   (This was done in November 2007) 
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(b.)       Current employees that opt into the O/M program, may opt out within the first 
3 months of when they actually are doing the cross-training. Current employees who 
opt-out will return to their previous classification. 

 
(c.) Current employees who are in the program, may attend training, even 
though it is not their turn for cross-training (MWEA classes, MNTEC classes, etc.) 
The employee recognizes that additional training may be on other shifts than the one 
they are currently on. 

 
(d.) Once the initial opt-in period has ended, employees will cross-train in the 
"other" area. Employees will cross-train based on seniority.  One participant from 
each area will cross-train at a time.  (Management feels that we can do 4 cycles a 
year, or a total of 8 employees) 

 
(e.) The number of participants from each area may vary, depending on 
participation and how quickly employees are able to pick up the information from the 
other area. 

 
(f) Grandfathered employees who do not opt-in during the initial opt in period, 
may opt in at a later date; however, they will be put on the cross-training list after those 
employees who opted-in during the initial opt-in period, regardless of seniority.  
These employees will be required to follow the same guidelines set forth in the 
original opt-in period. 

 
(g.) Once in the program, the employee recognizes that they may need to work 
on different shifts for the course of the training.  Once the training has been 
completed, the employee will return to their normal shift. 

 
(h.) Once the cross training has been completed, the employee will be put into 
the overtime rotation for those tasks that the employee has the skills to perform. 
O/M' s with their primary focus in Maintenance may opt into the overtime rotation in 
Operations.  This opt-in will be done on a quarterly basis, in writing, and must be 
signed and submitted prior to the 20th of the month at the end of each quarter.  Once 

employees opt-in, they will be in the regular overtime rotation and once assigned an 
overtime shift are responsible for working the shift or finding a replacement.   O/M 
(Maintenance) employees who do not opt in will be called once all employees in the 
regular rotation have been offered the overtime.  O/M (Maintenance) employees that 
are scheduled to work 3rd shift and have a normal regular shift the following morning, 
may make arrangements with the Maintenance Supervisor to continue the shift from 6 
a.m. and finish their normal Maintenance shift at 2 p.m. (This win be reviewed in 12 

month s from the date of signin g ) 
 

(i.) O/M (Maintenance) employees that are offered 2nd shift overtime, may be 

allowed to leave their maintenance responsibilitie s at 2 p.m., at the discretion of th e  
Maintenance Supervisor and start the Operations shift at 2 p.m. If the mainten an ce  
work load does not allow the employee to start at 2 p.m., an employee from 1st shift 
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will be required to stay over until the O/M employee is released from Maintenance.  It 
is understood that the employee will not receive overtime pay until they have 
received their 8 hours of regular time first. 

 

(j.) Employees in the program will be required to work in the "other" area on 
an annual basis to keep their skills current.  This may occur on a different shift than 
what they currently work. 

 
(k.) Current employees opting into the Operator/Maintaine r program would be 
required to follow the criteria set forth in the Proposed Pathway for Advancement 
flow chart (attached), with the exception of the certification requirements. 

 
(1.) Any employee hired into the Operator/Mainta iner program after June 1, 
2007 will be required to follow the criteria set forth in the Proposed Pathway for 
Advancement flow chart. 

 
(m.) Any employee newly hired after the date of the parties' execution of this 
MOU will serve a 12-month probationary period instead of a 6-month probationary 
period. This will enable management to have sufficient time to properly evaluate the 
employee's ability to perform his/her job. During the probationary period, the 
employee shall have no seniority status, and may be laid off or terminated in the sole 
discretion of the City without regard to his/her length of service, and without recourse 
to the contractual grievance procedure. The employee will gain regular status upon 
successfully completing the 12-month probationary period. The 12-month 
probationary period for these employees will not affect any other contractual benefits 
afforded by the union contract. 

 
(n.) When managemen t decides to fill a vacant position in either Maintenance 
or Operations, prior to posting that position vacancy, current employees in the O/M 
program may move to the vacant position based on seniority . All new hires will be 
hired as O/M Apprentices.  (O/M employees may not displace any grandfathered 
employee, even if the O/M employee has more seniority - there must be a vacancy 
to allow movement between the two groups). The O/M employee that moves 
between groups would now have their primary focus in the area that they moved to, 
but would continue to cross-tra in in the other area. 

 
NOTE: If the vacancy is in the Operation s group, movement between shifts if offered 
to the current Operations staff prior to going thru the above procedure. If no current 
Operators opt to move, the offer goes to the O/M (Maintenan ce) personnel.  If there 
is no movement, the job will be posted for AFSCME personnel prior to going to the 
outside. Any AFSCME personnel coming into the program from another 
classification will serve a 6-month job probationary period and may be removed from 
the program at any time he/she demonstrates that he/she is or will be unable to 
satisfactorily perform the requirements of the job. New hires will have a written test, 
and will be required to demonstrate job related tasks as part of the hiring process. 
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(o.) When going through the hiring process, regardless of where the primary 
focus will be, someone from both Maintenance and Operations will be part of the 
interview team. 

 
(p.)             Skill sets for the classifications are currently being defined.  Advancement is  
determined by experience and ability. A hands on or demonstration may be part of the  
testing for advancement program. 

 

(q .) Operator I Maintainer program will allow for open promotions. 
Promotions would be determined by time in classification, certifications held (if 
applicable), evaluations, in-house tests, and actual hands-on testing.  The 
qualifications and experience need for advancement are listed in the job descriptions 
and the Pathways for Advancement flow chart. 

 
(u.) In-house testing will consist of a random testing format that may be oral 
and/or written and may include hands-on testing to demonstrate the ability to perform 
the task.  Human Resources will administer and/or assist in the testing process.  If an 
employee fails a test for advancement they may retest after 6 months.  An exception to 
this is for advancement from O/M Apprentice to O/M I, the test may be taken 
every 90 days for up to 4 tests. If the O/M Apprentice does not pass the test after 
the 4th try, they would go back to their previous classification and shift.  They 
would be able to opt-in again, and would go to the bottom of the cross-tra in in g 
list.) 

 
(v.) The joint Managemen t and Union committee recommends that the 
City pay bonuses for the MWEA Maintenance Certification, simila r to how the 
Wastewate r Licenses bonuses are currently paid. 

 

 
 
 
 
 
 
 

For AFSCME Local2775 Date 
 
 
 
 
 

Date 1
 

 
 
 
 
 

 
Dati r 
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Memorandum of Agreement 

Wastewater Operator / Maintainer 

Program 
 
In addition to the above modifications of Article VI – Seniority, Section 7 – Promotions the Parties 

recognize the requirement that a Wastewater Operator / Maintainer; Operations Focus must obtain 

a “B” license in order to advance to the Operator / Maintainer III level. As an alternative to 

obtaining the “B” license, the Parties agree to allow employees the option to successfully complete 

the following three courses; 

 
  1.  Sacramento State Operations of Wastewater Treatment Volume I; 
  2.  Sacramento State Operations of Wastewater Treatment Volume II; 
  3. Sacramento State Advance Waste Treatment. 

 
At the employee’s option, successful completion of the above courses will replace the requirement to 

obtain a “B” license for advancement. 
 

 
 
 
For the Union;                   For the City; 

 
 
___________________     _____________________ 
Stacie Dineen      Date     Karianne Thomas   Date 

Union Chief Spokesperson     Interim Human Resources/ 
AFSCME Council 25     Labor Relations Director  

City of Kalamazoo 
 

 
___________________     _____________________ 
Deb Rininger       Date     Ron Markan          Date 

President       Employer Chief Spokesperson/ 

AFSCME Local 2775     Labor Relations Specialist 

        City of Kalamazoo 
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Memorandum of Agreement Municipal Worker Program 
 

Introduction  

 
During the 2016 Labor Agreement Negotiations, the Parties agreed to review and revise the Municipal 

Worker Program. The Program bundles together various individual job classifications to produce multiple 
levels of increasing skill and compensation. In addition, the Program uses an “Open Promotion” concept 
whereby the employees may advance to higher levels of skill, responsibility and pay by demonstrating 
their competence in and advancing through the various levels of the Program. As a result, the Employee 

can earn higher compensation and the Employer receives a highly trained, more flexible and efficient 
workforce.   
 

Program Structure  

 
The Program will consist of the following four classifications;  
 
1. Municipal Worker Apprentice  

 
2. Municipal Worker I   
 
3. Municipal Worker II   

 
4. Municipal Worker III  
 
5. Municipal Worker IV  

 
The Program will encompass three (3) “Field Services” sections. Within each section, there will be designated 

“focus areas” as listed below. The details of the focus areas and requirements for advancement are attached 
(Attachments I – VII).  

 

1. Sanitary Sewer Section 

a. Focus Areas 

i. Construction and Maintenance 

ii. Cleaning and Inspections 

2. Water Resources Section 

a. Focus Areas 

i. Water Distribution 

ii. Stormwater Collections 

3. Public Works Section 

a. Focus Areas 

i. Asphalt 

ii. Concrete 

iii. Forestry  

The Program will encompass the following positions into the above designated focus areas:   
 

1. Apprentice Municipal Worker 

2. Municipal Worker I 

3. Municipal Worker II 
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4. Municipal Worker III 

5. Laborer I 

6. Laborer II 

7. Laborer Foreperson I 

8. Labor Foreperson II 

9. Tree Trimmer 

10. Lead Tree Trimmer 

11. Mason 

12. Vactor Operator 

13. Sewer Surveyor 

14. Apprentice Distribution Servicer 

15. Distribution Servicer I 

16. Distribution Servicer II 

17. Lead Distribution Servicer 

18. Equipment Operator I 

19. Equipment Operator II 

20. Equipment Operator III 

21. Lead Equipment Operator III 

22. Lead Maintenance Mechanic 

23. Lead Master Mechanic 

24. Lead Field and Maintenance Operator 

25. Traffic Maintenance Foreperson I 

All future job postings for vacancies will be posted for the appropriate Municipal Worker Program and 
focus area. 

 
The Program will not include any classifications from the following areas:  

 

1. Department of Public Services – Water Operations and Maintenance 

2. Department of Public Services - Wastewater Operations and Maintenance 

3. Department of Public Services – Fleet 

4. Department of Parks and Recreation 

Participation in the Program  

 

Individuals employed by the Public Services Operation before June 1, 2011 are not obligated to participate 
in the Municipal Worker Program.  These employees are “grandfathered” and as such may voluntarily 
enter or remain outside the Program.   
 If a grandfathered employee elects or has entered the Program, they will be placed in the Municipal 

Worker Program Level I, II, III, or IV. The grandfathered employee’s previous individual classification 
hourly rate of pay will be red-lined until their Municipal Worker Program rate of pay exceeds the red-lined 
rate or the employee bids out of the Program.   

Individuals hired from outside the bargaining unit as of June 1, 2011 or later into the Public Services 

Operation, Stockbridge Site for work associated with an eligible classification will be hired as an 
apprentice into the Municipal Worker Program. “Grandfathered Employees” are defined as Bargaining 
Unit employees hired before June 1, 2011, and who enter the Municipal Worker Program.   
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Advancement through the Program  

Employees advance at their own speed through the Program classifications within individual focus outlines 
by successful interviews, training and testing of equipment  along with passing a written test (if required). 
For purposes of final written test scores, seniority shall be used as bonus points.  
Training  

 
The City will provide classroom and practical opportunities for employees to prepare for the testing 
required to advance through the various levels of the program.  A joint Management and Union training 
and development team may develop and recommend training programs for all work areas of the Municipal 

Worker Program along with methods for tracking progress and program efficiencies. Apprentices who are 
hired with skills classified above the apprentice level may be assigned to use those skills as necessary 
subject to the testing requirements of the Program as stated below.  

Participants will confirm in writing that they request training in the applicable subject. Equipment training 

will be provided to the requesting employee as soon as practical and as weather permitting.   
 

Trainers  

The Employer may, using their sole discretion, select from interested and qualified employee’s various 

trainers to provide the practical classroom and on-the-job based instruction necessary to train a Program 
Participant. The Trainer will receive instruction in proper training techniques, provide effective training 
and document the subjects in which they trained the Participant. Bargaining Unit Employees selected to 
train Program Participants shall receive an additional $1.35 per hour training bonus for time spent 

delivering training to participants.  
 

Testing  
 

The Employer will provide consistent valid and reliable academic and practical testing to measure the 
employee’s ability to function at the level of the applicable classification. Written tests for the Municipal 
Worker Program (excluding the State of Michigan Certifications) may be prepared and graded by an 
independent professional resource. A City of Kalamazoo Human Resources representative will proctor the 

written test when necessary. Equipment testing will be provided to the employee requesting in writing 
within fourteen (14) days of the employee’s request, weather permitting.   

Apprentices who are hired with skills classified above the apprentice level may be assigned to use those 
skills as necessary provided that they have passed the testing requirements of the Program.   

 

Interviews  

 
The City will provide within fourteen (14) days of request, a standardized interview of each employee 

seeking to advance to the next classification. The interview may cover questions related to the various 
items measured by the testing or other subjects applicable to the classification.  
 

Seniority  

 
The Employer will create a sliding scale whereby employees are credited points applied to the required 
minimum to advance based upon their seniority within the Public Services Operation.  
Grandfathered employees who participate in the Municipal Worker Program will continue to maintain and 

accrue seniority in the regular classification they held immediately prior to entering the Program. Such 
seniority shall be applied to all relevant contractual stipulations.  
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Certifications  

 
Details regarding certifications are contained in each of the specific Municipal Worker sections.  
 

Living Document  

 
The Parties agree that this Memorandum of Agreement provides an overview of the Program. They 
recognize that it does not specify all of the details of the various subjects. Additional documents such as 
Program Booklet, Forms and various Records will be developed by the Parties dealing with the subjects of 

this Memorandum. In addition, from time to time the Parties will review the Booklets, Forms and Records 
and make such changes as necessary to keep the Program applicable to the Operation and achieve the 
Program’s purpose of producing a well-trained and more efficient work force. These changes will not 
require the approval of the Membership provided the provisions of the collective bargaining agreement are 

not affected. 
 
For the Union,      For the Employer, 
 

________________________    ____________________________ 
Stacie Dineen  Date     Karianne Thomas  Date 
Union Chief Spokesperson     Interim Human Resources/ 
AFSCME Council 25      /Labor Relations Director 

City of Kalamazoo 
 
 
_______________________     ____________________________ 

Deb Rininger  Date     Ronald Markan  Date 
President AFSCME Local Union 2775   Labor Relations Specialist 
        Employer Chief Spokesman 
        City of Kalamazoo 
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Attachment I 
Sanitary Sewer Collections – Municipal Worker Program 

 
i. Eliminate the requirement to obtain an S-4 license. 

ii. Employees must advance from Apprentice to at least Level I within two (2) years of entering the 

Apprentice classification. Failure to advance will result in termination of employment. 

iii. Sanitary Sewer Collections – Municipal Worker Apprentice 

a. Placement in position. 

b. Requirements necessary for advancement to Level I 

i. Within first six (6) months of entering Apprentice classification 

1. Obtain CDL B with Air Brakes endorsement. 

2. Pass internal written and practical examination on Dump Truck. 

3. Pass internal written and practical examination on Loader. 

4. Pass internal written and practical examination on operation of the front 

end of Backhoe. 

5. Demonstrate abilities to climb ladders, enter and work in confine spaces, 

hand shovel for Utilities and work in sewage. 

ii. Within two (2) years of entering Apprentice assignment  

1. Obtain CDL Tanker Endorsement. 

2. Pass Collections and Sewer Maintenance Level 1 examination. 

3. Pass all required safety classes.  

4. Pass in house written and/or practical examination on the following 

equipment: 

a. Mini – Jet 

b. Root Auger / Sewer Van 

c. Small Roller 

d. Bob Cat 

e. Broom Tractor 

f. Small Plate Compactor (100 lbs. to 200 lbs.) 

g. Large Plate compactor (331 lbs. and up) 

h. Easement Machine with Mini-Jet 

i. Gas Generator 120v single phase 

j. Foam Root control 

k. Set up concrete sidewalk forms and pour concrete 

l. Set up concrete curb forms and pour concrete 

m. Load Asphalt into Dump Truck at Asphalt plant; loot and roll asphalt 

base. 

iv. Sanitary Sewer Collections – Municipal Worker I 

a. Placement in position. 

b. Requirements for advancement to Level II 

i. Minimum time in Level I position of one (1) year. 
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ii. Pass Collections and Sewer Maintenance Level 2. 

iii. Pass in-house written and/or practical tests concerning: 

1. Excavation safety 

2. Pipe Bedding 

3. Sewer Connections 

4. Manhole installation 

5. Operation of the rear of a Backhoe and various attachments 

6. Pipe Truck 

7. Finishing a concrete sidewalk 

8. Finishing a concrete curb 

9. Looting  and rolling an asphalt top coat 

10. Operation of a Vactor Truck  

11. Nozzle selection, maintenance and use 

12. Operation of an Easement Machine 

13. Toilet Blowing. 

v. Sanitary Sewer Collections - Municipal Worker II 

a. Placement in position. 

b. Requirements for advancement to Level III 

i. Minimum time in Level II position of one (1) year. 

ii. Pass in-house written and/or practical tests concerning: Construction & 

Maintenance Focus 

1. Zero Turn Excavator with thumb, up to 50,000 lb. class machine 

2. Bench cut / Pre-cut 1 to 10 feet 

3. Perform a sewer trench excavation up to 15 feet deep in accordance with 

MIOSHA regulations 

4. Sewer Flow through and no flow through pneumatic plug size 6” to 42” 

diameter 

5. Shoot grade and lay pipe 

6. Place and remove trench box in exaction 

7. Demonstrate knowledge of the proper use and placement of traffic control 

devices to protect workers 

8. Correct interpretation and application of Blue Prints and stated 

Specifications.  

-OR- 
For Cleaning & Inspections Focus- requirements for advancement to Level III 

1. Minimum time in Level II position of one (1) year. 

2. Obtain and maintain NASCO MACP Certification 

3. Pass internal written and practical exam on CCTV Truck 

vi. Sanitary Sewer Collections - Municipal Worker III 

a. Placement in position. 

b. Requirements for advancement to Level IV  
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i. Minimum time in Level III position of one (1) year. 

ii. Construction & Maintenance Focus  

1. Obtain and maintain CDL Class A with Tanker and Air Brakes endorsements.  

2. Obtain and maintain the MDEQ Storm Water Construction Management 

endorsement. 

iii. Pass the following in-house written and/or practical examinations: 

1. Zero Turn Excavator with thumb, 100,000 lb. class machine 

2. Knowledge of Road building materials 

3. Large 48” diameter culvert construction 

4. Pipe installation, bedding, haunch and backfill of large diameter (48”) C-76 

interceptor 

5. Road Grader 

6. Laser 

7. Perform a sewer trench excavation up to 18 feet deep in accordance with 

MIOSHA regulations. 

-OR- 
For Cleaning & Inspection Focus-requirements for advancement to Level IV 

i. Minimum time in Level III position of one (1) year. 

ii. Construction & Maintenance Focus  

1. Obtain and maintain CDL Class A with Tanker and Air Brakes endorsements. 

2. Obtain and maintain the MDEQ Storm Water Construction Management 

endorsement. 

iii. Successfully inspect and save to file 65 miles of sewer inspection annually as 

verified by the Sanitary Engineer. Properly code and record material. 

vii. Sanitary Sewer Collections - Municipal Worker IV 

a. Placement in position. 

b. Maintain qualifications for position. 
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Attachment II 
Water Resources Division – Municipal Worker Program 

Water Distribution Focus Area 
 

I. Newly hired employees must obtain an S-4 license during their Apprenticeship. The employee 

will have a maximum of three (3) years to obtain the S-4 license. The employee will not be 

eligible to advance from the Apprentice Classification unless they have obtained an S-4 

license. If the employee fails to obtain the S-4 license within three years of starting the 

Program they will be released from employment.  

II. The Employer will reimburse the Employee for the cost of the S-4 Certification Test for up to 

two attempts to initially pass the test. The employee is responsible for the cost of the test in 

excess of the first two attempts. The employer will reimburse the employee for the cost of 

renewing the certification.  

III. The Employer will reimburse the employee for applicable certifications upon their successful 

completion.  

IV. Newly hired employees that already possess required certifications and that can demonstrate 

previously acquired competence training in the equipment and other abilities stated in the 

sections below, and serving as a Municipal Worker apprentice for a minimum of six (6) 

months, may progress to the Municipal Worker level that aligns with certifications, 

qualifications, and all common requirements. 

V. Employees bidding into Water Distribution are required to obtain an S-4 license within three 

(3) years of entering program. If the employee fails to obtain an S-4 license within three (3) 

years of starting the Program they will be removed from the Program and reassigned under 

the terms and conditions of the labor agreement. 

VI. Current grandfathered employees in the program do not require the S-4 license to retain their 

position. Current grandfathered employees must obtain the S-4 license to promote past 

Municipal II worker in the program. 

VII. Current employees that already possess required certifications and that can demonstrate 

previously acquired competence training in the equipment and other abilities stated in the 

sections below, and serving as a Municipal Worker, may be placed at the Municipal Worker 

level that aligns with certifications, qualifications, and all common requirements and will be 

red-lined in their current pay grade only if the placement is lower.  

VIII. Water Distribution – Municipal Worker Apprentice  

a. Placement in position. 

b. Requirements necessary for advancement to Level I 

i. Within first six (6) months of entering the Apprentice classification 

1. Obtain CDL B with Air Brakes endorsement. 

2. Pass AASHTO equipment maintenance, proper plowing techniques, and de -

icing.  

3. Pass internal written and practical examination concerning: 

a. Dump Truck 
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b. Backhoe 

c. Front End Loader 

d. Small Roller 

e. Bobcat  

f. Brush Chipper 

g. Broom Tractor 

h. Under body snowplow 

i. Repair broken water line (main break clamp) 

j. Properly flare copper water line 

ii. Demonstrate ability to climb ladders, enter and work in confine spaces and hand 

shovel for Utilities. 

iii. Within three (3) years of entering the Apprentice assignment  

1. Obtain S-4 license. 

2. Pass in house practical examination on the following activities: 

a. Set sidewalk forms 

b. Finish cement 

c. Repair of a manhole and the inlet to a manhole 

d. Loot asphalt 

e. Get asphalt from plant in dump truck 

f. Small tap (3/4” and 1 ¼”) 

g. Practical knowledge of the proper use and placement of traffic 

control devices to protect workers. 

3. Attend, participate in and pass all required safety classes. 

4. Pass written Apprentice Municipal Worker Test. 

IX. Water Distribution – Municipal Worker I  

a. Placement in position. 

b. Requirements for advancement to Level II 

i. Minimum time in Level I position of one (1) year. 

ii. Obtain CDL-B with Tanker and Air Brakes endorsements. 

iii. Pass in-house written and/or practical tests concerning: 

1. Street Sweeper  

2. Vactor Truck 

3. Hydrant Truck and Gate Truck 

4. Pipe Truck 

5. Stump Grinder 

6. DC Welder 

7. Reading Blue Prints and Specifications 

8. Cut in section of water main 
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9. Rebuild fire hydrant 

10. Install new fire hydrant 

11. Shoot missile. 

iv. Pass written Municipal Worker I Test.  

 
X. Water Distribution - Municipal Worker II  

a. Placement in position. 

b. Requirements for advancement to Level III 

i. Minimum time in Level II position of one (1) year. 

ii. Obtain CDL-A with Tanker and Air Brakes endorsements. 

iii. Obtain MDEQ Storm Water Construction Management certification. 

iv. Pass in-house written and/or practical tests concerning:  

1. Mini Excavator 

2. Laser Dial Grade 

3. Repair storm/sewer line 

4. Welder 

v. Pass written Municipal Worker II Test.  

XI. Water Distribution - Municipal Worker III  

a. Placement in position. 

b. Requirements for advancement to Level IV 

i. Minimum time in Level III of one (1) year. 

ii. Pass the following in-house written and/or practical examinations: 

1. Dozer 
2. Road Grader 

3. Large Excavator 

4. Pass Municipal Worker III Test 

5. Obtain S-3 license 

XII. Water Distribution-Municipal Worker IV  

a. Placement in position. 

b. Maintain all qualifications for position. 
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Attachment III 
Water Resources Division – Municipal Worker Program  

Stormwater Collections Focus Area 
I. Newly hired employees within the Water Resources Division Stormwater Collections Focus Area 

must obtain an ACI Flatwork Finisher Certification during their Apprenticeship. The employee will 

have a maximum of three (3) years to obtain the required ACI certification. The employee will not 

be eligible to advance from the Apprentice Classification unless they have obtained the ACI 

certification. If the employee fails to obtain the ACI certification within three years of starting the 

Program they will be released from employment. 

II. Newly hired employees that already possess required certifications and that can demonstrate 

previously acquired competence training in the equipment and other abilities stated in the 

sections below, and serving as a Municipal Worker apprentice for a minimum of six (6) months, 

may progress to the Municipal Worker level that aligns with certifications, qualifications, and all 

common requirements. 

III. Employees bidding into Storm Water Focus are required to obtain an ACI certification within three 

(3) years of entering program. If the employee fails to obtain an ACI certification within three (3) 

years of starting the Program, they will be removed from the Program and reassigned under the 

terms and conditions of the labor agreement. 

IV. Current grandfathered employees in the program do not require the ACI certificate license to 

retain their position. Current grandfathered employees must obtain ACI certificate license to 

promote past Municipal II worker in the program. 

V. Shall pass written Apprentice Municipal Worker Test. 

VI. Current employees that already possess required certifications and that can demonstrate 

previously acquired competence training in the equipment and other abilities stated in the 

sections below, and serving as a Municipal Worker may be placed at the Municipal Worker level 

that aligns with certifications, qualifications, and all common requirements and will be red-lined in 

their current pay grade only if the placement is lower.  

VII. Stormwater Collections Focus – Municipal Worker Apprentice 

a. Placement in position. 

b. Requirements necessary for advancement to Level I 
i.  Within first six (6) months of entering the Apprentice classification 

1. Obtain CDL B with Air Brakes endorsement. 

2. Pass internal written and practical examination concerning: 

a. Dump Truck 

b. Backhoe 

c. Front End Loader 

d. Small Roller 

e. Bobcat  

f. Brush Chipper  
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g. Broom Tractor  

h. Under body snowplow 

i. Small Plate Compactor (100-200 lbs.) 

j. Large Plate Compactor (≥331 lbs.) 

k. Gas Generator 120 volt single phase 

l. Set up concrete sidewalk forms and pour cement 

m. Set up concrete curb forms and pour cement 

n. Load asphalt into dump truck at asphalt plant/loot asphalt 

o. Pass AASHTO Equipment Maintenance, Proper Snow Plowing 

Techniques, De-icing 

p. Leaf pick up 

q. MIOSHA Part 9 construction safety. 

ii. Demonstrate ability to climb ladders, enter and work in confine spaces and hand 

shovel for Utilities. 

iii. Within three (3) years of entering the Apprentice assignment  

1. Obtain ACI Flatwork Finisher Certification. 

2. Pass all required safety classes.  

3. Pass in house practical examination on the following activities: 

a. Set sidewalk forms 

b. Finish cement 

c. Repair of a manhole and the inlet to a manhole 

d. Practical knowledge of the proper use and placement of traffic 

control devices to protect workers. 

4. Attend and participate in all required safety classes. 

viii. Stormwater Collections Focus – Municipal Worker I 

a. Placement in position. 

b. Requirements necessary for advancement to Level II 

i. Minimum time in Level I position of one (1) year. 

ii. Pass ACI Specialty Commercial/Industrial Flatwork Finisher and Technician 

Certification. 

iii. Pass internal written and practical examination concerning: 

a. Front blade snow plowing dump truck and pickup 

b. Small walk-behind saw 

c. Large walk-behind saw 

d. Finishing concrete sidewalk/drive approach 

e. Air compressor and jack hammer 

f. Mini-stump grinder 

g. Packer Truck 
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h. Push Tractor 

i. Bobcat with snow-blower/brush 

j. Beginning level storm sewer cleaning program. 

ix. Stormwater Collections Focus – Municipal Worker II 

a. Placement in position. 

b. Requirements necessary for advancement to Level III  

i. Minimum time in Level II position of one (1) year. 

ii. Pass internal written and practical examination concerning: 

a. Color and stamping concrete 

b. Rear end controls of back-hoe 

c. Handicap ramps 

d. Line and grade 

e. Blue print reading for MDOT standards details and engineering plans 

f. Radius curb hand form 

g. Curb and gutter 

h. Ordering concrete to specifications 

i. Loader clam bucket/tink 

j. Intermediate level implementation of storm sewer cleaning program 

k. Advanced practical exam with Vactor 

l. Advanced practical exam on Street Sweeper. 

x. Stormwater Collections Focus – Municipal Worker III 

a. Placement in position. 

b. Requirements necessary for advancement to Level IV 

i. Minimum time in Level III position of one (1) year. 

ii. Pass ACI Commercial/Industrial Flat Work Specialist – High Tolerance. 

iii. Obtain MDEQ Storm Water Construction Management Certification. 

iv. Pass internal written and practical examination concerning: 

a. Road Grader (winter maintenance applications) 

b. Large Excavator 

c. Building/repairing manhole 

d. Snow Blower for Loader 

e. Advanced implementation of storm sewer cleaning program. 

xi. Stormwater Collections Focus – Municipal Worker IV 

a. Placement in position. 

b. Maintain all Licenses, certifications, and other qualifications for position.  
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Attachment IV 
Public Works Division – Municipal Worker Program 
Common to All Asphalt, Concrete and Forestry Focus Areas 

 
I. Newly hired employees within the Public Works Division in the Asphalt, Concrete and Forestry 

Focus Areas must pass numerous internal, AIS and/or other third-party equipment managed 

training during their Apprenticeship. The employee will have a maximum of three (3) years to 

obtain all of the required ACI Concrete and/or AASHTO certifications  required for the apprentice 

level. The employee will not be eligible to advance from the Apprentice Classification unless they 

have obtained all designated training and certifications. If the employee fails to obtain all of the 

required training within three years of starting the Program, they will be released from 

employment. Newly hired employees that already possess required certifications and that can 

demonstrate previously acquired competence training in the equipment and other abilities stated 

in the sections below, and serving as a Municipal Worker apprentice for a minimum of six (6) 

months, may progress to the Municipal Worker level that aligns with certifications, qualifications, 

and all common requirements. 

II. Current apprentice employees, excluding grandfathered employees, are required to pass all 

required training within three (3) years of entering program. If the employee fails to pass all of the 

required equipment within three years of starting the new Program, they will be removed from 

the Program and reassigned under the terms and conditions of the labor agreement.  

III. Current employees above the apprentice classification are not required to obtain certifications to 

retain employment. Current grandfathered employees must obtain required certifications to 

promote past the Municipal Worker II in the program. 

IV. Shall pass written Apprentice Municipal Worker Test. 

V. Current employees that already possess required certifications and that can demonstrate 

previously acquired competence training in the equipment and other abilities stated in the 

sections below, and serving as a Municipal Worker, may be placed at the Municipal Worker level 

that aligns with certifications, qualifications, and all common requirements and will be red-lined in 

their current pay grade only if placement is lower.   

VI. If a grandfathered employee elects to enter the Program, they will be placed in the Municipal 

Worker program level (I, II, III, IV). The grandfathered employee’s previous individual classification 

hourly rate of pay will be red-lined until their Municipal Worker Program rate of pay exceeds the 

red-lined rate or the employee otherwise bids out of the Program.    

VII. Asphalt, Concrete and Forestry Focus Areas – Municipal Worker Apprentice  

a. Placement in position. 

b. Requirements necessary for advancement to Level I. 

i. Within first six (6) months of entering the Apprentice classification 

1. Obtain CDL B with Air Brakes endorsement. 
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2. Shall attend and pass AASHTO exams regarding Equipment, Maintenance, 

Proper Plowing Techniques, and De-icing. 

3. Demonstrate in-house abilities and pass practical examination concerning: 

a. Dump Truck 

b. Backhoe (front end) 

c. Front End Loader-Case 

d. Small Roller  

e. Bobcat  

f. Brush Chipper  

g. Broom Tractor  

h. Under body snowplow 

i. Small Plate Compactor (100-200 lbs.) 

j. Large Plate Compactor (≥331 lbs.) 

k. Gas Generator 120 volt single phase 

l. Set up concrete sidewalk forms and pour cement 

m. Set up concrete curb forms and pour cement 

n. Load asphalt into dump truck at asphalt plant/loot  

asphalt 

o. Leaf pick up 

p. MIOSHA Part 9 construction safety 

q. Small chainsaw safety. 

4. Show abilities to hand shovel for utilities, climb ladder. 

ii. Attend all safety classes. 

iii. Within three (3) years of entering the Apprentice assignment  

1. Obtain ACI Flatwork Finisher Certification (concrete focus only).  

2. Bucket rescue and bottom controls of Arial Tower (forestry focus only).  

3. NAPA series - Obtain NAPA certificate: Specialization in asphalt 

sustainability; Implementation Series: Opportunities-Design, construction 

and Maintenance of porous pavement (asphalt only).  

4. Attend and pass all required safety classes.  

5. Pass in house practical examination on the following activities: 

a. Set sidewalk forms 

b. Finish cement 

c. Repair of a manhole and the inlet to a manhole 

d. Practical knowledge of the proper use and    

 placement of traffic control devices to protect workers. 
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Attachment V 
Public Works Division – Municipal Worker Program 

                                              Asphalt Focus Area 

I. Asphalt Focus Area – Municipal Worker I  

a. Placement in position. 

b. Requirements necessary for advancement to Level II 

i. Minimum time of one (1) year in Level I position. 

ii. Pass AASHTO Series 

a. Blowing snow mitigation: Unit 3 Identifying and Analyzing Problem Areas 

and Unit 7: Working with Landowners 

b. Winter Maintenance Management: Unit 4: Selecting Snow and Ice Control 

Materials to Mitigate Environmental Impacts. 

iii. Demonstrate in-house abilities and pass practical examination concerning: 

a. Front blade plowing dump truck and pick-up 

b. Walk-behind saw (small)   

c. Walk-behind saw (large) 

d. Air compressor with jack hammer 

e. Tack truck 

f. Packer Truck 

g. Asphalt curb/Kent County Curb 

h. Bobcat with snow blower/brush 

i. Push Tractor 

j. Mini stump grinder. 

II. Asphalt Focus Area  – Municipal Worker II  

a. Placement in position. 

b. Requirements necessary for advancement to Level III  

i. Minimum time of one (1) year in in Level II position. 

ii. Obtain CDL-A with air brakes. 

iii. Complete NAPA Series I 

a. IS-109E Design of hot mix asphalt for commercial, industrial and 

residential 

b. IS-110E Thin hot mix asphalt surfacing 

c. IS-121R Roller operations for quality. 

iv. Demonstrate in-house abilities and pass practical examination concerning: 

a. Paver screws 

b. Loader clam bucket/tink 

c. Back hoe – rear end with attachments 

d. Load roller on trailer and transport 

e. Small roller 
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f. Line and grade 

g. Street signs 

h. Street markings 

i. Manhole casting setting. 

III. Asphalt Focus  – Municipal Worker III   

a. Placement in position 

b. Requirements necessary for advancement to Level IV 

i. Minimum time of one (1) year in in Level III position. 

ii. Complete NAPA Series II 

a. IS-125E Paver operations for quality 

b. IS-128E mix type selections 

c. IS-97E Blistering in asphalt – causes and cures 

d. QIP-121E Longitudinal joint – problems and solutions. 

iii. Demonstrate in-house abilities and pass practical examination concerning: 

a. Driving and operating paver 

b. Transport of paver 

c. Large roller and transport 

d. Setting manholes to grade 

e. Bobcat with mill 

f. Mill machine/operations 

g. Snow blower for Loader 

h. Road grader (winter maintenance applications). 

iv. Obtain MDEQ Storm Water Construction Management Certification. 

IV. Asphalt Focus – Municipal Worker IV   

a. Placement in position. 

b. Maintain all Licenses, certifications, and other qualifications for position. 
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Attachment VI 
Public Works Division – Municipal Worker Program  

Concrete Focus Area 
 

I. Concrete Focus Area – Municipal Worker I  

a. Placement in position 

b. Requirements necessary for advancement to Level II 

i. Minimum one (1) year in position 

ii. Pass ACI Specialty Commercial/Industrial Flatwork Finisher and Technician 

iii. Pass internal written and practical examination concerning 

a. Front blade snow plowing dump truck and pick-up  

b. Small walk-behind saw 

c. Large walk-behind saw 

d. Finishing concrete sidewalk/drive approach 

e. Air compressor and jack hammer 

f. Mini stump grinder 

g. Packer truck 

h. Push tractor 

i. Bobcat with snow blower/brush 

j. Large stump grinder 

II. Concrete Focus Area – Municipal Worker II  

a. Placement in position 

b. Requirements necessary for advancement to Level III 

i. Minimum one (1) year in position 

ii. Pass internal written and practical examination concerning 

a. Stump grinder 

b. Pipe truck 

c. Rear controls of Back Hoe 

d. Clam bucket on Back Hoe 

e. Clam bucket Loader 

f. Packer truck 

g. Bobcat with snow blower/brush 

h. Push tractor 

i. Build/repair manhole 

j. Handicap ramp 

k. Line and grade 

l. Blue print reading curb and gutter 

m. Order concrete 
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III. Concrete Focus Area – Municipal Worker III  

a. Placement in position 

b. Requirements necessary for advancement to Level IV 

i. Minimum one (1) year in position 

ii. Obtain MCAA Masonry Certification 

iii. Pass internal written and practical examination concerning 

a. Road grader 

b. Large excavator 

c. Snow blower for Loader 

d. Obtain MDEQ Storm Water Construction Management Certification 

IV. Concrete Focus Area – Municipal Worker IV  

a. Placement in position 

b. Maintain all Licenses, certifications, and other qualifications for position 
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Attachment VII 
Public Works Division – Municipal Worker Program  

                                             Forestry Focus Area 

I. Forestry Focus Area – Municipal Worker I  

a. Placement in position. 

b. Requirements necessary for advancement to Level II 

i. Minimum one (1) year in Level I position. 

ii. Obtain Commercial Pesticides License. 

iii. Obtain CPR training Certificate. 

iv. Demonstrate in-house abilities and pass practical examination concerning: 

a. Stump grinder 

b. Pipe truck 

c. Rear controls of Back Hoe 

d. Clam bucket of Back Hoe 

e. Clam bucket Loader 

f. Large chain saw 

g. Pole saw 

h. Small bucket truck 

i. Packer truck 

j. Bobcat with snow blower/brush 

k. Front plow on Dump truck and pick-up 

l. Push tractor 

m. Measuring right-of-way – Hand measure and Communications with ROW 

Coordinator 

n. Christmas decoration installation – mall and park grounds. 

II. Forestry Focus Area – Municipal Worker II  

a. Placement in position. 

b. Requirements necessary for advancement to Level III  

i. Minimum one (1) year in Level II position. 

ii. Obtain Line Clearance Certificate. 

iii. Demonstrate in-house abilities and pass practical examination concerning: 

a. Aerial truck 

b. Roping and rigging 

c. Loader operation for leaf cleaning with clam 

d. Loader clam/tink 

e. Proper tree trimming operations 

f. Category 6 Right-of-Way (Pesticide applications). 
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III. Forestry Focus Area – Municipal Worker III  

a. Placement in position. 

b. Requirements necessary for advancement to Level IV 

i. Minimum one (1) year in Level III position. 

ii. Obtain certified Arborist Certificate  

iii. Demonstrate in-house abilities and pass practical examination concerning: 

a. Wrecker operations 

b. Loader operation with open burn 

c. Snow blower for Loader 

d. Road Grader (winter maintenance applications).   

iv. Obtain MDEQ Storm Water Construction Management Certification. 

IV. Forestry Focus Area – Municipal Worker IV  

a. Placement in position 

b. Maintain all Licenses, certifications, and other qualifications for position 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

 

Memorandum of Agreement Regarding 
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Pay Period, Pay Day and the Start of the Work Week 

 
The Parties agree to make the following changes in the payroll process to a process that will mirror the current 

process used for the Kalamazoo Police Supervisors Association (KPSA); 

 

1. Employees will continue to be paid based upon a bi-weekly Pay Period; 

2. The employees will be transitioned to the same bi-weekly pay period schedule currently used by 

the NBU group.  For example: 

a. The AFSCME group currently is in the pay period which started Sunday 11/16/14 and which 

ends Saturday 11/29/14. The AFSCME group is scheduled to be paid for this pay period, 

Friday 12/5/14. 

b. The NBU Group's corresponding pay period started 11/10/14 and ends Sunday 

11/23/14. The NBU Group is scheduled to be paid for this pay period, 12/3/14. 

3. The pay day for AFSCME employees will be changed to the pay day schedule used by the NBU 

Group, i.e. the Wednesday, ten days after the close of the pay period. 

4. The start of  the work week will coincide with the start of  the pay period (i.e., Monday), 

except for seven day operators whose work week will start the day before (i.e., Sunday) the pay period. 

5. If  necessary, the definition of the day (Article VIII-Hours of  Work; Section 2- Work Week) 

for the shifts of seven .day operators that start prior to midnight may be changed from the 

. week day when they end to the week day when they begin. 

6. All other operators will continue to define the day (Article VIII - Hours of Work; Section 2 - Work 

Week) for the shifts that start prior to midnight by the week day when the shift ends. 

7. Employees will not lose any pay in the transition and will be paid in a timely manner for all time 

worked as the result of transitioning from the current schedule to the new schedule. 

8. The Parties recognize that this will cause some disruptions to the current pay situation. 

The Employer will choose a payroll month, pay such additional checks and make reasonable temporary 

changes in required deductions as necessary to minimize the impact upon the employee's personal 

cash f low. 

 

The Employer reserves the right to cancel the above transition if  it will result in additional overtime payments to 

employees. 
 

 

For the Union, For the Employer, 
 
            
Deb Rininger  Date    Ronald Markan  Date 
Union President      Labor Relations Specialist 
AFSCME Local 2275     Employer Chief Spokesperson 
       City of Kalamazoo 
 
            
Stacie Dineen  Date    Karianne Thomas          Date 
Union Chief  Spokesperson    Interim Human Resources/ 
AFSCME Council 25     Labor Relations Director 
       City of Kalamazoo 
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Letter of Understanding 

 

October 2014 
 
 

 
Dear Ms. Rininger, 

 

 

The City of Kalamazoo and the AFSCME have met to negotiate a new labor agreement 

replacing the current Agreement expiring October 2, 2014.   The Parties agreed to 

remove the following elements of the Agreement expiring October 2, 2014; 
 

 

1. Authorization to Implement Early Retirement Incentive Program; 

2. Early Retirement Incentive Program; 

3. Exhibit A; Early Retirement Incentive Plan; Early Retirement Election I and 

Waiver of Claims Agreement 
 

 

In addition, the Parties agree that removal of the above ERI references from the new 

labor agreement is for housekeeping purposes only and shall not impair, diminish or 

prejudice the rights or obligations of any party or participant regarding the ERI Program. 
 
 
 
 
 

 

For the Union; For the City; 
 
 
 
              
Deb Rininger  Date 
Union President, 
AFSMCE Local 2775 
 
 
 
     
Stacie Dineen  Date 
Union Chief  Spokesperson 
AFSCME Council 25 

 Ronald Markan  Date 
 Employer Chief Spokesperson  
 City of  Kalamazoo 
 
 
 
       
 Karianne Thomas  Date 
 Interim Human Resources/ 
 Labor Relations Director 
 City of  Kalamazoo 
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Memo of Understanding Between 

AFSCME Local #2775 

and the 

City of Kalamazoo 

March 2, 2009 
 
 
 
 

 
The City and the Union recognize that the language in Article IX, Section 15 of the CBA 

dated October 2, 2004 to October 2, 2008 regarding domestic partner benefits was 

deemed by the Michigan State Supreme Court to be a violation of the constitutional 

amendment passed by voters in 2004. As such, the parties agree that the language is 

unenforceable and should be removed from successor agreements. It will be subject to 

re-negotiation into the CBA if the intent of the language is deemed not to violate the 

constitution or any federal, state or local law in the future. 
 

 
 
 

For the Union; For the City; 
 
 
 
 
          
Stacie Dineen  Date Karianne Thomas   Date 
Union Chief  Spokesperson Interim Human Resources/ 
AFSCME Council 25 Labor Relations Director 
 City of Kalamazoo 
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THE  CITY  OF 

 

 
DEPAR TMENT OF STAFF SERVICES 

Human Resources Department 

241    W.  S o u t h  S t r e e t  

Kalamazoo , MI   49007·17 96 
 

 
 
 
 
 
 
 
 

September 17, 1991 

 
 
 

James Cook, AFSCME 
President Water Reclamation 

Plant 
 
 

Dear Jim: 

 
 

This is to confirm, in writing, that if the City should ever 

recreate the position of Parking Lot Attendant as an official, 
City Commission allocated job, the position would be in the 
AFSCME bargaining unit as it was for years before the 

position was eliminated. 
 

 
Sincerely, 

 
Agnes Hughes 
Human Resources Director 


