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PREAMBLE 

THIS AGREEMENT, entered into this 8th day ofNovember, 2005 by and between the 
RICHMOND COMMUNITY SCHOOLS, hereinafter referred to as the "Employer", and 
TEAMSTERS STATE, COUNTY AND MUNICIPAL WORKERS LOCAL 214, an 
affiliate of the International Brotherhood of Teamsters, hereinafter referred to as the 
"Union", shall: 

ARTICLE 1 
PURPOSE AND INTENT 

Set forth the terms and cbnditions of employment and promote orderly and peaceful labor 
rel~tions for the mutual interest of the Employer, employees, Union and community. 

The parties recognize that the interests of the community and the job security of the 
employees depend upon the Employer's success in establishing proper service to the 
community. To these ends, the Employer and the Union encourage the fullest degree of 
friendly and cooperative relations between all parties to and at all levels of this 
Agreement. 

The parties_ agree no grievances may be filed, processed or arbitrated under this, the 
Purpose and Intent portion of the Agreement. 

ARTICLE2 
RECOGNITION 

.. Pursuant to authority vested in the: Michigan Employment Relations Commission, it is 
hereby certified that Teamsters State, County and Municipal Workers Local 214 has been 
designated and selected by a majority of the employees of the above named Employer, in 
the unit described below, as their representative for the purposes of collective bargaining 
and that, pursuant to Sections 11 and 12 of Act 336 of the Public Acts of 1947, as 
amended, Teamsters Local 214 is the exclusive representative of all the employees in 
such unit for the purposes of collective bargaining with respect to rates ofpay, wages, 
hours of employment, and other conditions of employment. 

UNIT: 

. (Unit N): All teacher aides (to be called Instructional Technicians). Excluding 

. supervisors. 



ARTICLE3 
AGENCY SHOP 

Section 1. 

Employees are free to join or not to join the Union. Employees who are members 6f the 
recognized bargaining unit but who are not members of the Union may join the Uriion by 
initiating their Union application form and dues deduction authorization form. 

Section 2. 

The Employer agrees to deduct from the wages of an employee who is a member of the 
Union, all Union membership dues and initiation fees uniformly required, as provided in 

· a written authorization in accordance with the standard. form used by the Eniployer 
provided that the said form shall be executed by the employee. The written authorization 
for Union dues deduction shall remain in full force and effect during the period of this 
Agreement unless revoked.by written notice. The revocation notice must be given to 
both the District and to the Union. · 

Section 3. 

Any person who is not a memberofthe Union and does not make application for 
membership within ninety(90) calendar days from the effective date of this Agreement 
or from the date they first become a niember of the bargaining unit, whichever is later, 

· shall, as a condition of employment, pay the Union a service fee as a contribution 
towards the negotiation and administration of the contract. Employees who fail to 

. . comply with this requirement shall be removed from the bargaining unit within thirty 
· (30) calendar days after receipt of written notice from the Union, unless otherwise 

notified by the Union in writing within said thirty (30) calendar days, and provided that 
the Union shall release the department from fulfilling the obligation to remove ifduring 
such 30 day period the employee pays the membership dues or service fee retroactive to 
the due date and confirms his/herintention to pay the required membership dues or 

. service fee in accordance with this Agreement. 

Section 4. 

The Employer agrees to deduct from the wages of any employee covered by this 
Agreement, who is not a member ofthe Union, all Union service fees uniformly required 
as provided in a written authorization in accordance with the standard form used by the 
Employer, provided that the said form shall be executed by the. employee. The written 
authorization for Union _service fee deduction shall remain in full force and effect during 
the period of this Agreement unless revoked by written notice. The revocation notice 
must be given to both the District and to the Union. · 
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Section 5. 

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

Section 6. 

The Union shall not have right or interests whatsoever in any money authorized withheld 
until such money is actually paid over to it. The Employer or any of its officers and 
employees shall not be liable for any delay in carrying out such deductions, and upon 

•forwarding acheck in payment of such deductions by mail to the Union, the Employer 
and its officers and employees shall be released from all liability to the employee­
assignors, and to the Union under such assignments. 

Section 7. 

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

Upon receipt of written notification from the Union, the Employer agrees to make a 
special deduction from a member's paycheck to recover delinquent dues or service fees. 
This deduction will continue until the Union notifies the Employer in writing to stop the 
deduction. Any refunds for overpayments will be the responsibility of the Union. The 
maximum amount the Employer will deduct for delinquent Union dues or service fees 
from any paycheck will be limited to $25.00 per paycheck. 

The Union agrees to save and hold harmless the Employer from any damages or other 
financial loss, which the Employer may be required to pay or suffer as a consequence of 
enforcing the above provisions. It is further understood and agreed the Employer will not 
be required to represent or provided representation for any employee who has a dispute 
with the Union. 

ARTICLE4 
NO STRIKE - NO LOCKOUT 

The Union agrees that for the life of this Agreement there shall be no strikes, slow­
downs, or interference with the Employer's ability to provide service to the community. 
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Informational picketing is allowed only in accordance with the above'restrictions. 

The Employer agrees there shall be no lock-outs during the term of this Agreement. 

ARTICLE 5 
MANAGEMENT RIGHTS 

District Rights: His recognized that the management of the District, the control of its 
properties, and the maintenance of order and efficiency is solely a right and responsibility 
of the District. Other rights and responsibilities not abridged by this Contract shall 
belong solely to the District and are hereby recognized. Said rights shall include, by way 
of example and not by way oflimitation, the following: 

A. The right to decide the number and locations.of its facilities, department and etc.; 
work to be performed within the unit; the right to discontinue jobs; the maintenance and 
repairs, amount of supervision necessary; methods of operation; scheduling ofhours, 
manpower and work sites; together with the fullresponsibility for the control ofthe 
selection, examination, review and evaluation of personnel, programs, operations and 
facilities; to determine when and where services will best facilitate the District's 
operations. 

B. Further, it is recognized that the responsibility of management of the District for the 
selection and direction of the working forces includes the right to decide the number of 
employees, the right to hire, suspend, discipline or discharge for just cause; assign work 
within the unit; promote or transfer; the right to decide employee's qualifications; to 
determine the amount of overtime to be worked, if any; the right to make necessary rules 
and regulations governing employee condi.1ct and safety; and to relieve employees from 
duty because of lack ofwork or other reasons; is vested .exclusively in the District, 
subject only to the provisions of this Agreement as set forth herein. 

C. The District's failure to exercise any function or right hereby directly or indirectly 
reserved to it or its exercise of such function or right in a particular way shall not be 
deemed a waiver or a past practice, or preclude the District from exercising the same in 
some other way at a later date which is not in conflict with the express provisions of this 
Agreement. The Union is not waiving the right to make its views !mown.to the District 
prior to the time changes in management practices are made. The preceding sentence 
does not require the District to negotiate management decisions, which are covered by 
this Article. 
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ARTICLE 6 
UNION RIGHTS 

Section 1. 

No member of this unit shall be required to do work outside the concept ofhis/her 
bargaining unit, nor shall any other employee perfonn duties which are outside the 
concept ofhis/her bargaining unit covered by this Agreement, except under emergency 
conditions ( as defined in this Agreement) and except in those cases where the duties 
performed which fall within the concept of a classification covered by this Agreement are 
not the primary function. The concept of the classifications is described in the 
class1fication specifications. 

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

Section 2. 

A classification may not be removed from the Teamsters bargaining unit by merely 
changing the title or by modifying the classification specifications or for the purpose of 
undennining the Union. 

Section 3. 

Any alleged violation ofUnion rights in this Article, is subject to an immediate hearing 
with the Superintendent at Step 3 of the Grievance Procedure. 

·ARTICLE 7 
EXTRA CONTRACT AGREEMENTS 

The Employer, for the life of this Agreement, agrees not to enter into any agreement with 
any other labor organization with respect to wages, hours or working conditions of any 
employee or employees covered by this Agreement, nor will the Employer solicit, aid or 
encourage any other labor organization regarding this employee group. 

The Employer further agrees not to enter into any agreement with individual employees 
or groups of employees, which in any way is inconsistent with this Agreement or 
circumvents its obligation of collective bargaining with the Union. 
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ARTICLE 8 
NON-DISCRIMINATION 

The Employer and the Union both recognize their responsibilities under Federal, State 
and local laws pertaining to fair employment practices. 

· Accordingly; both parties reaffirm by this Agreement the commitment not to discriminate 
against any person or persons because of race, color, creed, national origin, age, political -
orientation, union affiliation, sex, sexual orientation, marital staJus or non-disabling 
handicap except where based on a bonafide occupational qualification. 

Grievances brought under this Article of the contract may not be advanced beyond the 
Board Level (i.e., may not proceed to arbitration). 

ARTICLE 9 
DEFINITIONS OF EMPLOYEES 

Section 1. 

A regular full-time School employee is an employee who has successfully completed a 
probation work period with the School and who regularly works a minimum of thirty (30) 
hours per week or more. All regular full-time employees are subject to the personnel 
rules and are t;ntitled to the indicated benefits of School employment. 

Section 2. 

··· ··A regular part-time employee who has successfuHy completed a probationary work 
period, is in a position created for a duration of not less than six months, and whose hours 
are regularly fifteen (15) hours or more per week but less than twenty-nine (29) hours per 
week. Regular part-time employees are covered by the personnel rules, except that their 
leave benefits are prorated at a level comme~surate with their hours of work. · 

Section 3. 

A part-time employee, who has successfully completed a probationary work period, is in 
a position created for a duration ofnot less than six (6) months and whose hours are 
regularly fourteen (14) hours or less per week. Part-time employees are covered by the 
Personnel Rules but do not qualify for benefits. 

Section 4. 

It is understood that the District will pay retirement, worker's compensation insurance, 
social security costs, and anything else required by law for all employees employed by 
the District. 
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ARTICLE 10 
CHIEF STEWARD 

The Union shaH designate in writing to the Employer and the membership, the name of 
. the Stewardit wishes to serve as Chief Steward and the name of the person it wishes to 
serve as the alternate to the Chief Steward to serve in the absence of the Chief Steward. 

In addition to the Steward's duties enumerated above, the Chief Steward shall: 

. 1. Have the right to investigate and present class action grievances. Provided, 
the right to investigate grievances or perform any other functions of Chief 
Steward, or alternate to the Chief Steward shall be on the employee's time or 
maybe on the Employer's time only in the event ofprior permission of the 
employee's .immediate supervisor. 

2. Be present at all Step 3 grievance hearings . 

.3; Be present at all disciplinary hearings. If at the hearing, the employee requests 
that the Steward be excused then the Steward's presence shall be waived. 

ARTICLE 11 
RELEASE TIME FOR STEWARDS AND COMMITTEE PERSONS 

Upon requesting and receiving permission from his or her supervisor, the Steward may 
have time offwithout loss ofpay to: 

1. Investigate, process and present grievances. 

2. Attend special confernnces with the Employer. 

· 3. Attend all contract negotiations with the Employer. 

- 4. Attend all administrative disputes regarding the Employer and the Union. _ 

Should such meetings go beyond the employee's regular quitting time, the Employer shall 
not be obligated to pay overtime. 

The Union understands that such release time is a privilege and not to be abused. 

The Employer will not unreasonably deny such release time. Release time will only be 
taken on the Employer's time with prior permission of the employee's immediate 
supervisor. 
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ARTICLE 12 
.GRIEVANCE/ARBITRATION PROCEDURE 

A. Definition .of a Grievance 

A "grievance" is a dispute or difference of opinion raised by an employee in the 
bargaining unit, which he/she believes to be a yiolation or misinterpretation of any of the 
provisions of this Agreement. The term "employee" shall also mean a group of 
employees having the same grievance. 

B. Most grievances arise from instances of misunderstandings or problems that should be 
settled promptly and satisfactorily on an informal basis. at the work level before they 

·become formal grievances. It is mutually agreed that all grievances, disputes or 
complaints arising under and during the terms of this Agreement shall be settled in 
accordance with the following procedure, provided the grievance is initiated within 
fifteen (15) work days from the date the grievance occun-ed, or fifteen(l5) work days 
from a pay day ifit is a compensation matter. The parties agree to exchange all 
information and documentation, cite all article violations, and identify all potential 
witnesses at the 3rd Step hearing. In the event either paiiy does not comply withlhese 
exchanges, then that party will be prohibited from using the information in the 4th Step or. 
in arbitration. 

Step 1 - Verbal -Immediate Supervisor: Any employee feeling he/she has a grievance 
may discuss his/her grievance with his/her immediate supervisor in an attempt to settle 
the problem. Settlements reached must not be inconsistent with the terms and conditions · 
ofthjs Agreement. 

Step 2 - Written -Immediate Supervisor: In the event a grievance is not resolved by oral 
discussion with the employee's immediate supervisor, then the employee may submit the 
grievance in writing to his/her immediate supervisor. The employee and the Steward 
shall sign the grievance forms. The grievance fonns must indicate (1) a statement of the 
grievance and the facts upon which it is based and cite alleged violation(s) of specific 
identifying sections ofthis Agreement, and (2) the remedy or con-ection requested. The · 
supervisor shall give his/her decision in writing to the employee within five (5) working 
days after the grievance has been presented to him/her . 

. Step 3 -Superintendent of Schools and Union:' If the grievai1ce has not been settled, it. · 
shall be presented by the Steward in writing, to the Superintendent within ten(lO) 

· working days after the supervisor's response is received. A meeting will be scheduled 
· within five (5) working clays between the Teamster Business Agent, Steward and 

Superintendent in an attempt to resolve the issue. The Superintendent shall render a 
· decision in writing within ten (10) working days of the meeting. 

Step 4 - Arbitration: 

1. If the answer at Step 3 is not satisfactory and the Union wishes to carry it further, 
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the Union shall have ten (10) days from the date ofreceipt of the Superintendent's 
answer in which to submit the grievance to binding arbitration in accordance with 
the procedures set forth below or to Teamsters Local 214' s Grievance Panel for 
its review. Notice of the Union's intent to proceed to the Grievance Panel must 
be submitted to the Employer in writing. The decision of the Grievance Panel 
shall be made within thirty (30) days of the notice to the Employer of submission 
to the Grievance Panel. Should the Grievance Panel recommend that the matter be 
submitted to arbitration, the Union shall have teri (10) days after the Panel's decision 
to submit the,matter to arbitration in accordance with the procedures set forth below. 
If the grievance is not so submitted within ten (10} days it will be considered closed 
on the basis of the last disposition. 

2. After the written notice submission to arbitration, an Arbitrator shall be selected 
through the Federal Mediation and Conciliation Service in accordance with its rules 
which shall likewise govern the arbitration proceedings. 

3. The arbitrator so selected will hold hearings promptly arid will issue his decision 
not later than thirty (30) days from the date of the close of the hearings, or, if all 
arguments have been waived, then from the date the final statements and proofs 
are submitted to him. 

4. Arbitrability: 

a) The follo"".irig matters shall not be subject to arbitration; 

1. Evaluation other than procedural matters; 

2. Any grievance based on the statement of "The Purp·ose arid Intent of 
the Parties" on page one ofthe Contract. 

3. Any matters which are not arbitrable under the specific provisions 
of this Agreement. 

b) The Arbitrator shall be empowered, except as limited herein, after due 
investigation, to make a decision in cases of alleged violations, misinterpretations or 
misapplication of a specific article.and section of this Agreement. The Arbitrator 
shall have no power to add to, subtract from, disregard, alter, or modify any of the 
terms of this Agreement. The Arbitrator shall also have no power to establish salary 
scales, change any salary figures in this Agreement or increase or change any 
staffing requirements as established by the District 

c) The Arbitrator's power sha:11 be limited to deciding whether the District has 
violated a specific article or section of this contract. It is agreed tµe Arbitrator shall 
have no power to change any practice, policy or rnle of the District through 
substituting his/her judgement for that of the District 'as to the reasonableness of any 
practice, policy, rule or any action taken by the District. The Arbitrator shall have no 
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power to enforce any past practice of the District wherein the District has decided to 
terminate a past practice, provided that the District has given advance notice to the 
Union of its termination said past practice. 

' d) The Arbitrator shall have the power to render a monetary award that provides to 
a grievant compensation he/she would have received under this Agreement. 
However, the Arbitrator shall have no power to make a monetary award that 
provides for compensation not specifically provided for in this Agreement The 
Arbitrator shall have no power to award consequential or other damages and shall 
have no power to award interest or attorney fees. 

e) In rendering the decision of the grievance, the Arbitrator shall give full 
recognition to all managementrights of the School District and the Arbitrator shall 
have no power to overturn any management decision of the District unless such 
decision is found to be arbitrary or capricious: 

f) The Arbitrator shall have no power to apply state or federal law and shall not 
base his/her decision upon any claimed violation of state or federal law. 

g) The Arbitrator's decision shall be submitted in -writing and shall set forth 
his/her findings as to the facts and his/her interpretation of the contract. 

h) If an Arbitrator in rendering an award exceeds the authority specifically 
delegated by this contract, the award shall be unenforceable.· An award within the 
authority delegated to the Arbitrator by this Agreement shall be final and binding on . 
the parties. 

5. The decision of the Arbitrator, if within the scope of his/her authority, as above 
set forth, shall be final and binding. 

6. The fees and expenses of the Arbitrator shall be shared equally by both parties. 

C. Rights ofEmployee to Representation 

1. Any party of interest may be represented by the Union at all meetings and 
hearings at any level of the grievance procedure. · 

2. The Union shall have the right to be present and to state its views on the 
adjudication ofthe grievance. 

D. Miscellaneous 

1. A grievance may be withdrawn at any level. Withdrawal of the grievance shall 
tennjnate the grievance. 

2. Decisions rendered at.all levels shall be in writing and shall be promptly 
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· transmitted to the grievant and the.Union. 

3. No reprisals ofany kind shall be taken by or against any party .in interest or any 
participant in the grievance procedure by reason of such participation. 

4. No document, communication, or record dealing with a grievance shall be filed in 
the personnel file ofthe grievant. Except that in disciplinary matters the 
documentation of the discipline may be so filed unless and until found to be 
unwarranted. 

·5. All infonnation and records pertaining to the grievance shall be made available to 
the Board and the Union upon written request. 

6. Failure of the aggrieved person or Union to comply with the foregoing procedures 
cancels the grievance. 

7. Grievanc.es i,hall be processed outside ofregular school hours unless otherwise 
mutually agreed to by all parties. 

8. The time requirements herein specified are deemed to be of the essence in this 
article. 

9. Forms for filing and processing grievances shall be designed by the . 
. Superintendent ofSchools and the Union. The forms shall be prepared by 
the District and given appropriate distribution so as to facilitate the operation 
of the grievance procedure. 

E. Expiration of Agreement 

Notwithstanding the expiration of this Agreement, any claim or grievance which arose 
during the term of this Agreement shall be processed through the grievance procedure 
until resolution. 

.ARTICLE 13 
SENIORITY 

Seniority Defined: For the purposes of the Collective Bargaining Agreement, there shall 
be two (2) definitions of seniority: Districtseniority and Bargaining Unit seniority. 

Current seniority employees shall retain their seniority as previously determined. fftwo 
or more new hires begin employment on the same date, the time stamp on their 
application for instructional technician shall be used.to detennine their seniority. 

District Seniority: S.chool seniority shall be the total seniority from the date of 
appointment to a regular position, and as may be acljusted by provisions affecting 
seniority set forth in this Article. · 
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District Seniority shall be used for: 

A. Longevity Pay. · 

B. Vacation and sick leave accumulations. 

C. Any other school-wide benefits applicable to this bargaining un.it. 

Bargaining Unit Seniority: Seniority in the bargaining unit shall be defined as follows: 

A. Seniority of employees transferring into this 1mit from other bargaining units in 
the District begins when those employees enter the bargaining unit. 

' ' 

B. Employees who transfer or promote out ofthe bargaining unit and then return 
shall be entitled only to seniority earned while in the bargaining unit. 

C. An employee whose return to the bargaining unit is due to a reduction in force 
shall not displace a member of the bargaining 1mit if such displacement would .. 
cause the displaced employee to be laid off. 

Bargaining Unit Seniority shall be usedfor: 

A. Vacation selection in accordance with departmental rules . 

B. Layoff, transfers, determining place on layoff recall list. 

ARTICLE 14 
LAYOFFS 

Employees to be laid off for an indefinite period oftime will have at least ten (10) normal 
business days' notice oflayoff. The Union shall receive at list of the employees to be laid 
off on the same date as the notices are issued to the employees being laid off. · 

Prior to the laying off of any regular employee, all temporary, seasonal and probationary 
employees shall be laid off. 

Notice ofrecall shall be sent to the employee at his/her last known address by certified 
mail. Ifan employee fails to report to work within ten (10) working days from receipt of 
the certified notice, his/her employment shall be considered to be a voluntary quit.. 

Layoffs of regular employees shallbe strictly by bargaining unit seniority. The employee 
· with the least seniority is the first laid off. 

Recall shall be in the inverse order of the above. 
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Recall rights shall last for one (1) year, or the length of the employee's seniority, capped 
at five (5) years, whichever is greater. 

ARTICLE 15 
VACANCIES 

A. When a position becomes available, it shall be posted internally for a minimum of 
five (5) working days prior to filling the job. Ifnot filled from within, it may then be 

-posted to the public for consideration. 

B. · Employees interested in applying for transfers into a vacant positiQn in response to an 
internal posting, must submit that request in writing to the school administration office 
within the deadline given. 

C. When an employee fills •a vacancy he or she will be considered to be on a 
probationary status for a period of sixty ( 60) working days. The pay grade willbe 
adjusted, if appropriate, upward during this period. At any time during this sixty working 
day probation period the employee may be returned to his/her former position upon 
recommendation; with reason, from the supervisor and with the approval of the 
Superintendent of Schools. If an employee is returned to his/her former status, there is no 
guarantee ofplacement in his/her previous locati.on. 

D. The most senior part-time bargaining unit member will be given the opportunity to 
ad.d additional hours or combine part-time hours of other positions, provided they are 
available and qualified to perform the work, in order to obtain full-time status prior to 
hiring an additional part-time employee. 

- An employee is deemed qualified if they meet the qualifications cited on the job 
specifications and possess the skills needed to perfom1 the work required by the District. 

-An employee is deemed available if the hours to be.worked do not conflict with their 
previously scheduled hours of work. 

ARTICLE16 
PROMOTIONS 

· Section 1. 

It is the policy_ of the Richmond School District to fill promotional vacancies whenever 
possible by promotion from within. However-; it is' sometimes necessary or desirable to 
employ persons from outside the school staff for positions. 

Section 2. 

For the purposes of this rule, a promotional. vacancy is defined as a position, which is 
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assigned a pay grade higher than the employee's current pay grade. 

Section 3. 

When a regular promotional school position becomes available, it shall be posted 
internally for a minimum of five working days prior to filling the job unless factors 
regarding the position make it inappropriate to do so. Ifnot filled from within, it may 
then be posted to the public for consideration. 

Section 4. 

Employees interested in applying for promotional transfers into a vacant position in 
response to an internal posting must submit that request, in writing, to the School 
Administration Office wi_thin the deadline given. 

ARTICLE 17 
- TRANSFERS 

Section 1. 

It is the policy of the Richm~nd Community Schools to allow employees to. request 
lateral transfer between school locations when vacancies arise. · 

Section 2. 

For the purpose of this policy,· a lateral transfer is defined· as retaining the present pay 
grade and position number while changing assigned work location. 

Section 3. 

Involuntary transfers may be necessary.from time to time for the good of the employee 
and the district. Such involuntary transfers would not be arbitrary or punitive and in all 
cases would be accompanied by a notice to the employee and the Union stating the 
reasons for such transfer. Ifrequested by either party, a meeting will be held to discuss 
the reasons for such transfer. Permanent transfers made necessary by the death, quit Or 
retirement of the incumbent woulcl be filled by posting the position and ifno senior. 
employee applies would be filled by inverse order of seniority. The District shall advise 
each employee of their next year's tentative assignment, in writing, no later than June 1st 
of the precedi~g school year. 

Section 4. 

Lateral transfer openings, where possible, will be posted internally for a minimum of five 
working days prior to filling the job unless factors regarding the position make it 
inappropriate to do so. Ifnot filled from within, it may then be posted to the public for 
consideration. 
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Section 5. 

Employees interested in applying for lateral transfers into a vacant position, in response 
to an internal posting, must submit that request, in writing, to the School Administration 
Office within the deadline given. 

Section 6. 

A. As soon as possible following the position posting, a decision will be made and the 
affected employees notified. The.present supervisor overthe Vacant position w11! be 
given the opportunity to recommend approval or ·denial of the lateral transfer request. . . 

B. The final decision will then be made by the department head under the authority of 
the Superintendent. 

C. The employee with the greatest seniority of the transfer candidates will be considered 
first Ifhis/her transfer request is denied, the applicant with the next highest seniority will 
then be considered. Denial of transfer requests will be put in w1iting stating the reason 
for denial. • · 

D. Ifno internal employee is granted the lateral transfer, an outside applicant will be 
hired. 

ARTICLE18 
PROBATION 

There .is hereby established a sixty ( 60) day seniority working test period, which shall 
apply to all employees promoted to a new position. The school shall have the option to 
extend the working test period for an additional thirty (30) days. 

All new employees of the School, both full and part-time are subject to a probationary 
period of eighty-five {85) working days. During the probation period, employees are 
under continuous observation and evaluation. At any time during the probationary 
period, the supervisor or Superintendent may terminate the employee. Probationary 
employees do not have recourse to the grievance procedure!,. 

Upon satisfactorily completing the probationary period, the employee shall take a place 
on the appropriate seniority list. 

The probationary employee shall begin to receive all benefits after sixty (60) calendar 
days, including health care if they meet the required qualifying hours ofwork. 
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ARTICLE 19 
EMPLOYEE EVALUATIONS 

All bargaining unit employees will be evaluated on a regular basis using the agreed to 
evaluation system. 

ARTICLE20· 
SAFETY 

· The Union and the Employer agree that safety is a major priority and that proper safety 
equipment and procedures shall be used at all times. To assure that these procedures are 
being followed the parties agree that there shall be periodic safety meetings ..The 
meetings shall be requested in advance by either party with the presentation of an agenda 
or concerns to be discussed, no more than two (2) designated representatives of the Union 

. and no more than two (2) ofmanagement shall attend. · 

When safety issues become a concern, they maybe addressed at the monthly 
departmental staffmeeting in lieu of the above procedure. 

ARTICLE 21 
WORK SCHEDULE 

Section 1. 

The porrnal workday shall be six (6) to six an:d one-half (6 1/2) hours. The normal·· 
starting and quitting tim~ shall be arranged at the discretion of the immediate Supervisor 
or Building Principal. 

Section 2. 

Ifit becomes necessary for the Superintendent or the Department Head to alter the 
normal working hours of an employee or employees, the.Superintenclent or Department 
Head shall notify the affected employees of the altered schedule and' provide ten (l 0) 

- business days prior to the altering of the employee's work schedule. Employees are 
expected to complete a definite assignment, even though it may require additional hours 
over the standard thirty (30) hourwork week. In cases ofemergencies, employees shall 
return to work when requested by the Superintendent or Department Head. 

Section 3. 

The employee's supervisor or building principal shall provide a written schedule of the 
days and onechalf (1/2) days to be worked and the number ofhours to be worked to each 

. employee prior to the start of the school year. 
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ARTICLE22 
OVERTIME 

Section 1. 

No overtime may be worked without the prior authorization of the Supervisor or 
Department Head. All overtime hours worked are to be accurately reflected on the 
weekly time sheet. 

Section 2. 

Except in extreme cases of emergency, the Supervisor will not assign employees to work 
during his/her lunch period. If the employee is assigned to work during his/her lunch 
period, he/she will be paid at the appropriate rate. In no case will additional 
compensation be given for the ten (10) minute break period. This break is lost ifnot 
taken. 0• 

ARTICLE23 
GENERAL 

Section 1. 

Authorized representatives of the Union shall be permitted to visit the operation of the 
Employer during working hours to talk with the Stewards of the Local Union and/or 
representatives of the Employer concerning matters covered by this Agreement, without 

. interfering with theprogress of the work force. .. 

Section 2. 

The Union shall have the rightto exarnine time sheets and other records pertaining to the 
computation of compensation of any employee whose pay is in dispute or any other 
records of the Employer pertaining to a specific grievance, at reasonable times, at the 
discretion of the Employer. 

Section 3. 

The Employer shall provide for biweekly pay periods. Each employee shall be provided 
with an itemized statement ofhis earnings and of all deductions made for any purpose; 

17 



Section 4. 

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

Section 5. 

When school is closed due to inclement weather, those employees unable to report for 
work because of the weather conditions will be allowed the day withoi.1t loss ofpay for 
the first two (2) occurrences. After the second closing in a school year, employees may 
be allowed to use leave time to cover hours in ·excess of the first two school days. 

ARTICLE24 
LEAVES 

Section 1. 

Instructional Technicians shall be permitted to be absent from their duties with the 
Richmond Community Schools without loss of pay because ofpersonal illness subject to 
the following conditions: · · 

.A. Instruction technicians shall be granted one (1) day of absence per month of service in 
the Richmond Community Schools, unused portions of which shall annually accumulate 
up to a maximum of ninety (90) days. For the first year, new hires will receive one (1) 
sick day per month to be adcled to their sick leave amount at the end of the month. Any 
employeeretiring or terminating employment with the District will be paid for one-third 
(1/3) oftheir accumulated leave days at their daily rate ofpay. 

B. The total number of days of absence to which the employee is entitled during the 
ensuing school year shall be credited to his account on the first day that his duties begin 
during that fiscal year, except new hires. as noted above. 

C. Instructional Technicians must be under firm employment, as defined by law, in order 
to be eligible to use their accumulated allowable days of absence. 

D. Instructional Technicians shall be eligible to participate only during the effective days 
ofvalid employment between the Instructional Technician and the Board ofEducation. 

E. Absences ofless than seven (7) days resulting from a minor personal injury arising 
out of and in the course of employment with the Richmond Comn:ilmity Schools shall not 
be deducted from accumulated allowable days of absence providing the employee files at 
the Superiiitendent's office within three (3) days of the date of injury a statement from his 
doctor stating the number ofdays he will be unable to work. 

F. Absences resulting from a major personal injury arising out of and in the course of 
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employment with the Richmond Comrirnnity Schools which entitles the injured 
Instructional Technician to compensation tmder the provisions ofthe Worker's 
Compensation Act, shall not be charged against allowable sick leave rmtil the thirtieth 
(30) consecutive day of absence. Commencing with the thirty-first (31st) day allowable 
days of absenc.e shall be charged only for that portion in excess of the compensation 
payment. The School District shall supplement the worker's- compensation check with ari 
amount sufficient to regular period not to. exceed the accumulated allowable days of 
absence providing all worker's compensation checks covering the period from the date of 
the injury to the expiration of the accumulated allowable days of absence are turned in to 
the Superintendent's office for record. 

·G. Instructional Technicians may be requested to submit a statement from the attending 
physician for absences of five ( 5) or more duty days or for frequent absences ofshorter 
duration. If a statement from another physician or clinic other than the one from the 
attending physician is required, the cost of such examination shall be paid by the Board 
of Education, 

H. Accumulated allowable days ofabsence shall not be retroactive except for those days 
already credited to an Instrnctional Technician account on the effective date of this 
Agreement. 

I. An Instructional Technician who has been employed for two (2) consecutive years has 
used his accumulatedsick leave may apply vacation time for the period of the illness, and 
when this is gorie, may request the Board ofEducation for a loan of sick leave days not to 
exceed twelve (12) days. 

Section2. 

Instructional Technicians shall be permitted to be absent from their duties with the 
Richmond Community Schools without loss ofpay because of illness in the immediate 
family subject to the following considerations: , 

A. A maximi.un of one (1) year's accumulation each year, chargeable against 
accmnulated days of absence shall be granted. Unused days shall be accumulated. 

B. The immediate family shall be defined as spouse, children, grandchildren, father or 
mother of either spouse, grandparent of either spouse, brother, sister, brother-In-law, 
.sister-in-law, any other person acceptable as an exemption on the Instrnctional 
Technician income tax or any person who makes his home with the Instructional 
Technician and in the judgment of the Superintendent is emotionally dependent on the 

- . 

Instructional Te.chnician as a member of the household. 

C. Absence shall be considered as necessary only when no other arrangements for care 
are possible. 

D. The "necessary care'' must be such as would be prescribed by a physician or required 
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by incompetence of the person requiring care. 

E. In all cases, "other arrangements" are considered possible within three (3) days after 
the emergency. 

F. Instructional Technicians shall be permitted to be absent from their duties without loss 
ofpay or leave days because ofmumps, scarlet fever measles, or chicken pox for up to 
ten (10) days. 

Section 3. 

Instructional Technicians shall be permitted to be absent from their duties without loss of 
pay for reasons ofpersonal business subject to the following conditions: 

A. A maximum of three (3) days each year not chargeable against accumulated 
allowable days of absence shall be granted. Unused days shall not accumulate. 

B. Personal business shall be defined as business that requires the presence of the 
Instructional Technician and reasonably cannot be conducted at any time other than 
during the.working day. 

C. Abserice because ofpersonal business may be granted by the Supervisor. 

D. Absences because ofpersonal business shall be approved in advance. Exceptions 
shall be made only in cases of emergency. 

E. Requests for absence because ofactivities arising out of employment othei· than with 
the Richmond Community Schools, or as a result of membership in organizations shall 
not be approved. · 

F. Unused personal business days will be paid out, at the end of the school year, at a 
rate of fifty percent (50%) of the employee's daily rate ofpay. 

Section 4. 

Instructional Technicians shall be permitted to be absent from their duties without loss of 
pay for reasons of death in the immediate family subject to.the following conditions: 

A. The immediate family shall be the same as that described in Section 2-B, of this 
Article. 

B. A maximum of five ( 5) days for each occurrence, not chargeable to accumulated days 
of abse,nce, shall be granted. Unused days shall not accumulate. 

C. Ifthe employee works on the day of death, the days allowed shall notinclude the day 
ofdeath but shall begin with the first scheduled working day following the. day of death. 
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D. If the day of death is ':1 scheduled day ofworkandthe employee does not work that 
day, the days allowed begin with and include the day of death. 

E: The Superintendent may extend .thes'e provisions in instances when in his judgement 
the time limitation is not sufficient to allow for all of the adjustments occasioned at the 
time ofbereavement. 

Section 5, 

Absepce for juryservice by an Instructional Technician shall not be chargeable to the 
sick leave or personal leave allowance and the School District will pay the difference in 
salary between his daily salary and any fee he is paid for jury duty. 

Section 6. 

The Board may grant leaves for reasons other than those previously stated. The granting 
of such leaves shall be based upon written application. Leaves of absence without pay 
during the school year may be granted only if adequate substitutes are available and only 
if such absence from duty will not be detrimental to the Instructional Technician 
program. 

Section 7. 

A leave ofabsence is not considered a break in service for seniority purposes. 

Section8. · 

Accumulated allowable days of absence shall be maintained but shall not accrue during 
the periods of the leave. 

Section 9 .. 

A leave of absence up to one (1) year without pay may be granted to any Instructional 
Technician upon application for the purpose of engaging in other activities. The activity 
cannot be asimilar position in another school system within the territorial limits of the 
United States. Upon return from such leave, the Instructional Technician will .be placed at 
the same position on the salary schedule, as he Would have been ifhe worked in the 
District during that period . 

. Section 10. 

The Employer will upon receipt of a written authorization from the Union, transfer sick 
days from one employee's account to another employee's account. 
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ARTJCLE25 
. HOLIDAYS 

Section 1. 

The following shall be considered as paid holidays: 

Labor Day NewYears' Day 
Thanksgiving Day Good Friday 
Christmas Eve Day Memorial Day · 
Christmas Day 

Section 2. 

If the holiday falls on a Saturday, Friday will be considered as the holiday. If the holiday 
falls on a Sunday, Monday will be considered as the holiday. 

· · Section 3. 

An employee· shall be eligible for holiday pay if he/she works his/her last scheduled work 
day prior to the holiday and the next scheduled work day following the holiday, unless 
excused by sick leave verified by a doctor's note, or jury duty day, or funeral leave. 

ARTICLE26 
VACATIONS 

1. At the conclusion of one (1) year ofemployment, employees hired prior to ratification 
ofthis Agreement will qualify for two (2) days of vacation. 

2. At the conclusion of ten (10) years of employment, employees hired prior to 
ratification of this Agreement will qualify for five ( 5) days of vacation. 

3. Vacation will not be approved when school is in session. 

4. Employees may be paid vacation pay by requesting the pay in writing the 
. Friday before the pay period. 

5. Employees hired after the ratification of this Agreement will not be e~igible for 
. any vacation or pay for vacation. 
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ARTICLE 27 
INSURANCE PROTECTION 

Section 1. 

A. The Board will offer the.employee the following insurance: 

1) The employee's choice of SET-SEG UltrasMed Prefened 1 ($10/$20), Ultra-Med 
Prefened 2 ($10/$40), or Flexible Blue 2 100% HSA. 

2) Term fife insurance in the amount of $15,000 for those receiving medical benefits 
(Plan A), and $35,000 for those that voluntarily opt out ofmedical benefits (Plan 
B) will be provided. 

3) Long-term disability insurance will be provided after the expiration of 90 calendar 
days. Benefits shall be paid at 66 2/3%of salary to a weekly maximum of five 
hundred dollars ($500). 

B. The Board will fund 100% of the Flexible Blue 2 100% HSA premium(s), as well 
as 100% of applicable deductible for each employee. If the employee chooses one of the 
other two health care plans, the Board will provide the following amounts towards the 
monthly premium cost of insurance benefits: · 

1) Year 1 (July I, 2005 to June 30, 2006) $1,137.24/mo for each eligible FTE that 
selects full health berlefits (Plan A), and $163.30/mo for each eligible FTE that 
does not select full health benefits (Plan B). 

· · 2) Year 2 (July 1, 2006 to June 30, 2007) $1;194.10/ino for each eligible FTE that 
selects full health benefits (Plan A), and $171.47 for each eligible FTE that does 
not select full health benefits (Plan B). 

3) Year 3 (July 1, 2007 to June 30, 2008) $1,253 :81/mo for each eligible FTE that 
selects full health benefits (Plan A), and $180.84/mo for each eligible FTE that 
does not select full benefits (Plan B 

C. Plan A: 
1) Employee's choice of three medical plans listed in Section lA. 

- Major Medical 
- Term Life Insurance (See section 1.A.2) 
- Long Term Disability 
- AccidentalDeath & Dismemberment 

2) SET-SEG 80/80/80, $1,000 Dental Plan 
- Dental Insurance: Including orthodontic rider with no coordination of 

benefits. 
-or-

- Dental Insurance: Including orthodontic rider \\'.ith internal and external 
coordination ofbenefits. 
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3) SET-SEG Spectera "Gold" Vision Plan 
- Vision Insurance: Including internal and external coordination ofbenefits 

_4) See Section l.B. for board contribution towards the plan. 

PlanB: 
1) SET-SEG Non-Health Care Package 

Term Life Insurance (See section l.A.2) 
Long Term Disability 
Accidental Death & Dismemberment 

2) Upgraded SET-SEG 100/90/90, $1,000 Dental Plan 
Dental Insurance: Including orthodontic rider with no coordination of 
benefits 
-or-
Dental Insurance: Including orthodontic rider with internal and external 
coordination ofbenefits. 

3} SET-SEG Spectera "Gold" Vision Plan 
Vision Insurance: Including internal and external coordination ofbenefits 

4). See Section l.B. for board contribution toward the plan. 

D.. Ifthe monthly premium is less than the limits specified above, the monthly 
savings will be placed in an interest bea1ing escrow account, maintained on an 
"employee-specific basis." The Union will be advised monthly of the running 
balance of any such escrow account, the employee(s) shall direct the Board to 
either(l) deliver_to the employee(s) any balances then remaining in the escrow 
account or (2) return the escrow amount to defray the expenses of any new 
premiums which may exceed the Board's required contribution. The Union 
shall hold the District, and its employees, harmless in the management ofthe · 
escrow account fund. 

E. If, in any insurance benefit year, the monthly insurance premium exceeds the 
Board's contribution, any additional am0tmts. shall be withdrawn fyom the 
employee(s) portion of the escrow accotmt. If there are not sufficient funds 
in the escrow account to meet the employee(s) premium payment, then the 
required amountwill be deducted from each employee(s) salary on a pre-tax 
basis to cover any deficit, and such deductions shall be made on a per pay 
period basis. 

F. Ifan eligible FTE employee decides to "opt-out" from full health benefits (select 
Plan B), the Board shall compensate the employee Two Thousand Dollars 
($2,000) for that fiscal year. This compensation can be paid out directly to the 
employee, or can be contributed to the annuity of their choice. 

Section 2. 

In all items above, the provisions of the group policy and the rules and regulations ofthe 
carrier will govern as to the commencement and duration ofbenefits, nature and amount 
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ofbenefits and all other aspects of coverage. 

Section 3. 

Employees will not be eligible to receive the above fringe benefits during their 
probation period. 

Section 4. 

The Union shall have the right to research alternate insurance options, and bring 
those to the attention of the administration if they desire to change their insurance carrier 
and/or coverage. Such changes, if approved, will only be made at the beginning ofthe 
year. 

Section 5. 

Employees not considered "full-time", or not qualified to receive health benefits, 
may through payroll deduction, purchase health care benefits at the district's cost of 
insuring an equivalent full-time person. 

ARTICLE28 
COMPENSATION 

The salary schedule shall be as follows: 

2005-2006 2006-2007 2007-2008 

0-2 $8.48. 8.65 8.82 
3 8.82 9.00 9.18 
4 9.13 9.31 9.50 
5 9.46 9.64 9.84 
6 9.83 10.03 10.23 
7 and more 10.22 10.42 10.63 

Special Qualifications 11.44 11.67 11.91 

Effective July l, 2003, employees who have met their academic qualifications set by the 
Michigan State Board ofEducation qualifications for paraprofessionals, will receive the 
"special qualifications pay scale listed above. 

1. Instructional Technicians,who meet one (1) of the following paraprofessional 
· qualifications, will be paid at the paraprofessional rate provided they have completed: 

a) Two (2) years of study at an institution ofhigher education; or 
b) An Associate'sDegree; or 
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c) Meeting the standards on a formal assessment approved by the Michigan 
Department of Education (e.g., Michigan test for Teacher's Certification 
or ACTWork Keys Assessment). The District will reimburse employees 
for the cost of such assessments. . 

d) Effective with the 2003/2004 school year, employees will submit proof 
of qualifications by October 31, 2003. Observation evaluatfons will be 
completed by the District by the end.of the semester and pay will be 
retroactive to the start ofthe school year. Thereafter, employees will be 
permitted to submit their qualifications twice a year (October and February). 
Observation evaluations will be conducted each semester and pay will be 
retroactive to the beginning of the semester in which the·qualifications have. 
been submitted. 

Section L 

Employees win be given the option ofreceiving twenty-one (21) or twenty-six (26) equal 
paychecks. To select the preferred payment option, employees must submit a request to 
the Business Office at least thirty (30) days prior to receipt of the first paycheck ofthe 
school year. Once the preferred payment option is selected. it will remain in place for 
the entire school year. 

Section 2. 

The longevity pay schedule will be as follows: 

- At the end of five (5} years of seniority One Hundred Fifty Dollars ($150.00}shall be 
paid: This is to continue through the 10th year. · 

- At the end often (10) years of seniority One Hundred Fifty Dollars ($150.00) 
additional to the above shall be paid (Total $300.00). This is to continue through the 
15th year. 

At the end of fifteen (15) years of seniority One Hundred Fifty ($150.00) additional to 
the above shallbe paid (Total $450.00.) 

Longevity will be paid to each employee on the first paycheck in July of each year. 

- Payment will be paid for the service completed in the previous school year. Leaves 
of absence, including layoff shall not be included in calculating longevity. However, 
layoffby Board action up to one (I) year maximum shall be included for purposes of 
calculating longevity. 

Section 3. 

Terminal Pay -A participating terminal pay program shall be initiated as follows: 
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Employees, upon tem1ination of employment, will receive a terminal leave payment of 
Sixty Dollars ($60.00)per year of accumulated seniority. An employee must have a 
minimum often (10) years seniority to qualify. 

In lieu of the above, an employee may choose to participate in the terminal pay program: 

1. The employee, upon termination ofemployment,will receive a terminal leave 
payment of SixtyDollars ($60.00) per year of accrned seniority for the first ten 
(10) continuous years. 

2. After ten (10) years of seniority, the Board will match up to a maximum of 
Sixty Dollars ($60.00) per fiscal year deductions for tax sheltered annuities. 

3. After twenty (20) years of seniority the Board will match up to a maximum of 
One Hundred Twenty Dollars ($120.00) per fiscal year deductions for tax shel­
tered annuities. 

Section 4. 

Instructional Technicians will not be required to make arrangements for substitutes. This 
provision to become effective with the start of the 2000-2001 school year. 

ARTICLE29 
. MISCELLANEOUS 

Section 1. 

The Board agrees that instructional technicians will.receive communication concerning 
school openings and school calendar information at the same time as the teaching staff 
and secretaries receive their information. · 

Section 2 . 

. Instructional technicians may have staff in-service and staff development opportunities 
made available for their participation. 

Section 3. 

The District hereby agrees to maintain full time status for the tw.o employees considered 
"full-time" at the date ofratification of this agreement If the employees in question 
leave the district, the guarantee of full-time status is eliminated. 
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---------- ----------

ARTICLE 30 
DURATION AND TERMINATION 

This Agreement shall continue in full force and effect from July 1, 2005 through June 30, 
2008 and shall continue in full force and effect from year to year thereafter unless written 
notice ofdesire to cancel or terminate this Agreement is served by either party upon the 
other at least ninety (90) days prior to date of expiration. 

RICHMOND COMMUNITY SCHOOLS TEAMSTERS STATE, COUNTY AND 
BOARD OF EDUCATION MUNICIPAL WORKERS LOCAL 214 

By Y.!ill2~ 
By: By: 

Dated: ---------
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