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Executive Board Elected

Every two (2) years the Local 459 membership elects
Executive Board. The Executive Board runs the affairs of
Local on a montho-month basis and votes on whi
grievance will go to Arbitration. Nominations for th
Executive Board were held in August at a Gen

Membership meeting. The Election Committee, who cond g

the election, was also elected at that Membership mee

This year there were contested elections Reesident, Vice *

President, two (2) Trustees, IRMC RN Member at Large,
Member at Large All Other Units under 100 members.

All members were able to vote in the election for Presid
Vice President and Trustees. IRMC nurses elected their
representative and those who work in units with less than
members elected a Member at Large to represent them.
election was held on Tuesday, Octobef amd the results ar
as follows:

Officers
President Sharon Taylor 399 votes
Kevin Nix 172 vaes

Neal Wilensky 390 votes
Elizabeth Gray 180 votes
Julie Murray 389 votes
LaWanda Brown 379 votes

Steve Doss 163 votes
Felix Chalu 88 votes

Vice President

Trustee (2 positions)

Members at Large

IRMC RN Teresa Alfaro 46 votes
Mindy JoneslO votes
Liz McGwin 55 votes

John Keusch 44 votes

All Other Units

All members running unopposed were elected by acclama
at the October fIMembership meeting. These included:
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Presid

Officers
Secretary Treasurer Jill Weber
Recording Secretar  Kim Krohn

Sergeant at Arms Robert Potts

Members at Large

CEI-CMH Large Unit Juaquin Sanchez
CEI-CMH Residential Jonathon Brock

Hope Ed Malenka

IRMC POST Kendra MooreCarthen
IRMC TECH Pat Smith*

LAFCU Patricia Barnstead
NE-CMH PARA Janet Wood

Red Cross CollectionsCindy Krieger
Saginaw County Mary Richard
St Johnodés Suaak Macallidter

*Shortly after the election Pat Smith resigned as IRMC TE
Member at Large. The Hgws call for the Executive Boar
to appoint a successor (Art. 23). &sa Manuel expressed
willingness to serve on the Executive Board and
appointed at the Novembef heeting.

Derrick Bell, Deb Sidesand Chris Simpson served as the
Election Committee. Many thanks to these dedic:
members who put in many hoursensure a fair election an
counted votes until after midnight on the night of the elect
Their hard work is greatly appreciated.
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CONTRACTS SETTLED

Private sector contracts

Our units in the private sector have been hit hard by
recession but are not hampered by the new-@mitn
laws. Some of our groups in the private sector
recently entered into new contta.

McLaren Visiting Nurses

The new contract for the eighteen (18) members at
agency gives employees from 11% to 13% over four
years (this includes their steps). There was als
ratification $200- $300 ratification bonus. Holiday pe
will now be deducted from their PTO but the PTO ba
were increased for the life of the contract to compen
them.

The team wa&imberly Wright, Otila Cornell, Rosalyn
Zavala, andMaryBeth Miehlke. They were assisted k
Service Representatiteance Rhines

Gateway Community Services

A new agreement has been reached for both the nin
paraprofessionals and the five (5) professionals at
human service agency. The employees will get a rais
65 cents per hour and there will be economic opene
the future. The contract will expire in September 2013
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The paraprofessionals were represented Lbydley
Arnold. The professionals were represented Ryben
Watson. They were assisted by Local 459 Serv
Representativ@effrey Fleming.

United Way of Genesee

This agency has been hard hit by-#fs. The new
contract for the remaining employees at this United
will expire in June of 2012. It included a change in he.
care and other concessions to save the employer mon

Capitol Area United Way

The bargaining unit had agreed to a change in health
earlier this year to save the Employer mon&pese six
(6) members' contract included a one percent (1%) |
this year and one and a half percent (1.5%) raise in
of the next two (2) year If health care increases mo
than fifteen percent (15%), bargaining over med
coverage will begin automatically. The agreemen
expires on June 30, 2014.

The team wag\manda MastersandBrennan McBride.
They were assisted by Service Represergaldieffrey
Fleming.

Local 459 is
Annual Holiday Basket Program. Cash

now accepting donations for our

, food

and perso nal care items are acceptable.

Local 459 gives Holiday Baskets to our Union
members that are especially in need.

Recipient names must be submitted to our
office from a Steward or Alternate Steward
via the Recommendation for 2011
Holiday Basket form.

The deadline for name submission is December 16 0

Contact Rondaat1l -800-83-1103, 887-8844 or
rackerson@local459.org with any questions.
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CONTRACTS SETTLED

Public sector contracts CEI CMH

The legislature and Governd@nyder have enacted . Clinton-Eatoringham Community Mental Health (CE
series of laws to weaken public sector unions and to r CMH) had money to both restore services that were c
public employees agree to contracts that are less earlier years and give their employees an increase in
what they deserve. It used to be Employers had wages for theifst time in a couple of yeardll three (3)
negotiaé with their Union before make any changes bargainingunits received a one and a half percent (:

how much public employees pay for health cane
new law allows public Employers to make employees
20% orany amount above a fixed cap f
healthinsurance. Union contracts that were agreed
prior tothe law being passed delay the start date until
contract expiresAnother law penalizes public employe
if negotiations go past the expiration of the curr
contract. Steps are frozen amanployees must pay or
hundred percent (100%) of any medicasurance
increases until bargaining is settleBmployees are als
barred from receiving any retroactive payments for ra
that are agreed to.

These are just a small sample of many such laws that
been passed and are being discussed by ther@mvand
the legislature. Local 459 represents public employee
Community Mental Health agencies as well as county
city governments.

These laws have had their desired effect. In the last
months several Local 459 public sector bargaining L
have entered into new contracts that while the |
possible contracts, were not as good as they would
been if not for the new laws.

MB CMH
(now called Centra Wellness)

The agreement calls for employees to pay ten pet
(10%) of medical insuranceNo raises were given, bt
the Employer agreed bargaining unit member wc
receive any raises or bonuses that -bimion staff
receives. A new reduced pay scale was
implementedessentially for new hires becausecurrent
Union members, except for oree paid above the scale
The one person was placed on a step that resulted in
increase. Future step increases are tied to a satisfac
evaluation. The agreement expires on September
2013

The team wad/lark Anderson andJudy Superczynski
They were assisted by Service Representalierey
Fleming.
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%) raise in

October

There is no raise
for next year.
The Employelis
able to modify
health care
benefits if rates
increaseover
fifteen percent
(15%) per year.
Any changes
must be made
for nonUnion
staff as well. The agreement expires on September
2013.

The Large unit team wakim Krohn, Pam Marietta -
Dickerson, Laura Sandberg andDeb Sides The
Residential team waknathon Brock, Zach Slusserand
Greg Womack The RN unit team waBrenda Shuler
and Angela Sipka They were assisted by Servi
Representativéeffrey Fleming.

City of Muskegon Heights

The contracts for the four (4) Supervisors and three
Technical employees at this smallycdriginally expired
in 2007. Turnover in management and demands
health care cuts stalled new agreements. With the
realities of limited bargaining rights, the employe
agreed to contracts that expire in December of 2012.
new contracts movéhe employees to the lower hea
care and increase their premium co pays. The con
does increase the empl o
bonuses for additional education and licensure.

The Supervisorsteam wasReatha Anderson, Karey
Morrow, andDoug Kadzban. The Technical team we
Carolyn Cook. They wereboth assisted by Servic
Representativeance Rhines

July - December 2011
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Let me introduce myself. My name is Sharon Taylor .
| am looking forward to serving agur President for the
next two years. | first joined Local 459 in 1981 whe
began working at CElI CMH in their Residential Servir
unit. A short time later | moved to the CElI CMH Lar
Unit. | became a member of the Executive Board in 1
for the first time and again in 2009. | have served ¢
steward, alternate  steward, temporary  Service
RepresentativeMember At Large, Recording Secrete
and Trustee. My professional background is as a S
Worker and | have lived and worked in Lansing for tt

past 30 years. My commitment to unionism has contir
to grow throughout that time.

Diversity Is Our Strength

Local 459 is a diverse group of more than 3300 mem
working at 44 employers
under 48 different Collective Bgaining agreements. Ol
membership spans from small 1 persantaulike IBEW
1106 & 275 MI Building Trades and UAW 4911 & 72¢
all the way to large units like St Johns Oakland Hosp
CEI-CMH Large Unit, IRMC RN and IRMC POST wit
591 members. Our mbers include public and priva
employees from Detroit to Alpena and ManisBenzie.
Local 459 started out in 1973 with 25 member®©ur
members work in varied jobs that include nursi
clerical, janitorial, social work, direct care, skilled trad
tellers, accounting, and many other3he fact that we
have remained strong and have continued to grov
recent years is a testament to the strength that dive
brings.
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Each member has something to bring to the table. |
of you brings skills and abiles to the union that can he
to build a strong and fighting movement. You are
Union. | believe the Union is only as strong as you

but, you are stronger because of the union mer
standing with vyou. The
interess of you, your ceworkers and the communitie
you live in, is only as good as the strength of

membership. The membership is only as strong as
uni on6s success at uniti

diverse, but, we have the same gioab betreated fairly
and with respect.

Diversity has allowed us to have contested elections
many years, letting members choose the direction
Local 459. Elections have been conducted ir
democratic manner though an Election Committee
mandated in or Constitution. | see these contes
elections as positive and healthy for the local. T
ensure that the Executive Board remains accountab
the membership and affords members the opportunii
run for office. Our Constitution allows for mail ballots
giving all members the opportunity to vote no matter r
far away they live and further promoting democracy.
the most recent election more than 600 mem|
exercised their right to vote.

The election is over and it is time for all Local 4
members to unite once again and remember our
opponents, bad management. If we allow ourselve
become divided, we lose our greatest advantage

Union, strength of numbers and solidarity. It is w
important in our current political climategtwe continue
to stand together. We must remain strong and comm
to our cause. If we allow the rights of one group to
eroded eventually all of our rights will be eroded. | :
you to join myself, the Executive Board and the Lo
459 staff in woking to protect the rights of all workin
people. | look forward to getting to know you better o
the next 2 years and thank you for the honor of elec
me to serve as your President.

Please feel free to contact me at the Local at@&®B#@ or
1-800-833-1103 with any concerns that you might ha
| can also be reached by emaiktylor@local459.org

' Steward elections are held in |
+  November of odd numbered years
: If an election has not been schedul
for your bargaining unit, contact you.f
- Service Representative. !

July - December 2011
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EXECUTIVE BOARD ACTION

Local 459 members elected by the membership ofakiee Executive Board. The Board meets at least monthly.
at these meetings that many of the decisions regarding Local 459 members are presented, discussed, and de
Executive Board decisions made during the periodwfe 2011 to Novemb&011 of possible interest to tr
membership are outlined below. Decisions which have been discussed elsewhere in this newsletter are not ir

ARBITRATIONS

Arbitration is the final step in the grievance process. The
majority of grievances argettled prior to reaching arbitratiol
Both the Union and management present their case bef
neutral arbitrator who makes a binding decision based ot
merits of the case. Arbitration is an expensive and 1
consuming procedure. Local 459 hamsited funds and cannc
afford to arbitrate every grievance. Therefore, all unreso
grievances are presented to the Executive Board for reviev

A total of eight (8) grievances were presented to the Execi
Board. The following grievances were apgo for arbitration.

IRM Technicali Pay for Canceled Call In

McLaren Medical Group (MMG]) Termination
McLaren Medical Group (MMG]) Termination
McLaren Medical Group (MMG]) Termination

St. Johnsi Oakland General Hospital Reduced
Dietary Staff Hours

=A =4 =8 =8 =9

OTHER BUSINESS
The Executive Board approved the 2010 objector report.

The Executive Board amended the 2011 budget to r
accurately reflect current revenue and expenditure trends.

The Executive Board appointed Stewards and Alternate
American RedCross, CEI CMH, IRMC, Michigan Associatic
of United Ways, TIC and UAW Local 724 where only one
member expressed an interest in the position.

The Executive Board approved paying for registration, me
lodging and travel for seven (7) Local 459 Rtgsattend the
OPEIU Nurses Leadership Council in Seattle. The Internati
will reimburse Local 459 for up to $3,000 in expenses.

The Executive Board appointed@lasinda Ridsdale, Julie
Murray andBrenda Shulerto the OPEIU Nurses Council.

The Executive Bard appointed’eresa Manuelto the vacant
IRMC Technical MembeAt-Large Executive Board position

The Executive Board approved sending up to three (3) L
459 members age thirfive (35) and under to the OPEI
Youth Initiative conference in Minneajp®l The Internationa
will pay for registration, meals, lodging and travel.

The Executive Board approved purchasing a new autom
to replace the vehicle that was totaled due to recent floo
for a cost of up to approximately $6,000 in addition ® th
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insurance proceeds the Local will receive.

The Executive Board unanimously granted strike authorize
for the Red Cross Collections and Lab, Clerical & Distribut
bargaining units.

The Executive Board approved reimbursing Presi&aron
Taylor for any wages lost as a result of taking unpaid Ur
leave from her bargaining unit position of up to forty (40) hc
per month. Presidertaylor will not be paid for hours sh
works outside of her regular schedule in her bargaining
position. Hercurrent hourly wage is $23.05.

Service Representativeance Rhines has been performin
increasingly higher level duties including leading a coalitior
American Red Cross Unions and representing the membe
arbitration hearings in place of our attoyaesaving the Loca
thousands of dollars. As a Senior Rep he does not receive
and raises require Board approval. The Executive Bi
approved increasing his annual salary by $4,500 retroacti
August in recognition his increased responsibilities

The Executive Board approved exploring merging with OPI
Local 393.

APPEAL PROCESS

The Local 459 constitution allows the membership to modif
overturn any action of the Executive Board but any s
decision must be done at a membership meeting/hiich a
guorum is present and which is held or properly reque
within one (1) calendar month of the Executive Board actior

A special membership meeting may be called upon a rec
submitted to the President by not less than three percent
of the members in good standing. Currently, there are 3
members so a petition would require approximately
signatures. Petitions are available from the Local 459 office

For reviewing a decision to arbitrate or not to arbitrat
grievance, a speciaineeting may also be called by thr
quarters of the members in the bargaining unit in which
grievance arose. For some bargaining units this is less
three percent (3%) of all Local 459 members in good standi

The regular meetings of the ExecatiBoard are held th
second Tuesday of each month. Draft minutes of the me
are available no later than two (2) weeks following the meet

Please see the constitution for specific details. Copies o
constitution are available from the Loet9 officeand on the
Local 459 websitéwww.local459.0rg.

July - December 2011
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Grievances Settled

The members, stewards and staff of Local 459 settle many grievances each quarter.

There is insu#HGeidco

publish all of them. Grievances which are unique or affect a large number of members are more like
published. If you would like to publicize a grievance you have settled, contact your Service Representative.

IRMC POST
Short Notice of Mager Schedule Change

The manager of the Ingham Regional Medical Ce!
(IRMC) pharmacy departmentraailed his employees thi
he was fAincorporating a 1
created a new 10:00 am to 6:00 pm shift. This shift wc
not be worke by just one person but would be a swing s
added to each employeeds
consistency on which day of the week they ntayhave
work it. The employees wereneailed a notice on Marcl
22" and told that this would start in twel(12) days. The
employees contacted Chief Stew&mnda Densmore.

Densmore filed a class action grievance. The employe
implemented the Master Schedule Change without follov
the POST contract language. The contract requires a
(4) week writen notice to employees and the union.
grievance also noted violation of the contract bece
employees were not being given preference for the n«
created swing shift positions.

The department manager once agamasled his employee:
thistme$ ati ng fAwe would | i ke
to provide more noticeo.

am. which was within the contract language for chang
start times. (Densmore worked with the departmer
manager to post the schedules thatuded the overlap shit
and allowed the employees to choose their prefe
schedules based on Union seniority, high to low, tl
current classification and statyshe grievance was grante
and the people that worked the swing shift without be
given proper notice were paid time and one half for
hours worked after their typical scheduled end time.

IRMC POST
Shift Awarded to Lower Senior

Ofilia Diaz works in the IRMC central supply departme
and had requested to work extra hours. When shedikdl
the department to ask if they needed her she was tol
Ofilia later found out the shift had been awarded to a lo
senior employee. She contacted Chief StewBrenda
Densmore

The POST contract language allows the extra hours t
awardel to the most senior bargaining unit employee on
volunteer list that the hours do not result in overtime
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During the verbal step 1 grievance process, the mar
agreed thaDiaz should have been awarded the shift.
grievance was granted andestvas paid for the hours st
was shorted.

IRMC POST
Not On Call for Everything

The central supply orthopedic department at IRMC ha:
on call for gathering and delivering instruments anc
supplies for surgical cases. That on call does not ¢
stafiing for caltins. Tina Gordon was on call and wa
requested by the manager to come in and cover for a p
that called in sick. This would have caused her to work
shifts in a row and so she declined. The manager refus
pay her the on call pay.

" Chief StewardBrenda Densmoreargued at a verbal step

grievance level that that POST contract has spe
provision about oftall systems. A standard policy has to
developed to reflect any unique scheduling needs to
unit.  That policy cannot é altered without advanc
agreement with the Union. There was never an adv
agreement to change the central supply orthopedic p
which reads; Afa CPD ort hc
and work after the instruments, supplies or equipment
deliver edo.

The manager granted the grievance and agreed and t
the four (4) hours of coall pay dueGordon.

IRMC POST
Short Notice by Employee and by Manager

Julie Mishler was asked to cover hours needed due to-¢
wor ker 6s s h o r t MC nFoad iardeNutiition
department. She asked the manager if she could make
and get right back with him. Before she returned the
had been awarded to another employee. She met with
StewardBrenda Densmoreto review the contract languag

Densmore started the grievance process and pointedtat
the manager that the contract language was not corr
followed. For short notice IRMC must first solic
volunteers from within the department, shift a
classification. In this instancehd hours were given tang
employee in aifferent classification to work. The manac
felt that theacceptance of hours required an immedi
response.

July - December 2011



Grievances Settled

Densmoreargued that there was an understanding tifiai
employee would make a call and get a response right ba
him. The grievance was settled when the manager agre
payMishler two (2) hours.

IRMC POST
Neither Signed the Correct List

Mark Bauer was shorted hours when a lower seityol
employeewas given a shift over himBauer contacted his
StewardBruce ByrnesandByrnes began the verbal step «
the grievance procedure by requesting the shift be pa
Bauer. The manager didnot
the guidelines of the contract aBgrnes approached Chie
StewardBrenda Densmoreto file a written grievance.

The contract language for POST states extra hours sh
awarded to the most senior bargaining unit employee ot
volunteer list. Densmore was given the managersneail

that explained she had been aware Batier wanted the
hours buBauer had not signed up in the volunteer book ¢
the lower senior hadDensmorethen produced the signt
sheet that showed the lower senior had not signed up fc
classification that thehift required but instead signed up 1
two (2) of the other classifications. The Employee Relati
Consultant could see where the confusion came into play
the grievance was settled by givilguer three (3) hours

pay.

IRMC POST
Incorrect Pay

Jeffrey Walser noticed his electronic paycheck had 1
wrong pay grade listed. Walser called Chief Stewarc
Brenda Densmoreto inquire as to how he should follow u
He knew there had been a master schedule change
wondered if that had anything to do withe incorrect
information. Densmoresubmitted an information request
research whahad gone wrong. The error wésund on
the Personnelction Form filled out at the time of th
schedule  change.
V . Densmorestarted the grievance proce:
'\ 7 The POST ontract has arecognition
\\vw article that covers what each classificati
is to be paid in the Bargaining Uni
“\JA The mistake in paperwork caused
violation in the contract when this w
brought to the attention of management they agreed.
grievance wasedtled with the correction of his pay and
retro check back to the beginning of the pay change.
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IRMC Technical
Surgical Tech On Call Pay

Angela Witt is a surgical tech on the Greenlawn Campu
IRMC. She noticed her pay for being on call was sme
than she expected. She
contacted the Technical Chief
Steward Pat Smith.  Smith
talked toWi t tménager and
several other surgical techs.
Smith discovered that the on
call pay had been decreased toX) 1
$3.25 an hour some time ago
The $3.25 rate is the refgr < /

pay for being on call but the

Technical contract  states,
AEmpl oyees currently rece
more for on <call shal l C (

When IRMC went to a new pay system, the call pay
surgical techs was reduced.

Smith filed a class action grievance. After six (6) month
fighting the grievance, IRMC granted it, paid retro to
employees and restored the correct rate.

IRMC Technical
Laid off but Still Working

Marty Zemmer was working in the IRMC Breast Cal
Center. Zemmer was laid off in March 2011 but continue
to work part time almost every week. Even thot
considered laid off she was working thirty two (32) or m
hours per week.Zemmer did this for several weeks. St
contacted the Technical Chief Stewddt Smith. Smith
filed a grievance on her behalf.

The grievance was settled withemmer returning to a
regular part time position.

CEI CMH Large Unit
Suspension & Termination Reduced

Avis Stubbsis a mental health worker at the ClintBaton
Ingham Community Metal Health (CEI CMH) Recoven
Center. She received a one (1) day suspension for mi
errors on medication documentation, allegedly allow
consumers to go outside to smoke and taking a consun
help him be admitted for substance abuse treatmentn!
own time. Steward.aura Sandberg filed a grievance a
Stubbsrequest.

(continued on page 8)
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Grievances Settled

(continued from page7)

Management argued these were serious mistakes
warranted a suspensiofandbergarguedStubbshad never
been disciplined before. She provided instances of ¢
staff making similar medication documentation err
without discipline being issuedSandbergalso pointed ou
the boss had only a few supervision meetings \Bitlbbs
prior to disciplining her. She went on to argue an emplc
deserved increased training and supervision prior
receiving such a severe discipline.

The Human Resources Director resolved the mattel
reducing the discipline to a written warning with Ifi
reimbursement for any lost pay and the written warr
would not barStubbs from applying for other position
within the agency.

Prior to her suspension being reducgtyjbbs was fired for
allegations of continued medication documentation er
and notf ol | owi ng management

Sandbergfiled another grievance at her request.

At the grievance meeting before the Board of Direc
Human Resources Committee, management argued
continued infractions warranted terminationSandberg
countered the problem with the medication documente
was a systems problem rather than an employee prol
Management proved this when they changed the forr
make it harder to commit this type of errdandbergalso
argued the termination was bdsen the suspension that w
later reduced and, therefore, the termination should
reduced as well. Stubbs presented she missed sol
supervision meetings due to health problems. The B
told the administration they wanted the grievance set
An agreement was reached to reduce the termination
suspension and retur@tubbs to work with about two (2)
months of back pay.

CEI CMH Large Unit
Are Jeans Appropriate

The CEI CMH recovery center provides shigtm
detoxification treatment for addicts.Management bega
enforcing a dress code barring staff from wearing je.
The employees had a number of concerns about this ch
A joint labor/management meeting with Local 459 and
administration was held to discuss the issue in lieu «
grievance being filed.

Management argued now that their offices were locate
the recovery center, it was necessary for staff to loo
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professional when they had visitors from the commur
StewardApril Pocalujka pointed out that employees ci
still look presentable in jeans and all other treatment cet
in the area allow their staff to wear jeans. She also outl
the duties they routinely have to perform such as clea
up bodily fluids for individuals suffering withdrawal frot
addictive substancedPocalujka elaborated jeans are mu
more appropriate attire for such work. Managemr
countered it was easier to simply ban jeans than to p
the types of jeans people wore. She explained tha
Uni on wasnot seeking toor
other inappropriate jeans and some judgment is require
enforcing any dress code.

After careful consideration of all the points made in

meeting, management sent out an email to staff clarif
they could wear jeans to work without a formal gaece
needing to be filed.

CEIl CMH Large Unit
Strike One Removed

CEl CMH has a policy that if an employee turns in tr
time card late more than once per year, they will hav
wait until the next pay day to receive the paycheck. Wh
time card is trned in late, the payroll department notifi
the employee they have a

SusanMcCarthy, former secretary at the recovery ceni
received a late time card strike. She explained to the pe
department she had actuallyrmed in her time card to he
supervisor for signature in an envelope witinae asking
her to send all the time cards including herspgyroll.
Typically, McCarthy would take the time cards to tf
payroll department, but she was about to go on vaca
The payroll department referred her back to her superv
After several emails to her boss without succhgCarthy

contacted Local 459.

The Union pointed out to Human Resources that the
card was | at e due to n
McCar t h {até sime card strike was removed from t
record without a formal grievance needing to be filed.

CEI CMH Large Unit

Driving Restrictions I
Many CEI CMH positions require driving. Whe
Community Support Technicialerry Jacobsen 6 doctor

told him he could not drive for six (6) months due
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Grievances Settled

medical issues, Human Resources told him he could
return to work at Transitions North. Chief Stewdtdm
Marietta -Dickerson pursuedhe issue on his behalf.

Marietta-Dickerson pointed out
management had exercised
option to have other staff pick u
the driving duties in the past und
t he agencyos p (
argued there were other employe
in J ac ob steamdteat could &nsport consumers:
Management countered this would not work because on
of the staff temporarily working in the team did not owi
vehicle. Marietta-Dickerson contended he could use
CMH vehicle and other staff had been denied tempo
assignmentfor similar reasons.

The Human Resources Director resolved the issue witht
formal grievance needing to be filedacobsenwas returnec
to his former position. Apparently working around |
driving restriction was not such a hardship after all bes:
the supervisor allowed the employee without the vehicl
continue working in the team.

CEIl CMH Large Unit
Two (2) Written Warnings
Become One (1) Verbal Warning

Dale Zielke works as a Carpenter at CEl CMH. He recei
a written warning due to workepformance concerns such
using a table saw and playing his music loudly wt
working in a group home with staff and consumers pres
Management followed this up with a second written warr
for allegations of making threatening statement. Loc&9
filed grievances against both disciplines.

Zielke stated he turned his music down and removed
table saw when instructed to do so. Management conte
his coworkers told a different story. However, Local ¢
provided written statements by tw@)( carpenters tha
showed he had removed the table saw when a¢
Alternate StewardKim Krohn also argued the disciplin
was too severe and management should have started \
verbal warning.Zielke also explained his statement was |
a threat, but w&s simply venting during a meeting with t
supervisor. Krohn asked management, if his stateme
were really so threatening, why waArelke allowed to work
for several days before the investigation started.

The grievances were resolved by removing thettewm
warning for allegations of threats and reducing the o
written warning to a verbal warning.
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CEIl CMH Large Unit
Call It What You Want, Just Pay Me

Mary Christmas, Alton Delmyers, Christina Johnson,
Olson Ornevil, Kerry Thelen and Linda Thom work as
relief Community Treatment Specialists at CEI CMH. Tt
attended a one (1) day <co
They were surprised when their paycheck did not rel
these hours. They contacted Chief Stewah Marietta-

Dickersonfor help.

The payroll department argued relgaff isnot eligible for
administrative time which is used for attending conferen
Local 459 countered they deserved pay for the hours
worked both under the law and the contract regardles
what label is usedor the time the employees were at t
conference The Union stated this is no different than
management scheduled the staff to work with consur
and did not

pay them.

Human Resources resolved
the matter by paying all th
employees for the timehéy
attended the  conferenc
without a formal grievance
needing to be filed.

LW

CEI CMH Residential Unit
Relief Position into Regular PartTime Position

The CEl CMH Residential Union contract states that
relief staff consistently works forty (40) hauor more pet
two (2) week pay period for longer than six (@pnths,
s/he shall be awarded a regular position.  Theon
negotiated this language into the contract to pre
management from using relief staff instead of regular-
time or fultime enployees to avoid paying for benefits.

Relief Residential Techniciadose Villanuevaread aboult
this language in a flyer posted on the Union bulletin bo
He had worked nearly futime for eight (8) months o
longer. He contacted Local 459 to purdghe issue on his
behalf. In addition, a former relief staff worked ftithe
for about seven (7) months.

The Union provided the HR Director with copies of t
schedules and hours. She resolved the issue by off
Villanueva his choice of several requl positions anc
created another new fiilme Residential Technician mac
available to bargaining unit members without a forr
grievance needing to be filed.
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( continued from page 9)

CEI CMH Residential Unit
Improper Scheduling

According to the CEI CMH Residential Union contra
shifts should be offered to regular staff by seniority uf
forty (40) hours per week. If a shift will create overtime
should be given to the available staff that Wweive the leas
amount of overtime. Four (4) Residential employ
recently stood up for their rights leading to managen
paying them for the hours they should have been offi
without a formal grievance needing to be filed.

Neil Burcroff is an Overnigh Technician (sleeper) at tr
Wieland Home. He pointed out he should have been off
two (2) shifts leading to less overtime for him than the staff thai
scheduled. Management paid him eleven (11) hours
overtime.

Joseph McLane is Residential Tedafician at the MLK
Home. He requested to be scheduled for a shift. Wh
was worked by an employee who had more overtime, L
459 contacted Human Resources. Management agre
pay him eight (8) hours of overtime.

Zach Slusseris a Residential Tecfician at the Howell
Home. He found out a shift was given to a relief s
without ever being offered to him. He also discove
another shift was not offered to him even though he
under hours. Management paid him sixteen and a hal
%) hours astraight time.

Cynthia Mick is a Residential Technician at the Arch F
Home. When a coworker called in unexpectedly, shifts v
offered to other employees but not her. Managen
initially argued giving her extra hours would excéédd c k
preference she entered in the scheduling system. L
459 pointed out another employeere offered additional
hours resulting in overtime that exceeded her preferer
Management then stated the other employee receivel
shifts because she happened
be waking at the home whel
the call in occurred and told tr
on-call person she was willin
to exceed her preferred houl
Local 459 explained they ha
talked to the other person ai
she had been offered the hot
while off the clock.

The Human Resourc&irector resolved the issue by payil
Mick sixteen (16) hours of overtime.
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CEIl CMH Large Unit
Job Bid

LaWanda Brown is a bachelors degreed Client Servic
Specialist at the CEI CMH Outreach Case Manager
Services program. She applied for another Cl&ervices
Specialist program in the PATH Homeless program. W
an applicant outside of the bargainingit was awarded th
position, Local 459 filed a grievance at her request.

The Union pointed out the contract requires manageme
award positions &sed on seniority when the qualificatio
are relatively equal. Management argued they did not
Brown the position because she had difficulty with d
entry and paperwork. They explained the PATH grant
in danger of not being renewed due to peotd with the
data entry not being consistently done. Local 459 count
Brown should not be penalized for management

providing appropriate supervision to a previous emplo
who struggled with data entry. Management also arguel
successful candate demonstrated stronger clinical skills
the interview. Local 459 highlighted the succes:
applicant had graduated only five (5) months prior to tal
the position while Brown had eleven (11) years ¢
experience in the very position she was apglyfar - a
Client Services Specialist. The Union further conten
management was denying a lateral transfeairt@mployee
with twentyseven (27) years of seniority over a rec
graduate outside of the bargaining unit.

The Human Resources Director gehtthe grievance an
awardedBrown the job.

CEIl CMH Residential Unit
Approved Vacation Pay

Adrienne Newland worked as an Overnight Technici:
(sleeper) at the Gypsie Home. She requested and
approved to use thirty (30) hours of paid personal leava
vacation. Afterwards, she put in her notice to move in
relief position following her vacation. Newland was
surprised when she was not paid for her vacation. Pa
informed her that her last day worked was her final day
she lost her persdriene. Local 459 filed a grievance on her behe

Management argued they do not pay out personal time \
employees move from a regular position into relief unl
other forms of time off such as PTO. They went on to
an empl oy e e 0 sistheaffettivedateyof ther
resignation. The Union countered the policy managen
referenced only applied to when employees leave CMH
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Grievances Settled

she had remained employed. In additiblewland stated
she lad attended a staff meeting as a regular staff pe
following her vacation.

The HR Director granted the grievance and pe@wland
her thirty (30) hours of personal leave.

Child & Family Charity
Comp Time Denial Overturned

Child and Family Services pfessionals work into th
evening frequently to meet the needs of their client
Someti mes they flex their
avoid working extra hours and the contract allows ther
accrue comp time. A manager stated in a staff meétig
employees could no longer use comp time to take an €
day off. She also began requiring Union members
provide written justification for why they accrued comp tii
instead of flexing their schedule. At the request ofdeer
workers AlternateStewardPam Harry filed a grievance.

She provided multiple examples of both management
Union employees using comp time to take a full day
Harry also explained these decisions would undern
morale leading to staff only doing the bare minimunstead
of frequently working nottraditional hours to helgamilies
and children. She stated
was their willingness to only earn one (1) hour of comp t
for each extra hour worked instead of the time and a
called fa in the contract.

The Executive Director granted the grievance stating
agency would return to following the contract. He went
to say employees could use comp time to take an entire
off, would accrue comp time at time and a half and man
mert would request written explanation for any comp time ear

NEM CMH
Guidance Felt Like Intimidation

Janet Woodis a Residential Training Worker (RTW) at tl
Dewar Home for North East Michigan Community Men
Health (NEM CMH).Wood works the second dhiand is
the high senior staff at this group home.Wood was
working with some less senior staff that were not as fam
with the day to day routine and responsibilitiesVédsod.

One of the newer staff complained to management tha
was not comforta | e, and felt Abul
Wood. Wood was givena discipline.

Wood filed a grievance and argued that she was just providi
guidance to the less seasoned staff. The discipline was rem
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andWood received a documented counseling instead.

HFMH WC
Disputes Leads to Disciplines

Employers have the right to discipline employees who figf
the workplace but the discipline has to be proportionate tc
offence and timely.Some disciplines at Henry Ford Macor
HospitalT Warren Campus (HFMH WC) had to be ament
when they did not meet these criteria.

Shevaun Norton and Erika Madajczky were both
communication greeters/switchboard operators at HFMH V
Both applied for a transfer to Patient Registratibleither got
it and instead the hospital awarded it to a lower sel
applicant. A grievance was filed and eventually the award
was overturned and the position was giverNtoton instead
(April T June 459 UpdateNorton did not feel welcome in the
new departmentSoon after the transfer, there were dispu
betweerNorton and other employees.

The first involvedNorton andMadajczky. Both Norton and
Madajczyk were in the switchboard office with another- ¢
worker. The two had a disagreement that turned into he
discussion. This was brief and the twoworkers ended the
argument on their own but management became aware ¢
incident and disciplined both of them.

Grievances were filed by Stewatgbril Wilson for both of the
workers. Both ceworkers admitted thathe conversation go
out of hand, and both were remorseful and had put the inc
behind them.During the grievance it was pointed out that
incident occurred in a ngpatient care area and that t
discipline was too harsh. The grievances were lvedoby

reducing the time limit of the disciplines for both grievants.

The second incident involvedorton and her stewardwilson

was one of the staff that was assigned to thgrton. One day
duringN o r t tamimgWilson andNorton exchanged worsl
out of anger and frustratiorsome time later management ga
them both disciplines for this exchange. A grievance was -
for both of them. Accordin
should discipline be required, it shall be given to the emplc
prompty no more than (2) weeks from the date of

incident. o In each case bo

the (2) week time period. Both of those disciplines were rescinc

Hope Network
Overtime not Offered

Brittany Adams is a Residential Instructo(RI) at the
Creston Ridge Program for Hope NetworlAdams
discovered that an overtime shift was offered to a less se
(continued on page 12)
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( continued from pagdl)

employee without offering it thher. The contract require
that shifts be filled by seniorityA grievance was filedThe
grievance was granted aAdamswas paid (8) hours overtime

Jessica Snelis acook at River Valley Programs for Hog
Network. Snell discovered that overtime hauwere offered
to a less senior eaorker without offering them to her firs
A grievance was filedThe grievance was granted aBdell
was paid four and one half (4 %2) hours of overtime.

Hope Network
Responsible for Meds, Not Responsiblior Fall

Jennifer Womble is a Residential Instructor at the Rive
Valley Crisis ProgramWomble works the day shift. Ther
areusually (4) staff on shift together with (1) staff assigr
to the medication room to pass out medicatiand
document while the rest of thetaff divide up the
clients into equal number groups. The person in
medication room is primarily responsible only f
medication, however all staff are required to be respon:
for the clients.

One of the clients had fallen during thé&®\3hift and it was
discovered later during the day shift, (after being sent tc
hospital) that the client had suffered a broken an
Womble wassuspended for one (1) dag well as some ¢
her coworkers for not being aware that the client hau
serious injury Womble contacted Chief Steward Ruth

Hunter who filed a grievance on her behalf. During 1
grievance meeting, it was argued thAfomble was not
notified by the (%) shift that the client had fallen and th
this client historically would not cooperatath the staffand

sometima would not give any indication of being in at
pain or discomfort. The discipline was rescinded
Womble received a training tutorial memo instead and \
credited pay for her (1) day suspension.

LAFCU
Missed Job Posting whié on Maternity Leave

Local 4590s
Lansing Automakers Feder:
Credit Union (LAFCU) has ¢
-*: provision for hiring from within
¢ ; for promotional opportunitie:
based upon principles ¢
seniority and qualifications.

Pagel2

Recently a job posting went ufor a Senior Membe
Services Representative (SMSR). Tlpiesition requires
employees to know all aspects of thmoducts anc
services offered by LAFCU. It is a hybrid of a Loan Offic
and aMember Services Representative. Most new emplo
startout asTellers and move their way up. Tellers howe'
are given the opportunity to be cross trained and fill in
SMSR positions prior to permanent positions becoming avail:

During the most recent set of negotiations, the Union
employer agreed that éhe was a need to make st
employees on a leave of absence are given the opport
to post for and fill open positions, as long as there was t
lengthy delay in filling the job. The following languay
was agreed upon and incorporated into the eoht
AEmpl oyees on a | eave of
Resources, in writing, of their interest in a position. If
opening for that position is posted, the written notice s
serve as the employeebs &
no clear understaing on how an employee on leave was
be notified of the opening. LAFCU thought the emplo)
would check on openings, with guidance from the Uni
and the Union thought that LAFCU would notify tl
employee.

Amanda Seger was a Teller who was temporari
transferred to an SMSR position. She was qualified and
good at the job.Seger went off on maternity leave. /
permanent SMSR position was posted during her abst
The job was filled by a less senior Teller because LAF
had no letter or applicatioon file from Seget

Chief StewardClare Gomez filed a grievance.Gomez
immediately took the grievance to the VP of Humr
Resources. Management denied that they had violate:
contract. ButGomezdi dn 6t Gpmazarguedpthat
even though the spemfsection of the contract was n
actually violated, LAFCU needed to weigh the intent of
entire agreement. The cornerstone provisions in the cor
called for seniority to prevail when a job posting candic
was qualified. Gomezasked the VP of HSharon Gillison
to look at the contract as a whole, not just whether the
section was violated. This was a matter

miscommunication and extenuating circumstances.

The grievance was grantedsillison cited extenuating
circumstances involved iMs. Seger's application for the
position. Seger received the promotion. And everyol
involved will now make sure that employees on a leave
get notified of promotional opportunities.
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ARBITRATION DECISIONS

The Local 459 Exaitive Board approves grievances for arbitration. All of these decisions are written about
newsletter; the ones we win and the ones we lose. Since the last newsletter we have won two (2) arbitrations

Vague References Not Enough
to Support Discipline of 39 Year Employee

TIC, International Corporation administers health ¢
and pension plans for mukimployer groups. Many c
their customers are labor unionsKim Tubandt has
worked for TIC since 1979 and is a Lead Clai
Examiner. In Mg of 2010 TIC got a short letter from
Union Business Agent. The Business Agent complal
that his members have complained about Tubandt,
she is firude and crudeo
to process answers. TIC did not talkTiebandt or gve
her any chance to respontihey just issued her a writte
warning. A grievance was filed. TIC denied it withc
any investigation or discussion. The grievance
continued and Local 459 tried to get TIC to offer ¢
specific instances whemubandt was inappropriate o
untimely. TIC never provided a single example. 1
Local 459 Executive Board approved the grievance
arbitration.

A hearing was held in front of arbitratdtario Chiesa.
Local 459 Service Representativekance Rhines
presented t case for the Union. The Business Ag
who wrote the letter complaining abotibandt testified
by telephone. He admi't
experience any problems wiffubandt and that he ha
heard concerns from some members but he could
name them or specify when they complained. He rele
overhearing a phone call when it was alleged
Tubandt sai d Ayou should knc
probing it was unclear iTubandt was the employee o
the phone or if the person speaking was takio a
customer or a coworker.

Tubandt testified at the hearing. She descrik
interactions she had with the Business Agent \
complained. Apparently he wanted to cash out his «
pension monies andlubandt told him the rules did no
allow him to do tls until he was age fifty five (55). H
was not happy with this conversation Butbandt was
applying the rule correctly. (Eventually the rule w
changed so that you could cash out at fifty three (53)
age of the Business Agentljubandt denied trating the
Business Agent or any other customer rudely.

Arbitrator Chiesa issued a fourteen (14) page decis
granting the grievance.
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First he discussed the lack of an investigation. He ag
the record showed that there was none and that the
cawse standard includes giving an employee the chan
tell their side prior to discipline. But his belief is tr
while an investigation is important, the lack of one d
not necessarily lead to overturning a discipline.

believes even if there was movestigation, the arbitrato
must look at all the facts. Buwfter looking at the
facts in this case, he concluded thiscipline was
unwarranted. He noted, Tt is quite clear that the
Employer has failed in this burden (of proof) and thus
discipline imposed upon the grievant cannot

S u st a iThe ¢estimony of the Business Agent did |

supply evidence supporting discipline. He conclude
amounted to Avague refer
Chiesaor dered that t he Adalh

references thereto shall be removed from all files
recor dso.

Part Time Employee Working Full Time Hours
Means He is Full Time

Adam Layne has worked at Ingham Regional Medic
Center (IRMC) since 1993. He currently works a:
painter. L ay n @@er at IRMC has been interrupt
several times by layoff. He worked himself up to -
position of Maintenance Mechanic. In 2007 that job \

~ eliminated, he bumped into a painter position (Local -

had to win an arbitration decision to get him that pu
option.) In early 2010 he was reduced from full ti
Painter to part time. In March 2011 his part time pail
position was eliminated and, since he was considered
time, he had no bumping options. With eighteen (
years seniority, he was on ethstreet while anothe
employee with less seniority was working as a painter.

Layne was reduced to part time in early 2010. IRN
however continued to work him full time. The IRM
POST contract contains language about working a
time employee fulltme hour s. It 0
of definitiono. 't says
more than sixty (60) days at full time they start gett
full time benefits and, after one hundred and twenty c
(120) days, they are considered full tim&he exception
is if you are working extra hours to replace anot
employee on leave. In December 2010 Chief Stew:
(continued on page 14)
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(continued from page 13)

Brenda Densmorefiled a grievancdor Layne saying he
should be considered full time. IRMC denied i
grievance. In March 2011 the grievance took
additional significance when his job was eliminated.
the grievance was right and he was really full time,

different classifications were on vacation those days.
other words, IRMC said that if a HVAC employee to
the day off and ifLayne was called in to paint on th
same day, t ¢oent elrem thoughaytheowa
not doing the work of the missing employee, is

should have been given bping options and would stil qualified to do their work and was not paid at their pay gre
be working. The Local 459 Executive Board appro
the grievance for arbitration. Arbitration Girolamo di d no't buy | F
He concluded there was no agreed upon past practice
A hearing was held in front of arbitratodoseph pointedout that whileGatessaid a past practice existe
Girolamo. Local 459 Service Representatit@ance she did notsupply any documentation to show it. |
Rhinespresented the case for the Unionncg thiswase wr ot e, Al am not persuad
contractual language grievance and not a discipline, to establish the existence of a past practice relative t
burden of proof was on the Union. i ssue i n éthen bad o dexide.whether idr r

to exclude certain hours worked bgtyne. He decided tc
Local 459 presented evidence tHayne worked full c oun't the hours | RMC wa:¢
time hoursand that while he was workingas performing grievant Layne) performed and was paid as a Paintel
his regular duties of painting. it cannot be -isnadi do rh er ewdhse

other nonpainters The grievance was grantedRMC
IRMC testified that they way they calculate hours st was ordered to give him full time status retroactive
that Layne did not work enough to be considered f November 2010 and make him whole for any los
time. Human Resources representatiféna Gates (minus any earnings and potential earning for failure
claimed there was a past practice on how to calct reasonaly mitigate his losses)L ayne has been returne
hours. IRMC claimed that many of the hours cowdtibe to full time work and IRMCwas required to pay hir

counted because other employees in the department t

almost $20,000

IRMC POST
Attendance Point Warning

The |1 RMC POST contract I
attendance system. The attendance system give
employees (regardlesd status full or partime) sixteen
(16) attendance points in a bank upon hire. Attendan
tracked for the most recent twerdix (26) pay periods
One point is deducted frolm n e mp latepdaree
bank for each unscheduled absence. An occurrefi
absence is when an employee works less than sixt
percent (66%) of their scheduled shift. When an empilc
hits zero (0) points, the employee may be terminated.

Employees are supposed to be warned when their t
get low. The contract statdse employer shall notify the
employee when the employee has reached sever
points and again at three (3) points or less. The n
shall be in writing, indicating the point level and a copy ¢
to the Union. An employee cannot be fired if the emmoy
Pagel4d

has not been given this notice or the employee has
spent points since the notice. Also employees can as
their point balance at any time.

Recently many manager s h
points formo to t heviolate then
contract languageSome examples are the notice will
at five (5) or six (6) points and the manager did not ¢
the notice when the employee reached seven (7) pc
Some of the notices just state that the employee has ¢
(7) points orless. The contract states notice will be gi\
Awhen an employee has r
notice needs to be given. IRMC POST Chief Stew
Brenda Densmoreis working with the manager of eac
department to make sure the contract language syt
followed. It is important that POST bargaining u
employees know their contract rights.
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Steward

Erika Speace
Saginaw County

Erika Speacehas served as a Steward for the past two a
half (2 %2) years. Shworks as an Office Manager/Buildin
Pricer in the Saginaw County Equalization department.

She was drawn to becoming
helping members and being proactive with getting answer:
t hem. o She fi nds dflemnganbstewar
when fAwe know the member I
there has been no contract language violated in order to

= ‘ grievance. 0
- !, -
[
The new and pending changes

laws passed by the State legislature and Governor mak

She served on the last bargaini
team for the first time. Speace
feels the biggest victory wa
i prreisge the contract
protections that management tri
to take away in negotiations lik
eliminating  seniority ~ wher
applying for a

very angry. Shecommerdi il t 6s unf air .
the middle cl ass. How wi I
mi ddl e c¢cl ass ar e maki n ¢Spdac
wentontosay iPeopl e used to wan

because of the benefits not tpay. The State governme
ordering the County to pay less for benefits will lead
individuals with less talent applying for jobs. The quality
the services to the public will decline over time. You get w

you pay for. oifMBhehdagesndéd
become a right to work state. It will give management
much power and | et them pl

Speaces married with three (3) dogs. Skenjoys hanging ou

with friends and family, W
softball games
Clare Gomez
LAFCU

Clare Gomezis the Local 459 Chief Steward representing o
onehundred (100) members at Lansing Automakers Fec
Credit Union (LAFCU). Gomezbegan her employment wit
LAFCU as a Teller at the Dewitt office in 1997. In 19¢
Gonmez transferred to the Keystone Branch where she
began her tenure as a Steward.

In 2003, Gomez was promoted to Loan Interviewer at
newly opened Okemos Branch. She continued her role
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Spotlight

Steward in Okemos until 2004 when LAFCU opened a |
Main Office. Gomez was again promoted to the positior
Senior Member Services Representative (SMSR) and be:
Main Office Steward. She was an also an Alternate Bargai
Team member for the 2005 and 2009 negotiatiors.2010,
Gomeztook on the role of ChieSteward. And, recently sh
was also elected to the 2011 bargaining team for an ecor
reopener.

Gomez married her husband in 2006, and their first ch
Nicholaswas born in January 2008 May 2010,Gomezand
her husband/ince had their second cli) Olivia. In November
2010, Gomez took a partime job in the Card Service
department. This allowed her to spend more time beingra.

In her spare ti me ( @Gdmezdiikes td
cook and bake for friends and family. Anyone who iskiu
enough to be on her Christmas list receives homemade ¢
every year! And it is world class chocolate.

Gomez loves to read psychological thrillers. Her favor
authors include James Patt
takes me away from the dailyrind of being a wife and
wor ki ng Gorezsaig.r . 0

Gomezgrew up in Lansing and went to Everett High Schc
She is the daughter &@harles Baker, who was a propert
manager for the Catholic Diocese in Lansing. Her mo
Regina Pfeifer was a homemaker who taughtGomez the
candy making skills she ha
never Ganeisraga d.. o il had grea
spend as much time with them as most people do, but the
we did have was very speci

Gomez aln has three (3)
brothers and one (1) sister. She
is the youngest.
benefits of being the youngest.
My siblings had already paved
the way for my teenage
freedoms Gomezsaid.

il reaped

Gomez loves representing her
me mber s. il i
and helping my ceworkers,

wh o someti mes

comfortable standing up for
their workplace rights alone. | also enjoy a good challenge,
yes, a winning argument to

ke stepping

donot feel

il l'i ke the empl oy e efdactlfive s
of my sk (6) kridesmaids were eworkers. | also truly enjoy
dealing with the Credit Un
d a yGoraezexclaimed.
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