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AGREEMENT 


This Ag~eement is entered into, for the term provided 
in the Duration A~ticle, by and between the Hancock Public 
Schools Board of Education, hereinafter called the "Board", the 
"Employer" or the! "District" and the Hancock Educational Support 
Personnel Association, hereinafter called HESPA or "the Union". 

ARTICLE I 

RECOGNITION 

A. The Employer hereby recognizes the Union as the 
sole and exclusiv~ collective bargaining agent as defined in 
Section II of Act l 336, Public Acts of 1947, as amended, for all 
employees who are within the appropriate bargaining unit 
described and def i ned as: 

Included: All no~-teaching employees. 
Excluded: Confidential employees and supervisors as 

definea in the Act. 

I
B. Unl ess otherwise indicated, the term "Employee" 

when used hereinafter in this Agreement shall refer to all 
members of the ab~ve defined bargaining unit and references to 
one gender shall 'nclude the other. 

ARTICLE II 

DISTRICT RIGHTS 

The Dis~rict retains all rights, powers and authority 
vested in it, or wermitted, by the laws and const i tut ion of 
Michigan and the ' nited States. All policies of the Board of 
Education on behalf of the District as stated in Board of 
Education policie~ , Board of Education minutes, o r a s s et f o rth 
in any manner whattsoever, or powers which heretofore have been 
properly exercised by it, shall remain unaffected by this 
Agreement and in f ull force and effect, unless and un t i l chang- d 
by the Board. Nott by way of limitation but by way of additiont 
the Board reservet unto itself all rights, powers and prirjleges 
inherent in it or conferred upon it from any source whatso ver 1 

provided, however that all of the foregoing being manifestly
1recognized and in~ended to convey complete power in the Board 

shall nonetheless ibe limited but only as specifically l imit d ly 
express provision~ of ~his Agreement and under Ac t 37 9 of the 
Michigan Public A~ts of 1965. The Board rights shall inc lude by 
way of illustration and not by way of limitation, the right to~ 

1. I Manage and control the school' s bus iness, t he 
equipment, the operations and to direct the working f o rces and 
affairs of the Em~loyer. 
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2. Continue its right and past practice of 
assignment and di ection of work of all of its personnel, 
determine the numDer of shifts and hours of work and starting 
times and scheduling of all the foregoing, but not in conflict 
with the specific provisions of this Agreement, and the right to 
establish, modify or change any work or business hours or days. 

3. The right to direct the working forces, 
including the right to hire, promote, suspend and discharge 
employees, transf~r employees, assign work or extra duties to 
employees, determr\ne the size of the work force and to lay off 
employees. 

4. Determine the services, supplies and 
equipment necessaty to continue its operations and to determine 
the methods, sche~ules and standards of operation, the means, 
methods and proce~s of carrying on the work including automation 
thereof or change~ therein, the institution of new and/or 
improved methods t r changes therein. 

5. Adopt reasonable rules and regulations. 

6. I Determine the location or relocation of its 
facilities, inclu~ing the establishment or relocations of new 
schools, building~, departments, divisions or subdivisions 
thereof and the r~location or closing of offices, departments, 
divisions or subdivisions, buildings or other facilities. 

7. I Determine the placement of operations, 
services, maintenance or distribution of work, and the source of 
materials and supplies. 

8. I Determine the financial policies, including 
all accounting prmcedures, and all matters pertaining to public 
relations. 

9. Determine the size of the management 
organization, its functions, authority, amount of supervision and 
table of organization provided that the Employer shall not 
abridge any right~ from employees as specifically provided for in 
this Agreement. ..,., 

ARTICLE III 

UNION RIGHTS AND SECURITY 

A. Special Conferences 

spl cial conferences for important matters will be 
1

arranged . between fhe Union President and the designated 
representative of the Employer upon the request of either party. 
Such meetings shall be between at l~ast two representatives of 
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the Union and two ~epresentatives of the Employer. Special 

conferences shall ~e arranged at a time mutually agreeable to 

both parties. 


B. Bul ] etin Boards and School Mails 

The [union shall be provided with a bulletin board 
in each facility wnere Union employees are working and for the 
exclusive purpose 9 f posting Union materials. The Union shall 
also have the righol to use the interschool mails to distribute 
Union material. 

C. Use of Facilities and Eauipment 

The Junion shall have the right to use school 

facilities for mee~ings and school equipment, including 

typewriters, mimeograph machines, other duplicating equipment, 

calculating machinds, and all types of audio-visual equipment 

when such equipmenb is not otherwise in use. Requests for the 

use of facilities ~1nd equipment are subject to the approval of 

the Superintendent. The Union shall pay for the cost of all 

materials and supp] ies incidental to such use and shall be 

responsible for an~ damage incurred through such use. 


D. Stade and National Union Representatives 
I 

Duly authorized representatives of the State and 
National levels of lthe Union shall be permitted to transact 
official Union bus i ness on school property provided that this 
shall not interferi with nor interrupt normal school operations. 

E. Union Representation 

EmpJoyees shall be represented by Union Stewards, 
or in the absence d f the regular Steward, by an Alternate 
Steward. Both Ste~ards and Alternate Stewards shall be regular 
employees of the b~rgaining unit. The Union shall furnish, in 
writing, to the Employer, the names of Stewards and Alternate 
Stewards upon theit election or appointment. The stewards, 
during working hout s, without loss of time or pay, may 
j~vestigate and present grievances to the Employer provided that 
it ~s so urgent that it cannot be done outside of working ·hours. 

'The Employer shall not suffer loss of the employee's time under 
this provision. 

F. The Employer agrees to furnish to the Union, in 
response to writtem requests, all available information as 
required by law in the form available in district records. 
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G. Pa 1roll Deduction 

1. Employees covered by this agreement at the 
time it becomes effective shall be required, as a condition of 
continued employme~t, to become members of the Union or pay a 
service fee to the Union equal to dues uniformly required by 
members of the exclusive bargaining representative. Employees 
hired, rehired, reinstated or transferred into the bargaining 
unit after the eff~ctive date of this agreement and covered by 
this agreement shajll be required as a condition of continued 
employment to become members of the Union or pay a service fee to 
the Union equal to dues uniformly required for membership for the 
duration of this a~reement, commencing the 61st day following the 
beginning of theirj_employment in the unit. Substitutes will not 
be required to bec~ of the .Union, or to pay the serviceome members 
fee, while continu'ng to work as substitutes; if hired as a 
regular employee i mediately following such employment as a 
Substitute, howeve[r, their most recent continuous period worked 
as a Substitute wi 1 be counted for determining whether they have 
completed sixty da1 s employment. 

2. Where so authorized and directed by an 
employee in writing on a mutually agreed upon form, the Board 
agrees to deduct f f'om the wages of the employee the uniformly 
required · membershi~ dues. Such authorization shall remain in 
full force and effect during the period of this contract unless 

1formally revoked by the employee and the Union in writing. The 
1revocation notice~ust be given both to the Board and the Union. 

If a bargaining u it member does not pay the required dues or 
service fee directly to the Association, or authorize payment 
through payroll deduction, at the written request of the 

1Association the Employer shall [pursuant to MCLA 408.477; MSA 
17.277 (7)] deduct jthe service fee from the bargaining unit 
member's wages and remit same to the Association. The Employer 
shall deduct from the wages/salary of the employee and make 
appropriate remittances for voluntary contributions to NEA-PAC, 
MEA-PAC, annuities, credit union, savings bonds, charitable 
donations, or any other plans or programs approved by the 
Employer. 

. 3. ... The authorized deduction of dues and service. 
fees may be made f jrom a regular paycheck each month. The . 
Employer agrees ta promptly remit to the Union all monies so · 
deducted accompaniled by an alphabetical list of employees from 
whom deductions have been made. In cases when a deduction is 
made that duplicades a payment that an employee has already made 
to the Union, or in any other situation where a refund is 
demanded by an emPt1jloyee, said refunds are not the responsibility 
of the Employer. · · 
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4. The Union agrees to indemnify and hold the 
Employer, including each individual school board member, harmless 
against any and al l claims, demands, costs, suits, or other forms 
of liability inclua ing but not limited to all court or 
administrative agency costs that may arise out of or by reason of 
any action taken by the Board for the purpose of complying with 
this Article. I 

H. Ass0ciation Days. At the beginning of every 
school year the Askociation will be credited with eight (8) days 
to be used by barg~ining unit members who are officers or agents 
of the Association! for the purpose of participating in position 
related meetings of the Association; such use to be at the 
discretion of the Association. (For example, if one member is 
excused for a day, one day is charged; if two members are excused 
for one day, two days are charged, etc.) The Association agrees 
to notify the Dist~ict no less than 48 hours prior to the date 
for intended use of said leave. If a substitute is hired for the 
employee, the Assot iation agrees to pay the cost for such 
substitute. 

ARTICLE IV 

EMPLOYEE RIGHTS AND PROTECTION 

A. Discipline 

1. I The Employer may establish and amend 
reasonable work ru es, including rules concerning substance~ . 
abuse/testing, and l penalties for violation of such rules. The 
principles of progr essive discipline will normally be followed. 
No employee shal·l be disciplined (including warnings, reprimands, 
suspensions or dist harges) for filing a valid complaint, or 
otherwise without Bust cause, except that probationary employees 
shall be excluded f rom the provisions of this article. Such 
discipline shall b~ subject to the grievance procedure 
hereinafter set for th. 

2. I (a) An employee shall be entitled to have 
present a represenf ative of the Union during .any meeting which 
may lead to discip~inary actio~ . .. When a r.equest for such 
representation is [ ade, no action shall be taketl with respect to 
the employee until such representation of the Union is present. 

(b) Should disciplinary action likely occur 
at a g{ven meeting, the employee shall be advised immediately of 
said possibility apd be advised by the Employer of the right to 
representation under this provision of the Agreement. 
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(c) In the event that disciplinary action 
must be taken imme ~ iately, the Employer agrees to submit a full 
written account of lthe incident leading to discipline within five 
(5) working days f~llowing the District's awareness of such 
incident. Should tthe Union consider any disciplinary action 
taken against an eTployee improper or without justification, the 
matter may be referred to the grievance procedure. 

B. Fill s and Records 

I1. An employee will have the right to review the 
contents of all rer ords as required by law, excluding initial 
references, of the jDistrict pertaining to said employee 
originating after 1nitial employment and to have a representative 
of the Union accompany him/her in such review.

12. No material, including but not limited to, 
records regarding mployee performance and student, parental, or 
school personnel c6rnplaints originating after initial employment . 
will be placed in an employee's personnel file unless the 
employee has had a ti opportunity to review the material. 
Complaints against l the employee shall be in writing with names of 
the complainants (unless there is reason to withhold such names), 
administrative act t on taken, and remedy clearly stated. If 
administrative disciplinary action is taken the employee will be 
notified of the na~es of the complainants unless prohibited by 
law, or unless oth+r arrangements, acceptable to the District and 
the Union, have been made. The employee may submit a written 
notation regarding lany material, including complaints, and the 
same shall be attached to the file copy of the material in 
question. Such nof ation shall be understood to indicate 
awareness of the mr terial. 

C. Alcoholism and Dru Abuse 

The Union and the Board jointly recognize that 
alcoholism and drug addiction are illnesses and shall be treated 
as such pursuant to the application of the terms and conditions 
of this Agreement. J The Employer agrees that any employee with an 
alcohol or drug addiction problem who requests diagnosis or 
treatment, and is ~uccessfully completing or has successfully . _ 
completed such Micr

1 

igan licensed program of treatment will .not · 
jeopardize his/her job rights or job security, and that any 
alcohol or drug re1ated problems will be handled in a 
confid~ntial manne[ . (Such request by an employee after activity 
by the employee resulting in discipline will not, however, 
require withdrawinb , or mitigating the degree of, the 
discipline.) All ~eports of actual or alleged alcohol abuse or 
drug abuse shall b~ promptly reported to the respective empl-oyee 
and to the Copper ountry Education Association Uniserv Director. 
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ARTICLE V 

GRIEVANCE PROCEDURE 

A. A g 1 ievance shall be defined as an alleged 
violation, misinte~pretation or misapplication of the expressed 
terms of this agrekment. 

The l following matters shall not be the basis of 
any grievance filetl under the procedure outlined in this article: 

1. I The termination of services of any 
probationary employee. 

2. I Any matter for which there is recourse under 
State or Federal statutes. 

B. Wri~ten grievances as required herein shall be 
filed on th~ form an Appendix C. 

Any written grievance not in accordance with the 
above requirements may be rejected as improper. Such a rejection 
shall not extend tt~ limitations hereinafter set forth. 

C. Hea 1ng Levels 
I 

Informal Level: When a cause for complaint 
occurs, the affectbd employee shall request a meeting with 
his/her immediate Fupervisor within five (5) days from the date 
of the alleged occr rrence of the event upon which the complaint 
is based in an effort to resolve the complaint. The Union may be 
notified and a rep~esentative thereof present with the employee 
at such meeting. [ f the employee is not satisfied with the 
result(s) of the m~eting, he/she may formalize the complaint in 
writing as provide! hereunder. 

Formal Level 1: If a complaint is not resolved in 
a conference betweFn the affected employee and his/her immediate 
supervisor, the cortplaint may be formalized as a grievance. It 
shall be submitted!, in writing, within five (5) days of the 
meeting with the sppervisor and the employee. A copy of the . · 
grievance shall bel sent to the Union and the immediate · 
supervisor. The immediate supervisor shall, within five (5) days 
of the receipt of1·t he grievance, render a written decision. A 
copy o~ this decis"on shall be forwarded to the grievant and the 
Union. 

· Fo al Level 2: If the Union is not satisfied 
with the dispositi~n - of the grievance at Level 1 ~ - or if no 
disposition has be n made within five (5) days of receipt of the 
grievance, the gri vance shall within five (5) days be 
transmitted in writing to the Superintendent or designee. Within 
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seven (7) days after the grievance has been submitted to the 
Superintendent, th~ Superintendent or designee shall meet with 
the Union on the g~ievance. The Superintendent or designee, 
within five (5) days after the conclusion of the meeting, shall 
render his/her wri t ten decision thereon with copies to the Union 
and the grievant. 

Formal Level 3(a): If no decision is rendered 
within five (5) days of the discussion, or if the decision is 
unsatisfactory to ~he grievant and the Association, the grievant 
shall within five (5) days appeal same to the Board of Education 
by filing such wri ten grievance along with the decision of the 
Superintendent witf the officer of the Board in charge of drawing 
up the agenda for he Board's next regularly scheduled Board 
meeting. 

Formal Level 3(b): Upon proper application as 
specified in Level l 3(a), the Board shall allow the employee or 
his Union represenFative an opportunity to be heard at the 
meeting for which the grievance was scheduled. Within ten (10) 
days from the hear! ng of the grievance, the Board shall render 
its decision in wr ~ · ting. The Board may hold future hearings or 
otherwise investig te the grievance, provided, however, that in 
no event except wiph the express written consent of the Union, 
shall final deterrn~nation of the grievance be made by the Board 
more than ten (lO) I days after the initial hearing. 

Formal Level 4(a): If the grievance is not 
resolved to the un[ on's satisfaction, the Union may appeal the 
grievance to the Akerican Arbitration Association in accord with 
its rules within t Fn (10) days of the Board's disposition of said 
grievance. No ind~'vidual employee shall have the right to pursue 
a grievance to arb'tration under this clause without the approval 
of the Union in wl 'ting. 

Fo al Level 4(b): The arbitrator shall have 
authority and juri'j diction only to interpret and apply the 
provisions of this Agreement insofar as shall be necessary to the 
determination of t~e merits of such grievance, but shall not have 
jurisdiction or ault hority to add to, detract from or alter in any 
way the provisions ·of this Agreement. _The arbitrator shall have 
no authority to consider or adjust any grievance not presented 
within the time li~its above pro~ided. Arbitrators shall have no 
authority to substitute their judgment for that of the Board as 
to the reasonable; ss of any practice, policy, rule, or other 
action 'taken by t Board, provided such practice, policy, rule 
or action is not c ntrary to the express terms of this Agreement. 
Bargaining unit me~ers are required to follow this 

~ 	 grievance/arbitration proce·dure ·as the sole remedy for · alleged 
violation of this ~greement by the Employer and may not process 
such grievance, o~ litigate the issues underlying or relating to 
such grievance, t~rough any administrative or judicial procedure. 
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The arbitrator sha 1 have no jurisdiction or authority concerning 
any claim or compl int filed pursuant to any administrative or 
judicial procedure until such action has been effectively 
withdrawn. The arbitrator shall have no authority whatsoever to 
consider or adjust l any grievance concerning extension of a 
probationary employee's probationary period, or concerning layoff 
or dismissal of anr1 probationary employee. Subject to the 
limitations herein specified, the decision of the arbitrator 
shall be final and binding. 

Formal Level 4(c): The fees and expenses for the 
arbitrator shall be shared equally between the District and the 
Association. I 

D. General Conditions 

1. I The term "days" when used in this Article 
shall mean work days. Time limits provided in this article shall 
be strictly observed but may be extended by mutual written 
agreement. 

2. The Union shall have no right to initiate a 
grievance involving the right of an employee or group of 
employees without r· is or their express approval in writing 
thereon. 

E. For the purpose of assisting an employee or the 
Union in the prosef ution or defense of any contractual, 
administrative, or legal proceeding, including but not limited to 
grievances, the Employer shall permit an employee and/or a Union 
representative access to and the right to inspect and acquire 
copies of his/h~r personnel file and any other files or records 
of the Employer wh~ch pertain to the employee or any issue in the 
proceeding in quesf ion. Confidential letters of reference 
secured from sources outside the school system, and other 
confidential files ! or records that may be excluded by law, shall 
be excluded from inspection. 

ARTI·CLE VI 

__ WORKING CONDITIONS 

A. Empiloyees shall not be required to work under 
unsafe or hazardous conditions or to perform tasks which endanger 
their ~ealth or safety. 

B. The Employer shall reimburse the Employee for the 
loss, damage, or destruction of personal property which was 
authorized to be J sed on school premises when the loss, damage or 
destruction is the direct result of the Employer's negligence up 
to a cost of $100 ~f the fair market value of said property. 
Automobiles or pensonal property covered by employee's insurance 
are excluded from this provision. 
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C. Res p rooms and coffee rooms will be maintained by 
the Employer for use of unit employees. 

D. The l Employer shall support and a.ssist employees 
with respect to the maintenance of control and discipline of 
students in the employees assigned work area. The Employer or 
its designated repr esentative shall take reasonable steps to 
relieve the employke of responsibility in respect to students who 
are disruptive or ~epeatedly violate rules and regulations. 

E. No l mployee shall be required to dispense or 
administer medicat ~on, over-the-counter or prescription, without 
proper written dirkction from the Administration; no untrained 
employee shall be ~equired to perform specialized procedures. 

F. Shoj_ ld there be a significant increase in the work 
load for an employ~e such that the employee believes they cannot 
reasonably completk such work in a timely manner they may so 
notify their supery isor; upon such notification the supervisor 
will discuss the job requirements with the employee and 
prioritize duties t o be performed. 

· ARTICLE VII 

WORK YEAR, WORK WEEK, WORK DAY 

A . . The l normal work year for school term employees 
shall be based on the school calendar. ·The normal work year for 
all other employeeb shall be twelve (12) months. 

B. The normal work week for all employees is Monday 
through Friday. 

c. The minimum call-in pay for emergency situations 
shall be four (4) straight time hours. 

D. Eguklization of Overtime 

1. ~ Overtime hours shall be divided as equally as 
reasonably possibl among employees in the same classifications 
in their building. An up-to-date list showing overtime hours 
will be posted weekly in a prominent place in each building. 

2. I Whenever overtime is required, the person 
within the building with the necessary skill who has the least 
number of overtime! hours in the classification will be called 
first and so on down the list in an attempt to equalize the 

1overtime hours. 
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3. For the purpose of this clause, time not 
worked because the employee was unavailable, or did not choose to 
work, will be cha~ged the average number of overtime hours of the 
employees working during that call-out period (four (4) hour 
straight time minimum) . 

4. Overtime hours will be computed from July 1 

through June 30 each year. 


E. Indlement Weather 

1. 1 It is agreed that if the teaching staff is 
required to report for work, when students are not in attendance 
because of weatherl conditions, etc., the bargaining unit 
employees will al~o report for work. If the teaching staff is 
required to make ~p the day that school was closed for student 
instruction, the 1mployees covered under this agreement will 
report for work as usual. However, if conditions are such that an 
employee is delayJd or reports late, he/she will report the 
condition to thei~ immediate supervisor and receive permission to 
report late. Thel work day will be adjusted to be similar to the 
work day time sch dule allowed during the summer maintenance 
period. ArrangemTnts shall be made with the employee's 
supervisor to provide necessary coverage for the work assignment 
involved or to wot k an abbreviated shift due to weather 
conditions prevent ing the employee from reporting on time or 
remaining to work / through the. regular time schedule without loss 
of wages for such time involved. · 

2. 1 If school is closed due to inclement weather, 
if such days are not made-up, and if the employee is not required 
to work such day, I the employee will nonetheless be paid that day, 
at their normal rate for the hours scheduled that day, not to 
exceed two such deys per school year. If the employee does not 
work such days an~ is not entitled to pay, the employee may elect 
to use compensation time or vacation time for which he/she 
,qualifies to cove~ any such period of a work day lost due to 
inclement weather/ with arrangements for same requested and 
approved by the s~perintendent of schools or his designee. 

3. Food service employees required to report for 
work on days interrupted by inclement weather (students not in 
attendance) to make appropriate adjustments in menus and/or 
proper handling df food stuffs to prevent spoilage will be 
compensated for Hours worked with minimum work period of four (4) 
hours per employee guaranteed. The supervisor of the program 
shall be respons ~ble for scheduling the call out period and staff 
involved. / 
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4. Rotation of staff members on days of such 

occurrences shall be made as is feasible and necessary to meet 

the above stated n~eds. 


F. Working Hours 

1. The first shift is any shift that regularly 

starts on or after 4:00 a.m. but before 11:00 a.m. The second 

shift is any shift l that regularly starts on or after 11:00 a.m. 

but before 7:00p.m. The third shift is any shift that regularly 

starts on or after 7:00p.m. but before 4:00 a.m. A shift shall 

be considered a resular shift if it is of a duration of at least 

seven (7) calendar l days. 


2. The normal work day shall consist of eight 

{8) hours per day with the understanding that certain 

classifications anr! positions are hired for less than eight hours 

per day. 


3. The day shift shall receive a duty free 

unpaid one hour lunch break. The afternoon shift shall receive a 

duty free unpaid obe-half hour lunch break. 


4. Employees shall be entitled to two 15-minute 

break periods, one to be taken in the first half and one in the 

second half of their regularly scheduled shift. Specific times 

of breaks shall be arranged with the employees' immediate 

supervisor. 


5. During the summer, the work day shall consist 

of eight (8) hours per day with a thirty (30) minute paid lunch 

period and one (1) 1 15-minute break. 


G. School year employees who are qualified will be 

offered the first ppportunity for summer employment, if 

employment is available. Refusal of summer work in any given 

year will be interPreted as refusal for the entire summer break 

period but will nof preclude such opportunity being offered again 

the following summer. · · 


. . _,·t ... H. Tbel ~ployer may use students and other workers 
whose wages are pa~d i~ full or in part by an agency of the 

federal government i or the State of Michigan. These employees 

will not be coveretl by the terms of this Agreement unless 


. enabling legislatibn gives them rights and benefits of regular 
employees. Furthe~ore, these employees are not to be used to 
perform work whichl~s regularly performed by members of the 
bargaining unit expept on a supplemental basis, and use of such 
workers will not -b r used to reduce the work hours of bargaining 
unit members, nor to displace such members. 
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ARTICLE VIII 


EMPLOYMENT STATUS DEFINED 


A. The Employer and the Union recognize two (2) 
general categories of employees. 

1. Twelve-month employees: 

a. 	 Full-time: Employees working thirty-
five (35) or more hours per 
week. 

b. 	 Part-time: Employees working more than 
twenty (20) but less than 
thirty-five (35) hours per 
week. 

2. School Year 	employees: Employees working in 
1 

excess of twenty 	 ( ~ 0) hours per week during the school year. 

B. Probationary: An employee who is employed to fill 
a full-time or part -time position for a probationary period of 
sixty (60) days ac~ually worked during the school year. . 
Probationary employees may be terminated by the Employer at any 
time, with or withput cause. Individual probationary periods may 
be extended by mutpal agreement of the District and the Union. 
Upon successful cofpletion of their probationary period, 
Probationary employ ees will become regular full-time or regular 
part-time employees, and will be required to become members of 
the Union, or to PeY the service fee, as provided by Article III 
(Union Rights and 	Security) . 

I 
C. Substitute: An employee who is employed to fill a 

full-time or part- p ime position on a per diem basis while the 
regular employee ip absent or on approved leave. Substitutes may 
be terminated by the Employer at any time, with or without cause. 
Substitutes retainbd by the District at the end of their 
Substitute service! may, upon mutual agreement of the District and 
the Union, have pa~t or all of their Substitute service credited 

- toward completion bf their probationary period. 

ARTICLE IX 

WORK DUTIES AND COMPENSATION 

A. Thel basic compensation of each employee shall be 
as set forth in Appendix "B". 
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B. WheL a unit employee works in more than one 
classification, o~ switches from one classification to another, 
the employee's wag/e level will be based on their total number of 
years of service to the District. 

C. 	 TIME AND ONE-HALF 

Ti ~ 	and one-half will be paid as follows: 

1. 	 For all hours actually worked over eight (8) 
in one day. 

2. 	 For hours actually worked in excess of forty 
(40) 	 hours per week. 

3. 	 If compensation time is requested in lieu of 
overtime, the employee shall be compensated 
at 1 1/2 hours for each hour actually worked. 

D. An employee substituting in a position that has a 
higher rate of pa~ will qualify for that rate of pay if the 
period worked is not less than the full shift and the employee 
assumes the full duties and responsibilities related to the 
position involved. j The determination for the substitution and 
rate of pay quali ~ication will be made by the program's 
supervisor. The tiigher rate of pay will be provided for each day 
or series of days that the employee is assigned to that position. 
Supervisory fees are not included in the rate of pay as they 
cover duties and ~esponsibilities in addition to the regular work 
assignment of a c j assification. · 

E. Wh1n it is necessary for support staff personnel 
to travel out of ~own to attend conferences, training sessions, 
etc. as part of tHeir job requirement, they will receive 
compensation for ~he time necessary to travel to and from the 
designated meeting place and for the time they are in attendance 
of said conference and/or training. The first eight hours per 
day will be strai~ht time, anything beyond straight time will be 
considered overtime. 

ARTICLE X 

SENIORITY 

. A. Se~iority shall be defined as the length of 
service within the district as a member of the bargaining unit. 
Accumulation of s~niority shall begin on the employee's first 
working day. A p~id holiday shall be counted as the first 
worki ng day in applicable situations ;; In · the event that more 
than one individual has the same starting date of work, position 
on the seniority list shall be determined by casting lots. 
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B. Part-time employees shall accrue seniority on a 
monthly basis fro the date of their initial employment. 

ationary employees shall have no seniority 
until the n of the probationary period at which time 
their seniority s~ 11 revert to their first day of work as a 
Probationary emplo~ee. 

D. All employees shall hold dual seniority dates. 
The first shall reflect his/her most recent date of hire by the 
District. The sec nd shall reflect his/her most recent date of 
district employme in one of its classification groupings. For 
purposes of this provision, all employees shall be placed in one 
of the following classification groupings based on their current 
assignment: 

1. Maintenance/Mechanic/Custodian/Driver 

2. Food Service 

3. Secretary 

4. Paraprofessional 

5. Nurse 

E. The Employer and the Union shall prepare, maintain 
and post the seniority list. Revisions and updates shall be 
prepared and post~d semi-annually. Objection to any seniority 
list revision may_jbe made to the Superintendent, in writing, 
within ten (10) working days of posting; once finalized the 
revised list may ~e conclusively relied upon by the parties for 
purposes of futurl revisions and updates. 

F. An~ employee who has been incapacitated at his 
regular work by i~jury or compensable occupational disease while 
employed by the Employer may be employed at other work on a 
vacant position t~at is operating by the Employer and which 
he/she is qualified for without regard to any seniority 
provisions in thi1 Agreement. _ _ 

G. s79ior~ty shall b7 lost by•an employee upon 
termination, res~gnat~on, or ret~rement. 

ARTICLE XI 

REDUCT[ ON IN PERSONNEL, LAYOFF, AND RECALL 

· A. LaJ off shall be defined as a necessary reduction 
in the work force jbeyond normal attrition due to economic needs 
of the District, or decrease of work. 
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B. No employee shall be laid off pursuant to a 
necessary reductioi1 in the work force unless said employee shall 
have been notified of said layoff at least seven (7) days prior 
to the effective date of the layoff. 

C. In J he event of a necessary reduction in work 
force, the Employe~ shall first lay off probationary employees, 
then the least sen~ored employees, within the affected 
classification, provided there are more senior employees 
qualified to do th~ remaining work. In no case shall a new 
employee be employ~d by the Employer while there are laid off 
emp~orees who are 

1

ualified for a vacant or newly createdJ
pos~t~on. 

D. Emp~oyees whose positions have been eliminated due 
to reduction in the work force or who have been affected by a 
layoff shall have tihe right to assume a position for which they 
are qualified, whi l 1h is held by the least senior bargaining unit 
employee. . 

E. In bhe event of a reduction in the work hours of 
an employee, a mor~ senior employee in the classification may 
elect to work the ~chedule of a less senior employee in the 
classification, radher than the reduced schedule, so long as both 
employees are full~! qualified. Notice of a reduction in hours 
shall be provided ~en {10) days prior to the effective date of 
such reduction. 

F. A laid-off employee shall upon application, and at 
his/he~ option~ be lgrant~d I?riority.status on the substitute.list 
accord~ng to h~s/hEir sen~or~ty. La~d off employees may cont~nue 
their health, dental and life insurance benefits by paying the 
regular monthly pe~ subscriber group rate premium for such 
benefits to the Em~loyer, subject to the underwriter's rules and 
regulations. 

G. Emp~oyees will be recalled to the classification 
from which they we~e laid off based on seniority and 

· 	 qualifications; so long as they are fully qualified the more 
senior employee will be recalled first. Upon written request a 
more · senior employ~e will also be recalled to a different 
classification {fo:ril which they are fully qualified) prior to 
recall of a less senior employee. 

H. Noti~es of recall shall be sent by certified or 
registered mail to the last known address as shown in the 
Employer's records. The recall notice shall state the time and 
date on which the e l ployee is to report back to work. It shall 
be the employee's r \esp·onsibility to keep the Employ·er· notified ..as 
to his/her current mailing address. A recalled employee shall be 
given at least five {5) calendar days from receipt of notice, 
excluding Saturdays and Sundays, to report to work. The Employer 
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I 
may fill the positfon on a temporary basis until the recalled 
employee can report for work providing the employee reports 
within the five (sj day period. Employees recalled to work for 
which they are qua+ified are obligated to take said work~ An 
employee who declines recall to perform work for which he/she is 
qualified shall fo f feit his/her recall rights. 

I. Employees on layoff shall retain their seniority 
for purpose of recr ll for a period of two (2) years. Any 
employee on layoff for more than two (2) years shall lose his/her 
seniority and any further rights under this Agreement. 

ARTICLE XII 

EARLY RETIREMENT STIPEND 

A. The iBoard of Education will provide the following 
Early Retirement Stipend for employees retiring when First 
Eligible. I 

1. An Early Retirement Stipend of $2,000 will be 
paid to eligible full-time employees (prorated for part-time 
employees) who elect to retire when First Eligible To Retire. To 
be eligible for the Early Retirement Stipend the employee must 
have worked at least ten (10) years in the Hancock Public School 
System. I . . 

2. "First Eligible To Retire", as used in this1 

section, means Basic Retirement eligibility pursuant to the 
Michigan Public School Employees Retirement System (55 years of 
age or older with 30 years of credited service; 60 years of age 
or older with 10 y~ars of credited service; 55 years of age or 
older with 15 years of credited service of which the last 5 
consecutive years are immediately preceding the member's 
retirement allowance effective date) , or MIP Retirement 
eligibility (Basic Retirement or, for members who contribute to 
the Member Investmbnt Plan, any age with 30 years of credited 
service, or 60 years of age or older with 5 years of credited 
service so long as the member received cre~ited service in each 

1of the 5 school fircal years immediately preceding the retirement 
allowance effective date). . -· ... 

. B. The! following criteria shall be used to adjust 
payment for those r orking less than full-time. 

1. Twenty-five (25) hours or more per week shall 
be considered full~ time for this benefit. 

2. · If an employee works less than 25 hours/week, 
the average hours per week worked during the last five years of 
employment shall be determined. The factor calculated from the 
ratio of hours wart ed to full-time (25 hours) will be applied to 
the maximum payment to arrive at the partial payment amount 
allowed. · 
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ARTICLE XIII 

VACANCIES, TRANSFERS, AND PROMOTIONS 

A. A v~cancy shall be defined as (1) a newly created 
position, (2) a vaf ancy created in an existing position due to a 
temporary leave of a member, or (3) a present position that the 
District desires to fill that has been vacated through 
resignation, retirr1 ment or otherwise. 

B. All vacancies shall be posted in a conspicuous 
place in each buil , ing owned by the District for a period of 
seven (7) working days. Said posting shall contain the following 
information: I 

1. ~e of work 
2. ~ocation of work 
3. ptarting date 
4. Rate of pay 
5. Hours to be worked 
6. Flassification 
7. ~inimum requirements 
8. Uob description 

Interested employe~ s may apply in writing listing their 
qualifications to ~he Superintendent or designee within the 
seven (7) day post~ng period. 

c. Vacancies shall be filled based on qualifications, 
ability and senior~ty. So long as employees have the necessary 
qualifications and! ability: Vacancies shall be filled with the 
most senior qualif~ed applicant from within the affected 
classification. Shbuld no qualified employee from the affected 
classification app~y, the vacancy shall then be filled with the 
most senior qualif'ed applicant from other classifications within 
the same classific tion grouping. Should no qualified employee 
from the affected classification grouping apply, and should the 
qualifications and~abilities of applicants be relatively equal, 
the vacancy shall e filled with the most·senior qualified 
applicant from sue other classification groupings, using date of 
hire rather than ~lassification . grouping seniority. In ·the event 
that no qualified mployee applies: the position may be filled 
from outside the argainin~ unit. 

. D. Wi~in ten (10) work days after the expiration of 
the posting period, the Employer will normally make known its 
decision as to whiJch applicant has been selected to fill a posted 
position. Each ap~licant shall be so notified in writing . 
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E. In the event of promotion in the classification or 
transfer from one f lassification to another, the employee shall 
be given a five (5 work day trial in which to show his/her 
ability to perform on the new job. The Employer shall give the 
employee promoted r r transferred reasonable assistance to enable 
him/her to perform up to Employer standards on the new job. If 
the employee is un ble to demonstrate ability to perform the work 
required during thk trial period or at the option of the affected 
employee, the ernplbyee shall be returned to his/her previous 
assignment. Any efuployee requesting such a transfer and then 
requesting to be r bturned to their previous assignment during the 
trial period may fbrfeit his or her option to bid again on 
vacancies for a per iod not to exceed six (6) months. 

F. Emp~oyees shall not be placed on a lower step on 
the salary schedulr or wage scale due to involuntary and 
temporary transfer! of less than two weeks. 

G. Thel parties agree that involuntary transfers of 
employees are to be minimized and avoided whenever possible. 

H. Any employee asked by a supervisor to temporarily 
assume the duties of another employee will be paid the for~ rate 
those duties. An mployee's pay rate shall not be reduced by any 
involuntary temporl ry change in duties. 

ARTICLE XIV 

SICK AND PAID LEAVES 

A. Sic Leave and Personal Leave 

Employees covered by this Agreement shall be 
entitled to sick and injurt leave with pay and benefits to a 
total of twelve (112 ) days per year to accumulate at a rate of one 
(1) day per month !worked with a maximum accumulation of one 
hundred eighty (180) days. Sick leave days may be taken by an 
employee for the f ollowing reasons subject to the following 
conditions: 

_1. Personal illness or disability - the employee 
may use all or ahy portion of his/her leave to recover from 
his/her own illness or disability (or illness/disability of 
his/her spouse), dr, if dependent upon the employee for support, 
living .under the ~ arne roof, and necessitating the employee's 
presence, the emp :Iloyee's child or grandchild. 

2. Each employee will have on reserve two (2) 
personal business days which may be used for any purposes by the 
employee. These days are non-accumulative. If neither of such 
days is used, one iday will be added to sick leave; if one day is 
used there will be no addition and no deduction; if both days are 
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used one day will be deducted from accumulated sick leave. 
Additional days may be granted at the discretion of the 
Superintendent, s~ch days to be deducted from accumulated sick 
leave. Except in lthe case of emergency, request for such days 
must be made to t ' e Superintendent at least five (5) work days in 
advance. Use of wersonal business days is subject to prior 
approval of the Siliperintendent considering both the wishes of the 
employee and effiJ ient operation of the District (including 
maintenance of ad~quate staffing levels) . 

B. Ju~ Duty 

An lemployee who serves on jury duty will be paid 
the difference be1ween his/her pay for jury duty and his/her 
regular pay. J 

C. Member Self-Improvement 

A J nion member who is asked to complete a course 
of study related tto his/her responsibilities shall receive full 
rei~ursement unl~ss it is part of the job.descripti~n as a 
requ1rement of. em~loyrnent. They must rece1ve a pass1ng grade to 
be eligible for s Jch reimbursement. 

D. Funeral Leave · 

An lemployee shall be allowed five (5) days as 
funeral leave day~ not to be deducted from sick leave for a death 
in the immediate family. Immediate family is to be defined as 
follows: . Mother, l father, brother, sister, wife or husband, son 
or daughter, moth r-in-law, father-in-law, grandparent, 
grandchild or a m~mber of the employee's household. An employee 
selected to be a ~allbearer for a deceased employee will be 
allowed funeral l i ave with pay, not to be deducted from sick 
leave. The local unit chairman, or his representative, shall be 
allowed funeral leave in the event of a death of a member of the 

1Union who is a meTIer of the unit, for the exclusive purpose of 
attending the fun ral. Additional days may be granted at the 
discretion of the Superintendent. Such days shall be deducted 
from accumulated sick leave. 

E. col aensable Injuries 

. Ant employee who is absent due to an injury 
compen~able under.JMichigan Workers' Compensation Law will be paid 
the difference be~ween the benefits received under the Michigan 
Workers' Compensa~ion Law and their regular weekly straight time 
earnings. Such d~fference will be deducted from the employee's 
accumulated sick leave on a pro rata ·basis until" their sick leave 
accumulation is exhausted. When sick leave is exhausted, the 
employee shall re6eive only that amount which is paid directly 
under the provisi~ns of the Michigan Workers' Compensation Law. 
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F. Se~erance Pavment 

An[employee, upon retirement from the Hancock 
Public Schools and under provisions of the Michigan Public School 
Employees' Retirefuent System, will qualify for payment for SO% of 
a maximum of 180 davs of accumulated sick leave at the time of 
retirement and at l the rate of $30 per day. A written application 
requesting paymenf for the severance allowance shall be made by 
the employee and ?ent to the District's business office for 
appropriate processing and action during the final month of 
service in the di~trict. 

I .G. Compensatory T~me 

Co~pensatory time earned and approved will be 
recorded in an ac~ount listed in the name of the employee 
involved. The us~ of this time shall be permitted similar to 
vacation time andi or personal leave days. Request to use must be 
made in writing a id approval given prior to the actual use. 

H. Sick Leave Bank 

. 1. 1 A sick leave bank will be established by 
bargaining unit members from their own accumulation of unused 
sick days. Addit 4onal days will not be added to the pool so long 
as the accumulation equals at least twice the number of members 
in the bargaining 1 unit. The pool shall be created by one day per 
year per bargaining unit member contribution to the bank until 
each e~ployee · has contributed a total of two sick days. Should 

1the accumulation tie less than twice the number of members in the 
bargaining unit a; of the start of any school year each 
bargaining unit member will contribute one of their accumulated 
sick leave days t 1 the bank. 

2. [ The pool of ·sick leave days will be 
administered by a committee consisting of three bargaining unit 
members and the superintendent or the superintendent's designate. 
No sick leave ~ay~ may be loaned out unless all sick and personal 
days of the reque~ting employee are depleted. Application for 
days from the poo] will be made in writing. The sick bank 
committee may loa~ out no more than ten days per request, .:b.J.J.t 
additional requests may be made by the same employee in need: 
The sick bank com~ittee will adopt rules regarding the use of 
these days from t ~me to time. 

· 3 • I Employees returning to work will replenish 
the days used as s oon as possible out of credited sick days. If 
an employee owes ~1he sick leave bank days, they may be loaned 

- only the number o:B additional days that ·- would bring · the total 
days to no more than ten (absent demonstration of extraordinary 
need). Death of the borrower, or forced retirement due to ill 
health will result in fo~giveness of days owed to the bank. 
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4. The use of pool sick leave days will be 
limited to major c tastrophes and shall not normally be used for 
maternity leave, c ild care purposes or to advance retirement. 
Medical certificat ~on of need may be required by the sick bank 
committee at any t ~me, but will at all times be required for 
requests of more t r an ten (10) days. 

5. Employees shall receive an annual report from 
the committee on the status of the bank pool, rules, etc. 

6. In the event of unusual demand on the sickl 
leave bank the Uni rn may notify the District that one additional 
sick leave day wili be contributed by each bargaining unit 
employee that year l 

I
I. FMLA Leave 

("FMLA" or the ;~J~f~r~~c!rn~t~~e~h:n~i~;1rh:n~m~~~~~~1m!~t 
designate, or requi re use of, sick leave, personal leave, 
vacation and other lleave or paid time off qualifying as FMLA 
leave as part of smch FMLA leave. Medical certification for FMLA 
leave will be requ ~ red as permitted by the Act. 

ARTICLE XV 

UNPAID LEAVES 

A. General Conditions 

1. Leaves of -absence without pay or benefits up 
to one (1) year in duration may be granted upon written request 
from an employee w~thout loss or accumulation of seniority for 
any of the purposes defined in Section B. Such leave may be 
renewed, upon petitt ion of the employee, for one (1) additional 
year. 

2. Requests for leaves of absence shall include 
the reason for the leave, along with notification of the 
beginning and endi~g dates of said leave. Parental/child care 
le~ve requests sha11 also include a statement from the attending 

physician indic:~inli g~h:m::::::p::::;:::: :: :i:t:e::et:: :::::~e 

0 

shall be reinstate , to the position and classification he/she 
held \"lh.en the leav~ began, or a like and similar position. At 
least thirty (30) days prior to the date a leave is scheduled to 
expire, an employe 1 shall notify the Employer of his/her intent 
to return to work. 
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4. An employee failing to return from leave of 
absence at the dat r stipulated on the leave request form shall be 
considered terminaf ed from employment with the Employer. 

B. Unpaid leaves of absence may be taken for the 
following purposes I: 

1. Union Office - A leave of absence of up to 
one (1) year shall be granted upon application for the purpose of 
serving as an offiper of the Union, or as an officer in its state 
or national affilir te. Such leave shall be extended one 
additional year upon thirty days advance petition. 

2. Public Service - A leave of absence of up to 
one (1) year shall be granted to any employee upon application 
for the purpose of campaigning for, or serving in, a public 
office. Upon return from such leave, an employee shall be placed 
in the same classi ~ication and experience level as he/she would 
have been had he/she worked in the district during such period. 

3. I Parental/Child Care -A leave of absence 
shall be granted for the purpose of child care of an infant. 
Said leave shall cbmmence upon request of the employee. In the 
event of death of t he object child of the leave, the leave of 

1absence may be te inated upon request of the employee. 

4. 	 Personal illness. 

5. 	 Illness in immediate household. 

6. 	 Educational. 

ARTICLE XVI 

VACATION 

Eligibility 

Employees who work in excess of a thirty-five (35) hour 
week throughout thkl entire calendar year will earn credits toward 
vacations with pay in accordance with the following schedule: . 

1. 	 An r mployee shall be entitled to one (1) week's 
vacation after one (1) year of employment. 

2. 	 An ~mployee shall be entitled to two (2) weeks' 
vacr tion after two (2) years of employment. 

3 . 	 An pmployee shall be entitled to three (3) weeks' 
vacr tion after seven (7) years of employment. 
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4. 	 An employee shall be entitled to four (4) weeks' 
vachtion after fourteen (14) years of employment. 

I 
5. 	 Parf-time twelve (12) month · employees shall 

receive the full vacation to which their years of 
empi oyment entitle them and shall receive such pay 
bas~d on the actual straight time hours worked per 
weer computed on a fifty (SO) week period. 

Vacation Periods 

1. 	 Vac~tions will be granted at such times during the 
year as are suitable considering both the wishes 
of fhe employees and efficient operation of the 
department concerned, including maintenance of 

I 	 •adequate staff~ng levels. 

2 . 	 Vacl tions will be taken in a period of consecutive 
days. Vacations may be split into one or more 
weeks, providing such scheduling does 
not l drastically interfere with the operation. 

3 . 	 When a holiday is observed by the Employer during 
a stheduled vacation, the vacation will be 
extf nded one (1) day continuous with the vacation. 

4. 	 A vacation may not be waived by an employee and 
extr a pay received for work during that period. 

5. 	 If an employee becomes ill and is under the care 
of a duly licensed physician during his vacation, 
his l vacation will be rescheduled. In the event 
his ! incapacity continues through the year, he will 
be warded payment in lieu of vacation. 

ARTICLE XVII 

HOLIDAYS 

Employees shall be entitled to holiday pay according to 
the following schetlule: ­

12 Month Employees 	 School Year·Employees 

New Years Day 	 New Years Day 

Good 	Friday Good Friday 

Memorial Day 	 Memorial Day 

Day preceding or following July 4 and 
July 4 (2 days) 
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Labor Day 	 Labor Day 

Thanksgiving Day 	 Thanksgiving 

Friday after Thank : giving 	 Friday following 
Thanksgiving 

Christmas Eve 	 Christmas Eve 

Christmas Day 	 Christmas Day 

New Years Eve 	 New Years Eve 

Should a holiday fall on a Saturday, Friday shall be considered as 
the holiday. 

Should a holiday f : ll on a Sunday, Monday shall be considered as 
the holiday. 

Employees must worf the regularly scheduled work day preceding and 
following a holidar in order to qualify for holiday pay unless the 
employee is on approved leave. · 

ARTICLE XVIII 

ENTIRE AGREEMENT 

This Agr~ement constitutes the sole and entire existing 
Agreement between the parties and supersedes all prior practices, 
whether oral or wri tten, and expresses all obligations of, and 
restrictions imposf d upon, the District and the Union. This 
Agreement is subject to amendment, alteration or additions, only · 

. I 	 .
by a subsequent wri tten agreement between, and executed by, the 
District and the uh ion. The waiver of any breach, term or 
condition of the Agreement by either party shall not constitute a 
precedent in the f 1 ture enforcement of all its terms and 
conditions. 

ARTICLE XIX 

_ WAIVER 

The part~es a~knowledge that during the negotiations 
which resulted in f his Agreement each had the unlimited right and 
opp~rtu~ity to makr demands and proposals with respect to any 
subJect or matter not removed by law from the area of collective 
bargaining, and th~t the understandings and agreements arrived at 
by the parties aftFr the exercise of that right and opportunity 
are set forth in -t r is Agreement. Therefore ; -the D±strict -and t ·he 
Union, for the life of this Agreement each voluntarily and 
unqualifiedly waivbs the right, and each agrees that the other 
shall not be oblig ted to bargain collectively with respect to any 
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subject or matter ~eferred to, or covered in this Agreement, or 
with respect to an~ subject or matter not specifically referred to 
or covered in this j Agreement, even though such subject or matter 
may not have been r ithin the knowledge or contemplation of either 
or both of the part ies at the time that they negotiated or signed 
this Agreement. 

ARTICLE XX 

SEVERABILITY 

If any p~ovisions of the Agreement or any application of 
the Agreement to any employee shall be found co"ntrary to law, then 
such provision or ~pplication shall be deemed null and void, but 
all other provisiohs or applications shall continue in full force 
and effect; furthe[ more, the provisions of such law shall 
supersede, to the r xtent of the conflict, the provisions of this 
Agreement and govel n the relation of the parties hereunder. 

ARTICLE XXI 

DURATION OF AGREEMENT 

A. This Agreement shall be effective as of July 1, 
2000, and shall coEtinue in effect through the 30th day of June, 
2003. Negotiations between the parties shall begin at least 60 
days prior to the Eontract expiration date. If pursuant to such 
negotiations, an agreement on the renewal or modification is not 
reached prior to the expiration date, this Agreement shall expire 
at such expiration date unless it is extended for a specific 
period or periods by mutual written agreement of the parties. 

B. Copies of this Agreement shall be printed at the 
expense of the Employer within 30 days . after the Agreement is 
signed and presented to all bargaining unit employees. In 
addition, the Emplpyer shall provide the Union seven {7) copies of 
the Agreement without charge to the Union. 

In witness whereof, the parties hereto have caused this 

:::::::t to be s T ned by their res:::~v:;;~s~entatives. 

By:U\(~t-J.~ By:~{/
Wi11 i am Aldri chl R-Jo~:O+e~r==t;...._:..B-r....llu~n~--~~~::;____...... _ 

By:pa:;~J_ By:;;;z;~~ 
Dean Woodbeck Robert Hodges 
Secretary Co-President 

1Date : ), '5 \ DI Date: !Z/2..1)/:z_ooc)
--------+---~~------ ~ I 
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APPENDIX A 

INSURANCE 

A. The following insurance plans are offered to 
7ligible emplo~eesi subject to the rules and regulations of the 
1nsurance carr1er~ . 

B. Fo~ each eligible Twelve-month Full-time and Part­
time (and each el ~gible School Year) employee, regularly 
scheduled more than thirty-five hours per week and making proper 
application, the Employer agrees to pay the full normal premium 
to continue the f 1 llowing MESSA - PAK insurance coverage: 

PLAN A: (1) Supi r Care I 

(2) _D_e_l_b~a--D_e_n_t_a_l P_l_a_n 6_0_/_6_0_/_6_0_:_$_1_,_0_0_0 _~ __ _______________ ____ 

(3) Vis~on VSP-3 Plus 

I 
( 4) Negl tiabed Life $15,000 AD&D 

I 
PLAN B: (1) Del1a Dental Plan 60/60/60:$1,000 

I 

( 2) Vision VSP-3 Plus 

I 
(3) Negotiated Life $20,000 AD&D 

C. El~gible employees electing Plan B may, upon 
written applicatidn, apply the normal single subscriber rate for 
Supercare I hospitalization insurance coverage (such rate being 
the rate that wou~d be charged to the Employer were it not under 
a "PAK" plan) tow9-rd the purchase of MESSA fixed or variable 
options or MEFSA programs. Any amounts exceeding the single 
subscriber rate will be deducted from the employee's wages. 

D. ThJ Employer will pay prorated premiums for eligible 
Part-t~me and Schdol Year employees, working more than 20 hours per 
week, who make prdper application. Proration is based on the ratio 
of (a) hours assi~ned, to (b) the full work week of forty (40) hours 
and the full work jyear of fifty-two (52) weeks. The Employer shall . 
have no ·obligation to make premium payments on behalf of any employee 

;~~eh~~h~~ta~~~~~r~e;~:i~o~o~~~~nP~~;~~ ~~~;P~~~~c~oc~~:r~~io~~r. 
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E. Except as otherwise specifically provided, or as 
required by law, ~he Employer's obligation for payment of insurance 
premiums shall continue with respect to any bargaining unit member 
only while they r J main eligible and continue to have earnings from 
the Employer for ~ours actually worked; such obligation shall 
terminate when they retire, quit, are discharged, laid off, on unpaid 
leave or for any other reason terminate active employment with the 
Employer. The EmRloyer will, however, continue to pay the premiums 
necessary for an J ligible employee's insurance coverage during paid 
leaves, vacations jand holidays. 

F. The Employer, by payment of the premiums for insurance 
coverage herein specified, shall be relieved of any further 
obligation or liability with respect to such benefits or coverage. 
The sole obligatidn of the Employer shall be payment of the insurance 
premiums. If any ldispute should arise concerning whether the 
Employer is obligated to pay premiums· for any employee, the employee 
must arrange for dontinuance of -insurance coverage, if they so 
desire, through t tle Employer's group policy if available, the sole 
remedy against th~ Employer for failure to pay such premiums being 
reimbursement of said premiums to the appropriate party. 

G. El~gible employees must keep the Employer informed of 
any changes in th~ir family, coverage des.ired, beneficiaries or other 
information affec ing insurance status. The effective date for 
coverage, or for ~ hanges in coverage, will be the earliest date 
permitted by the insurance carrier following notification of such 
change by the Employer (or the employee's eligibility date, if 
later) . Any employee whose benefits have been terminated must make 
proper application for resumption of benefits before benefits will 
again be provided. 

H. If employees wish to continue coverage during periods 
when the Employer's obligation does not exist they shall have sole 
responsibility for making arrangements necessary for continuance of 
such coverage at their own expense. The Employer will notify 
insurance carriers of changes requested by employees within a · 
reasonable period lfollowing notice to the Employer. It is, however, 
the employee's obligatio~ to assure that proper and complete 
information has b~en provided and that they are receiving the desired 
insurance beDefiSs. 
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APPENDIX B - HOURLY RATES 

(a) (1) 2000-2001 

Classifications 60Day 1st 2nd 3rd 4th 5th 6th 7th-10th 11-15th 16-20th 21-25th 26Plus 

:~::-~~~:::~:------~~~~~~--~~~~~~-- r~~~:~--~;::~~--~~~~~:--~~~:~~--~~~::~--~~~~:~--~~~:~:--~~:~:~--~~:~:~--~~~~~~--
Driver/Custodian $ 9.99 $10.27 l 11.34 $11.83 $12.49 $12.79 $13.30 $13.60 $13.79 $13.98 $14.17 $14.37 

Custodian/Security$ 9.64 $9.92 l 1o 96 $11.47 $12.12 $12.45 $12.92 $13.23 $13.42 $13.62 $13.81 $14.01 

Part-time Driver 

Custodian 

$ 9.41 

$ 9.18 

$ 9.69 

$ 9.47 
i
l10 .. 74 

j 10.50 

$11.22 

$10.97 

$11.90 

$11.64 

$12.20 

$11.96 

$12.69 

$12.46 

$12.98 

$12.75 

$13.19 

$12.94 

$13.37 

$13.14 

$13.58 

$13.33 

$13.79 

$13.54 

Head Cook $ 9.20 $ 9.48 $10 51 $11.00 $11.65 $11.97 $12.47 $12.76 $12.95 $13.15 $13.34 $13.55 

Assist. Cook S 8.91 s 9.20 t 10:21 S10.70 $11.37 S11.65 $12.15 S12.47 $12.65 $12.91 S13.05 S13.25 

Kitchen Helper $ 8.61- $ 8.91 $9 91 $20.77 $11.07 $11.37 $11.87 $12.15 $12.34 $12.55 $12.74 $12.94 

Secretary $9.18 $9.46 ![ 10~49 $10.96 $11.63 $11.95 $12.45 $12.74 $12.93 $13.12 $13.32 $13.53 

Library/Computer $ 8.85 $ 9.12 10 14 $10.63 $11.28 $11.59 $12.09 $12.39 $12.58 $12.77 $12.96 $13.17 

Aide 
Paraprofessional $ 8.24 $ 8.53 

jl 9 .. 50 
$ 9.99 $10.68 $10.95 $11.47 $11.77 $11.96 $12.14 $12.34 $12.54 

Nurse $11.41 $11.69 12.85 $13.33 $14.01 $14.31 $14.80 $15.10 $15.30 $15.48 $15.68 $15.88 
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[

APPENDIX B - HOURLY RATES 

(a) (2) 2001/2002 

Classifications 60Day 1st 2nd 3rd 4th 5th 6th 7th-10th 11-15th 16-20th 21-25th 26Plus 

Head Mechanic $10.49 $10.78 $11.90 $12.40 $13.10 $13.42 $13.90 $14.22 $14.43 $14.61 $14.81 $15.03 

Driver/Custodian $10.27 $10.56 $11.66 $12.16 $12.84 $13.15 $13.67 $13.98 $14.18 $14.37 $14.57 $14.77 

Custodian/Security$ 9.91 $10.20 $11.27 $11.80 $12.46 $12.80 $13.28 $13.60 $13.80 $14.00 $14.20 $14.40 

Part-time Driver $ 9.67 $ 9.96 $11.04 $11.53 $12.23 $12.54 $13.05 $13.34 $13.56 $13.74 $13.96 $14.18 

Custodian $ 9.44 $ 9.74 $10.79 $11.28 $11.97 $12.29 $12.80 $13.11 $13.30 $13.51 $13.70 $13.92 

Head Cook $ 9.46 $ 9.75 $10.80 $11.31 $11.98 $12.31 $12.82 $13.12 $13.31 $13.52 $13.71 $13.93 

Assist. Cook $ 9.16 $ 9.46 $10.50 $11.00 $11.69 $11.98 $12.49 $12.82 $13.00 $13.27 $13.42 $13.62 

Kitchen Helper $ 8.85 $ 9.16 $10.19 $21.35 $11.38 $11.69 $12.20 $12.49 $12.69 $12.90 $13.10 $13.30 

Secretary $9.44 $ 9.72 1$10.78 $11.27 $11.96 $12.28 $12.80 $13.10 $13.29 $13.49 $13.69 $13.91 

Library/Computer $ 9.10 $ 9.38 1$10.42 $10.93 $11.60 $11.91 $12.43 $12.74 $12.93 $13.13 $13.32 $13.54 
Aide 

Paraprofessional $ 8.47 $ 8.77 $ 9.77 $10.27 $10.98 $11.26 $11.79 $12.10 $12.29 $12.48 $12.69 $12.89 

Nurse $11.73 $12.02 $13.21 $13.70 $14.40 $14.71 $15.21 $15.52 $15.73 $15.91 $16.12 $16.32 

APPENDIX B HOURLY RATES 

(a) (3) 2002/2003 

Classifications 60Day 1st 2nd 3rd 4th 5th 6th 7th-10th 11-15th 16-20th 21-25th 26Plus 

Head Mechanic $10.76 $11.06 $12.21 $12.72 $13.44 $13.77 S14.26 $14.59 S14.81 $14.99 $15.20 $15.42 

Driver/Custodian $10.54 $10.83 $11.96 $12.48 $13.17 $13.49 S14.03 $14.34 $14.55 $14.74 $14.95 $15.08 

Custodian/Security $10.17 $10.47 $11.56 $12.11 $12.78 $13.13 S13.63 S13.95 $14.16 $14.36 $14.57 S14.77 

Part-time Driver S 9.92 $10.22 $11.33 $11.83 $12.55 $12.87 S13.39. S13.69 $13.91 $14.10 $14.32 $14.55 

Custodian S 9.69 s 9.99 $11.07 $11.57 S12.28 S12.61 S13.13 S13.45 S13.65 $13.86 $14.06 ~4.28.. 

Head Cook $ 9.71 $10.00 $11.08 $11.60 $12.29 $12.63 $13.15 $13.46 $13.66 $13.87 $14.07. $14:29 

Assist. Cook $ 9.40 $ 9.71 $10.77 $11.29 $11.99 $12.29 $12.81 $13.15 $13.33 $13.62 $13.77 $13.97 

Kitchen Helper $ 9.08 $ 9.401 $10.45 $21.95 $11.68 $11.99 $12.52 $12.81 $13.02 $13.24 $13.44 $13.65 
I

Secretary $ 9.69 $11.06 $11.56 $12.27 $12.60 $13.13 $13.44 S13.64 $13.84 $14.05 $14.27$ 9.9711 
Library/Computer $ 9.34 $ 9.62 $10.69 $11.21 $11.90 $12.22 $12.75 $13,07 $13.27 $13.47 $13.67 $13.89 
Aide 

I
Paraprofessional $ 8.69 $ 8.9, $10.02 $10.54 $11.27 $11.55 $12.10 $12.41 $12.61 $12.80 $13.02 $13.23 

Nurse $12.03 $12.33 $13.55 $14.06 $14.77 $15.09 $15.61 $15.92 $16.14 $16.32 $16.54 $16.74 
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(b) 	 Eligible emplpyees will receive Step increases based on 
their years of service as of either the beginning of the 
first semeste~ or the beginning of the second semester of 
the indicatedl year, depending on which is closest to their 
date of hire ·I 
(1) 	 2000/200~ increases will be based on years of service 

as of thF beginning of the Fall 2000 semester or Winter 
2001 semj ster. 

(2) 	 2001/200Q increases will be based on years of service 
as of thF beginning of the Fall 2001 semester or Winter 
2002 semj ster. 

(3) 	 2002/2008 increases will be based on years of service 
as of thp beginning of the Fall 2002 semester or Winter 
2003 semr ster. 

(c) 	 The shift premium shall be an additional ten cents ($.10) 
per hour for r hifts starting after 12:00 p.m. 

(d) 	 The High Schob l Custodian/Security will receive, in addition 
to the applic~le shift premium, an additional duty premium 
of 2 0 cents {I·2 0) per hour due to additional functions at 
the High Schol l. 

(e) 	 The base rate for drivers during lay-over will be 90% of 
their regular · rate (plus any applicable shift or overtime 
premiums). 

(f) 	 Supervisory Fees: 
I .

Fees are establ~shed by the Employer and agreed to by the 
Union and paip additionally on a bi-weekly or monthly basis 
to employees designated as supervisors. {Supervisory fees 
ar_e determiner by the Board of Education to compensate 
employees for requested and specified services as 
supervisors above and beyond the other wage rates included 
in this agreement.): 

. I Veh'~c1e Ma~ntenance and Fac~l~ty· ·Superv~sor of Bus program, . $60* 
Food-Service Superyisor $40* 
Food-Service Satel r ite System Supervisor & Head Baker $40* 

(if shared by two employees, $20 each) 
Elementary Supervisor $20* 
Elementary Lab Supervisor $20* 

*Bi-w~ekly for work year 
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APPENDIX C 
GRIEVANCE FORM 

MICHIGAN EDUCATION SUPPORT PERSONNEL ASSOCIATION 

Grievance No. I Submit in Duplicate 

Department Assignment Name of Grievant 

A. Date Cause of Grievaj ce Occurred 

B. Contract Article(s) violated 

C. Statement of Grievanl e 

D. Relief Sought 

J. Disposition by Boardl 

K. Date of Request for inding Arbitration 

MESPA Signature Date 

(Additional pages can be used if necessary) 
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LETTER OF UNDERSTANDING 

(2000 Negotiations) 

Re: Labor AgreemJ nt entered into as of July 1, 2000 Between the 
Hancock Board of Education, hereinafter called the 
"Employer" and the Hancock Educational · Support Personnel 
Association, hereinafter called "HESPA". 

It is hereby mutually understood and agreed: 

1. Article VII Work Year, Work Week, Work Day: 

a. At [this time fifteen (15} minutes is considered 
reasonable for pre-trip bus inspection. 

b. So [long as there is no conflict with their 
existing driving schedules, Driver/Custodians and 
Driver/Mechanics ~ill first be asked (in the order of seniority) 
if they wish the ~us trip prior to assignment of the trip to a 
part-time driver. The District may, in its discretion, hire or 
assign a Custodian·, at the Custodian rate, to perform custodial 
duties of the Dri er/Custodian and/or Driver/Mechanic while they 
are performing such driving duties. 

c. Section D 3 Equalization of Overtime (Bus 
Drivers) : 

If at the time the overtime is offered or 
scheduled the Bus river has already scheduled eight (8) hours of 
vacation or compensatory leave time for the day for which the 

1overtime is offere~, the Driver will not be charged for such 
overtime hours declined. 

2. Article IX Section C 2 Time and One-Half Over Forty 
Hours: 

For purplr ses of calculating hours actually worked in 
excess of forty (40) hours per week, up to eight (8} hours of 
compensatory leave time used by the Employee during the week will 
be considered hours actually worked. 

3. Article kSeniority List, Section D: . 

The senibrity list will be reviewed by the Employer and 
the Uni.on. Follow~ng review, a copy of the list will be provided 
to each bargaining! unit employee. Upon confirmation of accuracy, 
a copy of the list will be signed by the Employer, the Union, and 
each employee on tpe list and may be conclusively relied upon by 
the parties for pu~oses of future revisions of the list. 
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4. Appendix A: Insurance: 

I . . f .a. Effiect1ve July 1, 1991 the prorat1on o 1nsurance 
premiums for part 1time employees was revised to a ratio based on 
forty (40) hours ~ather than thirty (30) hours. No employee who 
was employed as o~ July 1, 1991 shall receive any reduction in 
their proration as of that date due to such revision. 

b. Inj urance coverage will be modified to the 
$100/$200 deducti~le, $5/$10 RX card, as soon as permitted by the 
insurance carrier ·I 

c. Ef1ective July 1, 2000, Employees will pay the 
prescription drug co-pay without reimbursement by the District. 
The District will continue to reimburse Employees for the 
deductible charge, up to the revised $100/$200 deductible. 

d. Ef~ective July 1, 2001, Employees will pay their 
own deductibles w~thout reimbursement by the Employer. 

e. Prj or to July 1, 2000 certain Employees regularly 
scheduled more th~n thirty (rather than thirty-five) hours per 
week were eligibl9 for full insurance premium payment by the 
Employer. Employees employed as of June 30, 2000 who, by 
September 1, 2000 ,I are or become eligible for such full premium 
payment pursuant t o the contract language in effect prior to July 

11, 2000 will cont~nue (so long as their hours are not reduced 
below thirty) to ~ave the full premium paid on their behalf in 
accordance with s~ch pr~or contract language. 

f. Prior to July 1, 2000 School Year Employees 
insurance premiums were not pro-rated for working less than 52 
weeks per year. ~or Employees eligible for insurance premium 
payment by the Em~loyer without such pro-ration as of June 30, 
2000 (pursuant to~the Contract language in effect prior to July 1, 
2000) the Employe will continue premium payment in accordance 
with the eligibility requirements of such prior contract so long 
as the Employee cortinues to work as a Schoo~ Year Employee. 

5. Appendi B -:- Hourly Rates:1 

a. Th existing Head Coo~position shall not be part 
of the bargaining unit upon the retirement of the current Head 
Cook. 

b. The current Head Baker will continue at the Head 
Cook rate while c ntinuing to work in the Head Baker position. 
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6. This Le} ter of Understanding incorporates all current 
Letters of Unders Tanding and Letters of Agreement between the 
parties ; any prior Letters of Understanding and Letters of 
Agreement not inct rporated in this Letter of Understanding are 
hereby terminated . 

BOARD OF EDUCATIOJ 

\ 

[t:qz~ent 
Dean Woodbeck, Sedretary 

Date Jt/t3l ~ o 
Date 
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