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AGREEMENT 

This Agreement, entered into as of the 7th day of October, 2025 between the 61st Judicial District Court 
(hereinafter referred to as the "Employer" or the "Court") and the Association of Public Administrators of 
Grand Rapids (hereinafter referred to as the "Association"). 

 
RECOGNITION 

 
Section 1.0. Collective Bargaining Unit. The Employer recognizes the Association as the 
exclusive representative 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 of all 
employees of the Employer included in the Bargaining Unit described below: 

 
All full time and regular part time administrative and supervisory employees of the Court (Clerk 
of the Court, Chief Deputy Court Clerk, Chief Probation Officer, Court Information Systems 
Manager, Community Service Work Program Supervisor, Assignment Clerk/Deputy Clerk 
Supervisor, Deputy Clerk Supervisor, Court Administrative Assistant [effective 7/2010 to 
10/2011], Probation Officer I, Probation Officer II, Alternative Sentencing Coordinator, Court 
Administrative Assistant-Administration [effective 10/2011], Court Administrative Assistant-
Finance [effective 10/2011], Victim Service Counselor, Community Intervention Coordinator/Pre-
trial Officer, DART/VIP Coordinator, and Clinical Social Worker) but excluding Judges and 
Magistrates, executive employees (Court Administrator), non-supervisory employees, 
confidential employees, temporary employees, seasonal employees and all other employees. 

 
Section 1.1. Definitions. For purposes of the recognition granted the Association and for purposes of 
this Agreement, the following definitions shall be applicable: 

Full-Time Employee: A full-time employee is an employee who is working at least forty (40) 
hours a week on a regular basis in a job classified by the Employer as permanent. 

Irregular Employee: An irregular employee is an individual not included within the above 
definitions of full-time or regular part-time employee who is working on any other basis, 
including temporary, seasonal or interns. 

The Employer shall advise the Association at least seven (7) days prior to the effective date of the 
change in status of any employee. 

 
Section 1.2. Volunteers and Irregular Employees. The Employer reserves the right to utilize 
volunteers and irregular employees from time to time. Irregular employees shall not be within the 
recognition granted the Union and shall not be covered by the terms of this Agreement. The Union 
recognizes that the performance of bargaining unit work by irregular employees and volunteers shall be 
permitted and shall not constitute a violation of this Agreement; provided however, that such individuals 
shall not be hired or utilized so as to cause a full-time employee to lose time from their regularly 
scheduled hours. 

 
ASSOCIATION RIGHTS 

 
Section 2.0. Collective Bargaining Committee. The Employer agrees to recognize a Collective 
Bargaining Committee consisting of up to three (3) employees selected by the Association in a 
manner determined by the Association. Members of the Collective Bargaining Committee shall act 
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on behalf of the employees covered by this Agreement for the purpose of collective bargaining 
negotiations with the Employer. The Association's Collective Bargaining Committee members are 
also Contract Representatives who shall act in a representative capacity for the purpose of 
processing grievances. Members of the Collective Bargaining Committee may be released from 
work to engage in collective bargaining negotiations, provided such release will not interfere with 
the orderly and efficient operation of the Employer. Members of the Bargaining Committee shall be 
paid at their regular rate of pay for all reasonable time lost from their regularly scheduled hours in 
order to participate in collective bargaining negotiations; provided, however, that preparation for 
negotiations and meetings with other bargaining unit members shall be conducted outside of 
working hours unless authorized in writing by the Court Administrator or designated representative 
or covered by Association leave. Payment of time spent in collective bargaining sessions shall not 
be considered hours worked for any other purpose and shall not result in any entitlement to overtime 
compensation. The Court will grant representatives of the Association up to eighteen (18) hours of 
paid leave time each year (non-accumulative) for use as determined by the Association. Association 
leave must be scheduled in advance with the Court, but requests will be denied if its use would 
conflict with the needs of the Court. 

 
Section 2.1. Grievance Conference Release Time. An Association representative and the 
grievant shall be allowed reasonable release time with pay to prepare for and attend any scheduled 
grievance conferences. However, such release time shall not be considered hours worked for any 
other purpose and shall not result in any entitlement to overtime compensation. 

 
Section 2.2. Arbitration and Administrative Hearing Release Time. The Contract Committee 
representative and the grievant shall be allowed release time with pay to attend scheduled 
arbitration or other administrative hearings. The Contract Committee representative will be allowed 
four (4) hours’ release time with pay to prepare for each scheduled arbitration case. However, such 
release time shall not be considered hours worked for any other purpose and shall not result in any 
entitlement to overtime compensation. 
 
Section 2.3. Special Conferences. The Employer and the Association agree to meet and confer 
on matters of interest upon the written request of either party. The written request shall state the 
nature of the issues to be discussed and the reason(s) for requesting the conference. Discussion 
shall be limited in scope to the matters set forth in the request. The conference shall not be used 
to renegotiate provisions of this Agreement. Special conferences shall be held within fifteen (15) 
workdays of receipt of the request. Each party shall be represented by not more than two (2) 
persons unless otherwise mutually agreed upon. A written summary of the conference discussion 
will be prepared by the Employer's representative and provided to the Association following the 
meeting. Employee representatives of the Association attending special conferences will be paid 
for time spent in special conferences, but only for straight time hours they would otherwise have 
worked on their regular schedule. (Not to exceed more than two (2) employees.) Release of 
Employee/ Association representatives to attend special conferences shall be arranged by the 
Court Administrator. 

 
Section 2.4. No Strike. The Association and its members recognize that strikes by public sector 
employees are illegal in the State of Michigan. The Association agrees not to call or support in any 
manner a strike by its members. The Association's members agree not to engage in a strike and to 
faithfully fulfill their duties and responsibilities as assigned even in the event of a strike or picket by 
any other employees, organizations, or individuals. 

 
Section 2.5. No Discrimination. The Employer and the Association recognize and agree to abide 
by their legal obligations not to discriminate based on race, religion, national origin, sex, age, height, 
weight, marital status, veteran status, or handicap. The parties also agree that they will not 
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discriminate against any employee because of their membership or refusal to join the Association. 
Allegations of violations of this section are not subject to the grievance or arbitration provisions of 
this Agreement and are to be remedied solely through available statutory remedies. 

 
Section 2.6. Identification of Union Representatives. The Court's Administrator shall be 
informed in writing of the names of the Contract Representatives and any changes therein, 
immediately upon their selection or election. The Employer will extend recognition to such 
individuals immediately upon receipt of this notice. The Association shall also advise the Court's 
Administrator in writing of the names of officers of the Association and any changes therein, 
immediately upon their selection or election. 

 
ASSOCIATION SECURITY 

 
Section 3.0. Checkoff. 

 
A. The Employer will advise the Association Treasurer by e-mail of the names of all new 

employees upon their initial hire with the Court in a position covered by this Agreement and 
will provide these new employees with a copy of the checkoff form. The Association will 
provide the Employer with check-off authorization forms. The Employer will forward to the 
Association's business office copies of all completed checkoff forms that are returned to it 
by employees. 

B. During the term of this agreement, the Employer agrees to deduct Association membership 
dues from each employee covered by this Agreement who voluntarily executes and files with 
the Employer a proper checkoff authorization in a form which shall be supplied by the 
Association. Any written authorization which lacks the employee's signature will be returned 
to the Association. 

C. All authorizations filed with the Employer shall become effective the first {1st) full payroll 
period after receipt by the Employer and each succeeding payroll period, provided that the 
employee has sufficient net earnings to cover the amounts to be deducted. These 
deductions will cover Association membership dues owed for the previous payroll period. If 
an employee's net earnings are insufficient to cover the sums to be deducted, the deductions 
shall be made from the next paycheck in which there are sufficient earnings. All dues so 
deducted shall be remitted to the Association at an address authorized for this purpose. 

D. If a dispute arises as to whether or not an employee has properly executed or properly revoked 
a written check-off authorization form, no further deductions shall be made until the matter is 
resolved. 

E. The Employer's sole obligation under this Section is limited to the deduction of Association 
membership dues. If the Employer fails to deduct such amounts as required by this Section, its 
failure to do so shall not result in any financial liability whatsoever. 

Section 3.1. Indemnification. The Association agrees to indemnify and hold the Employer harmless 
against any and all claims, suits, or other forms of liability including but not limited to wages, damages, 
awards, fines, court costs, and attorney's fees that arise out of or by reason of action taken by the 
Employer pursuant to Section 3.0. 
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MANAGEMENT RIGHTS 
 

Section 4.0. Management Rights. The Association recognizes that the prerogatives of the Court 
to operate and manage its affairs in all respects in accordance with its responsibility and the powers 
of authority which the Court has not officially abridged, delegated, or modified by this Agreement 
are retained by the Court. The Management Rights include, but are not limited to the following: 
Utilization of personnel, methods, and processes and manner of performing work; to manage and 
direct the work force; to hire, schedule, promote, transfer, assign, train or retrain employees in 
positions with the Court; to suspend, demote, discharge, or take other appropriate action against 
the employees for just cause. To determine the size and composition of the work force, to eliminate 
or discontinue any job or classification and to lay off employees; to establish job qualifications for 
hiring and acceptable standards of job performance; to establish work rules, rules of conduct and 
safety. To schedule work and overtime as required in the manner most advantageous to the 
Employer. The Employer will attempt to afford overtime assignments equally, insofar as practical, 
among employees who normally perform the work within a classification and department. 
 

SENIORITY 
 

Section 5.0. Seniority. Seniority shall be defined as the length of an employee's continuous 
service with the Court since the employee's last date of hire, provided however that employees 
hired after July 1, 1997 as part time employees will only accrue one half month of seniority for 
each month or portion of a month that they work as a part time employee. Seniority shall entitle 
an employee only to such rights as are expressly provided for in this Agreement. Employees 
who commence work on the same date shall be placed on the seniority list in order of the 
highest social security number. 

 
Section 5.1. Seniority List. The Court maintains a seniority list by classification seniority and 
seniority. The seniority list shall be available to all employees through the Court's computer system 
and a copy provided to the Association's Chairperson when changes are made. 

 
Section 5.2. Probationary Period. Employees hired in the unit shall be considered as 
probationary employees for the first six (6) months of their active employment. The Employer 
may increase the probationary period by an additional three (3) months upon written notification 
to the employee and the Association. Employees who have not completed their probationary 
period may be disciplined, laid off, recalled, terminated or discharged at the Employer's 
discretion without regard to the provisions of this Agreement and without recourse to the 
Grievance Procedure. The Association shall represent probationary employees for the 
purposes of collective bargaining as to all other conditions of employment set forth in this 
Agreement with recourse to the Grievance Procedure. When an employee finishes the 
probationary period, they shall be entered on the seniority list of the unit. There shall be no 
seniority among probationary employees. 

 
WAGE/FRINGE BENEFITS 

 
Section 6.0. Wages. During the term of this Agreement, wages shall be as set forth in 
Appendix A. 

 
Section 6.1. Shift Differential. In the event that the Employer creates a second shift for employees 
in this unit, the Association and the Employer will bargain over shift differential. 
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Section 6.2. Pay Changes. 
 

A. Purpose. The following provisions govern the assignment of pay steps to employees of 
the court covered by this plan. 

 
B. Definitions 

 
1. Promotion means a change in employment to a position class which has a higher 

maximum salary. 
 

2. Demotion means a change in employment to a position class which has a lower 
maximum salary. An employee whose request for a voluntary demotion is granted, shall 
have the change designated as a voluntary demotion. 

 
3. Transfer means a change in employment to another position in any class which has 

the same maximum salary and similar duties and qualifications. 
 

4. Reclassification means the changing of a position from one (1) class to another based on 
the duties involved. 

 
5. Salary Step Increase means an increase in compensation to the next higher step in the 

same pay range. 
 

6. Acting Assignment means an assignment for a limited time to a classification as 
determined by the needs of the service; such assignment does not constitute a 
promotion or change of status, notwithstanding any provision or rule to the contrary. 
Acting assignments will be offered to the employee considered by the Employer to be 
best qualified for the assignment. In the event that no qualified employee desires the 
acting assignment, the acting assignment will be given to the employee with the least 
seniority considered to be qualified for the assignment by the Employer. 

 
C. Anniversary Dates 

 
1. Establishment 

 
a. Original Employment and Re-employment. The date one (1) year after completion of 

the probationary period and the corresponding date each year thereafter. 
 

b. Promotion. The date one (1) year after completion of the new job probationary 
period and the corresponding date each year thereafter. 

 
c. Transfer. The anniversary date remains unchanged. 

 
d. Demotion. The date six (6) months after the effective date thereof and the 

corresponding date each year thereafter. 
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e. Reclassification. The date six (6) months after the effective date thereof and the 
corresponding date each year thereafter. 

 
2. Postponement of Anniversary Date. Layoff, formal leave of absence or other separations 

from the payroll in excess of sixty (60) days shall postpone the anniversary date for the 
total period of separation, but time previously served toward the next anniversary date 
shall be credited when employees return to the payroll. 
 

D. Compensation Determination 
 

1. Original Employment and Re-employment. Employees shall be employed at the lowest 
step for their position class, unless the Chief Judge/Court Administrator determines 
that the needs of the service require that compensation be fixed at a higher salary step. 

 
2. End of Probation. The employee's salary automatically increases to the next higher step of 

his/her salary schedule, provided the employee is not at the maximum salary step of his/her 
range. 

 
3. Anniversary Date 

 
a. Prior to the occurrence of each anniversary date, every employee who has not 

already obtained his/her highest salary step shall be considered for a salary step 
increase on such date. Such consideration shall be made by the employee's 
supervisor. 

 
b. Each consideration found to be in good order by the employee's supervisor shall be 

referred to the Chief Judge/Court Administrator for final determination. 
 

c. Pay increases on anniversary dates shall not be based merely on the passage of time, 
but rather shall be given if the employee's work has been satisfactory relative to the 
requirements of his/her position. 

 
An employee's performance shall be evaluated semi-annually; however, any 
performance deficiency shall be brought to the attention of the employee as noted 
by the supervisor and documented in writing as necessary. Once the employee 
reaches the maximum salary step of their range, they shall be evaluated in writing 
at least annually. 

 
d. In the event a pay increase is not given on an anniversary date, such increase may 

be given prior to the next anniversary date if the employee's work performance 
increases to a satisfactory level relative to the requirements of his/her position. 
Another evaluation would occur in three (3) months, and a satisfactory rating would 
entitle the employee to a step increase. 

 
4. Promotion or Upward Reclassification. Employees who are promoted or whose position are 

reclassified to a class in a higher pay range shall initially be paid at the first salary step in 
such range which is higher than the salary received immediately before such promotion or 
reclassification unless a higher salary step is approved by the Chief Judge. 
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5. Increase Upon Assignment to Temporary Acting Duty. When the urgent needs of the 
service require the acting assignment of an employee to the duties of a higher 
classification for a period in excess of seven (7) calendar days, the Court Administrator 
may order the payment of rate of compensation within the range allocated to such higher 
classification. In the event an acting assignment results in an APAGR unit member 
conducting the business or responsibilities of an unrepresented position, that APAGR 
unit member’s representation shall continue for the length of the acting assignment. 

 
Temporary assignment of higher-level duties for periods of seven (7) calendar days or 
fewer shall not qualify an employee for payments as provided above. 
 

6. Acting Assignment. In the event an APAGR unit member employee is required by the 
Court Administrator to assume the responsibility of a higher ranking/supervisory 
position on a temporary basis for an extended period of time (four or more hours) and 
performs a majority of that supervisor's responsibilities, that employee shall be 
compensated at the first step of the supervisor's salary scale which exceeds the 
employee's current rate of pay. 

 
7. Transfers. An employee who is transferred shall initially be paid at the same salary step 

he/she was on immediately before such transfer. 
 

8. Demotion and Downward Reclassification. An employee who is demoted or whose position 
is reclassified to a class in a lower pay range shall initially be paid at the same salary step in 
the range for the lower position which had been received in the higher position, unless the 
Chief Judge determines that it be in the best interest to assign a higher authorized salary 
step or unless he/she previously held a higher step in the lower class in which case he/she 
shall be paid at the higher salary step. 

 
9. Effective Date of Changes in Compensation. All changes in compensation shall be 

effective as of the date indicated on the payroll advice form. In the case of merit 
increases, the effective date will be the date of the anniversary. 

 
10. Wage Adjustments. Upon completion of performance reviews, the Chief Judge/Court 

Administrator shall make the appropriate wage adjustments for each covered employee, 
based on satisfactory performance evaluations and the conditions of this agreement 
relative to the requirements of his or her position. 

 
11. Other Pay Changes. Compensation changes resulting from promotions, transfers, 

demotions, and reclassifications shall be consistent with the terms of this agreement and 
shall be effective as of the date indicated on the payroll advice form. 

 
Section 6.3. Car Allowance. Employees properly authorized and directed by the Employer to use 
their personal automobiles in the performance of Employer business shall be paid at the city 
approved rate per mile for such use. 
 
Section 6.4. Parking. Employees regularly assigned to work at the Kent County Courthouse 
and to drive their personal automobile to work will be provided free parking space at the 
City/County ramp. Free parking may be excluded on certain high-use days. Notice of such 
non-use days will be posted on the Association bulletin board and given to the designated 
Association representative. In order to encourage the use of public transit and car-pooling, 
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employees eligible to receive parking paid at Court expense who elect not to have a parking 
card will be paid a parking incentive in the amount of 70% of the cost of the employee access 
card paid to Parking Services. Employees will be able to add or drop parking card privileges 
in accordance with the procedures developed by the Court. 

 
Section 6.5. Bonding. Should the Employer require any employee to give bond, cash bond shall 
not be compulsory, and any premium involved shall be paid by the Employer. 

 
Section 6.6. Tuition Reimbursement. Each employee in the bargaining unit will be eligible to 
receive reimbursement for the costs of college tuition in accordance with the following provisions: 

 
A. The employee must receive a final course grade of a "C" or better. Courses for 

reimbursement must be approved by the Employer in advance. 
 

B. Only tuition costs are subject to being reimbursed (e.g., books and lab fees would not be 
reimbursed). 

 
C. Each employee may be entitled to receive reimbursement for up to six (6) courses per fiscal 

year, subject to availability of funds. 
 

D. Each request for tuition reimbursement shall be submitted to the Court Administrator along 
with a brief explanation as to how the course will benefit the employee in his/her 
employment with the Employer. 

 
Each request shall be considered on its merits and no request shall be unreasonably denied. 
A request may be denied or granted in part where the reimbursement amount requested by 
all City employees exceeds the amount budgeted by the City for tuition reimbursement. 

 
Section 6.7. Training Programs. Training programs are available to professional and 
management employees through the Human Resources Department. Training programs are 
developed to increase employee skills and effectiveness to meet on-the-job requirements. Human 
Resources Department Staff is available to provide assistance in identifying training needs and 
coordinating and conducting training programs. 

 
Section 6.8. Support Programs. Counseling services to help identify the causes of deteriorating 
job performance are available to employees through the Human Resources Department. 
Employees are referred to outside agencies for assistance in problem resolution as appropriate. 
 
Section 6.9. Conferences. Depending on the departmental service program, employees may be 
selected to attend conferences or other functions that contribute to their professional development. 
A department director may request in his/her budget a professional development allocation to be 
used at his/her discretion for professional development purposes. The requested allocation may 
be expended for any professional development purpose unless otherwise restricted by the Chief 
Judge, as in the case of travel bans or freezes. 

 
Section 6.10. Overtime. Employees who work over 40 hours in a week shall be entitled to 
compensatory time or overtime pay. Employees in the classifications of Clerk of the Court or 
Deputy Court Administrator or above classification of 5DA salary, shall accrue time as 
compensatory time. Employees in classifications at a 5DA salary range or below shall accrue time 
at one and one-half times. Any other overtime worked shall be paid out in the pay period in which 
it was earned. Compensatory time off shall be mutually scheduled between the employee and 
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his/her supervisor. Time not used by the last day of employment will be paid off at the wage rate 
in effect at the time of termination. All overtime must be authorized. The Court Administrator shall 
determine the procedure for authorizing overtime. 

 
Section 6.11. Direct Deposit/Debit Card. All employees will be required to have their paycheck 
directly deposited into a bank or financial account or to receive their pay by means of a debit card. 

 
Section 6.12. Retention Pay. 

 
A. Definitions for Purposes of this Section. Retention pay is defined as a supplemental salary 

payment based on the length of continuous service. Continuous service is that service 
uninterrupted by resignation or discharge. Employees eligible for retention pay received 
adjusted payments at specified intervals in accordance with the following schedule: 

 
Service Years   Amount    Retention Pay Step 

 
5 through 9    $300 per year    L1 
10 through 14   $600 per year    L2 
15 through 19   $900 per year    L3 
20 through 24   $1,200 per year   L4 
25 and over   $1,500 per year   L5 

 
B. Retention Qualification Date. An employee qualifies for retention pay on the date when five 

(5), ten (10), fifteen (15), twenty (20), or twenty-five (25) years of continuous service are 
completed. 
 

C. Retention Earning Date. The retention earning date refers to the date an employee begins 
to earn retention pay and shall be the first day of the month immediately following his/her 
retention qualification date. 

 
D. Payment of Retention Pay. 

 
1. Retention pay is paid on an employee's cumulative base salary during the earnings period 

immediately preceding June 1 or December 1. 

2. Retention pay shall be for periods of service from June 1 to November 30, payable on the 
first payday in December; and from December 1 to May 31, payable on the first payday in 
June. 

 
E. Effect of Layoff and Leave of Absence on the Retention Qualification Date. 

1. An unpaid leave of absence or a layoff of sixty (60) days or less does not postpone the 
retention qualification date of an employee. 

2. An unpaid leave of absence (except for a military leave) or layoffs in excess of sixty (60) 
days postpones the retention qualification date for the total period of separation. 
However, time previously served toward the next retention qualification date will be 
credited when the employee returns to the payroll. 
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F. Effect of Termination on Retention Pay. 

1. An employee terminating employment with the Employer prior to June 1 or December 
1 will receive retention pay on a prorated time basis for the full calendar months served. 

2. An employee absent from service due to leave of absence or unpaid leave will receive 
retention pay on a prorated time basis for the full calendar months served and payable 
upon the employee's return to service. 

3. An employee who works twelve (12) or more days in any calendar month will earn 
retention credit for that month. 

 
PENSION 

 
Section 7.0. Pension Plan. The Pension Plan presently in effect for Court Employees under the 
provisions of City of Grand Rapids Pension Ordinance Article 1 (Pension System Sections 1.190-1.203), 
Article 4 (Supplemental Allowance Benefit Sections 1.290- 1.294), Article 6 (Thirteenth Check Pension 
Supplement - General Pension System Sections 1.302-1.319) and Article 7 (Medicare Supplement 
Trust Fund Section 1.320), as the same may be lawfully changed from time to time by the City of Grand 
Rapids in accordance with this section, shall be continued for the life of this Agreement. Amendments 
to the Pension Ordinance may be made and approved by the City Commission only to the extent that 
such amendments do not modify or diminish in any way and are not in conflict with the benefit levels 
or retirement options contained in the pension plan. The Association shall be notified of any 
proposed City Commission amendment(s) at least thirty (30) days prior to the submission to the 
City Commission, and the parties shall meet and confer regarding such amendment(s) upon 
request from the Association. A dispute regarding whether an amendment to the Pension 
Ordinance modifies or diminishes in any way or is in conflict with the benefit levels or retirement 
options contained in the pension plan is subject to the grievance and arbitration provisions of this 
Agreement, but all other disputes regarding the Pension Plan such as the payment of benefits 
under its provisions are to be resolved in accordance with the provisions of that Pension Plan and 
are not subject to the grievance and arbitration provisions of this Agreement. 

 
Under this pension plan, the retirement benefit for normal retirement is an allowance equal to the 
employee's final average salary multiplied by two and seven tenths percent (2.7%) times the 
employee's period of credited service to the nearest one-twelfth year up to a maximum multiplier 
of 94.5% (97.5% for employees hired prior to 1-1-2005). An employee's final average salary is 
determined by an average of the employee's three (3) highest calendar years of compensation 
during their years of employment while a member of the retirement plan, with the employee's 
compensation calculated as the employee's rate of salary including retention pay and vacation 
pay, but excluding overtime pay, holiday pay and other fringe benefits. Normal retirement benefits 
are available at age 62 with 10 or more years of service or at any age with 30 or more years of 
service. Early retirement benefits, non-duty disability retirement benefits and duty disability 
retirement benefits are available to employees who meet the requirements for those retirements. 
All employees contribute 4.00% of their gross pay to the retirement plan. 

 
Effective July 8, 2012, employees hired prior to September 13, 2011, will have a 1.8% pension 
multiplier with an employee contribution rate of 4.00% for all years of service on or after July 8, 
2012, unless they elect a multiplier from the four options listed below by April 30, 2012: 

 
A. Elect a 2.7% multiplier and contribute an additional 5.27% of base wages for a total 

contribution of 9.27%. 
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B. Elect a 2.5% multiplier and contribute an additional 4.02% of base wages for a total 

contribution of 8.02%. 
 

C. Elect a 2.2% multiplier and contribute an additional 2.35% of base wages for a total 
contribution of 6.35%. 

 
D. Elect a 2.0% multiplier and contribute an additional 1.22% of base wages for a total 

contribution of 5.22%. 
 

This election will be irrevocable. 
 
Section 7.1. Defined Contribution Retirement Plan. Employees hired on or after September 13, 2011, 
shall be placed in a DC Plan with an employer contribution level of seven percent (7.00%) and an 
employee contribution level of six percent (6.00%). 

 
Section 7.2. 13th Check Pension Supplement. A 1% non-compounding pension escalator after 
four (4) years of retirement shall be applied to all employees who retire after October 21, 2008. The 
13th check shall be eliminated for all employees who retire after October 21, 2008, but those retirees 
would be considered as eligible retirees for purposes of determining how the 13th check is 
calculated and distributed. A complete summary of the benefits available under the Pension Plan 
is available through the City Retirement Office. 

 
VACATION 

 
Section 8.0. Vacation Crediting. During the initial calendar year of employment, full time 
employees shall be immediately credited with an amount of vacation leave based upon the monthly 
earned rate of eight (8) hours times the number of months remaining in the calendar year from the 
date of employment. (This monthly earned rate is arrived at by dividing the maximum vacation 
hours that can be credited for the first year by the number of months in a year (120 ÷ 8 = 15). On 
the first day of the calendar year following the date of employment, a full-time employee shall be 
credited with 120 hours (15 workdays) of vacation leave. Regular part time employees who work 
at least half time will be credited with prorated vacation leave upon initial hire and on the first day 
of the calendar year following the date of employment based upon the ratio of their regular 
scheduled hours in a month (excluding overtime) to 160, times the amount of vacation leave that 
would have been credited to a full time employee, rounded to the nearest half hour. 
 
Regular part time employee who work at least half time will be credited on the same date with 
prorated vacation based upon the ratio of their regular scheduled hours to that of a full time 
employee, rounded to the nearest half hour (.5 FTE will earn 60 hours after 1 year and .75 FTE will 
earn 90 hours). 

 
On the first day of the calendar year following completion of an employee's second (2nd) through 
thirteenth (13th) years of continuous service, full-time employees will be credited with vacation leave 
in accordance with the following schedule: 

 
Years of Continuous Service   Vacation Leave Credited on January 1 

 
1 year      120 hours (15 days) 
2 years     128 hours (16 days) 
3 years     136 hours (17 days) 
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4 years     144 hours (18 days) 
5 years     152 hours (19 days) 
6 years     160 hours (20 days) 
7 years     168 hours (21 days) 
8 years     176 hours (22 days) 
9 years     184 hours (23 days) 
10 years     192 hours (24 days) 
11 years     200 hours (25 days) 
12 years     208 hours (26 days) 
13+ years     216 hours (27 days) 

Full time employees earn 1/12th of their annual vacation accrual when they work for or receive pay 
from the Employer for at least ninety-six (96) hours during any calendar month.  

 
The Court reserves the right to place newly hired employees at advanced steps on the vacation 
schedule. 

 
Section 8.1. Vacation Definitions 

 
A. Service is defined as any period of time for which an employee receives wages. 

 
B. Vacation Day is that period of time equal to eight (8) hours or one (1) regularly scheduled 

normal workday. 
 

C. Work Week is that period of time equal to forty (40) hours or the normal number of hours 
worked by an employee during a regular work schedule. 

 
D. Continuous Service is service as defined by (a) above, uninterrupted by resignation or 

discharge. 
 
Section 8.2. Use of Vacation. Vacation will be scheduled with due regard for employee preference and 
service needs. Employees shall be allowed to maintain a maximum accumulation of fifty (50) days of 
vacation from one calendar year to another. Any earned vacation in excess of fifty (50) days shall be 
considered void. Provided, however, that any employee may maintain a balance of seventy-eight (78) 
days between the calendar period from January 1 and November 30 of each calendar year. An employee 
who is in jeopardy of losing vacation days in any year may elect to convert up to forty (40) hours of 
vacation into sick leave hours. The employee must give written notice to the Court Administrator of such 
election by November 15th in order to convert vacation into sick leave during that year. An employee 
will be limited to a maximum conversion of one hundred twenty (120) hours during their employment 
with the Court. 
 
Section 8.3. Cash in Lieu of Vacation Leave. Upon termination or death, an employee will be paid 
in full for all unused vacation. Each year, a maximum of three weeks can be sold back to the court 
at 2/3 value in the month of November. Employees who chose this option must maintain a minimum 
balance of 80 hours of vacation time after November 30. 
 

GRIEVANCE PROCEDURE 
 
Section 9.0. Grievance Definition. A grievance is any dispute, controversy or difference between 
the Employer and a bargaining unit employee or employees on any issues with respect to, on 
account of or concerning the meaning, interpretation or application of this Agreement or any terms 
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or provisions thereof. This shall not be interpreted to include arbitration concerning renegotiation of 
the Agreement or its parts. A grievance shall refer to the specific provision or provisions of the 
Agreement alleged to have been violated. Any grievance not conforming to the provisions of this 
paragraph shall be denied. Upon mutual agreement, the Employer and the Association may 
consolidate or combine multiple grievances relating to a single incident.  
 
Section 9.1. Grievance Time Limits. The time limits established in the grievance procedure shall 
be followed by the parties hereto. If the time procedure is not followed by the Association or the 
employees represented by the Association, the grievance shall be considered withdrawn. If the time 
procedure is not followed by the Employer, the grievance shall automatically advance to the next 
step, excluding arbitration. The time limits established in the grievance procedure may be extended 
by the mutual agreement of the parties provided the extension is reduced to writing and the period 
of extension is specified. Saturdays, Sundays and holidays recognized under this Agreement shall 
not be counted as working days under the time procedures established in the grievance procedure. 
All other days shall be considered to be working days, even if a particular employee does not actually 
work on that day. 
 
Section 9.2. Grievance Procedure. Grievances will be processed in the following manner and 
within the stated time limits. 
 

Step 1. Oral Step. Any potential grievance may be discussed verbally by the potential grievant 
and the APA Representative and the Court Administrator. If the matter is not resolved in such 
discussion, it may be initiated as a grievance in Step 2. 

 
Step 2. Written Step. Step 2 grievances must be initiated in writing within ten (10) working days 
of their occurrence, not including the day of occurrence. Within ten (10) working days of such 
presentation, the Court Administrator shall meet with no more than three (3) representatives of 
the Association to discuss the grievance. The Court Administrator shall reply to the grievance in 
writing within ten (10) working days of such meeting, not including the day of presentation. If not 
settled by such answer, the grievance may be advanced to Step 3. The Association may initiate 
its grievances at Step 2 of the grievance procedure and must process them through Step 2 before 
they are taken to Step 3. An Association grievance is one in which a right given by this Agreement 
to the Association as such is alleged to have been violated or is one in which the employee's 
immediate supervisor did not take the action complained of or is one in which the action 
complained of represents Employer policy. 
 
Step 3. Arbitration. The Association may request arbitration of any unresolved grievance which 
is arbitrable by delivering a written request to arbitrate to the Court Administrator within forty-five 
(45) calendar days following the receipt of the Court's written disposition in Step 2 of the grievance 
procedure. If the Court fails to answer a grievance within the time limits set forth in Step 2 of the 
grievance procedure, the Association may request arbitration by delivering a written request to 
arbitrate to the Court Administrator not later than forty-five (45) calendar days following the date 
the Court's written Step 2 disposition was due. If the Association does not request arbitration within 
the time limits established herein, the grievance shall be considered withdrawn. 

 
The Employer and the Association will arrange for a pre-arbitration conference within five (5) working 
days after the timely submission of a request to arbitrate. The purpose of the pre-arbitration conference 
shall be to attempt to resolve the dispute. If the matter cannot be resolved, the parties shall first attempt 
to mutually select an arbitrator from the attached list to resolve the dispute. If the parties are unable to 
mutually agree upon an arbitrator, the Association shall, within ten (10) working days request the 
Federal Mediation and Conciliation Service to provide a panel of seven arbitrators. If the Association 
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does not submit a Request for a Panel of Arbitrators with the FMCS within the time limits established 
herein, the grievance shall be considered settled. 

 
The arbitrator shall be selected from the panel submitted by FMCS by each party alternately 
striking the name of an arbitrator. The Association shall strike the first name from the list of 
arbitrators. After six arbitrators have been struck, the remaining individual shall serve as the 
arbitrator. Should the parties mutually determine that any panel of arbitrators is unsatisfactory, 
that panel may be rejected and another requested. 

 
Section 9.3. Election of Remedies. It is expressly understood and agreed that taking an appeal to 
the Arbitrator or Chief Judge constitutes an election of remedies and a waiver of any and all rights 
of the appealing party and any person or persons he, she or it represents to litigate or otherwise 
contest the appeal subject matter in any court, administrative agency, or other forum. 
 
Section 9.4. Arbitrator's Decision. The arbitrator's decision shall be final and binding upon the 
Association, the Court and the employees in the bargaining unit; provided however, that either party 
may have its legal remedies if the arbitrator exceeds the jurisdiction provided in this Agreement. 
 

DISCHARGE AND DISCIPLINE 
 

Section 10.0. Discipline. In cases of discharge or discipline, a representative of the Employer shall 
give prompt notice thereof to the employee and the employee's APA Representative. Such notice 
shall be confirmed in writing within three (3) working days following the day of discharge or imposition 
of discipline, excluding Saturdays, Sundays, holidays and the day of occurrence. In cases of 
letters of warning, such letters shall be given to the employee affected and a copy thereof to 
such employee's APA Representative. The affected employee will be allowed to discuss his/her 
discharge or discipline with his or her APA Representative. In the case of discharge or 
suspension, the Employer will make available a room where the employee may discuss the 
matter with the APA Representative before being required to leave the Employer's property. 
The time allowed for such purpose shall not exceed a reasonable time as determined by 
Management. 
 
Section 10.1. Notice of Complaints. Every employee shall be entitled to and shall receive a copy 
of any and all notices or complaints filed by an employee, supervisor or any other Court administrator 
or Department or Division Head in the employee's personnel record which relates to, is or may be 
made the basis for disciplinary action up to and including discharge of such employee by the Court. 
 
Section 10.2. Reprimands. If the Employer has the reason to warn or reprimand an employee, it 
shall be done in a manner that is consistent with good employee relationship principles. 
 
Section 10.3. Drug and Alcohol Testing. The Court shall have the right to require an employee to 
be tested for the presence of alcohol or drugs if it has reasonable cause to believe that the employee 
is under the influence of alcohol or drugs. 
 
Section 10.4. Rules of Conduct. Rules of conduct dealing with job related activity by Court 
employees have existed for years and will continue in effect. However, it is also recognized that 
since the Employer is both a public institution and an agency whose personnel administer the 
civil and criminal laws, the conduct of its staff is also important for the proper operation of the 
Employer. At a minimum, this means that Court personnel can be expected to observe the law 
at all times and that violation of the law constitutes unacceptable conduct by those whose duty 
it is to administer it. To that end, it is understood that the fact of conviction of either a felony or 
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of a non-traffic misdemeanor which involves theft, fraud or dishonesty (including issuance of non-
sufficient fund checks), an assaultive or sex offense, malicious destruction of property or 
possession or trafficking in drugs or controlled substances constitutes just cause for disciplinary 
action by the Employer up to and including discharge. 
 

LAYOFF/RECALL 

 
Section 11.0. Layoff. In the event the Employer determines to reduce the number of positions 
in the bargaining unit, employees will be laid off in accordance with the following: 

 
A. The Employer shall determine the number of positions in each classification that shall 

be eliminated. 
B. Within each classification affected by the layoff, the first employee or employees to be 

laid off shall be regular part-time employees who have not completed their initial 
probationary period with the Court (if any). 

 
C. Within each classification affected by the layoff, the next employee or employees to be 

laid off shall be full time employees who have not completed their initial probationary 
period with the Court (if any). 

 
D. Within each classification affected by the layoff, the next employee or employees to be laid 

off shall be regular part-time non-probationary employees (if any) by inverse order of 
seniority. 

 
E. Further layoffs from the particular job classification affected by the layoff shall be 

accomplished by the layoff of full-time employees in inverse order of seniority. 
 
The Employer will endeavor to provide at least thirty (30) calendar days advance written notice of 
the layoff, but employees will be given at least seven (7) calendar days prior written notice except 
in situations beyond the control of the Court. 

 
Section 11.1. Displacement Rights after Layoff. Employees with seniority who are laid off shall 
be entitled to displace another employee under the following conditions: 

A. Displacement within Prior Classification. A laid off employee may displace the least 
senior employee in a lower or equally paid classification that they were previously assigned 
to on other than a temporary basis if they presently have the necessary qualifications, skill, 
ability, and experience to perform the work in the other job classification in an effective and 
efficient manner, have greater seniority than the employee to be displaced and elect to 
exercise their displacement rights within three (3) working days of notification of their layoff. 

B. Displacement outside of Prior Classification. In addition to displacing the least senior 
employee in a lower paid classification that they were previously assigned to on other than 
a temporary basis, an employee with seniority may displace the least senior employee in a 
lower paid classification if they presently have the necessary qualifications, skill, ability, and 
experience to perform the work in the other job classification in an effective and efficient 
manner, have greater seniority than the employee to be displaced. For purposes of this 
section, the following is the order of lower paid classifications: 
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(1) Clerk of the Court 
(1) Deputy Court Administrator 
(2) Chief Probation Officer 
(3) Deputy Chief Probation Officer* 
(3) Court Information Systems Manager 
(3) Community Service Work Program Supervisor 
(3) Deputy Clerk Supervisor* 
(4) Deputy Clerk Supervisor* 
(5) Court Administrative Assistant* 
(5) Probation Officer II 
(6) Probation Officer I 
(6) Chief Deputy Court Clerk 
(6) Alternative Sentencing Coordinator 
(7) Court Administrative Assistant-Administration 
(7) Court Administrative Assistant-Finance 
(7) Community Intervention Coordinator/Pre-Trial Officer 
(7) Victim Services Coordinator 
(8) DART/VIP Coordinator. 
*Historical Classification 

 
An employee must elect to exercise their displacement rights within three (3) working days of 
notification of their layoff. An employee displaced under this Section shall be indefinitely laid off 
unless that employee is also entitled to exercise displacement rights under this Section. An 
employee exercising displacement rights under this Section retains the right of recall to their 
former classification. There is a rebuttable presumption that an employee retains the necessary 
qualifications, skill, ability and experience to perform the work in another classification in an 
effective and efficient manner if they worked in that position on other than a temporary basis within 
five (5) years of the time of their layoff. 

 
Section 11.2. Recall. When it is determined by the Employer to increase the number of 
positions in a particular classification, employees with seniority who have been laid off and who 
had previously been employed in the classification with the increased number of positions will be 
recalled in inverse order of layoff, provided that the recalled employee presently has the 
necessary qualifications, skill and ability to perform the required work in an effective and efficient 
manner. The new position shall be posted for bid in accordance with Article 14 if there are no 
employees with recall rights who had previously been employed in the classification with the 
increased number of positions. In the event that the job bidding process creates a vacancy in a 
different  classification, employees with recall rights who had previously been employed in the 
classification with the vacancy created through the job bidding process will be recalled in inverse 
order of layoff, provided that the recalled employee presently has the necessary qualifications, 
skill and ability to perform the required work in an effective and efficient manner. The Employer 
may fill the position on a temporary basis without regard to seniority pending completion of the 
recall procedure. Employees with seniority retain recall rights for a period of up to two years or 
the length of their seniority at the time of the layoff, whichever is lesser. 

 
Section 11.3. Recall Procedure. When employees are to be recalled from layoff, the following 
procedures shall be followed: 

 
A. The Employer may attempt to provide personal notification or to telephone the 

employee first in an effort to give the employee notification of recall. If the employee 
could not be personally contacted or contacted by telephone, or if the Employer 
determines not to use personal contact or telephone contact, the Employer shall 
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attempt to give the employee notification of recall together with the required return to 
work date by certified mail, sent to the employee's last known address. 

 
B. Employees have the obligation to advise the Employer of their intent to accept or decline 

the recall to work within seventy-two (72) hours of notification of recall by telephone or 
delivery of notice of recall by certified mail. Employees who decline recall shall be 
considered to have voluntarily quit. Employees who fail to respond within the seventy-two 
(72) hour period shall be considered to have voluntarily quit, unless the employee's failure 
to respond by the required date is for a reason satisfactory to the Employer. 

 
C. Recalled employees are required to report for work on the required return to work date or 

within fourteen (14) calendar days or such later date as may be mutually agreed to in writing 
following notification of recall by personal notification, telephone or following delivery or 
attempted delivery of notice of recall by certified mail, whichever is later. Employees who 
fail to report for work by the required date shall be considered to have voluntarily quit, unless 
the employee's failure to report on the required date is for a reason satisfactory to the 
Employer. 

 
Section 11.4. Deviations from Seniority. The Court in its discretion may approve deviations from 
seniority in order to prevent the layoff or bumping of an employee from their current position who 
has bi-lingual skills that are presently being utilized in the performance of that position or to prevent 
the layoff or bumping of an employee from their position who is trained to perform substance abuse 
assessments and is currently performing substance abuse assessments as a regular part of their 
normal duties. In such cases, written notification of the Court's determination of the reasons it 
determined to deviate from seniority will be provided to the employees affected by the deviation 
and the Chairperson of the Association. 

 
PROMOTIONS/VACANCIES 

Section 12.0. Vacancies. When the Court elects to fill a newly created or vacant position(s) within 
the bargaining unit, notice shall be posted and provided to the Association at least seven (7) 
working days prior to the application deadline. The Employer shall determine the appropriate 
method to provide notice of the vacancy, including such methods as bulletin board postings and 
e-mail communications. Applicants, internal and external, will be assessed based on the 
Employer's assessment of the best qualified candidate for the position. This procedure shall apply 
to both lateral transfers and to promotional opportunities. Unsuccessful internal candidates, upon 
request made in writing, will be given a statement of the reason(s) why the applicant was not 
selected, provided, however, it is understood that the Employer's decision and selection and the 
reasons given therefore are not subject to challenge in the grievance and arbitration procedure. 
 
Section 12.1. New or Changed Jobs. Existing classifications or job descriptions may be changed 
during the term of this Agreement, but only after notice of intended change is given to the 
Association and, if requested within ten (10) days thereafter, a special meeting is held thereon. 
New positions may be established and the salary range determined by the Employer in accordance 
with Court Budget requirements. The parties will negotiate as to whether or not new or changed 
positions should be included in the bargaining unit. Failing agreement, the matter shall be resolved 
through determination by the Michigan Employment Relations Commission. If any bargaining unit 
job is changed or newly created, the rate of pay shall be subject to negotiation by the parties. 

 
Section 12.2. New Job Probationary Period. Employees who are promoted to a new 
position shall be required to serve a new job probationary period of six (6) months in the new 



21 
 

position to prove that they have the skill and ability to perform all the requirements of the 
position. The Employer reserves the right in its sole discretion to disqualify an employee and 
return the employee to the employee's prior classification at any time during the new job 
probationary period. An employee will also be returned to their former classification during the 
first thirty (30) days of this period upon the employee's request. 

 
LEAVES OF ABSENCE 

 
Section 13.0. Paid Sick Leave. 

 
A. Definitions 

  
1. For purposes of this Section 13, a "Family Member" is:  

  
a. A biological, adopted or foster child, stepchild or legal ward, a child of a 

domestic partner, or a child to whom the employee stands in loco parentis.  
b. A biological parent, foster parent. stepparent, or adoptive parent or a legal 

guardian of an employee or an employee's spouse or domestic partner or an 
individual who stood in loco parentis when the employee was a minor child.  

c. An individual to whom the employee is legally married under the laws of any 
state or domestic partner.  

d. A grandparent or grandchild.  
e. A biological, foster, or adopted sibling.  
f. An individual related by blood to the employee.  
g. An individual whose close association with the employee is the equivalent of a 

family relationship.  
h. A father-in-law, mother-in-law, brother-in-law, or sister-in-law of the employee.  

  
2. Service is defined as any period of time for which an employee receives wages (excluding 

income maintenance payments).  

3. Supplemental Employment is defined as a compensated off-duty job including self-
employment which may provide sick leave benefits, health and accident insurance, workers’ 
compensation, or any combination thereof.  

B. Regular Use  

The regular use of sick leave entitles an employee to use the employee accumulated sick leave 
for any absence including: 

  
1. The employee's mental or physical illness, injury, or health condition; medical diagnosis. care, 

or treatment of the employee's mental or physical illness, injury, or health condition; or 
preventative medical care for the employee.  

2. For the employee's Family Member's mental or physical illness, injury, or health condition, 
medical diagnosis, care, or treatment of the employee's Family Member's mental or physical 
illness, injury, or health condition or preventative medical care for a Family Member of the 
employee.  
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3. If the employee or the employee's Family Member is a victim of domestic violence or sexual 
assault, for medical care or psychological or other counseling for physical or psychological 
injury or disability, to obtain services from a victim services organization, to relocate due to 
domestic violence or sexual assault. to obtain legal services, or to participate in any civil or 
criminal proceedings related to or resulting from the domestic violence or sexual assault.  

4. For meetings at a child's school or place of care related to the child's health or disability, or 
the effects of domestic violence or sexual assault on the child.  

5. For closure of the employee's place of business by order of a public official due to a public 
health emergency, for an employee's need to care for a child whose school or place of care 
has been closed by order of a public official due to a public health emergency, or when it has 
been determined by the health authorities having jurisdiction or by a health care provider that 
the employee's or employee's Family Member's presence in the community would jeopardize 
the health of others because of the employee's or Family Member's exposure to a 
communicable disease, whether or not the employee or Family Member has actually 
contracted the communicable disease. 

6. Blood Donation. An employee will be permitted two (2) absences per year for the purpose of 
donating blood (in addition to the City's blood donation program), such absences to be 
considered the same as "Doctor's time" and subject to the same conditions.  

 
C. Sick Leave Accumulation  

1. An employee accumulates one day of sick leave for each calendar month of service in which 
the employee is paid twelve (12) or more complete days or as necessary to meet other 
minimums required by law, including the Earned Sick time Act, MCL 408.963, as amended.  

2. Unused sick leave days shall accumulate from year to year to an unlimited amount.  

D. Recording Use of Sick Leave  

Sick leave shall be charged to the nearest one-tenth (1/10) hour.   
  

E. Bereavement Leave  

1. An employee is entitled to take up to three (3) days bereavement leave (paid leave without 
charge to sick leave) upon the death of any member of the employee’s immediate family.  For 
the purpose of this provision only, immediate family means spouse, child, parents, 
grandparents, grandchildren, brother, sister, father-in-law, mother-in-law, brother-in-law. 
sister-in-law, four grandparents-in-law of the employee, son-in-law and daughter-in-law.  

2. An employee is entitled to use up to three (3) days of the employee accumulated paid sick 
leave for any absence necessitated by serious injury, acute critical illness requiring 
emergency medical treatment, or death of any member of the employee’s Family Member 
upon application approved by the employee department or division director.  Extension of time 
will be permitted in exceptional circumstances upon application approved by the Court 
Administrator.  
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3. An employee is entitled to use the employee accumulated paid sick leave in lieu of vacation 
for illness or injury while on vacation upon application approved by the employee department 
or division director.  Such use is subject to substantiation as hereinafter provided.  

  
F. Excluded Uses  

1. Paid sick leave shall not be authorized: 
 
a. For personal injury incurred in supplemental employment, 

 
b. For personal convenience or private business, recreational purposes, or 

supplemental employment.  
  

G. Substantiation  

An employee will be required to substantiate the use of sick leave by such reasonable means as 
the employee department head or the Court Administrator may require for absences of three (3) 
or more consecutive working days. Intentional falsification of any sick leave affidavit or fraudulent 
use of sick leave will be grounds for disciplinary action up to and including discharge.  
  

H. Physical Examination  

An employee on authorized absence for more than ten (10) working days due to illness or for any 
period due to injury shall return to duty only after an examination and release from work by the 
Employer’s Medical Designee.  

   
I. Pay for Unused Sick Leave  

Unused accumulated sick leave will be paid to employees who resign, retire, or are permanently 
laid off with ten (10) years or more of continuous service. For retiring employees, the sick leave 
pay-off schedule is as follows:  

  
1. 1 through 90 days at the rate of $1 per day x the employee’s years of continuous service  

  
2. 91 through 180 days at the rate of $2 per day x the employee’s years of continuous 

service.  
  

3. 181+ days at the rate of $3 per day x the employee’s years of continuous service.  
  

Employees who resign and employees with 4-10 years, are paid at one-half (½) the rates listed 
above.  

  
J. Conversion of Unused Sick Leave to Pension Credited Service  

  
As an alternative to the tiered $1, $2, and $3 per day payment for unused sick leave (provided 
under Section J above), an employee may elect to convert unused sick leave to up to one (1) year 
of credited service under the City of Grand Rapids General Retirement System as provided 
herein.  An employee shall not be paid for any remaining hours of sick leave under Section J 
above after converting to the maximum of one (1) year of credited service.   

  
Employees who participate in the City of Grand Rapids General Retirement System who retire or 
separate with a deferred retirement with ten (10) or more years of continuous service may elect 



24 
 

to receive pension service credit for unused sick leave.  Two Thousand Eighty (2,080) hours of 
sick leave shall be required to achieve one (1) year of pension service credit.  Lesser amounts 
shall be converted on a pro-rated basis as determined by the Retirement Systems office. Any 
such additional credited service received upon conversion of unused sick leave upon retirement 
or separation with a deferred retirement under these provisions shall be used solely for the 
purpose of computing the member’s life allowance and shall be subject to the percentage caps of 
Article 22, Section B.  

  
K. Notification  

An employee who expects to be absent on sick leave must notify the employee department prior 
to the start of the employee scheduled shift as promptly as practical depending on the 
circumstances. Except as prohibited by law, failure to do so may result in denial of the employee 
claim for paid sick leave. The employee will report the employee status every third working day 
of absence unless hospitalized.  

  
Section 13.1. Humanitarian Clause. On an individual basis, employees within the bargaining unit 
may donate accrued sick time, compensatory time or vacation time to another employee within 
the Court if (a) the recipient or a member of his/her immediate family (as defined in Article 16, 
Section A.1.) is sick or dies, and (b) all of the recipient's accumulated sick, compensatory and 
vacation time has been exhausted (or, in the case of vacation time, its use has not previously 
been approved by the recipient's supervisor). Time so donated shall be considered as time used 
and, in the case where the hourly rates of the donor and recipient are different, the dollar value of 
the time donated shall be adjusted to the nearest quarter hour. 

 
Section 13.2. Jury Duty Leave. Employees shall be given leave of absence with pay for working 
time lost when called to serve on jury duty. Such employees shall be paid at their regular rate for 
all working time lost, up to forty (40) hours per week. In consideration of receiving their regular 
pay, employees shall assign to the Employer all remuneration received for jury duty or as witness 
fees during the same period, excluding mileage and meal allowances. 

 
Section 13.3. Unpaid Personal Leave of Absence. The Employer may, in its discretion grant an 
employee a personal leave of absence without pay for reasons not covered by the FMLA for 
a period not to exceed thirty (30) calendar days. Requests for personal leave shall be in writing, 
signed by the employee, and given to the Court Administrator. Such requests shall state the 
reason for the leave. An extension of personal leave of absence may be granted by the Employer 
in its discretion, provided the extension is requested prior to the termination of the original leave 
period. No personal leave of absence may be granted for a period in excess of six (6) consecutive 
calendar months. No request for a personal leave of absence shall be considered approved unless 
such approval is in writing signed by the Court Administrator. 

 
Section 13.4. Military Leave. Employees who are members of any branch of the Armed Services 
Reserve and who have completed their entrance probationary period are eligible for a maximum 
of two (2) weeks’ military leave of absence with full pay in any one (1) calendar year. Employees 
who have not completed their entrance probationary period will be eligible for military leave of 
absence, but without pay. 

 
Section 13.5. Workers Compensation Reimbursement. Workers' Compensation is provided for 
employees injured on the job. The Employer shall pay, for a period not to exceed twenty-six (26) weeks, 
supplemental without charge to sick leave or vacation, Workers' Compensation for employees injured 
on the job by the difference between Workers' Compensation and their normal weekly earnings, 
excluding overtime. The supplemental shall be determined in such a manner that ensures that an 
employee's workers' compensation and supplement when combined shall not exceed his or her 
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allowable take home pay. Employees who receive sick leave compensation and who are subsequently 
awarded Workers Compensation payments for the same period of time must reimburse the Employer 
for such amounts received as sick leave compensation. The reimbursement shall be calculated at the 
after tax-value of the sick leave used and will be repaid by the employee making a lump sum payment 
to the Employer in an amount of the retroactive Workers Compensation payment or the total repayment 
amount, whichever is lesser. In the event that the lump sum payment is less than the total 
reimbursement amount, the remaining reimbursement shall be paid as follows: 

 
A. Any reimbursement amounts not covered by the lump sum payment will be made from the 

supplemental payments described above. 
 

B. In the event that there are reimbursement amounts outstanding after the end of the 
supplemental payments described above, the remaining amounts will be deducted (over a 
period of time and at such amounts that are mutually acceptable between the employer 
and the employee) from the employee's regular wages if the employee returns to work or 
from the employee's workers compensation payments and/or retirement payments if the 
employee does not return to work, 

 
Upon completion of the full reimbursement, the employee's sick leave will be recredited with the 
equivalent number of days of sick leave. 

 
Section 13.6. Family and Medical Leave.  Employees who have been employed for at least 12 
months and have been employed for at least 1,250 hours of service during the immediately preceding 
12-month period are eligible for leaves of absence for any one, or more, of the following reasons: 

 
A. The birth of a son or daughter, and to care for the newborn child; 

 
B. The placement with the employee of a son or daughter for adoption or foster care; 

 
C. To care for the employee's spouse, son, daughter, or parent with a serious health 

condition; and 
 

D. Because of a serious health condition that makes the employee unable to perform the 
functions of his or her job. 

 
An eligible employee is entitled to a total of 12 workweeks of leave during a "rolling" 12-month 
period measured backward from the date an employee uses any leave. The provisions of this 
section are supplemented by the Court's Family and Medical Leave policy and are further 
explained by the Family and Medical Leave Act of 1993 (FMLA) and the regulations promulgated 
under that act. Disputes regarding rights under the FMLA are to be resolved in accordance with 
the statutory procedure and are not subject to the grievance and arbitration procedures of this 
Agreement. 

Section 13.7. Non-Duty Disability Leave. After completion of FMLA leave requested because of 
a serious health condition that made the employee unable to perform the functions of their job, a 
disability leave of absence will be granted to employees who are unable to work because of a non-
work related injury, illness, pregnancy or other disability, subject to the right of the Employer to 
require a physician's certificate establishing to the satisfaction of the Employer that the employee 
is incapacitated from the  safe performance of work due to illness, injury, or other disability. A 
disability leave shall be with pay and benefits until such time as the employee has exhausted all 
accrued paid sick leave and income maintenance benefits and thereafter shall be without pay or 
benefits. This disability leave will continue for the period of the employee's disability, including time 
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spent on FMLA leave, provided that the employee is receiving income maintenance benefits. 
Extension of the leave after exhaustion of income maintenance benefits may be granted by the 
Employer in its discretion for an additional six (6) months in instances where the employee has a 
reasonable likelihood of being able to return during this period. The Employer may request at any 
time, as a condition of continuance of a disability leave of absence, proof of a continuing disability. 
In situations where the employee's physical or mental condition raises a question as to the 
employee's capacity to perform the job, the Employer may require a medical examination by a 
physician chosen by the Employer at the Employer's expense and, if appropriate, shall require the 
employee to take a leave of absence under this Section. Employees who are anticipating a leave 
of absence under this Section may be required to present a physician's certificate recommending 
that the employee continue at work and in all cases the employee's attendance and job 
responsibilities must be satisfactorily maintained. Employees are required to notify the Employer 
of any condition which will require a leave of absence under this Section together with the 
anticipated date for commencement of such leave. This notice shall be given to the Employer by 
the employee as soon as the employee is first aware of the condition. All employees returning to work 
from a disability leave of absence must present a physician's certificate satisfactorily to the Employer 
indicating the employee is physically or mentally able to return to work. 

Section 13.8. Workers' Compensation Leave. After completion of FMLA leave requested 
because of a serious health condition that made the employee unable to perform the functions of 
their job, a worker's compensation leave of absence for a period of not more than twelve (12) 
consecutive months including time spent on FMLA leave will be granted to employees who are 
unable to continue to work for the Employer because of a work related injury or disease for which 
the employee is entitled to receive benefits under the Worker's Compensation laws of the State of 
Michigan and is receiving voluntary payments from the Employer, subject to the Employer's right 
to require medical proof. Extension of the leave may be granted by the Employer, in its sole 
discretion, upon written application. The Employer may require at any time, as a condition of 
continuance of a worker's compensation leave of absence, proof of a continuing inability to perform 
work for the Employer. In the event that the Employer, in conjunction with its medical advisors, 
determines that the employee is capable of returning to work, the employee's leave of absence 
shall immediately end. 

Section 13.9. Parental Leave. Paid Parental Leave is for eligible employees, due to the birth of 
an employee's child or the placement within an employee's home of an adopted child. This benefit 
will run concurrently with eligible leave under the Family and Medical Leave Act (FMLA). 

A. Paid Parental Leave is available to permanent employees who are FMLA eligible. An 
employee is FMLA eligible if she/he has been employed by the Court for at least twelve 
(12) months and has worked a minimum of 1,250 hours during the 12-month period prior 
to the leave. 

B. Eligible parents will receive up to four (4) continuous weeks of leave with pay. The fact that 
a multiple birth or adoption occurs (for example, the birth or apoptin of twins) does not 
increase the length of Paid Parental Leave. If both parents are eligible employees, each 
will be able to utilize the benefit. Paid Parental Leave must be utilized within six (6) months 
following the birth or adoption of a child. 

C. Vacation and sick leave benefits will continue to accrue during the period of Paid Parental 
Leave. The eligible employee's share of the health care premium will be deducted from the 
eligible employee's pay in accordance with normal practices. 

D. An eligible employee must submit a completed Leave Request Form to the Court at least 
thirty (30) days prior to the anticipated date of the leave. To the extent the 30- day notice 
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is not possible, the employee must submit a Leave Request Form to the Court as soon as 
possible. 

E. An eligible employee will be required to furnish medical documentation for the birth of a 
child. The medical documentation must be completed and signed by the individual's health 
care provider. An eligible employee will be required to furnish appropriate adoption 
documentation, such as a letter from an adoption agency, or from the attorney in cases of 
private adoption. 

 
HOLIDAYS 

 
Section 14.0.     Paid Holidays.     The following are general paid holidays for Professional 
Employees: 
 

January 1 Labor Day  
Dr. Martin Luther King Jr. Birthday  Veteran's Day  
President's Birthday Thanksgiving Day 
Good Friday  Day after Thanksgiving  
Memorial Day  Christmas Eve  
Juneteenth December 25 
July 4  

    
Section 14.1. Holiday Celebration. The above holidays are celebrated on the same dates as 
observed by the United States Government. Whenever the above holidays fall on Saturday, the 
immediately preceding Friday will be considered as the holiday. Whenever the above holidays fall 
on Sunday, the immediately following Monday will be considered as the holiday. When December 
25 (Christmas Day) falls on Saturday, the Christmas Eve holiday will be the immediately preceding 
Thursday. When December 25 (Christmas Day) falls on Monday, the Christmas Eve holiday will 
be considered as the immediately preceding Friday. 

 
Section 14.2. Holiday Pay. Holiday Pay is compensation paid for time during which work would 
normally be performed, said work having been suspended by reason of a general holiday. All City 
employees will be credited with the number of hours in their normal work shift for each of the 
above holidays. 

 
Section 14.3. Holiday Pay Eligibility. To be eligible for holiday pay credits, an employee shall 
have worked his/her scheduled workday immediately preceding and immediately following any 
general paid holiday or taken approved absent time. An employee on formal unpaid leave of 
absence or layoff (removed from the payroll) shall not receive holiday pay credits during such 
leave. 

 
INSURANCE 

 
Section 15.0. Health Care Insurance. The City of Grand Rapids is the plan sponsor of a group 
health care plan covering certain hospitalization, surgical, medical, dental and optical expenses 
for City employees and their eligible dependents. Court employees and their eligible dependents 
participate in this group health care plan. A summary of the coverage available through the City's 
group health care plan is contained in the Plan Booklet. The specific terms and conditions 
governing the group insurance program are set forth in detail in the Plan Document created by 
the City as the same may be changed from time to time. 
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Full-time employees are eligible to participate in the group insurance program no earlier than the 
first (1st) day of the premium month following thirty (30) days of employment with the Court in a 
full-time position. Employees electing to participate in the group health care plan shall complete 
the applicable forms. 

 
Section 15.1. Employee Health Care Plan Contribution. Employees share in the cost of their health 
care coverage by paying a health care premium contribution each two-week pay period on a pre-tax 
basis. The employee health care premium contribution payment is 20% of the City's actuarially 
estimated annual health care cost as applied with regard to the category of coverage (i.e., single 
employee, employee and one dependent, and employee and two or more dependents) on a pretax 
basis. The City's actuarially estimated annual health care cost is based upon the blended rate for all 
active employees and pre-65 retirees. In the fall of each year, the City receives an actuarial report that 
contains two separate calculations; the first which is a calculation of the estimated cost to provide 
health care coverage to its active employees, pre-65 retirees, and their eligible dependents for the 
upcoming calendar year, and the second which is a calculation of the estimated cost to provide health 
care coverage to the retirees 65 and older and their eligible dependents for the upcoming calendar 
year. These estimated cost figures are utilized for health care contribution purposes effective on the 
first pay day on or after January 1st of the upcoming calendar year. Employees shall be required to 
pay 1/26th of their percentage portion of the annual health care cost each pay period. 

 
The rate established by the actuary shall be adjusted to account for any over or under funding 
from prior years. The over or under funding amounts experienced for the prior fiscal year ending 
June 30th shall be recognized over the subsequent three years (i.e., three year smoothing of 
actual to estimate true up.). 

 
Section 15.2. Retiree Health Care Coverage. The City of Grand Rapids is the plan sponsor of a 
group health care plan covering certain hospitalization, surgical, medical, dental and optical 
expenses for retired City employees and their eligible dependents. Retired Court employees and 
their eligible dependents participate in this group health care plan. A summary of the coverage 
available through the City's group health care plan is contained in the Plan Booklet. The specific 
terms and conditions governing the group insurance program are set forth in detail in the Plan 
Document created by the City as the same may be changed from time to time. 

 
A. Defined Benefit Retiree Health Care for employees who were vested in the City's General 

Pension System on or before December 31, 2008, and did not elect to convert to the 
Defined Contribution Retiree Health Care program. Employees who have met the vesting 
requirements of the City defined benefit pension system on or before December 31, 2008 and 
did not elect to voluntarily convert to the defined contribution retiree health care program 
shall continue to be covered in the City's Defined Benefit pre-65 retiree health care system 
under the following terms and conditions: 

 
1. Service and Disability Retirees. Employees who retire as service retirees or disability 

retirees are eligible to continue to participate in the City of Grand Rapids group health care 
plan, as the same may be changed from time to time. Eligible service or disability retirees 
who decline to participate in the City's health care plan shall not be eligible to reenter the 
City health care plan at a later date. A service retiree is an individual who immediately upon 
leaving active Court employment is eligible for and is receiving a retirement allowance for 
Age and Service Retirement (Section 1.203), Early Retirement (Section 1.208), or Special 
Early Retirement (Section 1.209), but does not include an individual receiving a retirement 
allowance for a Deferred Retirement (Section 1.209.3). A service retiree also includes an 
individual enrolled in the Officers Option Plan (Section 1.283) who at the time of leaving 
Court employment begins receiving payments from that 401 (a) plan. A disability retiree is 
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an individual who immediately upon leaving active Court employment is eligible for and is 
receiving a retirement allowance for Non-Duty Disability Retirement (Section 1.209.1) or 
Duty Disability Retirement (Section 1.209.3). 

 
2. Deferred retirees. Individuals who at the time of leaving Court employment do not 

begin to receiving a retirement benefit payment from the defined benefit retirement plan 
or are not receiving payments from the 401 (a) plan, if participating in the Officers Option 
Plan, are not eligible to continue  to participate in the City health care plan except as 
provided under COBRA  and are not eligible for any City contribution towards retiree 
health care costs. Deferred retirees may not reenter the City health care plan at a later 
date. 

 
3. Employer contribution to health insurance plan. The City will make a contribution 

towards the percentage portion of the cost of the pre-65 service and disability retiree 
health insurance not covered by the retiree direct contribution (the "City Contribution") 
based upon the number of completed months of credited service the retiree had with 
the Court as of their date of retirement. The minimum eligibility for any City Contribution 
towards retiree health insurance costs is 96 months of credited service, with the amount 
the City will contribute increasing by each complete month of credited service (at 
.27778% per month) in accordance with the following: 

 
Thirty (30) Year Accrual (at .27778% per month) Vesting at  

96 Complete Months of Credited Service 
 

96 months           26.67% 
108 months          30.00% 
120 months          33.33% 
132 months          36.67% 
144 months 40.00% 
156 months 43.33% 
168 months 46.67% 
180 months 50.00% 
192 months 53.33% 
204 months 56.67% 
216 months 60.00% 
228 months 63.33% 
240 months 66.67% 
252 months 70.00% 
264 months 73.33% 
276 months 76.76% 
288 months 80.00% 
300 months 83.33% 
312 months 86.67% 
324 months 90.00% 
336 months 93.33% 
348 months 96.67% 
 360 months 100% 
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Those employees who are covered by the City sponsored group health care plan as 
retirees and who retire on or before June 30, 2010, shall earn that benefit over his/her 
twenty-five (25) years of employment with the City as follows: 

 
Twenty-Five (25) Year Accrual (at .33333% per month) Vesting at  

96 Complete Months of Credited Service 
 

96 months 32.0% 
108 months 36.0% 
120 months 40.0% 
132 months 44.0% 
144 months 48.0% 
156 months 52.0% 
168 months 56.0% 
180 months 60.0% 
192 months 64.0% 
204 months 68.0% 

 
Twenty-Five (25) Year Accrual (at .33333% per month) Vesting at  

96 Complete Months of Credited Service 
 

 216 months 72.0% 
228 months 76.0% 
240 months 80.0% 
252 months 84.0% 
264 months 88.0% 
276 months 92.0% 
288 months 96.0% 
300 months 100.0% 

 
The amount of their actual months of credited service notwithstanding, the City 
Contribution for disability retirees and for retirees other than disability or deferred 
retirees who retire at or after age 62 will be calculated as if the retiree had worked 
360 months of credited service. In the event that the retiree does not have sufficient 
months of credited services to receive a City Contribution equal to 100% of the 
City's percentage portion of the retiree health insurance cost, the retiree or the 
eligible surviving spouse of the deceased eligible retiree will be required to pay the 
remainder of the City's percentage portion of the retiree health insurance cost in 
addition to the retiree direct contribution amount. 

 
4. Beginning date for retiree health insurance. Service retirees can begin receiving 

pre-65 retiree health care benefits at age 50 with 30 years of credited service or at 
the applicable City pension system's age and service retirement at their earned 
percentage. Disability retirees can begin receiving pre-65 retiree health care 
benefits when the disability retiree begins to draw a disability pension. 

 
 
 
 



31 
 

5. Retiree Health Care Plan for Pre-65 Retiree Health Care Plan Benefits. The health 
care plan for pre-65 retirees shall be no less than as provided to active employees 
including deductibles, co-payments, co-insurance, and benefit design changes, as the 
same may change from time to time. 

 
6. Retiree Pre-65 Health Care Premium Sharing Contribution. The premium sharing 

contribution to be paid by pre-65 age and service and disability retirees who retire on 
or after October 21, 2008, shall be the same as paid by active employees, as the same 
may be changed from time to time. The pre-65 retiree health care premium sharing 
payment would be applied uniformly without regard to the category of coverage (i.e. 
single pre-65 retiree, pre-65 retiree and one dependent, and pre-65 retiree and two or 
more dependents). The cost would be defined as the blended rate for all active 
employees and pre-65 retirees. 

 
7. Pre-65 Retiree Health Care Spousal and Dependent Coverage. Coverage under the 

City's pre-65 retiree health care plan for a retiree's spouse is limited to the individual 
who is married to the retiree at the time the retiree began receiving retirement benefits. 
Coverage under the City's pre-65 retiree health care plan for the dependents of a 
retiree is limited to those individuals who are dependents of the retiree and covered by 
the retiree health care plan at the time the retiree began receiving retirement benefits. 

 
8. Pre-65 Retiree Health Care for a Spouse and eligible dependents of a deceased 

Retiree. The spouse and eligible dependents of a deceased retiree continue to be 
eligible for coverage under the City's pre-65 retiree health care plan through the time 
the retiree would have reached age 65, provided that the retiree was participating in 
the retiree health care plan at the time the retiree died. The surviving spouse shall be 
eligible for City contributions towards the payment of retiree health care plan premium 
costs on the same basis that the retiree was eligible. Eligibility for continued coverage 
in the City pre-65 retiree health care plan and City contributions towards the payment 
of retiree health care plan premiums shall end if the former spouse becomes married 
to another individual or is covered by health insurance coverage under the plan of 
another employer. 

 
9. Pre-65 Retiree Health Care for a Spouse and eligible dependents of a deceased 

employee. Health care coverage for the spouse and dependents of a deceased 
employee will be provided on the same basis as retiree health care coverage if an active 
employee had reached 20 years of service at the time of his/her death. 

 
B. Defined Contribution Retiree Health Care Program for employees hired before 

October 21, 2008, who were not vested in the City's General Pension System on or 
before December 31, 2008, and for employees who elected to convert from the 
defined benefit retiree health care program. Employees hired before October 21, 2008 
who have not met the vesting requirements for the City defined benefit pension system as 
of December 31, 2008 and employees who elected to covert from the defined benefit retiree 
health care program shall be eligible only for a defined-contribution retiree health care 
savings account. The administrator of the health savings plan was selected by the City after 
consultation with APAGR. These employees shall receive an Initial City Contribution into 
their Retiree Health Savings Account. This account will also be funded with ongoing 
contributions as follows: 
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1. The employee will make contributions at the annual rate of $1,100 ($42.30 gross per 
bi-weekly payroll). 

 
2. The City shall make contributions at the annual rate of $2,000, payable in bi- weekly 

pay period increments (i.e., $76.92 gross per payroll). 
 

If these employees separate from Court employment, they shall, in accordance with IRS 
regulations and plan provisions, be entitled to receive the Initial City Contribution to their 
defined contribution retiree health care savings account, the annual City contributions, their 
annual employee contributions, and all investment earnings from their defined contribution 
retiree health care savings account when they leave City employment. 

 
C. Defined Contribution Retiree Health Care Program for employees hired on or after 

October 21, 2008. Employees hired on or after October 21, 2008, shall be eligible only for 
a defined-contribution retiree health care savings account. To aid new employees in making 
their Employee Contribution to their Retiree Health Care Savings Account, their Employee 
Contribution shall step up their employee's anniversary date coinciding with their step 
increases to permit them to provide increasing Employee Contributions in accordance with 
the following: 

 
1. After six months of service, new hires shall make contributions at the annual rate of 

$375 ($14.42 gross per bi-weekly payroll) for six months during which time the City shall 
make contributions at the annual rate of $750, payable in bi-weekly pay period 
increments (i.e., $28.85 gross per payroll). 

 
2. For the next one (1) year of service, the employee shall make contributions at the annual 

rate of $750 ($28.85 gross per bi-weekly payroll) during which time the City shall make 
contributions at the annual rate of $1,500, payable in bi-weekly pay period increments (i.e., 
$57.69 gross per payroll). 

 
3. For all years thereafter the employee shall make contributions at the annual rate of 

$1,100 ($42.30 gross per bi-weekly payroll) during which time the City shall make 
contributions at the annual rate of $2,000, payable in bi-weekly pay period increments 
(i.e., $76.92 gross per payroll}. 

 
Employees hired on or after October 21, 2008, shall vest in the City funded portion of 
defined contribution retiree health care system upon meeting the vesting requirements for 
the City defined benefit pension system. If employees hired on or after October 21, 2008, 
separate from Court employment prior to vesting in a City pension system, they will only 
be entitled to receive employee contributions and investment earnings on those employee 
contributions from their defined contribution retiree health care saving account. 

 
Section 15.3. Death Benefit Payment Plan. 

 
A. The Death Benefit Payment Plan provides a cash payment to the beneficiary /beneficiaries 

of any employee whose death does not result from an injury arising out of and in the course 
of his/her employment with the Court. Said benefit shall be payable to the 
beneficiary/beneficiaries of the employee's choice as designated on the "Designation of 
Beneficiary" form which shall be provided by the City and kept on file in the Human 
Resources Office. Employees shall have the right to change the beneficiary /beneficiaries 
at any time during their employment with the Court by executing a "Change of Beneficiary" 
form as provided by the City. In case an employee dies and is not survived by a designated 
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beneficiary, or fails to execute a "Designation of Beneficiary" form, said death benefits shall 
be payable to the administrator or executor of the estate of the deceased employee. 

 
All rights to such death benefits shall terminate upon termination of employment by reason 
of discharge, retirement, resignation, or layoff. Termination of employment shall be deemed 
to occur when an employee ceases to be employed by the Court, except that any employee 
who is granted a leave of absence for reasons covered under the Family Leave act, will 
nevertheless be considered still employed. Termination of employment shall not be 
deemed to include an employee who is under suspension for disciplinary reasons or an 
employee who shall have been unlawfully dismissed. 

 
The bargaining unit employee benefit amount shall be $60,000.00. 

 
B. In the event an employee dies and the employee's death occurs as a result of personal 

injury arising out of and in the course of his/her employment with the City and the amount 
of benefits which would be payable under the Workers' Compensation Act would amount 
to less than the death benefit, the City shall make a lump sum cash payment equal to the 
difference between the amount of the death benefit and the total Workers' Compensation 
benefits, to the employee's beneficiary or beneficiaries designated on the "Designation of 
Beneficiary" form provided by the City, or in the absence of execution of said form, to the 
administrator or executor of the employee's estate. 

 
1. For the purpose of determining the lump sum cash payment payable under the 

provisions of this section, the City shall compute the "total Workers' Compensation 
benefits" as of the date of the employee's injury under the circumstances and 
considering the number of dependents at that time. The "total Workers' Compensation 
benefits" shall be computed to include: 

 
a. The total weekly benefits provided by the Workers' Compensation Act multiplied 

by the number of weeks payable; 
 

b. Medical expenses payable; 
 

c. Burial expenses payable; and, 
 

d. Any disability payments which have been paid or have become due for injury 
which is the proximate cause of death. 

 
2. Provisions of this Subsection B shall not be affected in any way by an election by the 

dependents of a deceased employee to receive Duty Disability Benefits under the 
provisions of the City Code in lieu of benefits under the Workers' Compensation Act. 

 
C. No benefits shall be payable under this section unless written application for such benefits 

is filed with the City by the beneficiary or beneficiaries of the deceased employee 
designated on the "Designation of Beneficiary" form or by the administrator or executor of 
the estate of the said deceased employee within one (1) year after the employee's death 
or within one (1) year after the beneficiary, beneficiaries, administrator or executor of the 
estate shall have knowledge or reasonably should have knowledge of their right to make 
such a claim, whichever occurs later. 
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D. In the event that the beneficiary, beneficiaries or the estate of the deceased employee shall 
be paid benefits under subsection A hereof and compensation or benefits are subsequently 
paid or awarded for the same death to any person  or persons under the Duty Disability 
Provision of the City Code or as a result of any proceeding instituted under the Workers' 
Compensation Act against the City, the beneficiary, beneficiaries or estate of the deceased 
employee, as the case may be, shall be liable and shall repay to the City the amount equal 
to the compensation or Duty Disability Benefits which are paid or awarded up to the sum 
of the death benefit. 

 
E. In the event that an employee dies within two (2) years after coverage is extended to the 

employee under this Section, and it is determined that the employee's death was due to 
suicide, no benefits shall be payable to any party or parties under this section. 

 
F. No determination, presumption, or finding made by the City in the application of any of 

the provisions of this Section shall be binding upon the City in any proceeding of the 
Workers' Compensation Act nor shall the same be an admission of liability under said 
Act. 

 
G. No action at law or in equity shall be brought by any person or persons to recover under 

any provisions of this section prior to the expiration of ninety (90) days after application for 
benefits and proof of death has been filed with the City pursuant to the subsection C. 

 
Section 15.4. Income Maintenance Plan. 

 
A. The Income Maintenance Plan provides management employees with an income 

allowance equal to 75% of their regularly assigned salary for a period of one (1) full 
year in the event of an illness or disability which prevents the employee from being at 
his/her regular City employment. 

 
B. The Income Maintenance Allowance begins for the employee at such time as he/she 

has exhausted all of his/her accrued sick leave and all but forty {40) hours of vacation 
benefits. Employees receiving income maintenance payments remain on the Court's 
payroll and continue to participate in the health insurance and retirement plans, but 
shall not accrue vacation, sick leave credits, or retention payments while receiving 
income maintenance payments. 

 
C. In the event the employee receives monies as a result of Workers' Compensation Law 

payments or as a result of payments made pursuant to the provisions of the Michigan 
No Fault Automobile Insurance Law, the income allowance will be reduced by an 
amount which will result in the employee receiving not more than one hundred percent 
(100%) of his/her regularly assigned salary during the period of illness or disability. 

 
D. All decisions relative to the degree of illness or disability of any employee, and whether or 

not the employee should or should not be at work will be made by the City's physician, 
subject to appellate review by the Chief Judge/Court Administrator. A decision made by 
the Chief Judge/Court Administrator will be final and not subject to further administrative 
review. 

 
E. An employee who returns to work after being absent from the income maintenance plan 

for more than six (6) months shall be ineligible to request implementation of the plan for 
the next six (6) months. 
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F. Employees receiving income maintenance payments remain on the Court's payroll and 

continue to participate in the health insurance and retirement plans, but shall not accrue 
vacation, sick leave credits, or retention payments while receiving income maintenance 
payments. 

 
Section 15.5. Section 125 Plan. Employees covered by this Agreement may participate in the 
City's Section 125 Plan, as the same may be changed from time-to-time by the City. The terms of 
the Section 125 Plan are not incorporated into this Agreement and the City remains able to change 
the provisions of the Plan in its sole discretion. 

 
Section 15.6. Insurance Carrier. The Employer reserves the right to select or change the 
insurance carrier or carriers, or to become a self-insurer, either wholly or partially, and to select 
the administrator of such self-insurance programs; provided, however, that the benefits provided 
shall remain substantially equivalent. Prior to changing carriers a special conference with the 
Association will be called to discuss the changes. 

 
Section 15.7. Employees Not Needing Health Care Insurance. Court employees eligible for 
coverage under the City of Grand Rapids group health care plan who are also eligible for health 
care coverage provided by an employer other than the Court or the City of Grand Rapids and can 
provide proof of such coverage, may elect to opt  out of the City of Grand Rapids group health 
care plan. Participating employees who opt out will receive $150 per month. This amount must be 
used for any City authorized deferred compensation programs (ICMA 457 Plan). This election 
shall take place annually in December. Emergency opt in shall be provided if the employee loses 
his or her eligibility for the alternate coverage. Upon submitting appropriate proof of loss of 
coverage, the employee shall be able to resume the City's insurance coverage. Every Court 
employee must be covered by health insurance. 
 

MISCELLANEOUS 
 

Section 16.0. Changes in Conditions. Should the Employer seek to implement any significant 
operational changes which would affect the conditions of employment for employees in this unit, 
the Employer agrees that it will provide at least twenty-one (21) days' notice of such intended 
change, and will meet and confer with the Association, if requested, prior to implementing such 
change. This provision shall not apply where the Agreement specifically authorizes or precludes 
the change or action contemplated. 

 
Section 16.1. Duration/Termination. This Agreement is effective as of July l, 2025 and shall remain 
in full force and effect through June 30, 2028. This Agreement shall be automatically renewed annually 
thereafter unless either party gives written notice at least 90 calendar days prior to the expiration date 
or any anniversary date thereafter of a desire to modify or terminate the agreement. The parties agree 
to meet within a reasonable time after service of the written notice to commence negotiations. 

 
Section 16.2. Intent and Waiver. The parties acknowledge that during the negotiations which 
resulted in this Agreement, each had the unlimited right and opportunity to make demands and 
proposals with respect to any subject or matter not removed by law from the area of collective 
bargaining and that the understandings and agreements arrived at by the parties after the exercise 
of that right and opportunity are set forth in this Agreement. Therefore, the Employer and the 
Association, for the life of this Agreement, each voluntarily and unqualifiedly waive the right and  
each agrees that the other shall not be obligated to bargain collectively with respect to any subject  
or matter referred to  or covered in this Agreement or with respect to any subject or matter not 
specifically referred to in this Agreement even though said subject matter may not have been 
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within the knowledge or contemplation of either or both of the parties at the time they negotiated 
or signed this Agreement. Specifically, the Association agrees that it has waived its right to notice, 
to demand bargaining, or to bargain over any matter reserved to the Employer pursuant to the 
Management Rights provisions of Section 4.0. The provisions of this Agreement can be amended, 
supplemented, rescinded, or otherwise altered only by mutual agreement in writing signed by duly 
authorized representatives of the Court and the Association. 

 
Section 16.3. Flexible Scheduling Program. Under Section 4.0. Management Rights, the Court 
retains the management right "to schedule work and overtime as required in the manner most 
advantageous to the Employer." The Court has exercised this scheduling right to have most employees 
work a five-day workweek, Monday through Friday. It is recognized that there may be classifications of 
work where alternate work scheduled might appropriately be utilized without adversely impacting 
service to the public or resulting in additional cost to the Employer. In order to allow for the possibility 
that employees in this bargaining unit might desire to work alternate work schedules, the following 
Flexible Scheduling Program is established. 

 
A. Employees desiring to be scheduled on an alternative basis shall submit a written request 

outlining their desired schedule within the following parameters: 
1. Days of Work. An employee may request to work either five or four days per week. 

 
2. Hours of Work. Employees working five days a week may schedule work between 6:30 

am and 6:00 pm. Employees working four days a week may schedule their work between 
6:30 am and 6:00 pm. 

 
The requested work schedule of an employee may not have different start and end times 
on different days of the week except for employees working 4.5 days. The schedule must 
include forty (40) hours of work in the week and cannot change from week to week. As part 
of the flexible schedule work request, the employee must attach a written statement 
outlining why the employee believes that their work will be able to be adequately performed 
during the hours requested. 

 
B. A proposed flexible work schedule must satisfy the following criteria: 

 
1. The proposed work schedule must be without financial cost to the Court and cannot 

involve acting assignment pay or scheduled overtime to cover the time that an 
employee would be off due to a flexible schedule. 

 
2. The proposed work schedule must not impair the Court's ability to efficiently function. 

Employees must be able to cover for each other so that the flexible schedule does not 
affect judicial case processing. Pre-sentence investigations and jail pre-sentence 
investigations must not be delayed because of flexibility. 

 
3. The proposed work schedule cannot create any different work requirements for other 

Court employees not represented by this unit. 
 

4. Not more than two supervision probation officers may be scheduled off at any time. Not 
more than one presentence investigator may be scheduled off at any time. No more 
than one supervisor in any office may be scheduled off at any time. The Court may 
waive the restrictions in this section in its sole discretion. 

 
5. Working time outside of the Court's normal work schedule cannot require clerical 

assistance or extra security. Any clients seen before or after clerical assistance arrive 



37 
 

or leave must be monitored by the probation officer and no clients can be scheduled 
after 5:30 p.m. 

 
6. In weeks when a holiday occurs, the employee's schedule must be adjusted to insure 

that the employee works the same number of scheduled hours as full time employees 
not working a flexible schedule, which can include scheduling vacation. 

 
C. The Court will review all requests for flexible schedules and will endeavor to approve those 

that satisfy the above criteria. In the event of potential conflict among employees 
requesting the same time off, the employees will be requested to submit revised work 
schedules to attempt to eliminate the conflict. The Court will normally resolve conflicts by 
giving a preference to the senior applicant subject to the needs of the service; but the 
granting of any flexible work schedule is in the sole discretion of the Court. 

 
D. If the Court approves a flexible schedule, that employee will be provided with a written 

schedule of their work hours and the employee will be expected to continue on that 
schedule for a period of six (6) months, provided that the Court may approve change in 
emergency situations. The Court may modify an approved flexible work schedule on a 
temporary basis in order to achieve necessary staffing levels due to scheduled vacations 
or absences of employees due to an illness that lasts a week or longer. In addition, the 
Court may cancel an employee's previously approved flexible schedule with two weeks 
advance notification in instances where the Court determines that the flexible schedule is 
no longer appropriate. The employee within the first thirty (30) days of working a flexible 
schedule may revert to their previous schedule. 

 
E. The Court's determinations regarding the granting, modification or termination of a 

flexible schedule are not subject to challenge through the grievance and arbitration 
procedure of the collective bargaining agreement or in any other forum. 

 
The provisions of this flexible scheduling program may be terminated by either party upon five 
(5) working days' notice. In the event of a termination of this program, all employees working on 
approved flexible schedules will, within two (2) weeks of said notice, return to working the normal 
hours established by the Court. 

 
Section 16.4. Voluntary Layoff Procedure. Under Section 4.0. Management Rights, the Court 
retains the management right "to determine the size and composition of the work force, to 
eliminate or discontinue any job or classification and to lay off employees." In the event the Court 
determines that it is necessary to reduce the number of employees, it has the right to determine 
which positions will be eliminated but the determination of which employee within a classification 
affected by the elimination of a position will actually lose their employment with the Court is 
determined under the provisions of Section 11.0. Layoff. 

 
It is recognized that there is a financial impact upon employees when they lose their positions 
due to a layoff, and that some employees are in better position to deal with a temporary loss of 
employment than are other employees and may be willing to volunteer to accept a temporary 
layoff in order to allow other employees to continue to work. In order to allow for the possibility 
that employees in this bargaining unit might volunteer for layoff, the following Voluntary Layoff 
Procedure is established. 

 
A. In the event the Court determines that it is necessary to reduce the number of 

employees within this bargaining unit, the Court will determine which positions will be 
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eliminated and will select the employees for layoff in accordance with Section 11.0 and 
provide those employees with notice of layoff as required by Section 11.0. The Court will 
also advise the members of the bargaining unit of the positions to be eliminated and that 
employees not selected for layoff may volunteer for a temporary layoff. 

 
B. The employment rights of an employee on a temporary voluntary layoff under the collective 

bargaining agreement shall be identical to that of an employee on a regular layoff, and 
those employees will not earn vacation under Section 8.0 during the period of a voluntary 
temporary layoff, will not accrue paid sick leave under Section 13.0, will not accrue 
retirement credit and will not be eligible for health insurance paid for by the Court under 
Section 15.0. Employees on temporary voluntary layoff will however be afforded the 
following contractual rights that are not afforded to employees on regular layoff: 

 
1. The period of the temporary layoff shall be mutually agreed between the employee and 

the Court, but cannot be for a period shorter than three (3) consecutive months. The 
Court reserves the right to recall the employee during the period of the voluntary layoff. 

 
2. The period of time that an employee is on a temporary voluntary layoff shall not be 

considered a break in the employee's length of continuous service with the Court for 
purposes of anniversary date under Section 6.2. 

 
3. The period of time that an employee is on a temporary voluntary layoff shall not be 

considered a break in the employee's length of continuous service with the Court for 
purposes of seniority accrual under Section 5.0. 

 
4. The provisions of Section 6.3 shall not be applicable to a period of voluntary temporary 

layoff, and an employee's continuous service shall not be considered broken for 
purposes of retention payments. 

 
5. The continuous service of an employee on a voluntary temporary layoff shall not be 

considered broken for purposes of determining advancement under the vacation 
accrual schedule under Section 8.0. An employee on a voluntary temporary layoff shall 
not be considered terminated for purposes of Section 8.3 and will not be eligible for a 
payoff of accrued but unused vacation. 

 
6. An employee on a voluntary temporary layoff shall be considered to be an employee 

for the purposes of the death benefit payments under Section 15.3. 
 

C. Employees willing to volunteer for a voluntary layoff are required to advise the Court 
Administrator of this intent within five (5) working days of the notice requesting potential 
volunteers. If there are no volunteers, the layoffs shall be implemented as previously scheduled. 
 

D. The Court will evaluate the qualifications of the employees selected for layoff to perform on 
a temporary basis the position held by the employee volunteering for the temporary layoff. 
In the event that the Court determines that one or more of the employees selected for layoff 
is qualified to perform on a temporary basis the position held by the employee volunteering 
for the temporary layoff, the Court will discuss with the potential volunteer the period of time 
that that the temporary voluntary layoff will be in effect. In the event that mutual agreement 
is reached on the length of temporary voluntary layoff, an agreement will be executed 
memorializing the period and the terms of the temporary voluntary layoff. The Court 
reserves the right not to accept the offer of an employee to volunteer for a temporary layoff 
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and to make determinations regarding the qualifications of an individual to perform on a 
temporary basis the position held by the employee volunteering for the temporary layoff; 
and the exercise of the Court's discretion in this area is not subject to challenge through 
the grievance and arbitration procedure of the collective bargaining agreement. 

 
E. If the Court determines to accept the offer of an employee for a temporary voluntary layoff, 

the employee scheduled for layoff who was determined by the Court to be qualified to 
perform the position held by the employee volunteering for the temporary layoff shall be 
transferred to that position on a temporary basis. In the event that more than one of the 
employees selected for layoff are determined by the Court to be qualified to perform the 
position held by the `employee volunteering for the temporary layoff, the Court shall have 
the discretion to determine the employee to be temporarily transferred to that position. An 
employee temporarily transferred under this provision shall be paid the lower of the rate of 
the transferred position or at the rate of their former position during the period of the 
temporary transfer. Upon completion of the period of the temporary voluntary layoff, the 
individual who volunteered for the layoff will be returned to their former position and the 
Court will lay off the individual temporarily transferred to that position. 

 
F. In the event that the Court determines it necessary to implement additional layoffs while an 

employee is on a temporary voluntary layoff that would impact that employee through 
elimination of their position or by another employee bumping into their position, the 
temporary voluntary layoff shall be converted to a regular layoff from that date forward. 

 
G. The Court reserves the right to terminate the voluntary layoff of any employee if it 

determines that the employee scheduled for layoff who was selected to perform on a 
temporary basis the duties of the employee volunteering for the layoff is unable to perform 
the duties in a satisfactory manner or if the Court determines for other reasons that this 
particular voluntary layoff should end. In that event, the employee who volunteered for the 
temporary voluntary layoff will be recalled to their former position and the Court will lay off 
the individual temporarily transferred to that position in accordance with the notification 
provisions of Section 11.0. The Court's exercise of discretion in this area is not subject to 
challenge through the grievance and arbitration procedure of the collective bargaining 
agreement. 

 
H. The provisions of this voluntary layoff procedure may be terminated by either party upon 

five (5) working days' notice. In the event of a termination of this program, all voluntary 
temporary layoffs will be terminated and the layoffs of employees that were avoided by the 
volunteers shall be immediately implemented in accordance with the notification provisions 
of Section 11.0. 
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APPENDIX "A"  
CLASSIFICATION INDEX 

 
 Code Salary Salary 
Classification Title    Number  Range Steps 
 
Deputy Court Administrator 

 
  D02 

 
  9D 

 
     7 

Clerk of the Court    D03   9D      7 

Chief Probation Officer   Dl0   7D      7 

Court Information Systems Manager D06  6D 7 

Community Service Work Program Supervisor D07  6D 7 

Probation officer II D19  05DA 7 

Probation Officer I D11  3D 7 

Chief Deputy Court Clerk D17  3D 7 

Probation Officer I D14  3D 7 

(Part-time, no pension/insurance/fringe benefits) 

Alternative Sentencing Coordinator D12  3D 7 

Court Administrative Assistant-Administration ( l 0/2011) D08  2D 7 

Court Administrative Assistant-Finance ( l 0/2011) D09  2D 7 

Victim Service Counselor D16  2D 7 

Community Intervention Coordinator/Pre-Trial Officer D26  2D 7 

Dart/VIP Coordinator D04 1D 7 

Historical Classification Titles     

Assignment Clerk/Deputy Clerk Supervisor D15 6D 6 

Deputy Chief Probation Officer D13 6D 6 

Deputy Clerk Supervisor D05 5D 6 

Court Administrative Assistant (7/2010 to l 0/2011) D18 4D 6 

Clinical Social Worker D23 Hourly 0 
 
 

The bargaining unit shall consist of the above-identified classifications. 
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APPENDIX "B" 
 
 

Annual and Hourly Salary Schedule Effective July 1, 2025 – June 30, 2026  
G Step (Required 10 Years of Service)        

(5% Increase) 
 

Range A B C D E F G 
01D $27.2684  $28.5541  $29.9550  $31.5857  $33.1211 $33.9434  $34.9616 

$56,718  $59,393  $62,306  $65,698  $68,892  $70,602  $72,720  
 

02D $28.5541  $29.9550  $31.5857  $33.1211 $34.7713  $36.4595  $37.5533  
$59,393  $62,306  $65,698  $68,892  $72,324  $75,836  $78,111  

 
03D $31.5857  $33.1211  $34.7713  $36.4595  $38.2828  $40.2212  $41.4279  

$65,698  $68,892  $72,324  $75,836  $79,628  $83,660  $86,170  
 

04D $34.1382  $35.8843  $37.6692  $39.5303  $41.5451  $43.5791  $44.8865 
$71,008  $74,639  $78,352  $82,223  $86,414  $90,645  $93,364  

 
05D $35.6739  $37.4385  $39.2807  $41.2956  $43.3107  $45.4983  $46.8633  

$74,202  $77,872  $81,704  $85,895  $90,086  $94,636  $97,476  
 

05DA $36.7501  $38.0099  $39.2698  $40.6476 $42.0651  $43.6003  $44.9083  
$76,440  $79,061  $81,681  $84,547  $87,495  $90,689  $93,409 

 
06D $37.4772  $39.3190  $41.3340  $43.3491 $45.5558  $47.8007  $49.2347  

$77,953  $81,784  $85,975  $90,166  $94,756  $99,426  $102,408  
 

07D $41.4303  $43.4450  $45.6517  $47.8970  $50.2957  $52.8282 $54.4131  
$86,175  $90,366  $94,956  $99,626  $104,615  $109,883  $113,179  

 
09D $44.4045  $46.5918  $48.9138  $51.3704  $53.9219  $56.6285  $58.3274  

$92,361  $96,911  $101,741  $106,850  $112,158  $117,787  $121,321 
 

08D $46.6494       
$97,031       
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APPENDIX "B" 
 
 

Annual and Hourly Salary Schedule Effective July 1, 2026 – June 30, 2027  
G Step (Required 10 Years of Service)        

(4% Increase) 
 

Range A B C D E F G 
01D $28.3591  $29.6963  $31.1532  $32.8491  $34.4459  $35.3011  $36.3601  

$58,987  $61,768  $64,799  $68,326  $71,648  $73,426  $75,629  
 

02D $29.6963  $31.1532  $32.8491  $34.4459  $36.1622  $37.9179  $39.0554  
$61,768  $64,799  $68,326  $71,648  $75,217  $78,869  $81,235  

 
03D $32.8491  $34.4459 $36.1622  $37.9179  $39.8141  $41.8300  $43.0850  

$68,326  $71,648  $75,217  $78,869  $82,813  $87,006  $89,617  
 

04D $35.5037  $37.3197  $39.1760  $41.1115  $43.2069  $45.3223  $46.6820  
$73,848  $77,625  $81,486  $85,512  $89,870  $94,270  $97,098  

 
05D $37.1009  $38.9360  $40.8519  $42.9474  $45.0431  $47.3182  $48.7378  

$77,170  $80,987  $84,972  $89,331  $93,690  $98,422  $101,375  
 

05DA $38.2201  $39.5303  $40.8406  $42.2735  $43.7477  $45.3443  $46.7046 
$79,498  $82,223  $84,948  $87,929  $90,995  $94,316  $97,146 

 
06D $38.9763  $40.8918  $42.9874  $45.0831  $47.3780  $49.7127  $51.2041  

$81,071  $85,055  $89,414  $93,773  $98,546  $103,402  $106,505  
 

07D $43.0875  $45.1828  $47.4778  $49.8129  $52.3075  $54.9413  $56.5896  
$89,622  $93,980  $98,754  $103,611  $108,800  $114,278  $117,706  

 
09D $46.1807  $48.4555  $50.8704  $53.4252  $56.0788  $58.8936  $60.6605  

$96,056  $100,787  $105,810  $111,124  $116,644  $122,499  $126,174  
 

08D $48.5154        
$100,912        
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APPENDIX "B" 
 
 

Annual and Hourly Salary Schedule Effective July 1, 2027 – June 30, 2028  
G Step (Required 10 Years of Service)        

(4% Increase) 
 

Range A B C D E F G 
01D $29.4935  $30.8842  $32.3993 $34.1631  $35.8237  $36.7131  $37.8145  

$61,346  $64,239  $67,391  $71,059 $74,513  $76,363  $78,654  
 

02D $30.8842  $32.3993  $34.1631  $35.8237  $37.6087  $39.4346  $40.6176  
$64,239  $67,391  $71,059  $74,513  $78,226  $82,024  $84,485  

 
03D $34.1631  $35.8237  $37.6087  $39.4346  $41.4067  $43.5032  $44.8084  

$71,059  $74,513  $78,226  $82,024  $86,126  $90,487  $93,201  
 

04D $36.9238  $38.8125  $40.7430  $42.7560  $44.9352  $47.1352  $48.5493  
$76,802  $80,730  $84,746  $88,932  $93,465  $98,041 $100,983  

 
05D $38.5849  $40.4934  $42.4860  $44.6653  $46.8448  $49.2109 $50.6873  

$80,257  $84,226  $88,371  $92,904  $97,437  $102,359  $105,430  
 

05DA $39.7489  $41.1115  $42.4742  $43.9644  $45.4976  $47.1581  $48.5728  
$82,678  $85,512  $88,346  $91,446  $94,635  $98,089 $101,031  

 
06D $40.5354  $42.5275  $44.7069  $46.8864  $49.2731  $51.7012 $53.2523  

$84,314  $88,457  $92,990  $97,524  $102,488  $107,539  $110,765  
 

07D $44.8110  $46.9901  $49.3769  $51.8054  $54.3998  $57.1390  $58.8532  
$93,207  $97,739  $102,704  $107,755  $113,152  $118,849  $122,415  

 
09D $48.0279  $50.3937  $52.9052  $55.5622  $58.3220  $61.2493  $63.0869  

$99,898  $104,819  $110,043  $115,569  $121,310  $127,399  $131,221  
 

08D $50.4560         
$104,949        
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61st District Court 
-and- 

Association of Public Administrators of Grand Rapids  
 

        Letter of Understanding regarding Unified Health Care Plan: 
 

In the  e ve nt that the  Unifie d  He alth Care  Plan is no t continue d , those  e mp loye e s 
who re tire d  p rior to  January 1, 1999, (the  Unifie d  He alth Care  Plan's 
imp le me ntation d ate ), will re ve rt to  the  he alth b e ne fit le ve ls which the y re tire d  
und e r; those  e mp loye e s who re tire d  d uring  the  Unifie d  He alth Care  Plan p e riod  
of July 1, 1999 to  January 1, 2003, ve st at the  he alth insurance  b e ne fit le ve ls which 
e xiste d  for the ir b arg aining  unit on June  30, 1999, the  last d ay p rior to  the  
imp le me ntation of the  Unifie d  He alth Care  Plan on July 1, 1999. 

 
 
 
 

 
 



61 st District Court 
-and-

Association of Public Administrators of Grand Rapids 

Letter of Understanding regarding Health Care Plan 

The Court participates in the City's health care plan. The following changes will 
be made to the City's health care plan on January l, 2020: 

(a) A 20% in/out of Network differential. The Court's normal in-network
co-insurance amount is 80/20. If a member chooses to use an out­
of-network service, the co-insurance would be 60/40 until the
employee reaches the $850 maximum out-of-pocket amount.
Copays for doctor visits, urgent care, and emergency room remain
unchanged.

(b) Change Rx Co-pay structure from 3 to 5 tiers.
( 1 ) Generic - Copay of $10
(2) Brand preferred - Copay of $20
(3) Brand non-preferred - Copay of $40
(4) Specialty preferred - Copay of 5% up to a maximum of $100
(5) Specialty non-preferred - Copay of 5% up to a maximum of

$200

(c) Change generic Rx to mandatory Generic pricing. The maximum
price covered is the generic cost if available and the member
would pay the difference if the member chooses a brand name
drug when a generic is available. DAW l exceptions would be
approved when a physician certifies that the brand name drug is
medically necessary, and the member cannot take a generic drug.

{d) Cover the cost of E-Visits with a zero co-pay 

(e) Health Care Insurance Committee. The parties recognize that the
meet the needs of employees in an ever-changing healthcare
landscape and take advantage of cost-reduction strategies, the
City has formed a Health Insurance Oversight Committee
comprised of one member of each of the City's bargaining units,
management and health insurance staff. The Court and one
member from this unit will also participate in that committee. This
committee shall meet on a periodic basis to monitor the
performance of the health insurance plan{s), review industry trends,
assess plan design, and make recommendations to the Plan
Administrator on ways to improve the plan(s). The committee will
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also assist with marketing and communication ideas for the health 
insurance plan(s). 

(f) Vision. Free exams, $10 co-pay for standard lenses. $150 allowance
for medically necessary contacts, and $150 frame allowance.

(g) Dental. Increase limit to $1200. Preventative cleaning/exams/x-rays
at 100%. Dental implants, wisdom teeth extractions covered under
medical.

Date: >J/zg/;q 

Date:0\?i\ fl 

Date:#p 

02623977 1 

ASSOCIATION OF PUBLIC ADMINISTRATORS 

OF GRAND RAPIDS 

By:. __ --1-/i----,..::-1+-"-<----------
/ J --.:c�, 

By: . L� 
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61 st District Court 

-and-
Association of Public Administrators of Grand Rapids 

Letter of Understanding regarding Miscellaneous Matters 

A. Arbitrators. The list of Arbitrators shall be David Grissom, Patrick McDonald,

Kathryn A. Van Dagens, Joseph P. Girolamo, Samuel Mccargo, and E.R.
Scales.

B. FMLA. The Court FMLA policy will require that paid leave be utilized if
available in the order of paid sick leave, compensatory time and

vacation time.

C. Acting Assignments. The provisions of Section 6.2 (4) (e) notwithstanding,
the Court Administrator reserves the right to approve payment of pay at a
higher rate for acting assignments of less than 30 days.

D. Retiree Health Care for prior retirees. The provisions of the January 1, 2003
through December 31 , 2006 collective bargaining agreement
notwithstanding, the parties agree that employees who retired prior to

October 21, 2008 shall not be treated any differently for retiree health
care purposes than City employees represented by the AP AGR who
retired during that same period.

E. Alternate Health Care Plan. Under the Affordable Care Act (ACA)

employers are required to provide affordable health care coverage for all
employees. Given the cost of the 20% employee premium sharing for the
City's current health care plan which is mandated by State law there
could be occasions where the City's plan is deemed unaffordable for
certain employees. The City and the Unions recognize and agree that it is
in the best interest of the parties to comply with the ACA therefore, the

parties agree to the following:

1. The City will create and offer (on a voluntary basis) a high deductible

health care plan that is affordable for all employees which will also

include a Health Savings Account (HSA) option available to employees.

2. This high deductible plan will be administered by Priority Health and

offered to qualifying non-permanent employees (in accordance with the

ACA) as soon as administratively possible upon the execution of this

agreement.
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3. While this high deductible plan is intended for use by qualified non­

permanent employees, it will also be made available to all employees

upon the next open enrollment period on a voluntary basis only.

F. ACA Changes. Section 15.6 Employees Not Needing Health Care
Insurance will continue unless prohibited by the ACA or it would create a
financial penalty to the City under the terms of the ACA. If eliminated the
affected employees will be allowed an opportunity to enroll in the City
health care plan.

G. Lump Sum Payment. The following lump sum payments to be made as of
the dates indicated in the following amounts (not to be rolled into the
wage base}:

7-16-2016
7-16-2017
7-16-2018

1.00% of base wage after 7-1-2016 wage increase 
.75% of base wage after 7-1-2017 wage increase 

1.00% of base wage after 7-1-2018 wage increase 

These lump sum wage payments shall be considered to be "pensionable" 
in the same manner as applied by the City of Grand Rapids to APAGR 
employees who work for the City. 

H. Collective Bargaining Unit. Section 1.0 will be modified to add the
classifications of Chief Deputy Court Clerk and Urinalysis Lab Manager
upon GREIU voluntary approval or MERC Unit Clarification Order.

I. Compensation Study. The parties understand that the City Is In the
process of conducting a classification wide compensation study which will
include classifications of Court employees. The parties agree to review
the results of the study when complete and to meet to discuss the
changes, if any, to be considered as a result of the information received
from the study. This review is not an agreement to reopen the Agreement,
but the parties may do so by subsequent mutual agreement.

J. Employee Health Care Contributions. The provisions of Section 15. l
notwithstanding, for plan years beginning on January 1, 2017 and
January l, 2018, the employee health care premium contribution
payment will continue to be 20% of the City's actuarially estimated annual
health care cost as applied without regard to the category of coverage
(i.e. single employee, employee and one dependent, and employee and
two or more dependents) on a pretax basis. The change set forth in
Section 15.1 to have the City's actuarially estimated health care cost as
applied with regard to the category of coverage (i.e. single employee,
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employee and one dependent, and employee and two or more 
dependents) will be effective with the plan year beginning on January 1, 
2019. 

K. Health & Wellness Incentive Plan. The parties recognize that in order to
have a comprehensive city wide Health and Wellness Program it is
necessary to establish a unified approach which all employees and their
covered spouse can access and understand. The parties believe that a
good program will provide behavior change tools and skills for leading
healthy lifestyles and environmental wellness initiatives that build a healthy
workplace culture.

The attached document represents a wellness initiative that is 
coordinated by the City. Since the goal of the Health & Wellness program 
is to encourage all members of the Health Plan to lead and maintain a 
healthy lifestyle and to access the wellness activities and programs 
offered by the City, the parties believe that offering a stipend payment for 
participation in this voluntary program will incent healthier lifestyles. 

The five (5) year pilot program is to commence in October of 2016, and 
participation shall be on a voluntary basis. A joint labor /management 
committee composed of a representative from each bargaining unit, HR 
Benefits staff, and other management staff shall meet on a periodic basis 
to monitor the performance and progress of the incentive program as well 
as make recommended adjustments to improve the program. The 
committee will also assist with marketing and communications ideas for 
the program. 

If an employee seeking to work remotely requests a meeting between the 
Court and the Union, the Court agrees that the Court Administrator will 
meet with the Union and the employee to discuss the specific remote 
work request. 

L. Job Description for Victim Services Counselor. The parties agree to
amend the job description for the Victim Services Counselor to reflect the
changes in the parties' Settlement Agreement dated August 7, 2019.
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03193672 1 50 



51




