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PURPOSE AND INTENT

The general purpose of this Agreement is to set forth terms and conditions of
employment and to promote orderly and peaceful labor relations for the mutual interest
of the Authority, the employee, and the Union.

The parties recognize that the interest of the community depends upon the Union’s and
the Authority’s success in establishing a proper service system to the citizens of St.
Clair County.

ARTICLE 1
- Recoghnition -

SECTION 1

The Union is hereby recognized as the exclusive representative of all eligible
employees within the unit known as the St. Clair County Community Mental Health
Authority Employees, AFSCME Michigan, Local 3385 for the purpose of collective
bargaining with respect to wages, rates of pay, hours of employment, and working
conditions for the term of this Agreement. The term employee means bargaining unit
employee unless otherwise noted.

SECTION 2

Executive employees are excluded from the bargaining unit and shall be defined as
Chief Executive Officer (CEQO), Deputy Director, Medical Director, Chief Operating
Officer (COQ), Chief Clinical Officer (CCO), Chief Financial Officer (CFO), Adult
Services Director(s), Child & Family Services Director, Finance Director, IT & Security
Director, Facilities Director, Support Services Director, and Human Resources Director.
Other employees excluded from the bargaining unit shall include Recipient Rights
Director, Recipient Rights Advisor(s), Corporate Compliance Supervisor, Corporate
Compliance Specialist, Human Resources Manager(s), Project Director, Psychiatrists,
Nurse Practitioner(s), Executive Administrative Assistant(s), Administrative Assistant(s),
Independent Facilitator(s), temporary employees, employees represented by other labor
organizations, and part-time temporary trainers.

SECTION 3

The parties agree that they shall not discriminate against any person because of
religion, race, color, national origin, age, sex, sexual orientation, gender identity or
expression, height, weight, or marital status.



ARTICLE 2
- Management Rights -

SECTION 1

It is recognized that the management of the Authority, the control of its properties, the
maintenance of order and efficiency is solely a responsibility of the Authority, with the
exception of the County retirement plan. Other rights and responsibilities not abridged
by this contract shall belong solely to the Authority and are hereby recognized
prominent among, but by no means wholly inclusive. These rights include:

a. The right to decide the number and locations of its facilities, departments, and

programs, etc.; work to be performed within each program; discontinuation of
jobs; development of new jobs in accordance with Article 12; maintenance
and repairs; amount of supervision necessary; methods of operation; the
number of employees assigned and at what facilities or programs; scheduling
hours; together with the full responsibility and control for selection and hiring
and evaluation of personnel, programs, operations, and facilities; to determine
how services will be provided.

. Further, it is recognized that the responsibility for the posting, selection, and

direction of the working force in accordance with this Agreement includes the
right to decide the number of employees, the right to hire, discipline, or
discharge for just cause; assign work within a program; the right to unilaterally
reassign employees to other units/programs/departments so long as it is
within the same job classification; promote or transfer; the right to decide
employee’s qualifications; to determine the amount of overtime to be worked;
the right to make necessary rules and regulations governing employee
conduct and safety.

. The Authority’s failure to exercise any right directly or indirectly reserved to it

or its exercise of such right in a particular way shall not be deemed a waiver
of its right to exercise such right or preclude the Authority from exercising the
same in some other way not in conflict with the express provisions of this
Agreement.

ARTICLE 3
- Union Membership, Dues and Service Fees -

SECTION 1

(@)

Employees covered by this Agreement at the time it becomes effective and who
are members of the Union at the time may continue membership in the Union for
the duration of the Agreement, except that employees may revoke their
membership in the Union and discontinue paying dues in accordance with the
process established by AFSCME Michigan or by law.



(b)

Employees covered by the Agreement who are not members of the Union at the
time it becomes effective, and employees hired, rehired, reinstated or transferred
into the bargaining unit, after such date, may, commencing the Ninetieth (90) day
following the beginning of their employment in the Unit, may become members in
the Union for the duration of this Agreement, except that employees may revoke
their membership in the Union and discontinue paying dues in accordance with
the process established by AFSCME Michigan or by law.

SECTION 2

(a)

(b)

(c)

(d)

(e)

Check-off Form. During the life of this Agreement and in accordance with the
terms of the form of Authorization of Check-off of Dues hereinafter set forth, and
to the extent the laws of the State of Michigan permit, the Employer agrees to
deduct Union membership dues levied in accordance with the Constitution and
Bylaws of the Union from the pay of each employee who voluntarily executes or
has executed an Authorization for Check-off of Dues form which is consistent
with the terms of the Agreement and does not impose restrictions of free choice
upon employees.

Deductions. Deductions shall be made only in accordance with the provisions of
said Authorization for Check-off of Dues, together with the provisions of this
Agreement and State law. The Employer shall have no responsibility for the
collection of initiation fees, membership dues, special assessments, or any other
deductions not in accordance with this provision.

Delivery of Executed Authorization of Check-off Form. A properly executed copy
of such Authorization for Check-off of Dues form for each employee for whom the
Union membership dues are to be voluntarily deducted hereunder shall be
delivered to the Employer before any payroll deductions are made. Deductions
shall be made thereafter only under Authorization of Check-off of Dues forms
which have been properly executed and are in effect. Any Authorization for
Check-off of Dues which is incomplete or in error will be returned to the Local
President by the Employer.

Refunds. In cases where a deduction is made that duplicates a payment that an
employee already has made to the Union or where a deduction is not in
conformity with the provisions of the Union Constitution or Bylaws refunds to the
employee will be made by the Union.

Remittance of Dues to Financial Officer. Deductions for any calendar month shall
be remitted to such address designated to the designated financial officer of,
AFSCME Michigan, AFL-CIO with an alphabetical list of names and addresses of
all employees from whom deductions have been made no later than the fifth (5t")
day of the month following the month in which they were deducted.




(f)

(9)

(h)

Revocation of Check-off. In the event the Employer receives a revocation of the
Authorization for Check-off off Dues form, the Employer will notify the Union and
discontinue deductions made pursuant to the Authorization for Check-off of Dues
form.

Termination of Check-off. The Employer shall additionally indicate the amount
deducted and notify AFSCME Michigan of the names and addresses of
employees, who, through a change in their employment status, are no longer
subject to deductions, as well as any employees who have revoked their Union
membership and for whom the Employer has ceased deductions.

Limit of Employer’s Liability. The Employer shall not be liable to the Union by
reason of the requirements of this Agreement for the remittance or payment of
any sum other than which constitutes actual deductions made from wages
earned by employees who have voluntarily completed an Authorization of
Deduction form.

SECTION 3

(a)

(b)

(c)

Indemnification. The Union agrees to indemnify and hold the Employer harmless
against any and all claims, demands, suits, or other forms of liability, including,
but not limited to, wages, damages, awards, fines, court costs, and attorney fees
that arise out of or by reason of any action taken or not taken by the Employer for
the purpose of complying with this Article.

Public Employees Organized for Political and Legislative Equality (P.E.O.P.L.E.)
Check-off. If allowable by law, the Facility agrees to deduct from the wages of
any employee who is a member of the Union a P.E.O.P.L.E. deduction as
provided for in a written authorization. Such authorization must be executed by
the employees 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.

In the event that the Supreme Court overrules Janus vs AFSCME or in the event
any of the language contained in this Article is found to be in violation of any law
or regulation, the parties will immediately commence negotiations for the sole
purpose of developing new language for this Article.



ARTICLE 4
- Union Representation -

SECTION 1

Employees covered by this Agreement shall be represented by no more than three (3)
members of the Union, one of which shall be the President, who shall represent the
bargaining unit on all matters of application of this Agreement including the grievance
procedure. )

SECTION 2
Employees covered by this Agreement shall be represented by a three (3) member
negotiating team plus a recording secretary for the purpose of negotiating terms and

conditions at such times as are mutually agreeable to the parties. Employees shall
suffer no loss of pay or benefits for time spent negotiating during their working hours.

SECTION 3
The following is a list of paid and unpaid activities of Union representatives:

Paid Activities (on Authority Time) of the President

a. Representing Local 3385 members on Authority matters with Administration
and attending meetings with the Chief Operating Officer when scheduled.
This includes liaison with the Authority and staff regarding Union perspective
of contract interpretation and discussions with the Authority and staff
regarding policy and contract interpretations for members in general.

b. Serving on the Authority approved committees as a representative of the
bargaining unit such as Labor Relations Committee, Quality Improvement
Committee, special committees, etc. The President may designate the Vice-
President to attend in the absence of the President.

c. Representing members at Step Il Grievance meetings including investigating
and gathering information relative to the grievance issue(s) and preparing the
actual written grievance when necessary.

d. The President may be present at Step | Grievance meetings only if an
assigned Steward is new in the position and the President’s presence will
promote efficiency and provide training for the new Steward.

e. The President shall be present to represent Grievant at Step Ill meetings and
Arbitration Hearings.
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g.

Attendance of the President or a member of the Chapter Executive
Committee as designated by the President when requested by an employee
to be present at a discharge meeting.

Consultation time with Council staff representative either in person or by
phone when regarding labor relation matters affecting the Authority.

Non-paid activities of the President which are to be non-Authority time:

h.

J-

Consultation with other Union Representatives (Stewards, Vice-President,
Secretary, Council Representatives, etc.) unless requested by the Authority.

Attendance at Chapter meetings and Local meetings.

Training of Union Representatives.

Paid Authority time activities of Stewards:

k.

Stewards may converse with members by phone and/or meet with members

" to address specific grievance issues.

Stewards may meet with the Authority to discuss resolution of employee
concerns prior to processing a grievance or in special conference during the
grievance procedure.

Stewards will represent members at Step | grievance meeting which includes
preparation time to gather information pertaining to the grievance and time
spent reducing the grievance to writing.

Stewards will be recognized as a representative of the President for
grievance and disciplinary meetings.

Non-paid activities of Stewards which are to be non-Authority time:

0.

Time for consultation with other Union Representatives (other than assigned
or initial Steward contact).

Attendance at Union meetings and involvement on Union Committees.

Attendance at Step Il and/or Step Il Grievance meetings when not there as a
witness to material facts.

Paid Authority Union time of an employee:

r.

Time to consult with a Union Steward (in person or by phone) when regarding
a specific grievance issue.



s. Meeting with assigned Steward to gather and review information regarding a
specific grievance.

t. Discussions and meetings with the Authority in an attempt to resolve the
employee’s concern prior to the initiation of the grievance process, or in
grievance meetings during the grievance process.

Non-paid Union Activities of Employees Which are to be Non-Authority Time

u. Consultation with other Union representatives (other than assigned or initial
Steward contacted).

v. Attending Union meetings and involvement in Union committees.
w. Time spent on other Union activity not specified herein.

SECTION 4

Union representation on committees shall adhere to the following parameters:

a. Committee representation includes: Safety Committee — up to three (3)
representatives, Labor Relations Committee — up to three (3) representatives,
and Culture and Wellness Committee — one (1) representative. The Authority
is not required to maintain the Culture and Wellness Committee.

b. No union representative may be on more than one (1) committee at a time
with the exception of the Union President;

c. For a union representative to be eligible to participate on a committee, during
working hours, the employee must be reasonably up to date on his/her work,
possess a reasonable understanding of the union contract and possess a
reasonable understanding of the Authority;

d. The Authority may make recommendations for appointment to be considered
by the Union; however, the Union retains the right to determine its
representatives consistent with the criteria established in (c) above.

SECTION 5
No Union member shall be without Union representation when appropriate.

Excluding time spent in contract negotiation meetings, the Union President and Union
Vice-President, if the President is unavailable, will have a reduction in their workload to
allow for a maximum of twenty-five (25) hours per calendar month for union duties,
shared between the President and Vice-President. The Union Stewards, at least one



located at each Agency building location, will have a reduction in their workload to allow
for a maximum of thirty-five (35) hours per calendar month for union duties, shared
between all Stewards. Reasonable increases in paid representation time at the Union’s
or Management’s request will not be unreasonably denied. The Union recognizes the
importance to divide representation equally among Stewards when appropriate.

ARTICLE S
- Probationary Employees -

SECTION 1

The probationary period for employees shall be the first one hundred eighty (180)
calendar days of employment.

SECTION 2

During the probationary period, the employee shall be provided an evaluation on or
about ninety (90) calendar days. At the completion of one hundred eighty (180) calendar
days of employment, the Authority will provide the employee with a notice of satisfactory
completion of the probationary period, a notice of an extension of the probationary
period, or with a notice of termination in writing. The employee shall be given a copy of
the evaluation or, the evaluation shall be made accessible to the employee through the
Human Resource Information System (HRIS).

SECTION 3

The Union shall represent probationary employees for the purpose of collective
bargaining in respect to rates of pay, wages, hours of employment, and working
conditions of employment as set forth in the Recognition clause of this Agreement,
except the Union shall not represent employees who are subject to discharge or
discipline for reasons other than Union activity.

SECTION 4

When an employee completes the probationary period, he/she shall be entered onto the
seniority list of the Union and shall rank for seniority from his/her most recent date of
hire for application of benefits and other terms and conditions of employment except
layoff.

ARTICLE 6
-Seniority-

SECTION 1

All employees hired prior to 11/19/2002 will have seniority, benefits, and retirement
calculated using their original hire date whether with the Authority or County and shall
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not be adversely affected by subsequent changes. Those employees who have already
switched from regular part time to regular full-time status as of 11/19/2002 shall not
have their current seniority adversely affected by this contract.

SECTION 2

Anyone hired after 11/19/02 has one (1) hire date, for all purposes except retirement,
and that is the Authority hire date. The seniority date for retirement will be either the
Authority’s hire date or a prior St. Clair County hire date if there was uninterrupted
employment from the County to the Authority. Agency and Authority hire dates are the
same.

SECTION 3

For regular full-time employees, calculating seniority will be based upon hire date. For
the purposes of lay off, those employees hired by St. Clair County and subsequently
hired by the Authority, the Authority hire date will be the seniority date.

SECTION 4

The seniority of regular full-time and regular part-time employees shall be calculated
and maintained separately.

Seniority shall be on an Authority wide basis.
SECTION 5

A regular part-time employee’s seniority will be based upon the Authority’s date of hire
so long as the employee remains part time. If a regular part-time employee becomes
regular full-time, seniority will be calculated using a Full Time Equivalent (FTE) model
for the purposes of lay off, recall, and job bidding. The FTE calculation will be based
upon hours paid, excluding overtime. For example, a regular part-time employee who
worked thirty (30) hours per week for five (5) years would have four (4) years of
seniority if he/she became full-time on his/her anniversary date (5 years x .8 FTE).

If a regular full-time employee becomes regular part-time, seniority will be based upon

date of hire.

SECTION 6

Regular part-time employees cannot displace regular full-time employees when a lay off
situation occurs.
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SECTION 7

If a Chapter 20 employee was previously a member of Local 3385, the Chapter 20
employee can voluntarily bid for a vacant position in Local 3385 only if the Chapter 20
employee left Local 3385 within two (2) years. Should the employee be awarded the
position, the employee will be able to credit one hundred percent (100%) of the time
spent in Chapter 20 to his/her Local 3385 seniority. If the employee has been in Chapter
20 for two (2) or more years, then the Chapter 20 employee can only displace a Local
3385 employee if the Chapter 20 employee has received a lay-off notice (according to
the layoff Article). No Chapter 20 time is credited to Local 3385 seniority in this instance.
For the purposes of calculating benefits, including retirement, date of initial hire will be

used.
SECTION 8

A non-bargaining unit employee (e.g. executive/confidential employee) can only return
to the bargaining unit if 1) He/she was previously in the bargaining unit and 2) A
vacancy exists. Should the non-bargaining unit employee actually return to the
bargaining unit, seniority for purposes of job bidding, displacement and layoff will be
calculated as follows: Loss of four (4) years seniority credit for every year the employee
was out of the bargaining unit.

SECTION 9

Seniority issues related to leaves of absence are covered in Article 27 — Leaves of
Absence.

ARTICLE 7
- Loss of Seniority -

An employee shall lose seniority for the following reasons only:

Voluntarily terminates.

Is discharged for cause and the discharge is not reversed.

c. The employee does not return to work when recalled from layoff, as set forth
in the recall procedure.

d. Retirement.

e. Absent two (2) consecutive workdays without a call in unless extenuating
circumstances exist.

f. The employee fails to return to work the day following expiration of a leave of
absence unless extenuating circumstances exist.

oo
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ARTICLE 8
- Discipline, Demotion and Discharge -

SECTION 1

When imposing a suspension or discharge or conducting a “job jeopardy” meeting, the

Authority agrees to give written notice, to the Union, within two (2) business days of the
action and prior notice if possible; however, the name of the employee will be released
only with the employee’s consent. Such notice shall include the action to be taken and

the reasons for such action.

SECTION 2

Should the discharged or suspended employee consider the charge to be improper,
procedures outlined in the grievance procedure provisions of the Agreement may be
followed by the employee.

SECTION 3

In imposing any discipline on a current charge, the Authority will not take into account
any prior infractions which occurred more than three (3) years prior unless such prior
infraction involves an intentional falsification of their employment application which has
not been formerly disclosed in writing to the Authority; a discipline for a violation of the
Harassment in the Workplace policy; a discipline for a substantiated Recipient Rights
violation of Abuse: 1 or 2, and/or Neglect: 1 or 2; or a discipline for a substantiated
Corporate Compliance violation of Fraud, Waste, and/or Abuse. Employee
Communication Memorandums will not be included on an employee discipline report if
they are not directly related to the disciplinary event.

SECTION 4

Employees shall only be disciplined when just cause exists. When discipline is imposed
the Authority will cooperate in the Union’s effort to determine fact and in its effort to
effectively represent a bargaining unit member if the employee has consented. Notice of
all written discipline shall be forwarded to the Union President and staff representative
(if applicable); however, the name of the employee will be shared only with the
employee’s consent.

SECTION 5

A demotion shall mean the reassignment of an employee to a lower-level classification
of less responsibility and a lower wage scale.

Employees who voluntarily demote to a lower-level classification will be placed on the

lower-level wage scale one step above their current step without resulting in a pay
increase. The employee’s step date does not change as a result of a voluntary
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demotion.

Employees demoted with cause shall be placed at a lower-level classification at
management’s discretion without resulting in a pay increase. The demotion will be
documented on an Employee Discipline Report.

ARTICLE 9
- Grievance Procedure -

SECTION 1

STEP 1 — INFORMAL GRIEVANCE

The employee (with or without a Steward) will bring a specific alleged violation of the
bargaining agreement, a deviation or failure to comply with an established Authority
policy or procedure, or other dispute to their supervisor (or person acting in this capacity
directly involved in the grievance) in an attempt to reach a mutually satisfactory
resolution. It is anticipated, however, that many grievances could be eliminated if the
employee and supervisor just simply communicated first on any potential issues, prior to
moving to the formal grievance process.

STEP 2 — FORMAL GRIEVANCE

All grievances must be signed and dated by the aggrieved employee and the Union
representative, naming the specific alleged violation of the bargaining agreement, a
deviation or failure to comply with an established Authority policy or procedure, or other
dispute. The Employer shall acknowledge receipt by signing the grievance. All steps
shall be completed on or attached to an Official Union Grievance Form.

All grievances shall be filed, in writing, within ten (10) business days from the date of the
alleged violation that led to the grievance or within ten (10) business days from the time
the employee was notified or became aware of the alleged violation. Otherwise, the
right to file a grievance is forfeited and no grievance shall be deemed to exist.

The supervisor (or Employer designated representative) shall file a written response to
the grievance within five (5) business days.

Note: The grievance steps may be skipped by mutual agreement of the parties.

The employee and/or the Union representative shall, within five (5) business days after
receiving the written decision of the discussion with the immediate supervisor and/or the
Employer’s designated representative, appeal the decision by submitting an appeal to
the Chief Operating Officer or Employer’'s designated representative. The Chief
Operating Officer or Employer’'s designated representative shall, within ten (10)
business days, record the disposition in detail on all copies of the grievance form, and
return copies to the Union Chairperson and Chief Steward.
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STEP 3

If the grievance is not resolved at Step 2, the Union representative shall, within five (5)
business days of the Step 2 disposition, contact the Chief Operating Officer or the
Employer’s designated representative to arrange a meeting between the Union
representative and the Chief Operating Officer or the Employer’s designated
representative to discuss said grievance.

This mutually agreeable meeting date and time shall be scheduled between the parties
within fifteen (15) business days after the request for a meeting is received. A decision
shall be rendered within five (5) business days after the meeting is held.

STEP 4

If the grievance is not resolved at Step 3 and the Union or the Employer wish to carry
the matter further, either party must notify the other party of its intent to arbitrate within
sixty (60) calendar days after the answer at Step 3 is received. The Employer shall
notify the Union of the next Arbitrator scheduled to hear a case.

Selection of the Arbitrator:

1. The moving party shall notify one of the arbitrators from the permanent roster of
arbitrators (Paul Glendon, Mario Chiesa, Kathryn VanDagens, Mark Glazer).
Assignment shall be made on a rotation basis with the arbitrator listed first as the
one who will hear the first case. The next arbitrator on the list will hear the second
case and so on until each arbitrator shall have heard a case. Once the list has been
exhausted, the Parties will go back to the beginning of the list and start the process
over with the first name on the list.

2. Upon mutual written agreement of the Parties, an arbitrator may hear more than one
case.

3. An arbitrator may be removed from the list by written consent of both parties during
the life of the Agreement. Upon such removal, no further cases will be assigned to
that arbitrator, but the arbitrator will hear and decide any cases already assigned to
him/her. An arbitrator may choose to be removed from the list at any time.

Powers of the Arbitrator:

1. The arbitrator shall have no power to add to, subtract from, disregard, alter, or
modify any of the terms of this Agreement.

2. The arbitrator, in rendering a decision, shall give full recognition of the Management
Rights provision of this Agreement as it relates to responsibilities, powers, authority,
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and rights vested with the Authority, except as specifically limited by express
provisions of this Agreement.

3. The arbitrator’s decision shall be submitted in writing and set forth the findings and
conclusions with respect to the issue(s) submitted to arbitration, and such decision
shall be final and binding on the Union, its members, the employee(s) involved, and
the Authority so long as it is in compliance with paragraphs 1 and 2 above.

SECTION 2

Any and all grievances resolved at any step of the grievance procedure as contained in
this Agreement shall be final and binding upon the Union and any and all bargaining unit
employees involved in the particular grievance.

SECTION 3

Grievances shall be processed from one step to the next within the time limit prescribed
in each of the steps. Any grievance upon which a disposition is not made by the
Employer, within the time limits prescribed, may be referred to the next step in the
grievance procedure. Any grievance not carried to the next step by the Union, within the
prescribed time limits, shall be automatically closed upon the basis of the last
disposition of the Employer.

SECTION 4

All claims for back wages shall be limited to the amount of wages that the employee
would otherwise have earned less any unemployment compensation or compensation
for personal services that the employee may have received.

SECTION 5

The fees of the arbitrator shall be shared equally.

ARTICLE 10
- Contracting of Services-

SECTION 1

Management will involve the Union whenever possible in discussions of its intent to
subcontract current Union work.

SECTION 2

Management will provide the Union with sixty (60) calendar days written notice of its
intent to consider contracting out Union work. This notice will include: an estimated
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