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AGREEMENT

This Agreement is entered into between the City of Detroit, a Michigan Municipal Corporation
(hereinafter referred to as the City or the EMPLOYER) and the Teamsters, State, County and
Municipal Workers, Local #214 of the International Brotherhood of Teamsters, Chauffeurs,
Warehousemen and Helpers of America.

NOTE: The headings used in this Agreement, on schedules or on exhibits neither add to
nor subtract from the meaning but are for reference only.

PURPOSE AND INTENT

A.  The general purpose of this Agreement is to set forth terms and conditions of employment to
promote orderly and peaceful labor relations for the mutual interest of the City of Detroit in
its capacity as an Employer, the Employees, the Union, and the citizens of the City of Detroit.

B.  The parties recognize that the interest of the community and the job security of City
employees depend upon the Employer's success in establishing Detroit as a safe environment,
which is economically solvent, provides user friendly services and where economic growth
is occurring.

C.  To these ends the City and the Union encourage to the fullest degree friendly and cooperative
relations between the respective representatives at all levels and among all employees.

D.  Basic rights and equities of employees are established through the City Charter, Executive
Orders of the Mayor, Ordinances and Resolutions of the City Council, rules of the Civil
-Service Commission, and the terms of this Agreement.



1. RECOGNITION OF UNION

Pursuant to and in accordance with all applicable provisions of Act 336 of the Public Acts of 1947,
as amended, the Employer does hereby recognize the Union as the exclusive representative for all
the employees holding the classifications listed in Schedules A and B, for the purpose of collective
bargaining in respect to rates of pay, wages, hours of employment and other conditions of
employment for the term of this Agreement.

2. MANAGEMENT RIGHTS AND
RESPONSIBILITIES

The City will honor all terms and conditions of this Agreement and the rights of the City shall in no
way conflict with the terms of this Agreement.

The Union recognizes the prerogatives of the City to operate and manage its affairs in all respects
in accordance with its responsibilities and powers of authority. The City has the right to determine
when overtime work is required and schedule such overtime. The City reserves the right to
discipline and discharge for just cause. The City reserves the right to layoff for lack of work or
funds, or the occurrence of conditions beyond the control of the City. The City shall have the right
to determine hours and shifts and reasonable schedules of work and to establish the methods and
processes by which such work is performed. The City shall have the right to establish, adopt, amend,
promulgate and enforce uniform work rules for its departments.

3. UNION RIGHTS

A.  No member of this unit shall be required to do work outside the concept of his classification,
nor shall any other employee perform duties which are outside the concept of his
classifications and which fall within the concepts of the classifications covered by this
Agreement, except under emergency conditions (as defined in this Agreement) and except in
those cases where the duties performed which fall within the concept of a classification
covered by this Agreement are not the primary function. The concept of the classifications
are described in the classification specifications.

It is understood by the parties that every incidental duty connected with operations is not
always specifically described or enumerated in the job description or the classification’s
specification.



B.  Aclassification may not be removed from the Teamsters' bargaining unit by merely changing
the title or by modifying the classification specifications or for the purpose of undermining
the Union.

C.  Any alleged violation of union rights in Article 3, is subject to an immediate hearing of the
Pre-Arbitration Panel after Step 3 of the Grievance Procedure has been completed.

4. NON-DISCRIMINATION

The Employer and the Union both recognize their responsibilities under federal, state and local laws
pertaining to fair employment practices as well as the moral principles involved in the area of Civil
Rights.

Accordingly, both parties re-affirm by this Agreement the commitment not to discriminate against
any person or persons because of race, color, creed, national origin, age, political orientation, sex,
sexual orientation, marital status or disability in accordance with applicable state and federal laws.

5. AGENCY SHOP

A. Employees are free to join or not to join the Union. Employees who are members of the
recognized bargaining unit but who are not members of the Union may join the Union by
initiating their Union application form and dues deduction authorization form.

B.  The City agrees to deduct from the wages of an employee, who is a member of the Union, all
Union membership dues uniformly required, as provided in a written authorization in
accordance with the standard form used by the City provided that the said form shall be
executed by the employee. The written authorization for Union dues deduction shall remain
in full force and effect during the period of this Agreement unless revoked by written notice.
The revocation notice must be given to both the Finance Department and to the Union.

C.  Any person certified and employed with the City on or after October 11, 1947, who is not a
member of the Union and does not make application for membership within ninety (90)
calendar days from the effective date of this Agreement or from the date they first become a
member of the bargaining unit, whichever is later, shall as a condition of employment, pay
to the Union a service fee as a contribution towards the administration of this Agreement,
in an amount determined by the Union in accordance with applicable law. City employment
will be terminated for all persons who fail to comply with this requirement within thirty (30)
calendar days after receipt of written notice by the employing department from the Union,
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unless otherwise notified by the Union in writing within said thirty (30) calendar days, and
provided that the Union shall release the Department from fulfilling the obligation to
terminate City employment if during such thirty day period the employee pays the
membership dues or service fee retroactive to the due date and confirms his intention to pay
the required membership dues or service fee in accordance with this Agreement.

The City agrees to deduct from the wages of any employee covered by this Agreement, who
is not a member of the Union, all union service fees uniformly required as provided in a
written authorization in accordance with the standard form used by the City, provided that the
said form shall be executed by the employee. The written authorization for union service fee
deduction shall remain in full force and effect during the period of this Agreement unless
revoked by written notice. The revocation notice must be given to both the Finance
Department and to the Union.

All Union membership dues and service fees will be authorized, levied, and certified in
accordance with the by-laws of the Union. Each employee and the Union hereby authorize
the City to rely upon and to honor certifications by the Treasurer of the Union regarding the
amounts to be deducted and the legality of the adopting action specifying such amounts of
Union dues and service fees, which dues and service fees shall be sent reasonably promptly
to the Treasurer of the Union. The Treasurer of the Union shall not request the City to change
the amounts so deducted more often than four times each City fiscal year.

The Union shall not have right or interests whatsoever in any money authorized withheld until
such money is actually paid over to them. The City or any of'its officers and employees shall
not be liable for any delay in carrying out such deductions, and upon forwarding a check in
payment of such deductions by mail to the Union, the City and its officers and employees
shall be released from all liability to the employee-assignors, and to the Union under such
assignments. (Chapter 13, Article 4, Section 4 of the Municipal Code of the City of Detroit.)

The Union shall refund to employees dues and service fees erroneously deducted by the City
and paid to the Union. The City may offset any amount erroneously or improperly deducted
and paid to the Union from any subsequent remittance to the Union.

Upon receipt of written notification from the Union, the City agrees to make a special
deduction from a member's paycheck to recover delinquent dues or service fees. This
deduction will continue until the Union notifies the City in writing to stop the deduction.

Any refunds for overpayments will be the responsibility of the Union. The maximum amount
the City will deduct for delinquent union dues or service fees from any paycheck will be
limited to $25.00 per pay check.

The Union agrees to save and hold harmless the City from any damages or other financial loss
which the City may be required to pay or suffer as a consequence of enforcing the above
provisions.



6. STEWARDS AND ALTERNATES

It is mutually recognized that the principle of proportional representation is a sound and
sensible basis for determining the number of stewards.

In each representative district, employees shall be represented by one steward, or in his
absence the alternate steward, on each shift who shall be a regular employee working in that
district and on that shift or as designated in the departmental Supplemental Agreement. In
the absence of the steward and alternate steward, a designated representative shall be
appointed by the Union President.

Where possible, stewards shall be assigned duties from the yards in accordance with the
departmental supplementals.

When employees in any department are scheduled to work overtime, the steward or in his
absence the alternate steward, will be called first as long as there is work in his classification,
or lower class in series which he is able to perform, in his representative district and in
accordance with department supplemental agreements.

The City recognizes that Teamsters, Local #214 (both Craft and Non-Craft) may be granted
a total of five (5) Chief Stewards for coverage of its members city-wide to handle all
grievances in ¢onjunction with the District Steward. Said Chief Stewards will have the time
necessary to act in this manner without loss of pay. Said Chief Stewards will also serve on
all Safety Panels.

Representative districts in each department shall be as outlined in department supplemental
agreements.

The Stewards, during their working hours, without loss of time or pay, shall investigate and
present grievances to the Employer. Stewards should request to be released and wait for
approval from the supervisor before the investigation of grievances. The Stewards should
reveal the nature of the Union business to be conducted. This privilege shall not be abused.

It is further mutually agreed that the Local Union will, within two (2) weeks of the date of the
signing of this Agreement, serve upon the City a written notice listing the Union's authorized
representatives employed by the City who are to deal with the City on behalf of the Union,
and who are authorized to make commitments for the Union. The Union shall not be liable
for any activities unless so authorized. The Union shall notify the City of any changes of
these representatives during the term of this Agreement. This clause will not relieve the
Union of liability if the President or Executive Board of the Union calls, leads or authorizes
a strike.



H.  Notwithstanding their position on the seniority list, all union stewards of record who are
involved in the grievance procedure shall in the event of a layoff or demotion be continued
in the following order as long as there is:

1. work in their classification in their Department,
2. work in any lower class in their series in their department,

3. work in a classification within the bargaining unit which they formerly held in their
department,

4. work in a lesser class within the bargaining unit in their Department in which they can do
the job, and

5. iflaid off, shall be recalled whenever there is work in any such class in the Department
from which they are laid off.

Layoff and demotion resulting from this procedure shall apply as long as no employee outside the
Teamster Union jurisdiction is affected except as otherwise agreed upon between other labor
organizations, Teamsters and the City.

The provisions of this article shall apply as long as employees continue to hold their Union office.

Should a union represéntative lose his/her office, the former union representative shall be subject
to displacement by employees with greater seniority who have been laid off or demoted as a result
of reductions in force made prior to the loss of office.

Upon written notice from the Local Union President to the Employee Certification Division of the
Human Resources Department that such loss of office has occurred, the City shall have thirty (30)
days to investigate and make any required displacements.

7. GRIEVANCE PROCEDURE

The grievance procedure contained in this Agreement shall be the exclusive grievance procedure for
all members of the bargaining unit.

Step 1: An employee who believes he has been unjustly dealt with may discuss his complaint with
his immediate supervisor, with or without his steward or designated representative. In the event the
employee desires that his steward be present, he shall make his request through the supervisor and
the supervisor shall make the necessary arrangements.



Should the Union believe that it or any member of its bargaining unit has been unjustly dealt with,
a representative of the Union may discuss the complaint with the supervisor of the operation
involved.

Step 2: In the event the complaint is not settled orally by the supervisor, and there is an alleged
violation of the provisions of this Agreement, the steward shall reduce the grievance to writing and
submit it to the division head with fifteen (15) working days of the alleged violation. The written
grievance, shall set forth the nature of the grievance, the date of the violation, the identity of the
employee(s) involved, by name when known, and the provisions of this Agreement the Union claims
have been violated, and the remedy requested. The employee and the steward shall sign the
grievance form.

The Division head or his designated representative will promptly arrange a meeting with the grievant
and his Union representative to review the grievance and render a decision, in writing, within seven
(7) calendar days of the meeting. If the subject grievance is not appealed in writing to Step 3 of the
grievance procedure within seven (7) calendar days from the date of the Division head's decision,
his disposition shall be considered as settlement of the grievance.

Step 3: If the grievance is not satisfactorily resolved at "Step 2", the decision may be appealed to
the Department head or his designated representative. A meeting between at least two (2), but not
more than four (4) representatives of each the Union and the City shall be promptly arranged to hear
the grievance. The Department head or his designated representative shall have seven (7) calendar
days to arrange a meeting. He or she shall have seven (7) calendar days from the mutually agreed
meeting date to render his written decision. Management's written answer after the Third step
meeting shall briefly state the factors considered by management in its decision regarding the
grievance.

Step 4: Pre-Arbitration Panel: In the event of the failure of the above steps in the grievance
procedure to resolve a grievance, the matter shall be referred to the Pre-arbitration Panel within ten
(10) calendar days of the decision rendered at Step 3. The Union's written appeal to the Fourth Step
shall state the facts in dispute and/or reasons for dissatisfaction with management's Third Step
answer. The Labor Relations Director or his/her designated representative will arrange for the
convening of this panel promptly.

The Labor Relations Director or his/her designated representative will forward the written answer
from the panel within fifteen (15) working days of the panel hearing.

The Pre-Arbitration Panel shall consist of not more than two (2) representatives of the Union, and
not more than two (2) representatives of the City, one of which shall be a Labor Relations
representative.

The parties may choose to mediate some cases in accordance with Schedule I entitled "Arbitration
Panel Procedures.”



The parties agree that exchanging pertinent information regarding grievances is mutually beneficial
in attempting to resolve grievances at the earliest opportunity.

It is further expected that at the Step 4 hearings, all questions and all evidence pertinent to the case
will be requested and will be exchanged so that both sides will be on notice of the matters in
question. No matter may be presented which has not been raised at either the Step 4 hearing or
sufficiently in advance of an arbitration hearing so as to deprive the other side of a reasonable chance
to investigate this issue. If information is requested in writing and is not made available to the other
party, such information shall not be admissible as evidence at the arbitration hearing.

Upon failure of the panel to agree to a settlement of the issues, and upon the failure of the parties to
agree to the selection of an Ad Hoc Arbitrator, the charging party will contact the Federal Mediation
and Conciliation Service (F.M.C.S.) for a list of Arbitrators. The parties will then meet to mutually
agree upon an Arbitrator from the list. If the party desiring arbitration fails to refer the matter to the
Federal Mediation and Conciliation Service within a reasonable time, not to exceed ninety (90)
calendar days of the notice of intention to arbitrate, the matter shall be considered settled on the basis
of the last answer to the grievance.

Step 5: (Arbitration) Any unresolved grievance which has been fully processed through the last
step of the grievance procedure may be submitted to arbitration in accordance with Step 5.

1. The arbitrator shall limit his/her, decision strictly to the interpretation, application or
enforcement of the provisions of this Agreement and he/she shall be without power and

authority to make any decision:

a. Contrary to, or inconsistent with or modifying or varying in any way, the terms of this
Agreement.

b. Concerning the discipline or discharge of employees for engaging in a strike, slowdown
or stoppage of work who exercises his/her right under Section 6 of Act 379 of the Public
Acts of 1965.

c. Concerning a matter which has been appealed to the Mayor pursuant to applicable state
law.

d. Granting any wage increases or decreases.

e. Granting any right or relief for any period of time whatsoever prior to the effective date
of this Agreement.

f. Relative to position classification whether permanent or temporary.



g. Concerning complaints filed with state or federal civil rights enforcement agencies
alleging violation of equal employment opportunity.

The arbitrator shall have no authority to require the City to delegate, alienate or relinquish any
powers, duties, responsibilities, obligations or discretions which by state law or City Charter,
the City cannot delegate, alienate or relinquish, nor to rule on the purchase of buildings or
equipment.

The right of either party to demand arbitration over an unadjusted grievance is limited to a
period of ten (10) working days from the final action taken on such grievance under the last
step in the Grievance Procedure. Any grievance not submitted within such period shall be
deemed settled on the basis of the last answer given by the party against which the grievance
is brought. No settlement at any stage of the grievance procedure shall be a precedent in any
arbitration and shall not be admissible in evidence in any arbitration proceeding.

The City in no event shall be required to pay back wages for more than fourteen (14) calendar
days prior to the date a written grievance is filed. In the case of a pay shortage of which the
employee could not have been aware before receiving his pay, any adjustment shall be
retroactive to the beginning of the pay period covered by such pay if the employee files his
grievance within fourteen (14) calendar days after receipt of such pay.

All claims for back wages shall be limited to the amount of wages that the employee
otherwise would have earned, less any compensation received for temporary employment
obtained subsequent to his/her removal from the City payroll, and payments from
Unemployment Insurance, Social Security Disability, Welfare, Aid to Dependent Children,
and City funded Long Term Disability Insurance, Sickness and Accident Insurance and
Automobile Accident Income Replacement Insurance. Where appropriate, the City shall
reimburse those agencies and insurance funds so as to not affect the employee's equity
therein.

The decision of the arbitrator in a case shall not require a retroactive wage adjustment in
another case.

The arbitrator's decision shall be final and binding on the Union, all employees covered by
this Agreement, and on the City. But, the City or the Union may challenge the award if it was
not made in accordance with the arbitrator's jurisdiction and authority under this Agreement.

In the event a case is appealed to an arbitrator and he/she finds that he/she has no power to
rule on such case, the matter shall be referred back to the parties without decision or
recommendations on the merits of the case.

The expenses of the arbitrator shall be shared equally by the parties. Each party shall make
arrangements for and pay the expenses of witnesses who are called by them. Pay for lost time
for any City employee, other than the aggrieved, shall not apply to their participation in



arbitration cases. In group, policy or class action grievances, the Union may select the
steward or any one of the affected group of employees who will act as the grievant and be
paid as such.

10.  Except as specifically provided, the parties understand and agree that in making this contract
they have resolved for its term all bargaining issues which were or which could have been
made the subject of discussion. The arbitral forum here established is intended to resolve
disputes between the parties only over the interpretation or application of the matters which
are specifically covered in this contract and which are not excluded from arbitration.

8. INTERFERENCE WITH WORK

The Union agrees to refrain from engaging, or participating in any strike, work stoppage or
slowdown or participating in any activity for the purpose of interfering with the operations of the
Employer during the term of this Agreement.

The Employer will not lock out any employee during the term of this Agreement. However, if
equipment or facilities are unavailable for a member of this bargaining unit to work due to a strike,
work stoppage, slowdown or other interference by other employees, such unavailability shall not be
deemed a lockout under the terms of this section nor shall the employee affected be considered
striking or refusing to work.

Employees in the Unit are not subject to disciplinary action for refusing to cross a picket line of
another union, if such action could endanger the personal safety of the employees, provided that
employees involved in job assignments which may impact upon the health and safety of the
community will be expected to report for work. If, in the opinion of such employee, his/her safety
may be impaired he/she will so inform his/her supervisor who will make arrangements for the
employee's safety.

At the City's discretion, bargaining unit members may be reassigned to alternate work locations in
the event of a limited strike or work stoppage by another Union.

The City shall not, however, be obliged to pay the wages of employees who do not work.

9. TIME LIMITS ON GRIEVANCES
Any complaint under this Agreement which is not filed in writing by the employee involved, in

individual complaints, or by the steward or designated representative in cases involving more than
one employee, or a matter of policy, within fifteen (15) working days after the matter arises, shall
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not be considered a grievance. The City shall not be required to pay back wages more than fourteen
(14) calendar days prior to the steward's formal notice of grievance. No claim for back wages shall
exceed the amount of wages the employee would otherwise have earned at his/her regular rate.

The time elements in the first four (4) steps of the grievance procedure may be shortened or extended
or steps may be eliminated by mutual agreement. If a grievance is not answered by management
within those prescribed time limits, the Union may move the grievance to the next step of the
grievance procedure if done within the prescribed time limits.

In instances wherein the subject matter of the grievance lies within the exclusive jurisdiction of
specific City agencies, the grievance steps may be shortened or eliminated by mutual agreement in
order to bring the grievance to the immediate attention of the department head of the agency
involved.

In case of a pay shortage in which the employee would not have been aware before receiving his pay,
any adjustment made shall be retroactive to the beginning of the pay period covered by such pay if
the employee files his grievance within fourteen (14) calendar days after receipt of such pay.

The time limits in this article shall not apply to circumstances where, by error, an employee is paid
other than the current negotiated rate for his present classification for time worked, on assignments
made by authorized persons in his department, in that classification. Under such circumstances, the
employee or the Employer shall be entitled to recover the underpayment or overpayment,
respectively, without regard for the time limits above.

Time limits on grievances involving payment for time worked in acknowledged out-of-class or
emergency assignments shall not begin until the employee shall have received the check containing
payment for such time. This provision is intended only to protect the employee from pay shortages
and shall not apply to any situation involving a dispute over whether or not an employee is properly
classified.

Request for Information

Management shall be advised of the basis of the grievance and have the right to request copies of
available written information or statements pertaining thereto and which the Union proposes to
present in support of the grievance.

Ifthe Union requests information regarding a grievance from an aggrieved employee's personnel file,
such information will be made available to the Union. However, if such information is of such a
nature that its release could be damaging to the employee and suit for damages could be brought
against the City, the Employer may request that the Union present written authorization from the
employee to release such information.
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It is agreed that any information requested in writing in accordance with the above provisions which
is not made available to the other party shall not be admissible as evidence in any grievance or
arbitration hearing. Both parties agree to exchange all information in support of their position.
However, if additional information becomes available to either party they agree to forward such
information to the other party prior to arbitration.

10. DISCIPLINARY PROCEDURES

A.  The City and the Union agree that all disciplinary action taken against an employee shall be
for just cause and subscribe to the general philosophy that the primary purpose of disciplinary
action is to correct employee behavior or conduct, that the disciplinary action procedure
should be progressive in nature, and that selection of discipline in any specific case should
be appropriate based on the circumstances of the offense and the employee.

B.  Notification Requirements: Notification shall be given to the appropriate union representative
at the time of any disciplinary action taken against any member which may result in any
official entries being added to the employee's personnel file. Both employee and the Union
representative shall be given a copy of such official entry.

In all cases when a supervisor contemplates issuance of disciplinary action, the supervisor
shall inform the employee and allow the employee the opportunity to have union
representation. If the employee declines the union representative, he/she shall indicate so in
writing and a copy of which shall be given to the Union.

In the case of a suspension or discharge, the employee will be allowed adequate time to
discuss the suspension or discharge with his/her steward, and the Employer will make
available an area where he/she may do so prior to leaving City property. Upon request, an
appropriate management representative will discuss the suspension or discharge with the
employee and his/her steward. Exceptions to this procedure would be in a situation where
the suspended or discharged employee is absent without leave, or the parties agree that such
discussion would not be beneficial at this time.

In the case of an oral reprimand, a notation by date and subject only shall be placed in the
“employee's personnel file.

C.  The Union may request and management may agree to hold the imposition of disciplinary
action in abeyance until after the scheduled date for a Third Step meeting to discuss the
matter. The request must be made by the union representative at the time management has
decided that discipline is to be issued (see Section B above). If for some reason the scheduled
Third Step is postponed and unable to be conducted within a reasonable period of time,
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I1I.

management may impose the penalty. This provision shall not apply in cases of absence
without leave, insubordination, threats or acts of violence or other disruptive behavior. It also
does not apply to instances of suspension pending discharge or discharge. Any additional
action(s) by the employee warranting additional discipline in the interim shall be cause for
immediate imposition of all pending discipline.

Appeal Procedures: All disciplinary actions shall be subject to the grievance procedure.

Should the Union consider the suspension or discharge of an employee to be improper, the
Union shall submit a written grievance to the department head or his/her designated
representative within ten (10) calendar days of the Union's receipt of the formal notice of the
action. The grievance shall be processed in accordance with Step 3 of the Grievance
Procedure. Any further appeal of suspension or discharge shall be in accordance with the
provisions of Article 7 - Grievance Procedure.

Should it be necessary to reprimand an employee, management will attempt to administer
such reprimand so as not to unduly cause embarrassment to the employee.

Once disciplinary action has been taken against an employee by an authorized management
representative, such disciplinary action on the particular charge cannot be increased in
severity. The City retains the right to reduce the disciplinary action.

During investigation, before an employee shall be required to make any written statement or
written reply pertaining to possible misconduct on his/her part, the employee shall be given
the opportunity to discuss the matter first with his/her steward.

Personnel Records: All employees within the bargaining unit shall have the right to review
his/her personnel record every six (6) months if requested by the employee in writing. Such
requests shall be granted within five (5) working days of receipt of the written request and
shall be scheduled during regular business hours. This review may be with the presence of
the employee's steward if requested by the employee.

Employees shall be entitled to copies of materials in their personnel file, and to submit written
statements explaining the employee's position if there is disagreement with any material in
the file, in accordance with applicable state law.

Use of Past Record: In imposing any discipline on a current charge or in evaluating an
employee for promotion or transfer, management will not take into account any prior
infractions or disciplinary action taken which occurred more than fourteen (14) months
previously.
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GUIDELINES FOR ADMINISTRATION OF A CORRECTIVE
DISCIPLINE PROGRAM

Disciplinary action may be imposed for an employee's failure to fulfill his/her job
responsibilities or for improper conduct connected with the individuals's employment.

Grounds for disciplinary action generally fall into five (5) basic categories:

Attendance Problems

Insubordination

Unsatisfactory Work Performance
Misconduct on the Job

Certain instances of Misconduct off the Job

oo o

In general, acts committed while off duty will not be grounds for disciplinary action, unless
the results of such acts significantly impair the ability of the employee to perform his/her
work, adversely affect the operations of the employing department, or bring City service into
public disrepute.

Discipline is intended to be corrective and should follow a series of progressive steps to
change the employee's unacceptable conduct or behavior.

Following is a series of progressive steps which will serve in the majority of cases:

a. Oral Reprimand(s)
b. Written Reprimand(s)
c. Suspension(s)
d. Discharge

These steps should give the employee notice that continued unacceptable conduct or behavior
will result in more serious disciplinary action.

In cases of more serious offenses, the first disciplinary action taken may begin with the
written or suspension step; and, for the most serious offenses, it may be appropriate to
impose serious suspension and/or discharge the employee on the first occasion of improper
conduct without prior discipline.

Disciplinary action should be appropriate and take into account both the offense and the
Employee.

Factors which should be considered in imposing discipline in each case are:

a. The seriousness and circumstances of the particular offense.
b. The employment history of the employee involved including length of service.
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c. The recency and nature of prior disciplinary action taken with respect to the employee.
d. Prior departmental action in comparable situations.

4. Any published departmental standards or rules governing employee conduct or expected work
performance should be fairly, uniformly and consistently applied.

NOTE: Within twenty (20) calendar days following the effective date of this Agreement,
representatives of Teamsters, Local #214 shall be provided with copies of departmental standards
and work rules. Within ninety (90) calendar days after receipt of such copies, Teamsters, Local #214
shall have the opportunity to review and discuss with management these standards and rules
currently in effect in the various City departments.

11. SPECIAL CONFERENCES

Special Conferences for important matters will be arranged between local union representatives and
the department head or his designated representatives or the Labor Relations Director, upon the
request of either party within fourteen (14) calendar days of such request. Such meeting shall be
between not less than two (2) nor more than five (5) representatives each of the Union and the
Employer. At departmental Special Conferences one (1) of the employer representatives may be
from the Labor Relations Division if requested by either party.

Arrangements for such Special Conferences shall be made reasonably in advance and an agenda of
the matters to be taken up at the meeting shall be presented at the time the conference is requested.
Matters taken up in Special Conferences shall be confined to those included in the agenda.

Conferences shall be held between the hours of 9:00 a.m. and 4:00 p.m. The members of the Union
shall not lose time or pay for time spent in such Special Conferences.

The Union's representatives may meet at a place designated by the City, on the City's property, for
not more than one hour immediately preceding a meeting with the representatives of the City for
which a written request has been made.

Any matter still in dispute after Special Conference, which is an alleged violation of this Agreement,
may be submitted to the Grievance Procedure at Step 4 within fourteen (14) calendar days of the
Special Conference date. A Special Conference shall not be used to institute or reinstate a grievance
which would have been untimely when the Special Conference request is received.
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12. SAFETY PROCEDURE

The Employer agrees that employees will not be assigned to any known unsafe operation or to
operation of unsafe equipment. It shall be the responsibility of the employee involved to report any
unsafe operation to his/her immediate supervisor. Specific complaints concerning safety shall be
put in writing.

If the employee's complaint is not satisfied, he/she shall notify the Union steward who shall meet
and discuss the complaint with the supervisor without undue delay.

Following report of the alleged unsafe operation and during investigation by the Union steward and
supervisor, the employee may be reassigned to other available work pending evaluation. Where
possible, such alternate work shall be commensurate with the employee's daily work schedule.

In the case of complaints concerning alleged faulty vehicle equipment, if in the opinion of the
supervisor, the equipment is safe to operate, the supervisor may order the equipment in service by
written notice to the employee. All verified claims of serious equipment malfunction shall result in
the equipment being written out of service until checked out by a mechanic.

If the complaint is not resolved with the supervisor, the Chief Steward shall submit the complaint,
in writing, to the Department's safety officer or representative who shall investigate the complaint,
and meet with the Chief Steward within two (2) days. '

If the complaint is not resolved within forty-eight (48) hours of the meeting between the
Department's safety representative and the Chief Steward, it shall become a proper matter for the
grievance procedure starting at Step 3.

The parties agree to establish a Joint Labor/Management Health and Safety Committee consisting
of two (2) persons selected by the President of Local 214 and two (2) persons selected by the Labor
Relations Director. The Committee shall meet at mutually agreeable times and places to discuss
matters of health and safety which have general application on a city-wide basis and to review
legislation or regulations which may effect the City's health and safety programs. For those
departments where it is deemed necessary by the City or the Union, a permanent health and safety
committee consisting of equal numbers of management and union members will be established
within six (6) months of the signing of this Agreement.

13. SENIORITY

A.  City Seniority is hereby defined as the length of continuous service after initial date of legal
certification to a position, the duration of which is three (3) months or more, or is seasonal
or after date of induction into the classified service as provided by law; provided, however,
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that employees certified on or after July 1, 1978, and not appointed within thirty (30) days of
such certification shall have their date of appointment recorded as their date of seniority and
certification. Seniority, as defined above and in accordance with the rules of the Human
Resources Department, is established primarily to serve as a basis for layoff and re-
employment of employees. This definition of seniority shall not be deemed as restricting or
limiting the establishment of other definitions of seniority for administrative purposes or
personnel processes other than layoffs and re-employment as provided for in departmental
supplemental agreements.

Classification seniority is hereby defined as the length of time an employee is assigned and

continuously employed in the same classification after the effective date of legal certification
or promotion to the classification. Classification seniority shall be the measure used for

determining rights to shift and location preference, vacation selection, overtime assignments,
promotions in series, transfers, training programs, and as used in the reduction in force article
of this Agreement.

NOTE: Seniority is not the same as "service time" as utilized for the various economic
benefit provisions. '

Probationary employees: . New employees hired and others initially placed in the unit shall
be considered as probationary employees for the first three (3) months of their employment
except as provided for in local supplemental agreements. The probation period may be
extended for a time up to an additional three (3) months. The probationary period shall be
accumulated within not more than one (1) year. When an employee finishes the probationary
period, he shall be enyydred on the Seniority List of the Unit.

The Union shall represent probationary employees for purposes of collective bargaining in
respect to rates of pay, wages, hours of employment and other conditions of employment
except discharged and suspended employees for other than Union activities.

Seniority Lists: The City will provide the Union with an up-to-date seniority list of all
employees within each classification and department represented by Local 214 and will revise
that list every six months. The City will notify Local 214, in writing, when new employees
are hired, transferred, or separated from the service of the City.

Loss of Seniority: An employee shall lose his/her seniority for the following reasons only:
1. The employee quits or resigns.

2. The employee is discharged or permanently removed from the payroll and the separation
is not reversed through the grievance procedure.

3. The employee does not return to work when recalled from layoff as set forth in the recall
procedure.
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4. The employee retires on regular service retirement.

5. The employee does not return at the expiration of a leave of absence.

14-A. MOBILITY
(For Craft Classifications - See Schedule A)
Priority of Movement:

The priority of movement within the Teamsters Craft bargaining unit, to fill vacancies, shall
be as follows:

1. Demotions (either disciplinary or as a result of reductions in force).

2. Intra departmental Downbids in a series and voluntary returns to bargaining unit.
3. Intra departmental Lateral Transfers.

4. Intra departmental Promotions.

5. Interdepartmental Lateral Trénsfer.

6. Interdepartmental Transfer-Promotion.

An employee desiring an interdepartmental lateral transfer or interdepartmental transfer
promotion must file a written request with the Human Resources Department indicating the
department to which the transfer is desired. A copy of such request shall be forwarded to the
Union by the Human Resources Department. Only those requests which have been on file
for thirty (30) days prior to the occurrence of a vacancy will be considered. The most senior
employee in the classification in which a vacancy occurs who has a transfer request on file
shall be transferred to fill the vacancy and must accept such transfer. An employee's request
for transfer will remain on file for twelve (12) months unless withdrawn. Employees who
have valid interdepartmental transfer requests on file will be placed in available vacancies
before lesser seniority laid-off employees are certified to those vacancies.

Further definition and description of mobility within departments may appear in the
departmental supplemental agreement.
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Voluntary Returns to Bargaining Unit:

1. He/she returns only to an opening and no employee in the bargaining unit is bumped.
2. He/she returns to an opening prior to the posting of a notice of vacancy.

3. He/she has the present ability to perform the work with minimal re-orientation.

4. He/she shall occupy the position of lowest seniority in the classification to which he/she
returns (including dual titles) for a period of two (2) years at the end of which he/she will
exercise his/she total driving series seniority or classification seniority for the purposes
expressed in the applicable departmental supplemental agreement.

An employee in the bargaining unit who accepts a position in a classification outside the
bargaining unit may return to his/her formerly held classification either before or at the end
of his/her probation period in the new classification without restriction.

The Department will notify the Union, in writing, prior to an employee's return to the
bargaining unit.

Nothing in this article shall apply to Reductions in Force or any movement of employees as
a direct result thereof.

Downbids in a series and intra-departmental lateral transfers will be as described in the
departmental supplemental agreements.

When an employee is physically unable to perform the duties of his present classification, but
is physically able to perform the duties of another classification in series in the bargaining
unit, the employee must present satisfactory medical evidence to his department and request
a voluntary demotion to a classification in the series which he is physically able to perform.
If the City approves his request and the vacancy is to be filled, the vacancy will be filled in
accordance with paragraph D below.

Promotions:

Promotions to classifications in the bargaining unit which are in a series (See Schedule A)
shall be made by seniority, from the next lower classification in that series among equally
qualified employees meeting the requirements for the classification. Promotional
opportunities in the department shall be posted on departmental bulletin boards.

There shall be a training program coordinated by the Human Resources Department and a

pre-qualified trained employee list in each department that has employees in the equipment
operator series. Promotions in this series shall be made by non-written advisory examination.
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E. Dual and Multiple Titles:

Dual and multiple title positions will be established where the work assignment patterns
reasonably indicate that employees will be assigned duties in two or more classifications on
a regular, reoccurring or seasonal basis. Such dual or multiple title positions shall not be
utilized in lieu of full-time straight-title positions and shall be kept at the minimum required
for operation and appropriate for work assignments subject to annual review.

Dual and multiple titled employees in the Craft Unit shall be treated as having status in the
highest equipment operation classification in their dual or multiple title. Their class seniority
in this classification shall be the effective date of the status change to the dual or multiple
title.

Disputes concerning use of dual or multiple titles shall be a proper subject for resolution at
special conference. Participating at such special conference will be representatives of the
Human Resources Department and/or Labor Relations Division.

F. The Employer agrees to give the Union advance notice of any transfer of work involving
bargaining unit members resulting from closing of facilities, opening of new facilities or
reassignment of groups of employees. If requested by the Union, the department involved
will meet with the Union to discuss the matter.

14-B. PROMOTIONS
(For Non-Craft Classifications - See Schedule B)

Promotions within each of the representatives units (see Schedule B) shall be evaluated by the
Human Resources Department based upon departmental supplemental agreements. All promotions
shall be subject to a three (3) month trial period.

The trial period may be extended for a time up to an additional three (3) months. When the
employee receives notification of the trial period extension, the Union will promptly receive a copy
of the probation report.

Dual title positions will be established when the work assignment pattern indicates that something
less than a full-time position is required to meet normal operating requirements. (Dual title positions
shall not be utilized in lieu of full-time positions.) Any disputes concerning the propriety of a dual
title versus a full-time position shall be referred to supplemental negotiations.
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15. REDUCTION IN FORCE

SECTION 1 - REDUCTION IN FORCE TERMS DEFINED

A.

A reduction in force is a reduction in the number of employees in a given class in a
department of the City for lack of work, lack of funds, or reasons other than the acts or
delinquencies of employees. The expiration of a limited term certification or change of status
shall not be considered a reduction in force, provided such employment is terminated before
a reduction affecting employees in the same class employed on a permanent basis.

A lay off due to reduction in force is the separation of an employee from a position in a
department and from the classified service of the City of Detroit.

A demotion due to a reduction in force is the separation of an employee from a position in a
class in a department by change of status to a position in a lower class.

A transfer due to reduction in force is the separation of an employee from a position in a class
in a department by change of status to a position in an equivalent-level class.

A voluntary lay off is a separation of an employee from the classified service of the City of
Detroit which is made at the request of and for the convenience of the employee.

Unless otherwise indicated, seniority shall mean total City seniority as determined in
accordance with Human Resources Department Rules.

Class seniority shall mean the total amount of regular service in the class, excluding periods
of provisional employment, provided the employee has acquired permanent status in the class.

An employee acquires status in the classified service by certification in accordance with
Section 6-510 of the City Charter and Human Resources Department Rules III and IV.

An employee who is certified, promoted, transferred, or demoted to a position in a class on
aregular permanent basis or permanent subject to continuing availability of program funding,
acquires permanent status in the class, provided he has satisfied all qualification requirements
of the class including completion of any required probation period. An employee can have
permanent status in only one class at a time.

An employee who is certified, promoted, transferred or demoted to a position in a class only
for a specified term or conditional event, or where the certification or status change states that
such employment is limited to assignment on a particular project, acquires limited-term status
in the class. '
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SECTION 2 - ORDER AND MANNER OF SEPARATION

Reduction in force in a department shall be by class and shall be made from among all employees
in the same class in that department. The order and manner of separation of employees in the class
shall be as follows:

A.

Provisional employees shall be separated by terminating their services; provided, however,
that employees provisionally employed in the class who hold permanent status in some other
class shall be restored to the class from which they were provisionally promoted or
transferred.

Employees who are non-residents as defined by rules and resolutions of the Civil Service
Commission shall be laid off; provided, however, that employees working and residing in
areas approved by the Civil Service Commission shall be construed as residents for purposes
of this Article.

Employees hired on a limited-term basis and employees hired on a permanent basis but who
have not completed their initial probationary period shall be laid off in accordance with their
seniority, the least senior employee being laid off first.

Employees in the class on a limited-term basis and employees in the class on a permanent
basis who have not completed the required probationary period, but who held permanent
status in some other class, shall be restored to the class from which they were promoted or
transferred. Separation shall be in accordance with their length of service in the class, the
employee with the least amount of service being separated first.

Employees with permanent status in the class shall be separated from the class by demotion,
transfer or layoff in accordance with the procedure provided for in Section 3.

SECTION 3 - PROCEDURE FOR SEPARATION OF PERMANENT EMPLOYEES

A.

When necessitated by or as a result of a reduction in force in a class in a department,
employees with permanent status in the class shall be subject to separation from the class in
the following order:

1. Employees who have less than three (3) years of class seniority. Separation shall be in
accordance with their class seniority, the least senior employee to be separated first.

2. Employees who have three (3) or more years of class seniority. Separation shall be in
accordance with their total city seniority, the least senior employee to be separated first.

22



B.  Employees who are to be separated from the class in accordance with paragraph (A) shall be
subject to and have rights to demotion as follows:

1.

Demotion in Series

If the employee is in a class in an occupational series, the employee shall have the right
to be demoted to a position in the department in a lower class in the series, provided, he
has the necessary seniority. For purposes of determining such demotion rights, the
employee shall exercise his total city seniority. The employee to be displaced as a result
of the demotion shall be determined in accordance with the procedure provided in

paragraph (A).

An employee who waives his right to demotion to the next lower class in series and is laid
off, shall lose all rights to city-wide displacement as provided for in Sectlon 4 and
restoration rights as provided for in Section 6.

Demotion or Transfer to a Formerly-Held Class in the Department

If the employee has held permanent status in another class or classes, the employee may
elect demotion or transfer in the department to a previously held lower or equivalent-level
class, provided he has the necessary seniority. For purposes of determining such
demotion rights the employee shall exercise his total City seniority. The employee to be
displaced as aresult of the demotion shall be determined in accordance with the procedure
provided in paragraph (A). If the formerly-held class is not in the bargaining unit, the
employee to be displaced will be determined in accordance with applicable rules.

An election to accept a demotion or transfer to a formerly-held class is optional for
employees who have a right to a demotion in series.

Change of Status to Vacant Positions in Other Classes

If the employee has exhausted his rights to demotion or transfer under (1) and (2) above,
the department may, in so far as the interests of the service permit, propose transfer or
demotion of the employee to an available vacant position in any other class in the
department for which the department believes the employee is qualified. Such proposed
change of status shall be subject to the approval of the Human Resources Director.

C.  Employees who are to be separated from the class in accordance with Paragraph (A) and
whose eligibility for demotion or transfer is exhausted shall be laid off.
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SECTION 4 - CITY-WIDE DISPLACEMENT

Employees with permanent status who have been laid off in a class from a city department shall
displace employees of the same classification in categories A, B, C, and D listed in Section 2 on a
city-wide basis. In addition, laid off permanent employees who have one or more years of classified
service shall displace other permanent employees in the same classification of lesser seniority in
accordance with the procedure provided in Section 3(A) on a city-wide basis. Employees who fail
to exhaust their eligibility for demotion to the next lower class in series in their department shall lose
their eligibility for city-wide displacement. Least senior employees displaced under this section shall
be subject to demotion, transfer or lay-off in accordance with applicable rules.

SECTION 5 - MEANS OF ACCOMPLISHING CITY-WIDE DISPLACEMENTS

Displacement of lesser seniority employees across departmental lines shall be accomplished by lay-
off and displacement certification and shall coincide with the effective date of the layoff, if possible,
but in any event within thirty (30) days of the effective date of layoff of employees having
displacement rights.

SECTION 6 - ORDER OF RECALL

A. Employees who were laid off, demoted, transferred, or laid off and certified to a lower class
as a result of a reduction in force shall have their names maintained on a special register
("blocking list") in the Human Resources Department in order of their total City seniority if
they have three (3) or more years in the class and then class seniority if they have less than
three (3) years in the class.

B.  Laid off employees who elect layoff in lieu of demotion in series shall be placed on the
preferred eligible list for the class in which they were laid off and shall be re-certified to
available vacancies in this class in the order of their total City seniority if they have three (3)
or more years in the class and then class seniority if they have less than three (3) years in the
class.

C.  Laid off employees shall be placed on preferred eligible lists for all other classes in which
they have held permanent status and shall be offered certification to available vacancies in
these classes in the order of their total city seniority from such lists, provided that employees
who were laid off in such classes have been first recalled.

Should a laid off employee on a preferred eligible list waive an offer of employment to a
position in the class, his right to remain on that list shall terminate.

D. Inthe absence of a preferred eligible list for a class, laid off employees shall be certified to

requisitions for positions in such class from higher, equivalent or allied lists which have been
determined to be appropriate by the Human Resources Director.
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E.  Re-employment provisions in this Article do not apply to persons laid off and separated from
City employment for a period of four (4) years.

SECTION 7 - EFFECT OF JURISDICTIONAL LINES

It is not the intent of this Article to prevent employees in one bargaining unit from exercising their
rights to demotion, transfer or recall to positions in another bargaining unit provided they qualify
for such rights under applicable rules.

SECTION 8 - STATUS CHANGES IN ANTICIPATION OF LAYOFFS

Where the Human Resources Department shall find that any status change was made either to avoid
the layoff of or to cause the layoff of any employee, upon finding by the Human Resources Director
that such status change was made for reasons other than the good of the service such status change
shall be set aside and proper layoff made; provided, however, this section shall not apply to status
changes of more than six month's standing.

SECTION 9 - EMPLOYEES HOLDING MULTIPLE TITLES

An employee can have permanent status in only one class at a time. An employee who carries a
multiple title shall have permanent status in the lowest class of the multiple title or the class in the
multiple title in which he last held permanent status on a single title basis, unless there is a
contractual agreement, Human Resources Department action identifying the class in which the
employee has permanent status, or MERC decision granting jurisdiction to a named bargaining
agent.

The parties agree that the Union reserves the right to review all multiple titles. Lower titles not
presently being worked in will be dropped and the next highest title will become the employee's
primary title, carrying with it all City seniority on all lower titles.

SECTION 10 - PREEMPTIVE LAYOFF REQUESTS

If a reduction in force in a department is imminent or taking place over an extended period of time,
any employee who has been identified as being subject to layoff, may request in writing that he be
laid off prior to the date when he would be reached for such layoff. Such request is subject to
approval of the employing department and the Human Resources Director.

Employees who are granted an effective date of layoff earlier than the scheduled layoff date shall
retain the same rights which they would have had had they been laid off as scheduled.
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SECTION 11 - NOTICE REQUIREMENTS

A.  The Union shall receive notice of any reduction in force affecting members of the bargaining
unit. Where possible, the City shall give the Union two (2) weeks advance notice prior to
issuance of any layoffs to allow the Union the opportunity to meet with the City to discuss
the circumstances of the reduction.

B.  Employees to be laid off as the result of a reduction in force in a department shall receive
notice of layoff no less than two (2) calendar weeks prior to the effective date of the
separation. Employees to be laid off as the result of the city-wide displacement provisions
of this article shall receive notice of lay-off no less than one (1) calendar week prior to the
separation.

Exceptions to the above notice requirement shall be allowed in individual cases where the
failure to give timely notice resulted from errors or unforeseen circumstances beyond the
control of management.

NOTE: Employees with permanent status in the classes of Refuse Collection Packer Operator, Line
Helper-Driver I and Line Helper - Driver II, who are laid off from their department as a result of a
reduction in force, shall have city-wide displacement and recall ("blocking") rights to the
classification of Vehicle Operator 1. For purposes of these displacement and recall rights, such

employees shall use their combined seniority in their former title and any prior seniority in the VOI
class.

16. FORMAL LEAVES OF ABSENCE

A.  Formal leaves of absence without pay may be granted for reasonable periods for the purposes
listed below:

1. Physical or mental illness
2. Training relating to an employee's regular duties in an approved educational institution.
3. Prolonged serious illness in the immediate family.
4. Military service.
B.  Leavesofabsence may be granted for other reasons than those listed above where such leaves
are deemed beneficial to the City. Requests for leaves of absence are to be submitted in

writing to the Human Resources office of the Department in which the employee works.
Denials of requests for leave may be referred to the City Human Resources Department. The
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procedure for administration of leaves of absence shall be in accordance with Human
Resources Department Rules. To be eligible for a leave of absence, the employee must have
completed one (1) year of continuous service.

Such leaves granted may be extended for periods up to two (2) years. After two years, the
person's name would be placed on the preferred eligible list for an additional two (2) years.
Persons on leave shall continue to accrue seniority for leave periods up to one year. These
limitations shall not apply to leaves for military service.

Formal Leaves for Union Business: Members of the Union elected to local union positions
or selected by the Union to do work which takes them from their employment with the
employer shall, at the written request of the Union receive formal leaves of absence for
periods not to exceed two (2) years or the term of office, whichever may be shorter, and upon
their return shall be re-employed at work with accumulated seniority, if qualified. Employees
will obtain leave renewal from the City on forms provided by the City.

Two members of the Union selected to attend State or National Union conventions, not to
exceed three in one year, shall be allowed time off their job to attend such convention without
loss of time or pay. Such time off shall be granted on a daily basis and shall be approved for
the official dates of the convention only. The employer will only pay for days which the
employee would have been scheduled on his regular city assignment.

Any employee who is absent from duty for three (3) consecutive days without a specific grant
of leave of absence and who fails to notify the employer within those three (3) day (except
in cases of proven unabling emergency), shall be deemed to have resigned from the City
service and to have vacated his/her position. Any such absence shall be without pay unless
otherwise approved by a subsequent action by the City.

NOTE: Family and Medical Leave Act of 1993 (FMLA) became applicable to employees
in the bargaining unit on August 5, 1994. The FMLA provides that eligible employees may
be off work for up to twelve (12) weeks each twelve (12) month period for the following
reasons: to get treatment for the employee’s own serious illness or temporary disability; to
take care of a spouse, child or parent who is seriously ill or disabled; or to exercise parental
care for a newborn infant or newly placed adopted or foster child. During this absence from
work, the employee is entitled to continuation of health care benefit coverage. For employees
of the City, the twelve (12) month period is the fiscal year. Questions concerning leaves for
FMLA purposes should be referred to the employee’s Human Resources provider.

Consistent with the FMLA, the City’s policy is that employees off due to serious illness must

use available paid sick leave before going on unpaid leave. Employees have the option of
using available paid vacation or compensatory time while on FMLA Leave for serious illness.
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17-A. TRAINING PROGRAM
(For Craft Classifications - See Schedule A)

The City recognizes the need for training employees in the various equipment operator
classifications. This is reflected in the general "Guidelines for Training Equipment
Operators" developed by the Human Resources Department (Schedule D). However,
additional individual training programs to meet departmental needs will be worked out
between the department, the Human Resources Department and the Union where required.

Opportunities for training shall be posted on departmental bulletin boards to allow interested
employees to sign up. Employees who do not sign up will be considered as having waived
their rights for training and subsequent upgrading. To the extent possible consistent with the
operational needs of the department, employees will be trained from this list in accordance
with their seniority.

Employees who satisfactorily complete training will be placed on a pre-qualified list for the
class for which they received training. Promotions shall be made from this pre-qualified
employee is regularly list in accordance with Article 14-A. If the pre-qualified employee is
regularly or continually assigned to the higher classification for a period of ninety (90)
calendar days, he/she shall be forthwith status-changed to the appropriate classification
provided a vacancy exists.

17-B. TRAINING PROGRAM
(For Non-Craft Classifications - See Schedule B)

Training needs shall be a proper subject for Special Conference.

18. EMERGENCY/TEMPORARY ASSIGNMENTS

No employee covered by this bargaining unit shall be required to perform duties which are not
within the concept of his/her classification and fall within the concept of another classification
except under emergency conditions. Emergency conditions shall be defined to be conditions caused
by factors beyond the control of management which cannot be anticipated or planned for in the
normal course of departmental operations and where assignment of workers can not be delayed or
postponed until the proper employee can be assigned.
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It is mutually understood that in emergency situations, it may be immediately impractical to apply
seniority to the assignment of personnel or to assign personnel with strict regard for classification.
However, the employer agrees to move (without undue delay) to call-in or otherwise assign the
appropriate employee of the proper classification in accordance with provisions of this and the
supplemental agreements.

Temporary assignment of employees to a higher classification may be made to cover temporary
absences or unavailability of other employees. Such assignments shall be made first to the most
senior dual-title employees having the classification for the work to be performed. If such
employees are not available, the work is to be assigned on an out-of-class basis to the highest
seniority employee in the next lower class who is available and has the ability to perform the work.

When conditions result in an employee being assigned to perform the duties of a higher classification
for two (2) or more consecutive work days, or a total of four (4) or more work days in a calendar
month, the department will immediately take steps so that the employee so assigned will be
compensated at the rate for the appropriate classification for all such out-of-class hours worked.
Supervisors shall not alternate or rotate out-of-class assignments for the purpose of avoiding out-of-
class compensation. Compensation for working out-of-class will be paid within sixty (60) days
following the performance of such work.

During any emergency or temporary assignment, members of the unit shall retain all rights under
this Agreement.

Temporary Placement of Employees into Other Duties and/or Departments:

1. The employer may temporarily place an employee into other duties/departments in another
department once per year. The employer shall first seek volunteers and if additional
employees are required, the employee(s) may be placed by inverse seniority.

2. Such a temporary placement, if made by inverse seniority, shall be limited to forty-five (45)
days. An employee that volunteered for such a temporary placement may continue in the
placement beyond the forty-five (45) day limit until such time that the employee or the City
requests the placement to be ended.

3. Employees temporarily placed under these provisions shall not be required to perform work
out of their class, except that the provisions for out-of-class assignments shall be available
for operation in these cases of temporary placement, provided that out-of-class opportunities
at the transferred-in location must be preserved and first made as available to any qualified
employee regularly assigned at the transferred-in location. Regardless, if the work performed
at the transferred-in location is an upgrade, the subject temporarily placed employee shall be
paid the out-of-class rate.
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4. Employees temporarily placed under these provisions shall not lose their promotional
opportunities at the transferred-out location and shall be treated as if they had not or had not
been temporarily placed in other duties/departments.

5. The local union(s) at the transferred-out and transferred-in locations shall be notified of the
proposed move and the reasons, at least thirty (30) days before the planned placement. The
City will consider any union responses to its originally planned placement(s) for the
possibility of choosing to modify said plans.

6. Any vacation period the moved employee had approved at the transferred-out location will
continue to be honored at the transferred-in location.

19. CHANGES IN DUTIES, EQUIPMENT AND
WORK ASSIGNMENTS

When new types of equipment are acquired or existing equipment is modified, or there are additional
duties or changes in the work assignments which involve the application of skills and training not
previously required, the new equipment or specific change shall be reported by the Department, in
writing, to the Human Resources Department with a copy to the Union. Such writing shall include
the specifications for new or modified equipment and/or specific changes in duties. Upon receipt
of the written communication, the Union may request a conference with the department and Human
Resources Department staff to discuss proper allocation of the new or changed positions. Such
conference shall be scheduled within fifteen (15) working days.

Following the discussion, the Human Resources Department staff will make an investigation and
apreliminary determination of the appropriate class and a recommendation to the Human Resources
Department within thirty (30) days.

Should any of the parties fail to agree on the action taken by the Human Resources Department, they
may file an appeal to the Civil Service Commission for hearing by the Classification Appeal Board
within fifteen (15) calendar days of the Human Resources Department's action as provided under
Civil Service Rules.

Appeals of the determination of the Classification Appeal Board may then be made to the Civil
Service Commission which shall render a decision which will be final and binding upon all parties.

During the period of investigation and appeal, the department may place the new or changed
equipment in operation on a temporary basis. If as a result of the appeal process, the position or
assignment is allocated to a higher title, the permanent assignment shall be filled in accordance with
Article 14. Employees temporarily assigned shall not receive any seniority in the higher title.
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In those instances where a change in duties or assignment warrants the establishment of a new
classification, the effective date of the status change shall not be prior to the date the Human
Resources Department adopted the new classification.

However, should it be determined by the Human Resources Department at any point in this
procedure, that an employee has been assigned duties of an established classification other than his
present classification, the department will process the appropriate out-of-class status change to
compensate the employee for the time worked in the assignment. In no event shall the employee be
paid for time worked in such assignment prior to the date the change in duties is reported to the
Human Resources Department by the department or, in the absence of such report, prior to the
union's request for conference.

Any additions or changes in the Equipment Operator Series will be incorporated into the recognized
"Guidelines Re-Equipment Operation Classification" (Schedule C).

20. MAINTENANCE OF STANDARDS

A.  The Employer agrees that all conditions of employment relating to hours of work, wages,
overtime differentials and general working conditions and benefits will be maintained at not
less than the highest minimum standard in effect at the time of the signing of this Agreement,
and conditions of employment shall be improved wherever specific provisions for
improvement are made elsewhere in this Agreement.

B.  Whenever possible, when there is a change in major departmental policy, or major operating
procedure which affects the bargaining unit, as it relates to paragraph A, the department
involved will notify the Union no less than seven (7) calendar days in advance and the change
may be proper subject for a Special Conference. This in no way will deter the department
from implementing such change pending resolution of the dispute by Special Conference.

21. SERVICE DAY AND WEEK

A.  Standard Service Week: The standard payroll work week shall begin at 12:01 a.m. Monday,
and end at 12:00 p.m., Sunday. It shall consist of five (5) regularly scheduled eight-hour
work periods on as many work days. The two (2) remaining days in the payroll work week
shall be known as "off days" and shall, within the limits of reasonable operating procedure,
be scheduled consecutively. The first scheduled "off-day" within the payroll work week shall
be designated as the "sixth day" and the second scheduled "off-day" within the payroll work
week shall be designated as the "seventh day". (See Article 22, "Work Week Assignments".)
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B. Service Day: The service day shall begin at 12:01 a.m., and extend to 12:00 p.m.
C. Coffee Breaks shall continue to be permitted according to department policy.

D.  When an employee is called to work, he shall be guaranteed no less than four (4) hours of pay
for "show up" time, at the appropriate rate.

In reference to guaranteed hours not actually worked, the applicable premium will be the
premium payable as if the employee had worked the four (4) hour limit in question.

E. All of the above to be in accordance with Chapter 13, Article 2 of the Municipal Code of the
City of Detroit.

22. WORK WEEK ASSIGNMENTS

The regular work week for most employees is five (5) consecutive days, Monday through Friday.
However, where departmental operations require six (6) and seven (7) day scheduling, the
department head shall have the right to schedule accordingly.

The City agrees not to change an employee's shift or work week, on a temporary basis, solely for the
purpose of avoiding the payment of overtime. This shall not apply to regular seasonal changes.

However, when operating conditions or changes therein necessitate the adoption of new work week
schedules or changes in the present work week schedules, the affected department will discuss the
matter with the Union prior to implementation of the changes. Should a dispute remain, after such
discussion, which involves an alleged violation of this Agreement, the Union may submit a written
grievance directly to the fourth (4th) step of the Grievance Procedure.

23. OVERTIME

A.  Time and one-half (one hundred and fifty percent (150%) of the basic or hourly rate) will be
paid to hourly rated employees as follows:

1. For all hours worked over eight (8) hours in any one service day, except the seventh day
in accordance with Chapter 13, Article 2, Section 12, of the Municipal Code of the City
of Detroit, according to the City Council resolution of May 29, 1962, J.C.C. page 1186,
as amended.

2. For all hours in excess of the regular work week, as provided in Chapter 13, Article 2,
Section 12, of the Municipal Code of the City of Detroit.
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3. Salary Rated Employees - Time and one-half shall be credited or paid to salary employees
as follows:

a. All hours worked over eight (8) in one service day except if such time is worked on
a seventh day or holiday.

b. All hours worked over forty (40) in one service week except as indicated in Section
23, A-3-c and except if such time is worked on a seventh day or a holiday.

c. Employees who are assigned to a work week of less than forty (40) hours, shall be
entitled to time and one-half for all work on the sixth day if they shall have worked
the assigned hours in the work week.

Double Time Overtime

Double time (two-hundred percent (200%) of the basic or hourly rate) will be paid to hourly-
rated and salary-rated employees for work on the seventh day of the work week schedules,
as defined by Chapter 13, Article 2, Section 12 of the Municipal Code of the City of Detroit.

Premium payments shall not be duplicated for the same hours worked.

All of the above shall be in accordance with Chapter 13, Article 2 of the Municipal Code
of the City of Detroit and the Fair Labor Standards Act.

24. SHIFT PREMIUM

Employees who work on afternoon and night shifts shall receive, in addition to their regular
pay, a premium of forty five cents (45¢) per hour for the afternoon shift and.a premium of
fifty cents (50¢) per hour for the night shift according to Chapter 13, Article 2, Section 13 of
the Municipal Code of the City of Detroit.

Shift Starting Times:

The afternoon shift shall be any full-time shift commencing at the hour of 11:00 a.m., or
between the hours of 11:00 a.m., and 6:59 p.m.

The night shift shall be any full-time shift commencing at the hour of 7:00 p.m., or between

the hours of 7:00 p.m., and 3:59 a.m., in accordance with Chapter 13, Article 2, Section 13,
of the Municipal Code of the City of Detroit.
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25. VACATIONS
ELIGIBILITY:

Employees inducted during the course of the fiscal year shall not be eligible for vacation
leave without deduction of pay until they shall have earned at least one thousand hours of
paid time, exclusive of overtime or premium time, and until they have attained status as City
employees for at least six (6) months. When employees qualify, as above stated, they shall
be entitled to five (5) days of vacation leave. Once employees have earned at least sixteen
hundred (1600) hours of paid time, exclusive of overtime, and have attained status as
employees for at least twelve (12) months , they are entitled to five (5) additional vacation
days. In order that an employee's time may be computed on a fiscal year basis, on the July 1
following his first year anniversary date of employment the employee will be entitled to a
prorated vacation leave, computed by multiplying the number of months remaining from the
anniversary date, to the end of the fiscal year by 8.3 percent of ten (10) days and rounding the
product to the nearest whole number. Thereafter, his vacation shall be computed on a fiscal
year basis.

The vacation schedule shall be as follows:

0-6 months No vacation

6 months © 5days

1 year , Additional 5 days

2 through 5 years 10 days

6 years 11 days

7 years 12 days

8 years 13 days

9 years 14 days

10 through 12 years 17 days

13 years 18 days

14 years 19 days

15 years or more 20 days
VACATION PERIOD:

1. Vacations will, insofar as possible, be granted at a time most desired by employees
according to their seniority and in accordance with local supplemental agreements.

2. When an official holiday occurs during a scheduled vacation, the employee shall be
entitled to an additional vacation day.

3. Employees who are on extended sick leave of one (1) month or more on any October 1
date, shall, upon prior written application to the department head and the Finance Director
be entitled to a lump sum payment in lieu of time off for all vacation leave earned during
the preceding fiscal year.
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4. An employee’s vacation bank may not exceed more than forty (40) days, or 320 hours,
on any October 1.

VACATION PRORATION:

Employees who fail to accumulate the required sixteen hundred (1600) straight time regular
payroll hours, those who die and those who are separated from the service, either temporarily
or permanently, so that it is apparent at the time of separation that they will not accumulate
sixteen hundred (1600) hours of straight time pay, shall be entitled to vacation leave before
such separation computed as follows: 8.3 percent of the vacation credit of the previous July 1
multiplied by the number of calendar months in which employees have been paid for not less
than one hundred and sixty (160) straight time regular payroll hours, and rounded to the
nearest whole number. After sixteen hundred (1600) straight time hours are worked in a
fiscal year, employees will be entitled to one hundred percent (100%) of their next July 1
vacation. Employees who have attained status for at least twelve (12) months but have not
yet been placed on a fiscal year basis, and who are separated from the service, shall be entitled
to prorated vacation leave, computed by multiplying the number of months worked from the
one year anniversary date to the date of separation by 8.3 percent of ten (10) days and
rounding the product to the nearest whole day. Current rules governing vacation shall
otherwise continue to apply. This paragraph does not apply to part-time, seasonal or
temporary employees.

CREDITING VACATION:

One hundred percent (100%) of anticipated annual vacation leave will be posted in an
employee's bank after he/she has accumulated sixteen hundred (1600) straight time hours in
a fiscal year. In the event an employee has been credited with more time than he/she has
earned, on the succeeding July 1, or date of separation, whichever comes first, the employee
will have any vacation time credited but not earned charged first against his/her existing
vacation bank, then to his/her swing holiday bank, or failing sufficient time in those two
banks, he/she will be docked for the time.

VACATION PRORATION - LAYOFFS:

An employee who is laid off for an extended period of time beyond thirty (30) calendar days,
will receive a lump sum bonus payment in lieu of any unused vacation credit including that
accrued in the current fiscal year on a pro-rata basis according to Section 25-D.

A recalled employee who received a lump sum bonus credit at the time of layoff for the
current fiscal year will have such credit deducted from the total vacation earned in the fiscal

year in which he/she is laid off.
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