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AGREEMENT

This Agreement is entered into, on the day of , 1989, by
and between the Board of Education of the Ingham Intermediate School District in
the County of Ingham, Michigan, hereinafter called the "Board" or the "Employer”
and the Unit II of the United Ingham Independent Employees, hereinafter called the
"Association" or the "Union".
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Article 1-1

ARTICLE 1
RECOGNITION .
SECTION 1. JOBS INCLUDED.

The Board recognizes the United Ingham Independent Employees, Unit II as the
sole and exclusive bargaining representative for the purposes of collective bargaining
with respect to rates of pay, wages, hours of employment, and other conditions of
employment, pursuant to Act 379, Public Acts of 1965, as amended, for the employees
within the following jobs:

AV Repair Technician Accounting Clerk
Child Accounting/ Clerk/Typist
Transportation Clerk Data Entry Operator
Film Inspector Film Packer
Graphics/AV Clerk Key Operator
Mail Clerk/Courier Media Assistant
Media Clerk Offset Press Operator
Payroll/Benefits Technician Receptionist/Typist
Secretary I Secretary 11
Special Education Senior Senior Film Library Clerk
Records Clerk Tape Duplicator
Evaluation Technician Public Information Technician
Secretary I, Intake Clerk Artist Illustrator
Module Editor Evaluation Assistant
Media Technician Administrative Secretary
Grant Technician Computer Operator
Courier Driver/Film Inspector Special Education Technical Clerk

SECTION 2. ]JOBS EXCLUDED.
The following are specifically excluded from the bargaining unit:

All substitute, part-time (if less than 20 hours per week), temporary and
student trainee secretary-clerical employees, the Secretaries to the Superintendent,
Secretaries to Assistant Superintendent for Human Resources, Secretary to the Chief

Negotiator for the Board during negotiation process, and all other employees of the
Board.

SECTION 3. GRANT EMPLOYEES.

A. Grant employees in positions listed in Section 1 of this Article whose
employment exceeds six (6) months in duration shall be covered by the
provisions of the Agreement on the first anniversary of their date of
hire.

B. Union membership and payment of union dues will be effective with the
date of inclusion in the bargaining unit. Union dues shall not be
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retroactive to the date of hire.

C. Seniority will be retroactive to the date of hire.

SECTION 4. OTHER AGREEMENTS.

The Board agrees that during the life of this Agreement, it will not recognize
any labor organization other than the Association as the collective bargaining agent
for the employees occupying, or who may during the life of this Agreement occupy,
any of the job classifications included in the bargaining unit. Nor may the employer
enter into any agreements with employees individually or collectively which conflicts
or are contrary to the terms of this Agreement.
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ARTICLE 2

NEGOTIATION PROCEDURES

SECTION 1. SELECTION AND POWERS OF BARGAINING REPRESENTATIVES.

Neither the Association nor the Board shall have any control over the
selection of the negotiating or bargaining representatives of the other party and
each party may select its representatives from within or outside the School District.
It is recognized that no final agreement between the parties may be executed
without ratification by a majority of the Board and by a majority of the membership
at large of the Association, but the parties mutually pledge that representatives
selected by each shall be clothed with all necessary power and authority to make
proposals, consider proposals, and make concessions in the course of negotiations or
bargaining, subject only to such ultimate ratification.

SECTION 2. NEGOTIATION SCHEDULE.

At least by March 1 of the year of expiration of this Agreement, the
Association will present its proposals for the upcoming negotiation to the Board. On
or before March 15 of the same year, the Board shall present its proposals to the
Association. Negotiations shall begin by April 1 of the same year. April 15 shall
be the cut off for presenting any new noneconomic proposals.

SECTION 3. AMENDMENT OF AGREEMENT.
This Agreement may be altered, changed, added to, deleted from or modified

only through the voluntary mutual consent of the parties in written and signed
amendment to this Agreement.

SECTION 4. CATCH-LINE NOT PART OF SECTION.

The catch-line heading of any section of the contract that follows the section
number shall in no way be deemed to be a part of the section of the contract, or be
used to construe the section more broadly or narrowly than the text of the section
would indicate, but shall be deemed to be inserted for purposes of convenience to
persons using the contract.
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ARTICLE 3

BOARD RIGHTS

Nothing contained herein shall be considered to deny or restrict the Board of
its rights, responsibilities and authority under the Michigan General School Laws or
any other Laws or regulations.

Except as expressly abridged by the provisions of this Agreement, it is agreed
that all rights which ordinarily vest in and have been exercised by the Board shall
continue to vest exclusively in and be exercised by the Board. Such rights shall
include, by way of illustration and not by way of limitation, the right to:

A. Manage and control its business, its facilities, its equipment, and its
operation.

B. Continue its rights, policies, and practices of assignment and direction of
its personnel, and scheduling.

C. Direct the working forces, including the right to hire, promote, assign,
discipline, transfer and determine the size of the work force.

D. Determine the services, supplies and equipment necessary to continue its
operations.

E. Adopt reasonable rules and regulations.
F. Determine the qualifications of employees, including health conditions.

G. Determine overall goals and objectives as well as the policies affecting the
educational programs.

H. Determine the number and location or relocation of its facilities including
the establishment or relocations of new schools, buildings, departments,
divisions, or subdivisions thereof and the relocation or closing of offices,
departments, divisions or subdivisions, buildings or other facilities.

I. Determine the size and content of the management organization, its
functions, authority, amount of supervision and the table of organization.

J. Determine the financial policies, including all accounting procedures, and all
matters pertaining to public relations.
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ARTICLE 4
ASSOCIATION RIGHTS

SECTION 1. ASSOCIATION RIGHTS.

The Association, upon the approval of the building administrator, will have the
right to use school facilities, at reasonable times, and equipment; to wit, telephone,
typewriter, word processor and photocopying on District grounds at times when such
equipment is not in use for regular operations, providing it has trained operators.
The Association shall pay the cost of all materials, supplies and other costs incident
to such use.

SECTION 2. BOARD POLICIES.

The employer will supply copies of new Board policies to the Association
President. Copies of policy drafts will be supplied to the Association when they are
given first reading by the Board.

SECTION 3. RELEASE TIME.

Association representatives should be afforded reasonable time during regular
working hours, without loss of pay, to participate in meetings with Board
representatives concerning collective bargaining or negotiations and meetings with
Board representatives concerning the processing of grievances, relative to wages,
hours of employment and other working conditions; provided, that they have the
prior approval of their supervisor or his/her designated representative.

Grievances may be handled by an Association grievance representative
participating in the meeting or hearing of any grievance, the aggrieved employee may
also be present. Any member of the Association grievance committee engaged in a
meeting or hearing with board representatives concerning a grievance during the
regular scheduled working hours should be paid for such time lost at their regular
rate of pay.

Association representatives may, when necessary, attend to Association matters
during working hours, provided: i) that they request such time off from their
supervisor and notify the supervisor when they return, and; ii) that their leaving
work temporarily will not disrupt operations. If the terms of this section are
complied with, the employer will not deduct any pay for up to thirty (30) hours of
such time each contract year (July 1-June 30) for all representatives combined. If
the Association expends the thirty (30) hours before the end of the contract year,
any additional time off will be without pay.

Collective bargaining by the Association shall be done by an Association
bargaining committee with or without the assistance of authorized agents,
representatives and/or attorneys. The number of the Association members on the
Association bargaining committee participating in any negotiation session should
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normally not exceed four (4). Members of the Association negotiating committee shall
be paid their regular rate of pay for time lost during the regular scheduled working
hours at their regular rate of pay, but in no event will more than four (4) members
of the negotiating committee be paid for participation in any one negotiation
session.

SECTION 4. EMPLOYEE RIGHTS.

All employees and regular members of the Association and the lawful
representatives of the Association shall have the right to engage in any lawful
concerted actions or activities for the purpose of collective bargaining or for the
mutual aid and protection of the Association and its members, and to express or
communicate in any lawful view grievances, complaints or opinions related to any
condition of employment, free from any restraint, interference, coercion,
discrimination, reprisal or the threat thereof.

SECTION 5. RIGHTS PROVIDED BY LAW.

The Board recognizes that the Association and individual employees have all
rights provided by law, including but not limited to the following:

A. The right to organize and collectively bargain as provided in Act 379 of
the Public Acts of 1965 as amended.

B. The right to public information as provided in the Freedom of Information
Act, which is Act 442 of the Public Acts of 1976; and to information
necessary for bargaining as specified in Act 379 of the Public Acts of
1965 as amended.

C. Gyvil rights as provided in the Michigan Civil Rights Act, which is Act 453
of the Public Acts of 1976.

D. The rights provided under the Open Meeting Act, which is Act 267 of the
Public Acts of 1976. Included is the right to address the Board at
regular meetings at a time established on the agenda. Such presentation
may be limited by the Board to no more than fifteen (15) minutes in
duration.

E. The Board recognizes that individual employees are entitled to all of the
provisions of Act 397 of the Public Acts of 1978, as amended, as it
pertains to the individual employee's personnel file.

SECTION 6. ASSOCIATION COMMUNICATIONS.

The Association shall have the right to post notices of its activities and
matters of concern on bulletin boards at least one (1) of which shall be provided in
each building, said bulletin boards are to remain where currently located. The
Association may use the school mail boxes for communications.
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SECTION 7. DAMAGE REIMBURSEMENT.

Damage to the personal property of any employee as the direct result of
student contact will be reimbursed in accordance with Board Policy #DLCD, dated
February 18, 1986, or as subsequently amended.

SECTION 8. EMPLOYEES PROTECTION.

Any case of employment related assault and battery upon an employee shall be
immediately reported to the employee's supervisor. Upon written request, the Board
will provide legal counsel of its choice to advise the employee of his/her rights and
obligations in connection with handling of the incident by law enforcement and
judicial authorities.
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ARTICLE 5

ASSOCIATION SECURITY

SECTION 1. MEMBERSHIP REQUIREMENT.

. Any employee who is not a member of the Association in good standing or who
does not make application for membership within ten (10) working days after
completion of his/her probationary period shall, as a condition of employment, pay as
a service fee to the Association an amount equivalent to the dues uniformly required
to be paid by members of the Association; provided, however, that the employee may
authorize payroll deduction for such fee in the same manner as provided herein.
The Union shall be responsible for maintaining a due process procedure for
nonmembers to determine how their fee is utilized and to provide the nonmember an
expeditious and impartial hearing regarding their objection.

SECTION 2. CHECKOFF.

A. The Human Resources Office at the time of hire, rehire, reinstatement or
transfer of an employee into the bargaining unit, shall apprise the
prospective employee of this Article's provisions.

B. After the employee successfully completes the probationary period, the
Human Resources Office will notify the Association of said employee's
successful completion. The Association will present said employee with an
application for membership and an authorization for checkoff of dues.

C. If the employee desires to join the Association the employee shall
complete both the application for membership and authorization forms for
checkoff of dues and/or service fees and return them to the Association
financial officer.

D. If the employee does not desire to join the Association, the employee
shall complete only the authorization form for checkoff of service fees so
that the Association may collect from the employee its service fee equal
to the dues and return it to the Association financial officer.

E. During the life of this Agreement and in accordance with the authorization
for checkoff of dues or service fees, the Board agrees to deduct
membership dues or service fees levied in accordance with the constitution
and bylaws of the Association from the pay of each employee who
executes or has executed the authorization for checkoff of dues or
service fees.

F. The initial deduction for any employee shall not begin until the
authorization for checkoff of dues or service fees and certification of the
Association financial officer as to the amount of the periodic Association
dues or service fees have been delivered to the employer's Human
Resources Department at least fifteen (15) calendar days prior to the
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affected pay day.

All monies deducted by the employer shall be remitted to the Association
financial officer by the twenty-fifth (25th) calendar day of the month
following the month in which deductions were made together with a list of
current employees showing the amount of Association dues or service fees
deducted from each employee.

In cases where a deduction is made which duplicates a payment already
made to the Association by an employee or where a deduction is not in
conformity with the constitution and bylaws of the Association, refunds to
the employee shall be made by the Association.

The employer shall not be liable to the Association by reasons of Section
3 of this Article for the remittance or payment of any sum other than
that constituting actual deductions made from the pay earned by the
employee.

The Association shall protect and save harmless the employer from any and
all claims, unemployment compensation, demands, suits, nonredundant
attorney fees, and other forms of liability by reasons of action taken or
not taken by the employer for the purpose of complying with this Article.

SECTION 3. TERMINATION FOR FAILURE TO COMPLY.

An employee in the bargaining unit who fails to tender to the Association
dues or, in the alternative, service fees in an amount equal to those dues as set
forth in the constitution and bylaws of the Association shall be terminated by the
Board provided the following stipulations are adhered to:

A. The Association shall notify the employee involved with a copy to the

B.

Office of Human Resources by certified or registered mail explaining that
the employee(s) is delinquent and not tendering required dues or service
fees, specifying the current amount of delinquency and warning him/her
that unless the delinquent dues or service fees are paid and a properly
executed authorization for checkoff of dues or service fees is tendered
within ten (10) working days of such notice the employee shall be
reported to the Office of Human Resources with a request to terminate
the employee as provided in this Article.

The Association shall give a copy of the letter sent to the employee and
the following written notice, to the Office of Human Resources at the end
of the ten (10) day period. The Association certifies that

has failed to tender either the periodic and uniformly required Association
dues or service fees required as a condition of continued employment
under the collective bargaining agreement and demands that the employee
be terminated under the terms of this Agreement.
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TERMINATION LIMITATION.

If an employee has a written authorization in effect requiring the deduction
of dues or service fees, the employee shall not under any circumstances, risk the loss
of job because of lack of good standing in the Association. The Association cannot
cause the discharge of an employee who has been expelled by the Association for
any reason other than his/her failure to render the dues or service fees to the
Association.

SECTION 5.

A-

B.

ASSOCIATION DUES AND SERVICE FEES.

The Board agrees to deduct from the regular pay of each Association
member who has an executed checkoff authorization form on file the
Association dues or service fees subject to all of the following
paragraphs. The Board shall have no responsibility for the collection of
membership dues and service fees or any other assessments that are not
in accordance with this Article.

The Association's checkoff authorization form shall conform to the
respective state and federal law(s) concerning that subject or any
interpretation(s) made thereof and which has been agreed to by the Board
and the Association.

All checkoff authorization forms shall be filed with the Board's Human
Resources Office which may return any incomplete or incorrectly completed
form to the Association's treasurer and no checkoff shall be made until
such deficiency is corrected.

The Board shall checkoff only obligations which come due at the time of
checkoff and will make checkoff deduction only if the employee has
enough pay due to cover such obligations and will not be responsible for
refund to the employee if he/she has duplicated a checkoff deduction by
direct payment to the Association.

The Board's remittance will be deemed correct if the Association does not
give written notice to the Board's Human Resources Office within two (2)
calendar weeks after a remittance is sent of its belief with reason(s)
stated, that the remittance is incorrect.

The Association agrees to indemnify and save the Board harmless against
any and all claims, unemployment compensation, suits or other forms of
liability arising out of its deduction from employees' pay of Association
dues or service fees or in reliance on any list, notice, certification or
authorization furnished under this Article. The Association assumes full
responsibility for the disposition of the deductions so made, once they
have been sent to the Association. The Board shall not be liable to the
Association by reason of the requirements of this Agreement for the
remittance or payment of any sum other than that constituting actual
deductions made from wages earned by employees.
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SECTION 6. HOLD HARMLESS CLAUSE.

The Association agrees to indemnify and hold the Board harmless from any and
all damages, claims, unemployment compensation, judgments, suits, nonredundant
attorney fees, and other forms of liability by reason of action taken by the
Association or the Board or its agent for the purposes of complying with any and all
fair share and agency shop provisions of the contract or obligations of the
Association providing such damages have not resulted from the misfeasance or
malfeasance of the Board or its agents.
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ARTICLE 6

GRIEVANCE PROCEDURE

SECTION 1. PURPOSE.

The primary purpose of this procedure is to secure, at the lowest level
possible, an equitable solution to the problem of the parties. All time lines herein
delineated shall be considered working days.

SECTION 2. DEFINITION.

The "grievance" shall mean a specific charge by the Association, an employee
or group of employees, based upon an event, condition or circumstance, under which
any employee works, that a provision of this Agreement has been violated or
misinterpreted. Any other employee concern or Association concerns, unrelated to
the provisions of this Agreement, may be pursued through administrative channels but
is not a grievance and will not be subject to the procedures below.

SECTION 3. RESPONSE.

Immediate supervisors and administrative personnel shall consider promptly all
grievances presented to them within the scope of their authority and take such
timely action as is required.

SECTION 4. SINGULAR OR JOINT.

Grievances under this Agreement may be initiated by employees in the
bargaining unit either singularly or jointly or by the Association. Probationary
employees have no right to the grievance procedure.

SECTION 5. PROCEDURE.

All grievances will be handled according to the following procedure. (A
supervisor or administrator confronted with a grievance which he/she lacks authority
to resolve may, upon notification to the Association, advance it to the step where it

can be dealt with):

Step 1. Informal Initiation of Grievance.

Any employee who believes he/she has a grievance shall discuss the issue on
an informal basis with his/her immediate supervisor. Association grievances
will be filed with the immediate supervisor who is in charge of the area being
complained of. The employee will request such discussion within ten (10)
working days of the incident giving rise to the grievance. The employee shall
inform the supervisor that the request is Step 1 of the grievance procedure.
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The employee may have the assistance of an Association representative if the
employee so chooses. The supervisor will hold such discussion with the
employee and the representative, if requested, as promptly as possible
consistent with not interrupting the normal course of work: but in no case
more than five (5) working days after the discussion is requested by the
employee. If the grievance is settled without the participation of the
Association, the Association shall be informed of the terms of the settlement.

L

Step 2. Formal/Written Initiation of Grievance.

If the grievance is not resolved, the matter shall be reduced to writing by
the grievant and submitted to the supervisor within five (5) working days from
the day of discussion with the supervisor. Within five (5) working days after
presentation of the written grievance, the supervisor shall give his/her answer
in writing to the grievant with a copy to the Union. The written grievance
shall include:

(1) Specific section(s) of this Agreement alleged to have been violated.

(2) A statement of the facts giving rise to the grievance.

(3) The relief requested.

(4) Signature of grievant.

(5) The date the grievance is filed.

Step 3. First Appeal.

In the event that the grievant is not satisfied with the disposition at Step 2,
within ten (10) working days after receipt of the supervisor's answer, the
grievant may appeal the grievance to the Assistant Superintendent of Human
Resources. The appeal must be in writing and endorsed by the Association.
Within ten (10) working days of receipt of the written appeal, the Assistant
Superintendent of Human Resources or his/her designee shall hold a hearing in
an attempt to resolve the grievance.

Within ten (10) working days after conclusion of the hearing, the
administrator or designee shall present the grievant with a written answer to
the grievance with a copy to the Union Chief Steward.

Step 4. (Optional) Appeal to the Superintendent or Mediation.

In the event that the grievant is not satisfied with the disposition at Step 3,
within ten (10) working days after receipt of the Assistant Superintendent of
Human Resources answer, the grievant shall notify the Assistant Superintendent
of Human Resources, in writing, that he/she wish to continue the grievance.
The grievant may request to appeal the grievance to the Superintendent or to
mediation or the grievant may request to proceed immediately to Step 5.
Upon receipt of the grievant's request to continue the grievance and after
review of which option, if any, the Union has requested, the Assistant
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Superintendent of Human Resources shall within five (5) days notify the Union
whether the Board concurs with the Union's request or whether the Board will
be selecting an alternative option. Either party may select to appeal to the
Superintendent or mediation. If both parties choose a different option, the
appeal to the Superintendent shall precede mediation.

If the Superintendent option is chosen by either party, the same time
lines set forth in Step 3 shall be applicable. If mediation is chosen, it shall
be handled as expeditiously as possible. If Step 4 is utilized by either party
and the grievant is not satisfied with the decision, he/she may within ten (10)
days of receipt of the decision of Superintendent or conclusion of mediation
request in writing to proceed to Step 5.

Step 5. Arbitration.

A. To invoke arbitration, the Association must give written notice to the
other party. If the parties cannot mutually agree on an arbitrator, the
matter will be promptly referred to the Federal Mediation and Conciliation
Service or the American Arbitration Association, in accordance with their
respective voluntary arbitration rules and an arbitrator will be selected.
The arbitrator so selected shall hear the matter promptly and will issue
his/her decision as soon as possible after the date of the closing of the
hearing. The arbitrator's decision will be in writing and will set forth
his/her findings of facts, reasoning, and conclusions on the issue(s)
submitted. = The jurisdiction of the arbitrator shall be limited to
grievances arising out of the definition of a grievance contained within
the Agreement or any written Amendments hereto or supplements hereto.

B. The jurisdiction of the arbitrator shall be limited to grievances arising out
of the definition of a grievance contained within the Agreement or any
written amendments hereto or supplements hereto. The arbitrator shall
have full discretion to uphold or rescind disciplinary measures imposed by
the Board.

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

D. The decision of the arbitrator shall be final and binding upon both
parties.

E. The fee and expenses of the arbitrator shall be paid by the Association if
the grievance is denied, or by the Board if the grievance is granted, or
as the arbitrator directs if otherwise. The Board shall, upon request,
make employees who are on duty, available as witnesses. The Association
President may attend any arbitration proceeding: without loss of
compensation in any matter.

SECTION 6. TIME LIMITS.

The parties have determined that time is of the essence. The parties
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recognize and agree that all labor disputes must be quickly resolved in conformance
with the Master Agreement language. All time lines outlined in Article 6 must be
strictly complied with, subject to Section 7 below.

Time limits at any step of the grievance procedure may be extended only by
mutual written agreement between all parties involved. In the event that a
grievance is not presented, or is not appealed from one step to another, within the
time limit provided, the grievance will be considered as being withdrawn or *settled
on the basis of the Board's last answer. Failure of the Board to respond to a
grievance, at any stage within the time limits specified shall be considered a denial
of the grievance and it may be processed at the next step. An aggrieved person
may withdraw further consideration of a grievance at any stage of the procedure.

SECTION 7. NOTICE OF OUTSIDE REPRESENTATION.

If the Association is represented by an outside representative (e.g. legal
counsel) at any step of the grievance procedure, the Assistant Superintendent of
Human Resources will be given at least three (3) working days in advance notice, and
may appoint him/herself or a designee as the Board representative.
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ARTICLE 7

DISCIPLINE

SECTION 1. CONDUCT.

Breaches of proper conduct are subject to disciplinary procedures. Such
breaches include, but are not limited to, abuses of sick leave and other leaves,
chronic tardiness, willful deficiencies in performance, violation of Board policies,
regulations, and administrative directions not inconsistent with the terms of this
Agreement. Alleged breaches of proper conduct and reasons for possible disciplinary
action shall be reported promptly to the offending employee.

SECTION 2. JUST CAUSE.

No employee shall be disciplined without just cause.

SECTION 3. REPRESENTATION.

Before any meeting is called from which disciplinary action may result, the
employee shall be notified and shall be entitled to have present a representative of
the Association. If an Association representative is requested to be present, no
longer than two (2) working days may lapse before such meeting is held.

SECTION 4. NOTICE.

Any written notice of disciplinary action or discharge shall cite the specific
sections or rules and regulations and/or appropriate law(s) or ordinance(s) which the
employee is alleged to have violated.

SECTION 5. PARTICIPANTS IN DISCIPLINARY ACTION MEETINGS.

Employees required by the Board to participate in grievance or disciplinary
action meetings during scheduled working hours shall suffer no loss of pay in
connection with the loss as a result of participation in such meetings. The Board
shall attempt to schedule such meetings outside of the scheduled working hours.

SECTION 6. PROGRESSIVE DISCIPLINE.
A. The Board will follow a policy of progressive discipline subject to "B'"
below which includes verbal warning, written warning, reprimand,

suspension, and discharge as a last resort.

B. The point of initiation of any disciplinary action may be determined by
the severity of the employee's behavior.
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C. Warnings and reprimands shall be discussed privately between the employee
and the administrator, except when either party requests the presence of
an Association and/or administration representative.

D. Neither party shall delay discussion of a warning or reprimand for more
than five (5) working days except by mutual consent.

SECTION 7. SUSPENSION.

Suspension means the temporary removal of an employee for disciplinary
reasons, or until a situation which exists can be reviewed and considered by the
Superintendent. An employee may be suspended with pay under this Section for
investigation which may not necessarily result in disciplinary action. In case of such
suspension, the Superintendent shall provide a meeting within five (5) working days
of the suspension, for the purpose of reviewing the reason for the suspension and
notifying the employee of the anticipated date of completion of the investigation.
An employee shall not be suspended for more than ten (10) days without pay for an
infraction of this contract.

A. Suspension with Pay.

Employees suspended under this provision shall be suspended from their
assignment with pay for but not limited to the following reasons:

1. Investigation of charges against an employee.
2. Pending and during trial on criminal charges against an employee.
3. Pending and during dismissal proceedings against an employee.

B. Suspension without Pay.

Employees may be suspended from their assignment without pay or
terminated for but not limited to the following reasons:

1. Criminal convictions concerning theft, dishonesty, moral turpitude or
use or sale of drugs, which have a clearly discernible detriment to
the School District, students (where applicable) and affects the
employee's job performance.

2. Insubordination.

3. Misuse of, or under the influence of alcohol or any controlled
substances on campus.

4. As a progressive disciplinary action at the discretion of the
Superintendent.




SECTION 8. RELATION TO GRIEVANCE PROCEDURE.

Any grievance filed concerning a suspension or discharge will be filed at Step
3 of the Grievance Procedure.

SECTION 9. COMPLAINTS.

Any official complaint (written and signed) about an employee's performance
shall be called to the employee's attention within five (5) working days of the
receipt of the complaint. The employee shall receive a copy of the written complaint
and shall be given an opportunity to respond to it before disciplinary action is
taken.

SECTION 10. DISCHARGE.

Any employee who is being discharged pursuant to this Article shall be
provided with due process. The employee shall be advised of the charges against
him/her and he/she shall be provided an opportunity to respond to said charges and
produce any evidence or testimony supporting his/her position. The employee may be
represented by the Association or an attorney at said hearing. This hearing shall
take place within five (5) days notice of" discharge.

SECTION 11. UNEXCUSED ABSENCES.

It is the intent of the Board and Association to work cooperatively to
minimize prolonged and recurring absences of employees.

When an employee has a prolonged or recurring absence, the District reserves
the right to require a written doctor's excuse prior to allowing the employee to
return to work and/or have the employee examined by the Board's doctor at the
Board's expense.

Prior to taking such action, the Board shall have notified the affected
employee, and Association, in writing, of their concern and expectation for
correction.

In addition, the Board and Association shall meet and confer to identify
appropriate ways in which the Association can assist the Board and employee to
correct prolonged and recurring absences.
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ARTICLE 8

SCHOOL CLOSING

SECTION 1. NOTIFICATION.

In the event severe weather occurs and the Superintendent or his/her
designee determines that the entire district operations shall be closed, such
notification will be made via local radio stations and employees who are scheduled to
work will not be expected to report for work or may be sent home as the
drcumstances dictate and will be paid for that day. Employees who are not
available for work, i.e., on a leave which was approved prior to that day on which
the District was closed, will be charged for that approved leave day.

It will be the duty of the employee to confirm that his/her location is, in
fact, closed. The employee should wait for a telephone call from the calling tree
and if no telephone call is received, it is the responsibility of the employee to call
his/her supervisor to confirm that the building is closed as a result of the severe
weather conditions.

SECTION 2. ABSENCE OF NOTIFICATION.

In the absence of such a notification and confirmation, all employees will be
expected to report for work. If a building in which an employee serves is closed by
severe weather, but the Ingham Intermediate School District is open, it shall be the
responsibility of the employee to report in person to an area assigned by his/her
supervisor.

SECTION 3. LATE REPORTING AND FAILURE TO REPORT.

All employees must make every effort to report to work even if late. An
employee must keep his/her supervisor or his/her supervisor's designee informed if
they will be late.

In the event that an employee does not report for work because of weather
conditions and the Superintendent or his/her designee does not close the
Intermediate District, then the employee will be charged a personal business leave or
vacation day. The employee will designate the type of leave day to be charged. In
the event that an employee does not have either a vacation or personal business
leave day available, that employee may choose to take either a sick leave day or an
unpaid leave day.

SECTION 4. PARTIAL CLOSING.

Closing of a building or a portion of a building for any reason; such as boiler
failure, power failure, or any other reason deemed valid by the Superintendent or
his/her designee, shall not diminish the responsibilities of employees assigned to
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other buildings or portions thereof. Upon such a closing, the Board may temporarily
assign employees to work in other locations.
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ARTICLE 9
NEW, CHANGED OR ELIMINATED JOB CLASSIFICATIONS

SECTION 1. BOARD AND ASSOCIATION RIGHTS.

The right of the Board to establish new job classifications, to change job
content of existing job classifications and to eliminate job classifications is
recognized. The right of the Association to negotiate the appropriate pay grade
placement for any new or Board revised job is recognized. If the parties cannot
agree, the matter will be submitted to the grievance procedure, Step 3 level.

SECTION 2. ADDING NEW ]JOBS.

Whenever a non-exempt job is proposed to be added which is not included in
Article 1, Section 1, the Superintendent or his/her designee shall make an initial
determination as to whether employees in the job are appropriate members of the
bargaining unit. The Superintendent or his/her designee shall advise the Association
President in writing of his/her decision, and will supply a copy of the job description
and position profile to the Association President.

The Association, if it objects to the Superintendent's determination, may file
an appeal with the Human Resources Office within ten (10) working days of being so
advised by the Superintendent or his/her designee.

If the Association appeals the Superintendent's decision, within ten (10)
working days of the appeal, the Superintendent or his/her designee shall meet and
confer on the appropriate placement of the new job classifications.

Disputes as to whether a new job should be in or out of the bargaining unit
shall be resolved by the Michigan Employment Relations Commission in accordance with
their applicable administrative procedures.

SECTION 3. NOTICE OF ELIMINATION OF JOB.

In the event the Superintendent recommends elimination of a job listed in
Article 1, Section 1, to the Board, the Superintendent or his/her designee shall give
written notice to the Association President giving the reasons for the elimination of
that job, a minimum of ten (10) working days prior to its presentation to the Board.

Employees affected as a result of an elimination of a job shall be entitled to
invoke Article 11, Application of Seniority.
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ARTICLE 10

SENIORITY

SECTION 1. DEFINITION OF SENIORITY.

The seniority of all employees shall commence with the last date of hire by
the Ingham Intermediate School District. Seniority shall be District-wide, and shall
be the same for part-time and full-time employees, as well as for fifty-two week
and shorter year employees. '"Last date of hire" is the first date that the employee
starts working after the employee's most recent date of hire.

Seniority applies only as expressly provided in this Agreement. On July 10 of
each year, the Board shall publish and distribute to each member of the bargaining
unit a copy of the complete seniority list for members of the bargaining unit. Such
list shall include all individuals who hold seniority, by job, as a result of this
Agreement. The Board shall continue to furnish the President and Secretary of the
Union an up-to-date seniority list each six (6) months under this Agreement, January
10 and July 10.

SECTION 2. PROBATIONARY EMPLOYEES.

All newly hired employees of the school district shall be on a probationary
status for the first forty-five (45) working days of employment. Probationary
employees who are absent during the first forty-five (45) scheduled working days of
employment shall not have completed the probationary period until forty-five (45)
days shall actually have been worked.

Probationary employees shall not be granted paid leave or vacation during the
probationary period; however, they shall be credited with compensable leave and
vacation time earned from date of hire. ~Probationary employees have no seniority
or seniority rights. The grievance procedure does not apply to probationary
employees. The Association shall not represent probationary employees.

SECTION 3. GRANT EMPLOYEES.

Positions established under special grant programs shall only exist as long as
the grant exists. In the event that the employment of a grant employee exceeds six
months in duration, that employee shall be transferred into the bargaining unit in
accordance with Article 1, Section 3.

SECTION 4. PART TIME EMPLOYEES.

A. Part-time employees are employees who are regularly scheduled to work
twenty (20) or more hours per week but less than forty (40) hours per
week. To be included in the bargaining unit, part-time employees with
irregular work schedules must work an average of at least twenty (20)
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hours per week for the duration of their work year. Part-time employees
may acquire seniority upon completion of 360 hours worked, which is the
equivalent of the regular probation period of forty-five (45) scheduled
working days.

B. Part-time employees who are covered by this Agreement will continue to
receive fringe benefits prorated by their hours worked.

SECTION 5. SUBSTITUTE EMPLOYEES.

Substitute classified employees are those persons employed to replace regular
employees who are absent from their work. There are two categories of substitute
employees:

A. Those employed to replace an absent employee for a definite, pre-
determined length of time. If such employment exceeds ninety (90) work
days, Board Policy #GDEA-X and #GDEB-X, dated 4-15-80, or as
subsequently modified shall be applicable.

B. Those employed for periods of less than ninety (90) work days, including
those employed "on call" from day to day with no regular work schedule
or fixed assignment. These do not acquire seniority, nor are they eligible
for leave, vacation or other benefits.

SECTION 6. EMPLOYEES ON UNPAID LEAVE.

Employees who - gain seniority status continue as regular employees, subject to
Section "7" below. Employees who take unpaid leave do not lose the seniority they
accrued, but do not accrue seniority while on unpaid leave of twenty (20) consecutive
working days or more.

SECTION 7. EMPLOYEES ON LAYOFF.

An employee who is laid off retains the seniority which he/she had at the
time of layoff. Such seniority will be retained for the period of time specified in
Section 8. No additional seniority shall accrue during that period. After the
expiration of that period, the employee is considered as terminated and if re-
employed at a later date, will be treated as a new hire.

SECTION 8. BREAKS IN SENIORITY.

Seniority is broken, recall rights are forfeited and the employee is terminated
upon:

A. The effective date of retirement, resignation, or involuntary termination
(discharge and not reinstated), or
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B. After layoff for a period equal to lesser of either the employee's accrued
seniority at the date of layoff, or twenty-four (24) calendar months, or

C. Failure of the employee to seek reinstatement after an unpaid leave or if
a position is not available within one year from the date of expiration of
the leave. The employee must notify the employer of his/her intent to
return to work at least thirty (30) days prior to the expiration of the
leave.

Should any such former employees be re-employed subsequently, they shall be
treated as new hires including serving a probationary period of forty-five (45)
working days. They shall not carry over any seniority credit from their previous
employment.

SECTION 9. AFFIRMATIVE ACTION.

With respect to racial minority employees who are in the bargaining unit, all
actual seniority which such employees acquire starting on August 1, 1982 will be
double, up to a maximum of two (2) years of extra seniority level until actual
seniority catches up. For example, an employee whose last date of hire is August 1,
1982 and who works continuously thereafter will have two years of seniority as of
August 1, 1983, four years of seniority as of August 1, 1984, and will then remain
at the four year level until August 1, 1986. Service prior to August 1, 1982 will
not be doubled, but will be added to the employee's total seniority.

The extra seniority which is provided for in this Section may be used only for
purposes of layoff and recall, and only at times when the percentage of racial
minority employees in the bargaining unit is less than the percentage of racial
minority students in the Intermediate School District.

The parties, recognizing legal questions have arisen concerning minority
seniority provisions of this nature, which the parties initiated in good faith in 1982,
continue to research and review applicable law to determine the appropriateness of
this provision. The Board agrees to hold the Association harmless concerning any
legal disputes arising as a result of the application of this provision.

SECTION 10. SUPERSENIORITY.

For the purposes of layoff and recall, superseniority will be granted to two
members of the bargaining unit. Those members will be designated by the bargaining
unit. Such persons shall have superseniority within the provisions for bumping and
recall in Article 11, Section 3 and 4. The bargaining unit shall provide the
Superintendent with the names of the persons designated to receive superseniority.
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ARTICLE 11
APPLICATION OF SENIORITY

LAYOFFS.

Layoffs will result from the elimination of a specific filled position(s) within a
job. The following procedures will be observed in layoffs, bumping and recall.

SECTION 2.

A.

B.

E.

SECTION 3.

A.

LAYOFF PROCEDURE.

All probationary employees as defined in Article 10, Section 2, in non-
temporary positions in the affected job will be laid off first.

The employee who occupied the position which has been eliminated will be
transferred to the position which has been occupied by the laid off
probationary employee.

An employee who is to be transferred pursuant to this procedure may

decline the transfer in which event such employee will be laid off (such
employee may not bump).

An employee who is transferred pursuant to this procedure will be subject
to a trial period of thirty (30) working days during which the employee
must demonstrate the ability to satisfactorily perform all of the duties of
the position.

If the employee does not succeed the employee will be laid off

unless there is a position to which the employee may bump. In such
event, the employee will have the option of bumping.

After all such probationary employees have been laid off from the job,
and there is no available position, the incumbent within the eliminated
position will utilize the bumping procedure as described in Section 3 of
this Article.

Employees will be given at least thirty (30) calendar days notice of layoff
or shorter notice as necessitated by special circumstances.

BUMPING PROCEDURE.

Bumping is permitted only into an equal or lower pay grade. Except as
provided in (B) below, bumping is limited to those jobs indicated within

th

1.

e layoff/bumping matrix in accordance with the following procedure:

The employee must first bump the least senior employee within his/her
same job provided the employee has seniority over that employee.
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2. If the employee does not have such seniority, he/she must then bump
the least senior employee in the jobs indicated in the layoff/bumping
matrix within the same pay grade, provided that the employee has
seniority over the least senior employee within those jobs.

3. [If the conditions in Step 2 above are not met the employee may then
bump the least senior employee in the jobs indicated in the layoff/
bumping matrix within the next lower pay grade, provided that the
employee has seniority over the least senior employee within those
jobs.

4. 1f the conditions in Step 3 above are not met, Step 3 may be
repeated for the next lower pay grade within the matrix until all
possible jobs within the bargaining unit have been eliminated.

5. If an employee cannot meet conditions for any other job indicated
within the layoff/bumping matrix within the bargaining unit, that
employee will be laid off.

In the event that an employee feels that he/she could qualify for a job
in the same or lower pay grade, not indicated in the layoff/bumping
matrix, the employee may request that he/she be allowed to bump into
that job. The employee must supply evidence of qualifications.

The Assistant Superintendent of Human Resources will establish the
qualifications for the job, review the employee's request and determine
whether the employee is qualified for the job. If the employee is
determined to be qualified, he/she will be given the opportunity to bump
into that job, provided that the employee has seniority over another
employee within that job.

In the event that an employee cannot meet these qualifications, then
bumping is limited to the jobs indicated within the layoff/bumping matrix
in accordance with (A) above.

The Board reserves the absolute right to determine the qualifications of
an employee. Such decisions on qualifications shall not be subject to the
grievance procedure.

The use of bargaining unit seniority to bump another employee must be
exercised within three (3) working days following receipt of written
notification of layoff or bumping, whichever is applicable, or the right is
forfeited. Notification shall include the options available under the
contract.

An employee who bumps into a job will occupy the position which was held
by the least senior employee in the job. That employee in turn will be
laid off and will be eligible for this bumping procedure.

[f two or more employees are bumping simultaneously they will do so in
order of seniority.
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An employee may decline one bumping opportunity. If the employee
declines the first bumping opportunity, he/she will proceed to the next
step in the layoff/bumping procedure as outlined in this Section.

An employee who bumps will be subject to a trial period of thirty (30)
working days during which the employee must demonstrate the ability to
satisfactorily perform all of the duties of the position. If the employee
does not succeed, the employee will be laid off and may not bump again.

An employee who bumps into a job will be placed on the salary scale for
that job at the same step the employee held in the previous job.

An employee who successfully bump will retain recall rights to his/her
previous job for a period equal to the lesser of either the employees
seniority as of the date of layoff or twenty-four months.

SECTION 4. RECALL PROCEDURE.

The following procedure will be observed in recalling seniority employees who
have been laid off or who have been bumped and have recall rights:

A‘

When a bargaining unit vacancy exists which the employer decides to fill,
the most senior employee who is on layoff or who has bumped and has
recall rights to his/her previous job or to a position in the layoff/
bumping matrix will be recalled.

An employee on layoff may decline one recall. Under any other
circumstances an employee who fails to return to work upon being recalled
will be terminated. Employees must return to work within two weeks of
their receipt of notice of recall, unless the notice of recall specifies a
later date. Under unusual circumstances, the employer may agree to
extend this time, but any such agreement must be in writing.

An employee who has successfully bumped must accept a recall to his/her
original job. Failure to accept such a recall will result in the loss of
recall rights.

Notice of recall will be given first by telephone and thereafter, if
necessary, by certified or registered mail, return receipt requested,
addressee only. Employees are responsible for insuring that their current
telephone numbers and addresses are on file with the employer. An
employee who cannot be contacted because of failure to maintain a correct
address or telephone number will be terminated.

Laid off employees will retain their seniority and their right to recall for
the period of time specified in Article 10, Section 8.

During the processing of recalls, the employer may temporarily fill
vacancies in any manner it sees fit.
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SECTION 5. GENERAL PROVISIONS.

A.

B.

C'

For purposes of the layoff, bumpings, transfers and recalls covered in this
Article there will be absolutely no distinction between full and part-time
jobs or between fifty-two week and shorter year (e.g. forty-two, week)
jobs. For example, an employee may be transferred or bump from a fifty—
two to a forty-two week job, or from a full-time to a part-time job, or
vice versa. Likewise an employee laid off from one type of job may be
recalled to another.

The Employer's general right to transfer employees, subject to the
provisions of this Agreement, shall apply at all stages of layoff, bumping
and recall.

In the event that the Board determines that multiple layoffs are necessary
for financial reasons, the Board agrees to meet with the Association

President and Representatives prior to effectuating layoffs to discuss
alternatives to such layoffs.
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ARTICLE 12
PROMOTIONS AND TRANSFERS

SECTION 1. PROMOTIONS.

Although the Board retains the ultimate discretion in selecting employees for
promotion, it is the policy of the Board of Education to promote from within the
ranks of its employees whenever practical. When the Board decides to fill a
bargaining unit vacancy, it will post a notice of the vacancy for ten (10) consecutive
working days in all buildings in designated areas. The notice shall include the
following information:

A. Type of work

B. Anticipated starting date
C. Range of pay

D. Hours to be worked

E. Job title

F. Number of working weeks

Before considering an applicant from outside the bargaining unit the employer
will review the applications which were filed by existing employees during the ten
(10) day posting period. An employee desiring to fill a posted job vacancy shall
submit a letter of intent with any updated qualification to the Human Resources
Office. The Board shall furnish the Association President with a copy of each job
posting at the same time the postings are posted on the bulletin boards.

All employees meeting the posted qualifications will be considered. The
administrators who are filling the posting will consider internal applicants through
the usual interview process. If the internal applicants are the most qualified and
more than one internal applicant applies for the job and all are equally qualified on
all factors, then the employee with the most District seniority shall be given the job.
At the employee's request, the Assistant Superintendent of Human Resources or his/
her designee will meet with an employee who has not been selected and explain the
Board's reasons for non-selection, subject to the Board's responsibility to not divulge
confidential or otherwise privileged information.

Employees on a new job are considered probationary in the job for forty-five
(45) work days, within which time they may be reassigned to their old position, or a
comparable one, without prejudice, should their work prove to be unsatisfactory or if
the affected employee so requests. This probationary period is a trial period in the
new job only, and does not interrupt accrual of seniority.
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SECTION 2. TRANSFERS.

A. The employer has the right to transfer employees to promote efficiency
and/or sound personnel relations, to adjust to changes or improvements in
operations, or to make better use of individual skills and abilities.
"Transfer" includes any lateral or upward movement of an employee within
his/her bargaining unit.

B. Transfer in Lieu of Layoff

The employer has the right to transfer the employees in lieu of layoff in
order to preserve the employees' employment with the employer subject to
the provisions of this Agreement.

C. Lateral Transfer

The same procedure as outlined in Section 1 shall apply for any lateral
transfers.

D. An involuntary transfer will be made when considered necessary by the
Board to prevent undue disruption of services or to bring about
improvement of services. If a transfer is necessary, the supervisor of the
program will meet with the potentially affected staff to discuss the

. problem and seek a volunteer. When there is no volunteer available and
when practical, the least senior employee in the affected program, having
the applicable qualification, shall be moved. The Board shall notify the
affected employee and the Association, in writing, of the reasons for such
transfer. This procedure shall not be applicable for temporary transfers.
A temporary transfer will not be longer than thirty (30) calendar days
without notice being given to the Association.

SECTION 3. CHANGE TO LOWER PAY GRADE.

In the event that a position is changed which results in a lower pay grade,
the employee in that position will have the option to do one of the following:

A. The employee may within thirty (30) calendar days of written notice to
the employee and the Association accept the changed position in the lower
pay grade. The employees hourly wage will be frozen at its current level
until the salary in the lower pay grade at least equals the prior salary,
at which time the employee wage will increase with the new pay grade.

B. The employee may bump the least senior employee in his/her original job,
subject to the provisions of Article 11, Section 3.

C. In the event that the employee elects (A) above, the employee will have
recall rights to his/her original job for a period equal to the lesser of
either the employee's seniority as of the date of changed position or

. twenty-four (24) months. If the employee refuses recall to the original
job, he/she will lose recall rights to that job.
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SECTION 4. TEMPORARY ASSIGNMENT.

An employee temporarily assigned to perform all the duties and responsibilities
of another job for a period of more than ten (10) consecutive working days shall be
paid according to the following:

A. When temporarily assigned to a position in an equal or lower pay grade,
the employee will receive the regular rate of his/her permanent position.

B. When temporarily assigned to a position in a higher pay grade, the
employee will receive either the base rate of the temporarily assigned
position or the regular rate of his/her permanent position plus twenty-
five cents (25¢) per hour, whichever is higher, retroactive to the first day
of the assignment.

SECTION 5. SUMMER POSTING.

The Board will post in the Department of Human Resources and lounges, as in
the past, all vacancies occurring in the District. Any employee interested in being
provided with copies of summer postings should submit in writing to the Human
Resources Department evidencing their intent and specifically stating the type of
position(s) he/she is interested in accompanied with their current address. The
Department of Human Resources will mail to each employee copies of requested
position annoucement(s) when posted.

SECTION 6. PROMOTIONS.

Any employee promoted one (1) grade level pursuant to this Article shall
receive a minimum of three (3%) percent salary increase.
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ARTICIE 13
INSURANCE BENEFITS

SECTION 1. INSURANCES.

AI

B.

Life Insurance.

The premium of a $40,000 term life insurance policy, with double indemnity
for accidental death and disability benefits, is paid in full to a life
insurance company selected by the Board. This policy shall be convertible
to whole life policy sponsored by said company upon termination of
employment without evidence of insurability.

Health Insurance.

One hundred percent (100%) of the cost of up to full-family Blue Cross—
Blue Shield Four Point Plus Plan health insurance with a two dollar ($2.00)
co-pay prescription drug rider will be paid for any requesting full-time
employee (including predetermination and second opinion riders).

Employees may, as an alternative, enroll in Health Central or Physicians
Health Plan coverage, which coverage is in lieu of Blue Cross-Blue Shield
coverage.

In the event that the premium for Health Central or Physicians Health
Plan coverage is greater than that which the Board would otherwise pay
for health insurance, pursuant to its agreement with Blue Cross-Blue
Shield, or other carrier, then each employee, through payroll deduction,
shall be responsible for the difference.

For employees working half time or more, but less than full time, the
premium payment for health insurance will be pro-rated for requesting

employees.

In the 1990-91 school year the employer will pay the increase in the
insurance premiums up to a maximum of twenty percent (20%) over the
1989-90 Board paid premiums with the employee responsible for any
increase over twenty percent (20%). In the 1991-92 school year the
employer will pay the increases in insurance premiums up to a maximum of
twenty percent (20%) over the 1990-91 Board paid premiums with the
employee responsible for any increase over twenty (20%) percent.

This cap only impacts the most costly insurance which may be PHP, HC,
BC/BS or another carrier as provided for within this Agreement. Any
employee taking a less expensive insurance would pay no additional cost
for insurance as long as their elected insurance remains below the most
expensive insurance.
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Example:

The 1989-90 school year monthly rates for the most expensive insurance
are

1989-90 rates*

$142.80 for single
$325.47 two persons
$371.55 for full family

The maximum monthly rate the District would pay in 1990-91 for the
respective groupings would be:

1990-91 Maximum District Paid Rates*

$171.36 for single
$390.56 for two persons
$445.86 for full family
Any cost over the above would be borne by the employee.

During the 1991-92 school year the District will pay up to 120% of the

most expensive insurance rates of 1990-91 school year irrespective of the .
carrier (BS/BC, PHP, HC or another carrier as provided for within this
Agreement).

C. Income Protection Insurance.

Income protection insurance will be provided for all employees working
twenty (20) hours or more per week. This insurance will pay sixty-six
and two-thirds (66-2/3%) percent of gross salary up to a limit of $3,500
per month in case of disability as a result of non-work related sickness
or accident. Protection will begin at the end of six (6) months following
disability, and continue until age sixty-five (65) or the termination of the
disability, whichever comes first.

D. Dental Insurance.

The premium for dental insurance benefits for all full-time employees will
consist of Class 1 and II (as presently described in the Delta Dental
Agreement) with 90% and 50% co-pays respectively and a $1,000 maximum
benefit per beneficiary payable in any one year, and 90% Class III
benefits (Orthodontic) with $1,000 maximum lifetime benefit per beneficiary
payable. All employees working less than full time, but more than half
time are required to enroll for dental insurance and to pay the pro-rated
share of the premium payment.

*This is subject to change based on the rate which is established with the new .
negotiated riders.
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Optical Insurance.

The District shall provide MASB Set Ultra-Vision Plan II as previously
written and amended, effective November 1, 1985, only to change the
standard frames benefit from $18 to $33, with all other provisions of Plan
II remaining unchanged, or equivalent coverage optical insurance to all
full-time employees. All employees working less than full time, but more
than half time are required to be enrolled for optical insurance and to
pay the pro-rated share of the premium payment.

Worker's Compensation Insurance.

Employees who suffer a work related accident or illness, resulting in loss
of time, shall be paid their full day's pay at their regular rate for the
day in which the injury occurred. All employees are protected by
worker's compensation insurance for work related accidents or illnesses as
required by law. All on the job injuries no matter how slight, must be
reported to the Human Resources Office by the injured employee as soon
as possible after injury.

Optional Insurance Benefits.

Eligible employees have the following optional insurance benefits available
to them at their expense:

1. Life Insurance.

a. additional coverage on the employee

b. - Coverage of spouse and/or dependent children

c. Conversion of part or all of the District paid insurance to
permanent (whole life) coverage. The School District will
continue to pay the basic group term premium, with the
employee paying the additional premium required.

All of the above options shall be available on a payroll
deduction basis.

2. Annuities.

Employees may arrange for a portion of their pay to be
withheld to pay the premium on tax sheltered annuities. A
limited number of companies are authorized to have their
premiums withheld on a payroll deduction basis. Interested
employees may obtain more information from the Human
Resources Office.

3. Hospitalization Coverage Alternative.

A. For those not selecting a health insurance benefit, the
Board shall provide forty-five ($45.00) dollars per month
to be applied to the following options:
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1. The group life insurance options available and/or
2. A tax sheltered annuity program.

The employee may select a tax sheltered annuity from the
available companies approved by the School Board. The
employee may apply the forty-five ($45.00) dollar per
month provided above toward the purchase of options in
(1) and/or a tax sheltered annuity. If a tax sheltered
annuity is selected, a minimum of five ($5.00) dollars per
month must be applied toward the TSA.

H. Change in Dependency Status.

Changes in coverage resulting from a change in dependency status (birth,
adoption, death, marriage, divorce, etc.) may be made at any time, subject
only to the thirty (30) day time limitations of the policy. Optional
coverages may be dropped at any time. However, optional coverages may
be added only at the time of initial enrollment or during the annual open
enrollment period (in September). -All changes are to be arranged for
through the Human Resources Office.

I. General Provisions.

All benefits are subject to the terms and conditions of the applicable .
master policies between the school district and the insuring companies.

The Board's liability is limited to the payment of premiums as specified

above.

Whenever more than one member of a household is employed by the
school district on a regular full-time basis, the basic coverages for health,
optical, and/or dental insurance will be provided only to the member
employed first. However, the other member may elect to take an annuity
as outlined in Section 1, G3. Each individual employee will receive the
life, income protection and worker's compensation insurances specified.

Newly hired employees become eligible for insurance benefits on the
first day of the month following the month of employment.

Benefits end with termination of employment, or upon going on layoff or
unpaid leave status.

The Board reserves the right to substitute another carrier of coverages,
provided benefits are equivalent and the Board meets and confers with
the Association prior to the substitution.
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ARTICLE 14
UNPAID LEAVE OF ABSENCE .
SECTION 1. DEFINITION.

An unpaid leave of absence shall be understood to mean an absence from work
without pay requested by an employee and approved by the Board or its
representative as provided herein covering an agreed upon time.

SECTION 2. SHORT TERM LEAVE OF ABSENCE.

A short term leave of absence, not to exceed twenty (20) consecutive work
days, may be granted, without pay, when authorized by the program administrator or
department head, and approved by the Assistant Superintendent of Human Resources.
Short term leaves may not be taken consecutively. An employee on a short term
leave of absence shall be reinstated to his/her former position upon completion of
the leave.

SECTION 3. LONG TERM LEAVE.

A long term leave of absence shall be any approved absence longer than
twenty (20) working days. Benefits may be purchased by employees.

SECTION 4. LONG TERM LEAVE/REINSTATEMENT.

After a written request and upon Board approval, the following leaves may be
granted without pay and the employee retains any previously accumulated benefits
including seniority rights. Whenever possible, the employee will be reinstated in his/
her previously held -position. Upon completion of the leave, re-employment shall be
subject to an available vacant position which is an equal or lower rated classification
and for which the returning employee is qualified. Qualification shall be determined
by the Board and is not subject to the Grievance Procedure.

A. Parental or Adoptive Leave.

Parental/adoptive leave may be granted for a period not to exceed one
(1) year. (In the case of adoptive leave, the adopted child must be less
than five (5) years of age at the time of custody to be eligible for
leave.)

B. Special Leaves.

Leaves not to exceed a maximum of one (1) year, with re-employment
subject to the availability of an appropriate position may be granted for:

1. Study
2. Serious illness (personal or family)
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3. Political office

An employee may apply for an extension of the special leave for an
additional year.

SECTION 5. ILLNESS OR IN]JURY.

A. An employee may request a leave of absence not to exceed ninety (90)
work days upon certification by the employee's physician that s/he is
incapacitated and unable to perform the duties of his/her position. This
leave of absence will include the absence covered by sick leave or sick
bank for this incapacitation. During this leave the employee's position
shall not be considered as being vacant. The employee shall be entitled
to return to that position upon completion of the leave.

B. Upon return from such leave, the employee must provide a physician's
certification that s/he is physically sound and able to perform all normal
duties of his/her position. The Board may choose at its option and
expense to have the employee examined by the Board's physician prior to
the employee's return to work.

C. The employee must notify his/her immediate supervisor promptl'y: after the
employee becomes aware that such a leave will or may be necessary.

D. A disability due to pregnancy or childbirth will be treated as any other
disability.

SECTION 6. MILITARY LEAVE.

Leave is granted to any employee called into military service. Application for
reinstatement must be made within ninety (90) days following separation from military
service.

SECTION 7. NATIONAL GUARD/RESERVE TRAINING.

Leave is granted to any employee who is active in the National Guard or
Armed Forces Reserve for his/her two-week annual field training obligation, or in the
event the employee is involuntarily ordered to active duty, providing the employee
submits a written request for such leave immediately upon receipt of his/her orders
to report for duty.

SECTION 8. LOSS OF SENIORITY AND RECALL RIGHTS.

Seniority will be broken, recall rights forfeited and the employee will be
terminated if after conclusion of his or her leave s/he fails to seek reinstatement or
if a position is not available within one year from the date of expiration of the
leave. In case of long-term leave, the employee shall notify the employer of his/
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her intent to return to work, at least thirty (30) days prior to the expiration of the
leave.
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ARTICLE 15
JURY DUTY

SECTION 1. NOTIFICATIONS.

Employees selected for jury duty shall immediately notify their supervisor.

SECTION 2. PROOF OF JURY DUTY.

The employee should obtain a jury duty slip or official notification and submit
this to the supervisor for attachment to the absence report.
SECTION 3. PAY.

When jury duty services are performed during their regular working hours, the
district will pay the difference between jury duty pay and the employees' regular

pay. If an employee is released early from duty he/she shall report to his/her work
station.

-

SECTION 4. PROOF OF PAY.

The employee should submit the jury duty pay check or stub to the Payroll
Office as soon as it is received.

SECTION 5. MILEAGE.

Jury duty mileage reimbursement will not be deducted.
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ARTICLE 16
HOLIDAYS

SECTION 1. HOLIDAYS SPECIFIED.

The offices of the Ingham Intermediate School District close on the following
days and the employees are paid, but not expected to report for work. These days
are:

Memorial Day Christmas Eve Day
Independence Day Christmas Day
Labor Day New Year's Eve Day
Thanksgiving Day New Year's Day

Day after Thanksgiving

When Independence Day falls on Saturday, the offices will close on the
preceding Friday.

When Independence Day falls on Sunday, the offices will close on the following
Monday.

When the Christmas Day and New Year's Day holidays fall on a Saturday, the
office will be closed on the preceding Thursday and Friday. When the Christmas Day
and New Year's Day holidays fall on a Sunday, the office will be closed on the
preceding Friday and the following Monday. When Christmas Day and New Year's Day
fall on a Monday, the office will be closed on the holiday and the day following.

SECTION 2. ELIGIBILITY FOR HOLIDAY PAY.

To be eligible for any paid holiday, employees must work, or be authorized
sick, vacation, or emergency personal leave, both the last scheduled working day
preceding the holiday, and the first scheduled working day following the holiday.
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ARTICLE 17

COMPENSABLE LEAVE

SICK LEAVE.
Accrual

1. An employee who works full time for 45 weeks or more shall receive
12 sick leave days during the year. One half of the sick leave
credit shall be credited in advance, on the first of July and one half
on the first of January.

2. An employee who works full time for 38 through 44 weeks shall be
given ten (10) sick leave days per year. Four (4) days will be
credited in advance in September and six (6) in January. An
employee working 20 hours or more per week shall have sick leave
prorated according to his/her work schedule.

Accumulation

1. Unused sick days will accumulate to one hundred thirty (130) days.

Reasons

Sick leave shall be approved for the following reasons:

1. Personal illness or injury.

2. Serious illness or injury in the immediate family.
3. Doctor or Dentist appointment.

L. Bereavement in the immediate family.

a. For the purposes of this Article, Immediate Family shall be
defined as: mother, father, husband, wife, son, daughter, sister,
sister-in-law, brother, brother-in-law, mother-in-law, father-in-
law, step—child, grandparents.

Conditions

Sick leave shall be approved subject to the following conditions:

1. Each employee shall present a signed statement indicating the reason
for such absence.

2. Such statement will be filed with the administrator in charge of the
program.

3. Whenever possible requests for sick leave should be made in advance.
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SECTION 2. SICK BANK.

Cooperation.

The Sick Bank is an independent project of the Union for the benefit of
its members. The Board will work with the Union in recording and
reporting the use of the bank.

Purpose.

The purpose of the Sick Bank is to provide certain extended leave
benefits to participating staff members only in case of extended illness,
through a shared donation of sick leave days. This Agreement in no way
alters the existing sick leave policy of non-participating employees.

Membership.

1. Participation will be on an optional basis only. Participants agree
that the decisions of the committee shall be final and binding.

2. Al eligible non-probationary employees must certify to the Human
Resources Office at least ten working days before September 15 of
each Sick Bank year, their intent to participate in the Sick Bank.
Continuing employees may join the bank at the beginning of any bank
year and must designate their intent to join the bank at least ten
(10) working days before September 15 of each leave Sick Bank year.

3. Once admitted, members may not draw from the Sick Bank for one (1)
year from date of entry into the Sick Bank. An employee must be a
member for one (1) year to acquire vesting rights for use thereafter.
Once admitted, employees may not withdraw their donated sick days,
not their permission to be assessed days during the bank year.

4. Membership shall be continual, but any employee may choose to end
membership by stipulating to that effect in writing to the Human
Resources Office at least ten (10) working days prior to September 15
of each Sick Bank year. No days will be assessed against an
employee who withdraws, nor shall they be eligible for any further
bank benefits after the date of withdrawal. Renewal of membership
may be made the following bank year. However, vesting for use shall
be one (1) year thereafter. Employees who have been admitted to
participation as of September 1, 1986, shall be 'grandfathered" and
shall not have to wait the one (1) year vesting requirement before
use if their membership is continual.

Administration.

1. The Sick Bank shall be administered by a committee of three persons,
one from each UIIE Unit. The President of UIIE shall appoint the
three persons for a one year term of office. The three person
committee selected shall meet and choose one of their members to be
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the committee chairperson.

A member interested in utilizing the Sick Bank shall contact the
committee in writing to inform them of their anticipated use. The
committee will then check with Human Resources to determine what the
individual's waiting period is.

The committee chairperson shall make a determination regarding the
allocation of a specific number of sick leave days from the bank to
each participating employee at the time of the employee's request,
according to the criteria herein established.

The committee chairperson may convene the committee in cases where
there is a question about allocation of the Sick Bank days which is
not clearly covered by this Agreement.

Should the employee believe that the committee has misinterpreted the
criteria in his/her case, that employee may appeal the allocation to
the committee. The committee shall meet and review the allocation
made by the committee within five (5) working days of the appeal.
Should the committee decide that an error was made by the committee
in the interpretation of the criteria, the committee shall recommend
corrective action. Copies of the committee's recommendation shall be
forwarded to the Union, the employee involved, and the Human
Resources Department.

Further, the committee shall meet annually, on a date established by
its chairperson between May 15 and the close of the school year, to
review the administration of the Sick Bank and to make any
recommendations for change it believes necessary.

Hold Harmless Clause. The Union shall protect and save harmless the
employer from any claims, demands and suits and other forms of
liability by reasons of any action taken or not taken by the employer
at the direction of the committee.

E. Replenishment.

l‘

2‘

3.

The Sick Bank shall be from September 1 to August 31.

On September 1 of each bank year, all participating employees will
donate a sick leave day(s) or portion thereof to be placed in the
leave bank. Assessment will be based on the number of participating
employees and number of days needed to reach a minimum of 100
days.

Upon depletion of the bank during the same year, the members will
donate up to one full leave day on approval of the Sick Bank
Committee and notification by the Human Resources Office.

If the bank again depletes during the same year, the members will
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again donate up to one full leave day on approval of the Sick Bank
Committee and notification by the Human Resources Office.

Qualifying Procedures.

1.

5.

1.

2.

Continual Years of Participation % of Gross Pay

Applications for Sick Leave Bank benefits will be made in writing and
submitted to the committee chairperson. Such applications must be
renewed every 30 days, in order to maintain benefits beyond the 30th
day of extended sick leave.

Applications must be accompanied by a physician's statement concerning
the employee's disability. Disability shall mean the inability of the
employee to perform the duties of the regular occupation as a
consequence of physical or mental condition of the employee.

The committee shall have the right and opportunity to require a
physical examination of the employee by a physician, as often as it
may reasonably require. The expenses incurred shall be borne by the
committee. The Board, if it so desires, after a request from the
committee or on its own initiative, may send the employee to the
Board's physician at the Board's expense.

An updated physician's statement certifying continued disability may
be required periodically.

If a disability is continuous for six (6) calendar months the employee
will apply for Long Term Disability benefits to be effective at the
beginning of the seventh (7th) month.

Limitations.

Participating employees will not be granted more than 30 days sick
bank benefits without reconsideration by the committee chairperson.
A physician's statement shall be required indicating that the employee
is physically and/or mentally unable to return to work due to an
illness.

No member can receive extended leave days during scheduled non-
working periods.

Participating employees will be granted the percentage of their gross
pay according to the following schedule of continual years of
participation for each illness being drawn from the bank:

5 years 100%
4 years 90%
3 years 80%
2 years 70%
1 year 0%
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H. Eligibility.

1.

A participating employee becomes eligible for benefits of the sick
leave bank after the depletion of his/her accumulated sick leave.
Following depletion of the employee's sick leave there may be a
waiting period before receiving sick bank benefits as outlined in
paragraph 2 below. The waiting period will be determined by the
number of accumulated sick days that the employee has on September
10 of the year during which the request for sick bank benefits is
received by the Human Resources Office.

2. The waiting period will be as follows:

Accumulated Sick Leave Waiting Leave

28 or more days 0 days

25-27 days 1 day

22-24 days 2 days

19-21 days 6 days

16-18 days 10 days

15 or less days 15 days

3. Employees receiving sick bank benefits agree to return to work for a
period of not less than sixty (60) work days if physically and
mentally able to do so. The return to work shall occur as soon as
the employee is physically and mentally able, unless an extended
leave is granted, in which case the employee will return to work upon
termination of the leave.
Employees who terminate their employment for any reason other than
physical or mental disability without returning to work will be
required to make full restitution to Ingham Intermediate School
District for all monies paid for time taken from the sick bank.
Employees who return to work for less than the full sixty (60) work
days and then terminate will be required to make a pro-rated
restitution.
Any days for which restitution is made will be restored to the bank.

4. An employee receiving sick bank benefits may return to work and

remain eligible for sick bank benefits for a period of one year from
the date of the original application for such benefits should the
illness recur. In such cases the waiting period will be waived.

1. Restoration.

1.

Any employee having returned to his/her duties who has qualified to
draw from the Sick Bank, will have available a number of non-
accumulated sick days to be taken one at a time from the Sick Bank
and placed in his/her personal sick leave account, as needed.
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2. The number of days restored shall be limited to the number of days
in his/her personal account at the onset of the disability, or one day
will be granted for each full month of the remaining bank vyear,
whichever is less.

SECTION 3. VACATIONS.
A. Accrual.

1. Within the employee job classifications there will be two sub-

classifications for purposes of vacation eligibility.
a. Employees, specified by job descriptions as forty-five (45) week or
more employees.
b. Employees, specified by job descriptions as less than forty-five
(45) week employees.
2. Employees in sub-classification (a) will receive vacation credit in

be

accordance with the following schedule for continuous service:
1-5 years inclusive 12 days/year -
Credited .50 days 1st and 2nd pay of the month

6-8 years inclusive 14 days/year
Credited .58 days lst and 2nd pay of the month

9-10 years inclusive 18 days/year
Credited .75 days lst and 2nd pay of the month

Over 10 years inclusive 20 days/year
Credited .83 days 1st and 2nd pay of the month

Maximum accumulation on January 1 of each year shall not exceed 20
days.

Part-time employees who work 45 weeks per year or more shall receive
vacation on a pro-rated basis.

Employees working less than forty-five (45) weeks per year (sub-
classification [b]) will not receive nor accumulate vacation credit.

Regular part-time employees working half-time or more are eligible
for all vacations and holidays provided for full-time employees in the
same classification, except that: (1) vacation time shall be accrued,
based on the ratio of the employees regular hours per day period to
a full-scheduled pay period for the employees group. (2) holidays
shall be paid pro-rata based on the ratio of the employees regular
hours to a full-scheduled work day. For part-time employees who
work less days than a regular five (5) day work week, the average
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daily hours shall be determined by dividing the total regular weekly
hours by five (5), and paid to the nearest hour. Example: an
employee works three eight (8) hour days per week (Mondays,
Wednesday, and Fridays) on a regular basis. The holiday pay would
be calculated as follows:

Twenty-four hours/five days = 4.8 hour day average. Pay 4.8 hours
for each holiday.

All usual requirements for vacation and holiday pay benefits required
of full-time employees apply as outlined in Board Policy GCBEAB.

PERSONAL BUSINESS LEAVE.

A. Accrual.

B.

Personal business leave days will be granted for the fiscal year on July 1,
or the first day of the employee's scheduled work year if this is after
July 1. Days will be granted as follows:

38 or more scheduled work weeks = two (2) days

This applies to both those employees whose regular work year is for less
than a full year, and to employees newly hired into a position after the
start of the scheduled work year for that position except these will be
prorated based on length of work year remaining.

Use.

Personal business leave days may be taken for the following purposes:

1. Personal business that cannot be conducted by any other person on
behalf of the employee, nor scheduled at a time other than during
the work day.

2. Home or personal emergencies. An emergency is defined as an event
which the employee could not foresee or prevent by normal planning;
and which cannot, by its very nature, be planned or scheduled to
occur at a definite time.

3. Religious holidays.

4. Personal illness or injury.

5. Serious illness or injury in the immediate family.

6. Bereavement in the immediate family.

7. Funerals. A single Personal Business Day may be approved for
attending funerals for persons other than in the immediate family.
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An additional Personal Business Day may be approved for funerals in
excess of 200 miles from Mason.
8. Doctor or Dentist appointments.
Restrictions.
Employees are required to account for their use of personal business leave
and have it approved by their immediate supervisor. With the exception
of emergencies, such approval shall be requested five (5) working days in
advance.

1. Personal business leave may not be taken for:

a. Seeking or performing gainful work for another employer, including
self-employment by the employee.

b. Any form of Association activity, whether formally authorized by
the Association or not.

2. Personal business days are not to be granted the scheduled work day

prior to or the scheduled work day following a holiday or recess
other than for emergencies.

Unused Daﬁ.

Unused personal leave days shall be added at the end of the year to the
employee's sick leave account.

BEREAVEMENT LEAVE.

compensable leave days will be granted for the funeral of a member of

the immediate family.
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ARTICLE 18
TUBERCULIN TESTING

SECTION 1. CONDITION OF EMPLOYMENT.

Proof of freedom from communicable tuberculosis (T.B.) shall be presented to
the District by each full-time and part-time employee as a condition of initial
employment, and every third year thereafter, or otherwise required, in compliance by
applicable state regulations. The statement of proof shall be the responsibility of
the employee, and shall be presented to the District no less than fourteen (14)
calendar days after the beginning of the school year, or initial employment. Failure
to provide such a statement shall result in automatic ineligibility of employment until
this requirement is fulfilled. Employees will be notified when a T.B. test renewal is
required.

SECTION 2. TESTS.

The Board will pay the cost of mandated T.B. skin tests for employees who
have worked for the Board for two (2) or more years, under the following conditions:

A. The Board will provide designated time and place once every three (3)
years.

B. Employees who are not willing or able to take the T.B. skin test at the
designated time and place must bear the expense on their own.
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ARTICLE 19

SALARY AND HOURS OF WORK

SECTION 1. SALARY SCHEDULE.

A salary schedule has been established for each pay grade and is attached to
and made a part of this Agreement as Appendix A. The schedule establishes regular
intervals for pay rate increases until top rate for the job is reached. Employees
having more than six months experience on a step as of July 1 are eligible for
advancement. Employees normally receive these increases automatically provided their
work is satisfactory. If an employee is denied an increase, he/she will be told in
what respect his/her work is unsatisfactory and what he/she is expected to do to
correct it. The Board of Education normally meets to review job classifications and
salary schedules annually.

SECTION 2. LONGEVITY.

Longevity steps are paid as an incentive to employees who have reached the
top of the salary schedule. There shall be six steps. The first will be two percent
(2%) at the seventh step; the second will be three percent (3%) at the eighth step;
the third will be four percent (4%) at the ninth step; the fourth will be five percent
(5%) at the tenth step; the fifth will be six percent (6%) at the 13th step; and the
sixth will be seven percent (7%) at the 16th step.

A. Longevity will be paid on the second payroll in July based on the earned
base pay (not including overtime or other premium pay) for the previous
fiscal year. Longevity payments will be prorated if an employee
terminates service prior to June 30 of that fiscal year.

SECTION 3. PAY DAYS.

Pay days are scheduled bi-weekly every other Friday throughout the year.
Should a pay day fall on a holiday, employees will be paid on the last scheduled
work day before the holiday.

A. Pay checks will be distributed to employees or placed in their mailboxes.

B. Pay checks will be mailed to an address provided by the employee upon
written request to the business office.

C. Signed deposit slips must be provided by the employee for pay checks
mailed to banks.

SECTION 4. DEDUCTIONS.

The usual mandatory payroll deductions are made:
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—Federal income tax
—State income tax
. —city income tax (if applicable)
—Social security
—MIP

based on the forms the employee has filed with the Human Resources Office. If the
employee has changes in these forms (the number of dependents, for example) he/she
should contact the Human Resources Office to file amended forms. Voluntary
deductions may also be arranged for through the Human Resources Office. These
include:

—Additional insurance, annuities
—Credit union
—United Fund
—Dues checkoff
—MIP
SECTION 5. TIME SHEETS.

Time sheets must be submitted for all authorized overtime work. Time sheets
require approval of the supervisor before being forwarded to the Human Resources
Office. To allow time for processing, time sheets must be submitted by the Friday
before pay day in order to be paid on the next Friday's payroll.

SECTION 6. CALL-IN PAY.

An employee called back to work at any time outside of the regularly
scheduled shift shall be paid a minimum of two hours pay at the employee's regular
hourly rate. This section does not apply to extensions of the regular shift.

SECTION 7. FULL-TIME EMPLOYEE.

A full time employee is defined as a employee who is scheduled to work a

minimum of 40 hours per week for 38 weeks or more.
SECTION 8. OVERTIME.
A. '"Overtime'" is defined as all work in excess of forty (40) hours per week.

B. All overtime must be authorized in advance by the employee's supervisor.

C. Time charged to paid leave shall be included in computation of an
employees forty (40) hour work week or eight (8) hour work day.

D. Compensatory time, in lieu of overtime pay, if requested by the employee
and within their sole option may be arranged subject to the approval of
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the supervisor, within the same pay period in which it was earned.
Compensatory time shall be on the basis of one and one-half (1-1/2)
hours of compensatory time for one (1) hour of work.

SECTION 9. PAY SCHEDULE.

A. Employees working for a 42 week work year or less shall have the option
of selecting either a 21 or 26 week pay schedule. Such selection shall be
made at the time of employment for new hires. Once a selection has
been made, the employee's pay schedule will remain the same, from year
to year unless the employee provides written request for change of pay
schedule to the Human Resources Department prior to the end of the
employee's scheduled work year. Such change will occur in the following
scheduled work year.

B. Employees who are on a 42 week work year or less and who have selected
the 26 pay schedule may choose to receive their accumulated summer pay
in a lump sum on the last payroll of the work year, provided they have
notified the payroll Department in writing of their choice not later than
May 15 of the current year.

SECTION 10. REST PERIODS.

Employees are permitted fifteen (15) minutes absence from the work station in
the first four hours of the shift and fifteen (15) minutes during the second four
hours of the shift for a "break" or rest period. An employee is entitled to one
fifteen (15) minute rest period for each four (4) hours worked.

SECTION 11. PRO-RATA BENEFITS.

Regular part-time employees who work 38 weeks or more are full year for
insurance benefits and the proration for insurance benefits is based on a 35 hour
work week. Regular part-time employees will receive insurance benefits, leave,
holidays and vacation time on the same pro-rata basis as all other like employees, as
provided in Board policy.

SECTION 12. REPORTING ABSENCES.

When an employee is unable to report for work, the employee must notify his/
her supervisor by a reasonable time, to be specified by the supervisor.
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ARTICLE 20

SECTION 1. TUITION REIMBURSEMENT.

The cost of tuition and fees for courses in appropriate subjects related to the
employee's job will be reimbursed subject to the following conditions:

Appropriate course work must be approved in advance by the employee's
designated supervisor on a form and in a manner so prescribed by Human Resources.

Reimbursement is limited to actual cost of course work and fees not to exceed
the current cost of resident tuition at Lansing Community College. No more than six
(6) credits may be reimbursed in any one year of this Agreement. The total maximum
reimbursement shall not exceed 18 credits during the life of this contract.

Claim for reimbursement will be submitted on a Monthly Claim Form after
completion of the course. A copy of the grade report (for credit courses) and
evidence of actual cost must accompany submission of the claim. For courses not
granting academic credit, the employee must also submit a statement substantiating
successful completion of the class.

SECTION 2. REIMBURSEMENT OF EXPENSES.

Whenever employees are assigned to travel on school district business
necessary expenses will be reimbursed as follows: Such expenses must be authorized
in advance.

A. Private care mileage-—Board approved current rate.

B. Public transportation—at the least costly rate, taking into consideration

the cost of the employee's time as well as the fare involved. Air travel

shall be coach class.

C. Actual cost of meals and tips, up to $30.00 per day maximum, or the
current Board-established maximum, if that is greater.

D. Actual cost of lodging, related tips and taxes will be reimbursed up to the
lowest single occupancy rate available.

E. Registration, conference and workshop tuition/fees. Where practical,
employees will be expected to share travel and lodging.

Employees are expected to present receipts or ticket stubs substantiating all
claims for expenses except taxi fares and tips. Expenses shall be claimed on forms
provided by the Business Office.

On out-of-town overnight trips, employees may request an expense advance
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with their supervisor's approval. They shall submit an estimate of expenses not to
exceed the above rates.

Claims for actual expenses against the advance shall be submitted, and any
excess advance over and above actual expenses shall be reimbursed to the school
district within one (1) week after returning from the activity.

In emergencies, employees making necessary out of pocket expenditures for
parts or supplies will be reimbursed promptly upon filing an expense voucher form.

SECTION 3. RETIREMENT.

In each year of this Agreement, the Board of Education will pay the 5%
contributory retirement to the Michigan Public School Employees Retirement Fund.
Effective January 1, 1991 the Board will provide an early retirement incentive.
Having reached the minimum age requirement of the Michigan Public School Employees
Retirement System, and having completed at least ten (10) years of service with the
Ingham Intermediate School District, the employee, upon retirement, shall be eligible
for an early retirement incentive.

SECTION 4. LIMITATIONS.

The Board will determine by November 1, 1990, March 1, 1991 and March 1,
1992 the employees to be granted early retirement incentive benefits. The Board
may deny or limit the number of retirees from a service area. Where the number of
successful applicants is limited, priority will be given to those with the highest
seniority.

SECTION 5. PURPOSE.

The purpose of this early retirement incentive shall be to help prevent layoffs
and to save money.

SECTION 6. PAYMENT/YEARS OF SERVICE.

An employee retiring after January 1, 1991, shall receive a lump sum payment
of one hundred dollars ($100.00) for each year of service in the Ingham Intermediate
School District up to a maximum of two thousand dollars ($2,000.00).

SECTION 7. SUNSET PROVISION.
The Board reserves the right to evaluate the program at the end of the 1991-

92 school year and reserves the right to unilaterally discontinue the early retirement
incentive if it deems appropriate.
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ARTICLE 21

SEPARABILITY AND SAVINGS CLAUSE

If any part of this Agreement should be invalidated by operation of law or by
any tribunal of competent jurisdiction, or if compliance with or enforcement of any
Article or Section should be restrained by such tribunal pending a final determination
as to its validity, the remainder of this Agreement and the application of such
Article or Section to persons or circumstances other than those as to which it has
been held invalid or as to which compliance with or enforcement of has been
restrained, shall not be affected. If said invalidation materially affects the
contract, the parties shall meet and confer upon the appropriate steps to take to
remedy the situation.

It is understood that the parties hereto and the employees of the Board are
governed by the provisions of the applicable Federal Law and State Law. When any
provisions thereof are in conflict with or are different than the provisions of this
Agreement, the provisions of said Federal Law or State Law are paramount and shall
prevail.
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ARTICLE 22

DURATION

This Agreement shall be effective as of July 1, 1989, and will continue in
effect until 11:59 p.m., June 30, 1992. If an Agreement on the renewal or
modification is not reached prior to the expiration date, then the Articles or
Sections shall expire, if the law permits such expiration, and shall not be extended
except by mutual written agreement between the parties.
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ARTICLE 23

PROCEDURE FOR CLASSIFICATION REVIEW

SECTION 1. INITIATION OF REVIEW.

Reclassification of an existing job can be initiated by the employer or the
employee.

SECTION 2. PROCEDURE.

The procedure for Classification review shall be in accordance with Board
Policy.

SECTION 3. COMPENSATION SYSTEM TEST.

The ultimate test of a good compensation system is that there will be
perceived equity; that is, that the employee whose wages and benefits are regulated
by the system will see themselves as being placed in fair and equal pay relationships
with others. There are two kinds of equity; internal equity looks to the
relationship in pay between people doing like work in different departments or
divisions within the organization, while external equity looks to the relationship with
other organizations' rates of pay for like work.




ASSIGNMENT:

ATTRITION:

BOARD:

BOARD POLICY:

CLASSIFICATION:

EMPLOYEE:

INCUMBENT:

INVOLUNTARY TRANSFER:

JoB:

JOB DESCRIPTION:

LAYOFF:

PAY GRADE:
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ARTICLE 24

DEFINITIONS

The specific location to which an employee is assigned.

The loss of staff through normal causes, not associated
with deliberate staff reduction program. Examples of
attrition include: retirement, voluntary resignations,
taking of extended leaves of absence, termination for
disciplinary reasons, and death.

The term "Board" shall include its officers and members,
its administrative agents and supervisory personnel.

Board Policy herein referenced shall be the current Board
Policy at the time the contract is entered into or as the
referenced policy is subsequently modified.

The process by which a position is evaluated to determine
its job and a job is placed in a pay grade using the
evaluation plan established by the Wage and Compensation
Study.

The term '"employee'" when used in this Agreement shall
refer to all employees represented by the Association in
the bargaining or negotiation unit.

The employee currently assigned to a position.
A change of job which is initiated by the Board.

A specific defined and described set of tasks or duties
performed by one or more employees.

A job description is a written statement of the major
responsibilities and duties performed by job incumbents. A
job description also contains information regarding the
knowledge, skills and abilities required to perform the job
and information concerning the physical conditions in which
the job is performed.

Temporary and sometimes indefinite separation from work
due to factors over which the employee has no control.
Layoff differs from discharge in that the employee has
rights to be recalled as provided herein.

A given level within a compensation plan where jobs which
are evaluated as being of roughly equal worth are
classified together for pay purposes.




POSITION:

POSITION PROFILE:

PROMOTION:

QUALIFIED:
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The tasks or duties assigned to an individual employee.
An organization always has as many positions as it has
employees plus vacant positions. A position differs from a
job in that there may be multiple positions under a single
job description. An example would be if the school
district employed ten Secretary I's, all performing similar
duties, there would be one job but ten positions.

A position profile is a written statement of the specific
responsibilities and duties performed by a position
incumbent. A position profile contains information
regarding position location, reporting relationships, position
details, and budget breakdown for each position. A
position profile must be consistent with its respective job
description.

Shall be considered the movement of an employee to a
higher grade level.

Meeting the standard established by the Board for a
specific job. Qualifications may be viewed as on two
levels: (1) minimum requirements, and (2) desired
requirements, where these have been established over and
above minimums.
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ARTICLE 25

BENEFIT YEAR

SECTION 1. CONDITIONS.

The insurance benefits provided by this Agreement shall be in effect from July
1 through June 30. The benefit year for claim purposes, of each of the insurance

carriers, is:
PHP July 1 - June 30
BC/BS and HC January 1 — December 31
DELTA DENTAL November 1 - October 31
LIFE INS. May 1 - April 30
OPTICAL July 1 - June 30
LTD May 1 - April 30
. New employees are eligible for benefits on the first day of the month

following the month of employment.
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SALARY SCHEDULE

1989-90
@ 7.0%

GROUP: UIIE - II

PAY GRADE
Step 02 03 04 05 06
1 7.04 7.53 7.64 8.34 9.14
2 7.29 7.81 7.98 8.75 9.67
3 7.55 8.09 8.34 9.16 10.21
4 7.81 8.37 8.65 9.62 10.74
5 8.07 8.66 8.98 10.04 11.27
"6 8.32 8.96 9.32 10.49 11.80
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Longevity Steps

7 2%
8 3%
9 4%
10 5%
13 6%
16 7%




Step

02
7.39
7.65
7.93
8.20
8.47
8.74

SALARY SCHEDULE

1990-91
@ 5.0%

GROUP: UIIE - II
PAY GRADE

03
7.91
8.20
8.49
8.79
9.09
9.41

04
8.02
8.38
8.76
9.08
9.43
9.79

05
8.76
9.19
9.62
10.10
10.54

11.01

Appendix C

06

9.60
10.15
10.72
11.28
11.83

12'39
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Longevity Steps

7
8
9
10
13
16

2%
3%
4%
5%
6%
7%
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SALARY SCHEDULE

1991-92
@ 5.0%

GROUP: UIIE - II

* PAY GRADE
Step 02 03 04 05 06
1 7.76 8.31 8.42 9.20 10.08
2 8.03 8.61 8.80 9.65 10.66
3 8.33 8.91 9.20 10.10 11.26
4 8.61 9.23 9.53 10.61 11.84
5 8.89 9.54 9.90 11.07 12.42
6 9.18 9.88 10.28 11.56 13.01
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Longevity Steps

7 2%
8 3%
9 4%
10 5%
13 6%
16 7%




JOB TITLES AND GRADES

PAY GRADE 02

Film Inspector
Media Clerk
Tape Duplicator
Courier Driver/Film Inspector

PAY GRADE 03

Data Entry Operator
Clerk Typist
Receptionist/Typist
Graphics/AV Clerk
Mail Clerk/Courier
Offset Press Operator
Film Packer
Key Operator

PAY GRADE 04

Child Accounting/Transportation Clerk
Secretary 1
Secretary I, Intake Clerk
Public Information Technician
Evaluation Technician

PAY GRADE 05

Secretary 11
Special Education Senior Records Clerk
Senior Film Library Clerk
Accounting Clerk
Computer Operator
Artist/Illustrator
Media Assistant
Special Education Technical Clerk

PAY GRADE 06

AV Repair Technician
Grant Account Technician
Module Editor
Evaluation Assistant
Media Technician
Administrative Secretary
Payroll/Benefit Technician

Appendix A
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