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 PREAMBLE

THIS AGREEMENT, entered into this 8th day of November, 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 térms and conditions of employment and promote orderly and peaceful labor
~ relations 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.
ARTICLE 2
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

o 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 of pay, wages,
hours of employment, and other conditions of employment.

UNIT:

\ (Umt IV) All teacher aldes (to be called Instruct1onal T echmc1ans) Excludlng
‘ supemsors _



"ARTICLE 3
' AGENCY SHOP

Section 1
"Employees. are free to join or not to join the Union. Employees who are members of the
recognized bargaining unit but who are not members of the Union may join the Union by
initiating their Union apphcatlon form and dues deduction authorization form.

Sect1on 2,

- The Employer agrees to deduct from the wages of an employee who is a member of the

~* Union, all Union membershlp dues and initiation fees uniformly requlred 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 dies deduction shall remain in full force and effect during the penod of this

Agreement unless revoked by written notice. The revocation notice must be given to
both the Dlstnct and to the Union. : :

Section 3.

- Any person who is not a member of the Union arid does not make application for

~ membership within ninety (90) calendar days from the effective date of this Agreement
or from the datethey first become a member of the bargaining unit, whichever is later, -

 shall, as a condition of employment pay the Union a service fee as a contnbutlon
‘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 B
notified by the Union in writing within said tlurty (30) calendar days, and prov1ded that
the Union shall release the department from fulfilling the obligation to remove if during
such 30 day period the employee pays the membership dues or service fee retroactlve to
the due date and confirms his/her intention to pay the required membershlp dues or

service fee in accordance with this Agreement

Sectlon 4.

. The Employer agrees to deduct from the wages of any employee covered by this
Agreement, who is not a member of the Unioi, 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 penod of this Agreement unless revoked by written notice. The revocation notice
must be given to both the District and to the Union.



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 a check 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.

SCCthl’l 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 Joss, 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 prowded representatlon for any employee who has a dispute
with the Union. .

ARTICLE 4
. 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.

(9% )



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.

ARTICLES
' MANAGEMENT RIGHTS

District nghts Itis recogmzed that the manacement of the District, the control of its
properties, and the maintenance of order and efficiency is solely aright 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 of limitation, the following: - :

AL The nght to decide the number and Iocatlons of its facﬂ]tles 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 of hours,
manpower and work sites; together with the full responsibility for the control of the
selection, examination, review and evaluation of personnel, programs, operations and
facilities; to determme when and where serv1ces will best facilitate the Dlstnct' '
operatmns : '

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 conduct and safety; and to relieve employees from

- duty because of lack of work 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 orits exercise of such function or right in a particular way shall not be
deemed a waiver ora past practice, or preclude the District from exerclsmg 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 known.to the District
prior to the time changes in management practices are made. The preceding sentence
“does not requ]re the District to negotiaté management decisions, W]‘llCh are covered by
thls Artlcle : »



ARTICLE 6
UNION RIGHTS

Section 1.

No member of this unit shall be required to do work outside the concept of his/her
bargaining unit, nor shall any other employee perform duties which are outside the
concept of his/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
clasmﬁcatlon specifications.

It is understood by the parties that every incidental duty connected with operations is not
always specifically descrlbed or enumerated in the job description or the classification
specrﬁcatlon

Section 2.

A classification may not be removed from the Teamsters bargaining unit by merely
- changing the title or by modifying the classification spec1ﬁcat10ns or for the purpose of
undermrmng the Union.

Section 3.

Any. alleged violation of Union rights in this Article, is subJect to an 1mmed1ate hearmg
with the Superintendent at Step 3 of the Grievance Procedure. o

- 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 egrees not to enter into any agreement with individual employees
or groups of employees, which in any way is inconsistent with this Agreement or
01rcumvents 1ts obligation of collective bargaining with the Union.



" ARTICLE 8
- NON-DISCRIMINATION .

"~ The Employer and the Union both recognize thelr respons1b1htles under Federal, State
_and local laws pertammg to fair employment pract1ces

~

2 Accordmgly, both parties reafﬁrm by this Agreement the commitnient not to discriminate

against any person or persons because of race, color, creed, national origin, age, political -

- orientation, union affiliation, sex, sexual orientation, marital status 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 (e may not proceed to arb1trat1on)

|  ARTICLES |
" DEFINITIONS OF EMPLOYEES

o

-Section 1.

. A regular full-time School employee is an employée who has successfully completeda
‘probation work period with the School and who regularly works a minimum of thirty (30)

- hours per week or more. All regular full-time eémployees are subject to the personnel

rules and are entitled to the indicated benefits of School employment.

Section 2.

“~Arregular part-time employee who has successfully completed a probationary work = -
period, isin 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 pérsonnel rules, except that their
- leave benefits are prorated at a level commensurate 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 of not 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 quahfy for beneﬁts :

. Section 4.

It is understood that the District will pay retirement, worker's compensation_insurance,
social security costs, ahd anythmo else required by law for all employees employed by
the D1stnct



ARTICLE 10
CHIEF STEWARD

" The Union shall des1gnate in writing to the Employer and the membershlp, the name of
.the Steward it 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 addltlon to the Steward's duties enumerated above the Chief Steward shall

L Heve the right to investigate and present olass action crrlevances Provided,.

., the nght 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
- may be on the Employer's time only in the event of pmor permrssron of the
employee s 1mmed1ate supervrsor . :

2.0 Be p_resent at all Step 3 grlevance hearings. '-

.3, - "Bepresent at all disciplinary hearings. 1f 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 requestmg and receiving permission from hrs or her supervisor, the Steward may
have time off without loss of pay to:

1.~ Investigate, process and present grievances.
2. Attend: special conferences With the Emplo.yer.
3. 'Attend all contract negotiations with the Employer.

4. Attend all admrmstratrve dlsputes regardmg the Employer and the Umon

Should such meetmgs go beyond the employee's regular quitting time, the Employer shall
not be obltgated to pay overtlme

The Umon understands that such release timeis 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 prror permission of the employee's 1mmed1ate
supervisor.



ARTICLE12
GRIEVANCE/ARBITRATION PROCEDURE

A. Definition of a Grievance -

A "grievance”-is'a dispute or difference of opinion raised by an employee in the
'bargammg unit, which he/she believes to be a violation or misinterpretation of any of the
provisions of this Agreement. The term "employee" shall also mean a group of
employees havmg the same grreva.nce ‘ :

B. Most grievances arise from 1nstanoes of mlsundelstandmgs or ploblems that should be
settled promptly and satisfactorily on an informal basis,at the work level before they

~"become formal grievances Tt 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, provrded the grievance is initiated within
~ fifteen (15) work days from the date the grievance occurred, or fifteen (15) work days
- from a pay dayifitis 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 party does not comply with these
_ exchanges -then that party will be prohrbrted 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 1ncons1stent with the terms and conditions -
of thrs Agreement : : '

Sten 2 - Written Irnmedrate Suoerv1sor In the event a grievance is not resolved by oral

dlscussmn with the employee s immediate supervisor, then the employee may submit the ..

gnevance int writing to his/her immediate supervisor. The employee and the Steward

" shall sign the grievance forms. The grievance forms must indicate (1) a statement of the:
grievance and the facts upon which it is based and cite alleged violation(s) of specific

_ ide'ntifying sections of this Agreement, and (2) the remedy or correction requested. The -
‘supervisor shall g1ve his/her decision in writing to the employee within ﬁve (5) workmg '
days-after the grievance has been presented to him/her.

Step 3 -Suoenntendent.of Schools and Union: If the grievance has not been settled, it -
- shall be presented by the Steward in writing, to the Superintendent within ten (10)

" working days after the supervisor’s response is received. ' A meeting will be scheduled
- within five (5) working days between the Teamster Business Agent, Steward and
Superintendent in an attempt to resolve the issue. The Superintendent shall render a
' decrslon in writing within ten (10) working days of the meetmg :

Step 4— Arbltratron: _

1. If the answer at Step'3 is not sati-sfactory and the Union wishes to carry it further,



~ the Union shall have ten (10) days from the date of receipt 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 matterbe
submitted to arbitration, the Union shall have teni (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
Wthh shall likewise govern the arbltratlon proceedings. '

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

4, Arbitrability:
a) The follewin_g matters shall not be subject to arbitration;
1. -Evaluatioﬁ other than proeedural matters;

2. Any grievance based on the statement of "The Purpose and Intent of
the Parties" on page one of the Contract, :

a

3. Any matters which are not arbltrable under the spec:lﬁe provisions
of this Agreement

b) The Arbltrator 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 shall be limited to deciding whether the District has
violated a specific article or section of this contract. It is agreed the Arbitrator shall
have no power to change any practice, policy or rule 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



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
: Umon of its termrnatron said past practrce

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 othei 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 management rights of the School District and the Arbitrator shall

_ have 1o power to overturn any management decision of the Distnct unless such
decision is found to be arbitrary or capricious.

f) The Arbitrator shali have no po’wer 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
hrs/her findings as to the facts and his/her 1nterpretat10n of'the contract '

h) Ifan Arbltrator 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 thls Agreement shall be ﬁnal and bindmg on .
: ,the partles ;

5 The decision of the Arbitrator, 1f within the scope of his/her authonty, as above
set forth shall be final and brnding ' :

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

' C nghts of Employee to Representatron

1. A.ny party of interest may be represented by the UIllOIl at all rneetlngs and -
heanngs at any ievei of the grievance procedure o

2 The Union shall have the right to be present and to state its views on the '
adjudication of the grievance. : o

D, Miscellaneons

"~ 1. A grievance may be withdrawn at any level. Withdi awal of the grlevance shall
" terminate the grievance. . - ‘

2. Decisions rendered atall levels shall be in writing and shall be promptly

10



-transmitted to the grievant and the Union.

3. No reprisals of 'ai1y 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 of the grievant. Except that in disciplinary matters the
documentation of the dlsciphne may be so filed unless and until found to be
unwarranted

5. All information and records pertamm0 to the grievance shall be made avallable to
the Board and the Union upon Wntten request

6. Fa11ure of the aggneved person or Union to comply with the foregomg procedures
cancels the gnevance

7. Gnevances shall be processed outside of regular school hours unless otherw1se 7
' .mutually agreed to by all parties. :

8. The time reqmrements herem spec1f1ed are deemed to be of the essence in this
article.

-9. Forms for filing and processing grievances shall be designed by the -

" . Superintendent of Schools 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 gnevance which arose
during the term of this Agreement shall be processed through the gnevance procedure
" until resolution,

ARTICLE 13
SENIORITY

Semontv Defined: For the purposes of the Collective Barcaimno Agreement, there shall -
be two (2) definitions of seniority: District senlority and Bargaining Unit semority

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

District Seniority: School senibrity shall be the total seniority from the date of -
appointment to a regular position, and as may be adjusted by provisions affecting
semonty set forth in thls ‘Article.

11



' Distrlct Seniorlty shall be usedfor:_
A ‘Lon‘gevity Pay. |
B. Vacation and sick leave accumulations.
C | Any other school~wicle beneﬂts applicable to this bargaining unit. .
Bargammg Unrt Seniority: Seniority in the ‘bargaining unit shall be deﬂned as follows

A, Senicrity of employees transferrm g into this unit from other »bargalmng units in
the District begins when those employees enter the bargaining unit. ‘

B. Employees who transfer or promote out of the bargaining unit and then return
shall be entltled only to semonty earned while in the bargaining unit. '

C. An employee Whose return to the bargaining urnt isduetoa reductlon in force
shall not displace a member of the bargaining unit if such displacement would

cause the displaced employee to be laid off.

. Bargaining Unit Seniority shall be used for:

A, Vacation selection in accordance with departmental rules .
: B. Layoff, tran‘s'fers, determining place on layoff recall list.
ARTICLE 14
LAYOFFS

Employees to be laid off for an indefinite period of time will have at least ten (10) normal
" business days' notice of layoff. The Union shall receive at list of the employees to be laid
" -off on the same date as the notlces are issued to the employees belng laid off

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

Notlce of recall shall be sent to the employee at his/her last known address by certified
~mail. If an employee fails to report to work within ten (10) working days from recelpt of
the certrﬁed notice, his/her employment shall be consrdex ed to be a voluntary qurt

Layoffs of regular employees shall be strretly by bargarmng unit seniority. The employee .

- with the least semonty 1s the first laid off.

Recall shall be-m the inverse _order of the above.



- Recall rights shali last for one (1) year, or the length of the employee § seniority, capped-
at-five (5) years, whicheveris greater.

ARTICLE 15
VACANCIES

A. When -a position becorrles available, it shall be posted internally for a minimum of -
five (5) working days prior to filling the job. If not ﬁlled from within, it may then be
posted to the pubhc for consideration. .

B. Employees 1nterested in applying for transfers into a vacant position in response to an
internal posting, must submit that request in wrltmg to the school adm1mstrat10n office
: W1thm the deadline g1ven :

C. When an —employee fills @ vacancy he or she will be considered to be on a

- probationary status for a period of sixty (60) working days. The pay grade will be

-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 of placement in his/her previous location.

D. The most senior part-time bargaining unit member will be given the opportunity to
add 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
h1r1ng an additional part-t1me employee ;

- An employee is deemed quallﬂed if they meet the quahﬁcauons cited on the _]ob
' spec1ﬁcat1ons and possess the skills needed to perform the work requlred by the District.

- An employee is deemed available if the hours to be worked do not confhct with their

- prevmusly scheduled hours of work.

ARTICLE 16
PROMOTIONS

~ * Section 1.
It is the policy of the Richmond School District to fill promotional vacancies whenever

possible by promotion from within. Howéver; 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



assigned a pay grade hi gher 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. If not ﬁlled from within, it may
then be posted to the public for consrdel ation: : :

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
Admlmstratlon Office Wlthm the deadline given. :
. ARTICLE1
- . TRANSFERS

- Section 1.

Itis the pohcy of the Rlchmond 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 transfe1 is deflned as retamm0 the present pay
grade and pos1t10n number while changing asswned work location.

Seetron 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 pumtlve and in all
‘cases would be accompanied by a notice to the employee and the Union stating the
reasons for such transfer. If requested 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 would be filled by posting the position and if no 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 lst ,
of the preeedmg school year :

Sectlon 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. If not filled from within, it may then ‘oe posted to the publlc for
consrderauon : : ‘

14



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 g1ven

Section 6.

- A "As soon as possible followmo the position postmc a decision will be made and the
affected employées notified. The present supervisor over the vacant position will be
given the opportunity to recommend approval or denial of the latera} transfer request.

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

C. The employee with the greatest seniority of the transfer candidates will be considered

first. If his/her transfer request is denied, the applicant with the next highest seniority will

- then be considered. Denial of tr ansfer requests will be putin vmtmg stating the reason’
for demal :

' D. If no internal employee is granted the lateral transfer, an outs1de apphcant will be
hired. :

ARTICLE 18
o PRQBATIQN :

- 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. Probat1onary
employees do not have recourse to the grlevance procedures.

_ Upon satisfactorily completmg the probatlonary period, the employee shall take a place'
on the appropriate seniority list. ' '

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

All bargaining unlt employees will be evaluated on a reoular basis usmg the agreed to -
_ evaluatlon system : :

ARTICLE 20
SAFETY

g The Umon and the Employer agree that safety is a major pnorlty 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 representatrves of the Union

~and no more than two (2) of management shall attend

: When safety issues become a concerr, they may be addressed at the monthly
' departmental staff meeting in lien of the above procedure. :

v ARTICLE 21
- WORK SCHEDULE

 Section 1,

The norrhal work day shall be six (6) to six and one-half (6 1/2) hours. The normal
_ ‘startmg and quitting time shall be arranoed at the discretion of the immediate Supervisor
or. Bmldmg Pnnolpal

Sect1on 2.

If it becomes necessary for the Superintendent or the Department-Head to alter the

normal working hours of an employee or employees, the Superintendent or Department -

~ Head shall notlfy the affected-employees of the altered schedule and provide ten'(10)

- 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) hour work week. In cases of\emerg_encies, employees shall
return to work when requested by the Superintendent or Department Head. _‘

‘Se'ction 3.
The employee's supervisor or building principal shall provide a written schedule of the

days and one-half (1/2) days to be worked and the number of hours to be worked to each
: employee prior to the start of the school year. -
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ARTICLE 22
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 assi aned 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. Thls break is lost if not
taken. . i ~ .

ARTICLE 23
"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 t}us Agreement w1thout
- mterfermg with theprogress of the work force. :

’ Sectmn 2.

The Umon shall have the right to examine time sheets and other records pertaining to the .
compuitation of compensation of ary 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 statément of his earnings and of all deductions made for any purpose: -



~ 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. '

, Seetion 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 without 1oss of pay for
the first two (2) occurrences. After the second closing in a school year, employees may
 be allowed io use leave time to cover hours in excess of the first two school days.

" ARTICLE 24
- LEAVES

» ~ Section 1.

. Instructional Technicians shall be permitted to be absent from their duties with the -
Richmond Community Schools without loss of pay because of personal illness subJ ect 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 added to their sick leave amount at the end of the month.” Any
- employee retiring or terminating employment with the District will be paid for one-thlrd

- (U3) of their accumulated leave days at their dally rate of pay.

~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 begln
during that fiscal year, except new hires as noted above.

- C. Instructlonal Techmelans must be under ﬁrm employment, as deﬁned by law in order
to be eligible to use their accumulated allowable days of absence. ‘

D. Instructtonal Technicians shall be eli g_lble to part1e1pate only during the effective days
- of valid employment between the Instructional Technician and the Board of Education.

E. Absences of less than seven (7) days resultmcr from a minor personal injury arising
out of and in the course of employment with the Richmond Community Schools shall not
~ be deducted from accumulated allowable days of absence providing the employee files at

~ the Superintendent's office within three (3) days of the date of injury a statement from his
- doctor stating the number of days he will be unable to work. - o

'F. Absences resulting from a major personal injury arising out of and in the course of

18



employment with the Richmond Commwunity Schools which entitles the injured
‘Instructional Technician to compensation under the provisions of the Worker's

- Compensation Act, shall not be charged against allowable sick leave until the thirtieth
(30) consecutive day of absence. Commencing with the thirty-first (31st) day allowable
days of absence shall be charged only for that portion in excess of the compensation
payment. The School District shall supplement the worker's compensation check with an
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. C

-G. Instructienal_ Technicians inéiy be requested to submit a statement from the attending
> physician for absences of five (5) or more duty days or for frequent absences of shorter

" . 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 pald by the Board
of Education. :

H. Accumulated allowable days of absence shall not be retroactive except for thoee days
already credited to an Instrucuonal Technician account on the effective date of this

Agreement.

L An Instructional Techmman who has been employed for two (2) consecutive years has

‘used his accumulated sick leave may apply vacation time for the period of the iliness, and
- when this is gone, may request the Board of Education for a loan of sick leave days not to
exceed twelve (12) days

Sect10n2. -

Instructional Technicians shall be permitted to b"e'absent from their duties with the
Richmond Community Schools without loss of pay because of illness in the immediate
family subject to the followmg considerations: . o oD

Al A maxxmhmof one (1) year’s accmnulatlo_n each year, chargeeble against :
accumulated days of absence shall be granted. ‘Unused days shali be accpmulated.

‘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 Instructional
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 Technician'as a member of the household.

C. Absence shall be con51dered as necessary only When no other anangements for care
are possible. - :

D. The "necess_ary care" must be such as would Be prescribed by a phyeician or required
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by incompetenc'e of the person requiring care.

" E. Inall cases, "other arranoernents" are considered possible within three (3) days after
the emergency 4 :

F. Instructional Technicians shall be permitted to be absent from their duties without loss
of pay or leave days because of mumps, scarlet fever measles, or chlcken pox for up to
~ ten (10) days. :

Section 3.

Instructxonal Techn101ans shall be perm1tted to be absent from their duties without loss of
pay for reasons of personal business subJ ect to the fOHOW1ng conditions:

| A. A max;mum of three (3) days each year not chargeable agamst accu'mnlated‘
allowable days of absence shall be granted. Unused days shall not accurnulate.

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
dunng the working day :

C. Abserice because of personal business may be granted by the "Supcrvisor

D. Absences because of personal business shall be approved n advance ‘Exceptions
shall be made only in cases of emergency. : : :

“UE. Requests for absence because of a_ctivities arising out of employment ottiet thar with
the Richmond Community Schools, or as a result of membership in organizations shall:

not be approved.

F Unused personal business days w111 be pald out, at the end of the school year, at a
- rate of fifty percent (50%) of the employee’s daily rate of pay :

Sectlon 4,

Instructional Technicians shall be pernntted to be absent from their dutles w1thout loss of
pay for reasons of death in the 1mmed1ate family subject to. the followmg condltlons

A. The 1rmned1ate fannly shali be the same as that deéscribed in Section 2-B,of thls
Article. ‘ ‘

'B. A maximum of five (5) days for each occurrence, not chargeable to accumulated days
of absence shall be granted Unused days shall not accumu]ate

C. Ifthe employee works on the day of death, thc‘days allowed shall not include the day
- of death 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 a scheduled day of work and the employee does not work that
day, the days allowed begin with and include the-day of death. :

E. The Superintendent may extend these provisions in instances when in his judgement
the time limitation is not sufﬁcxent to allow for all of the adjustments occasioned at the
time of bereavement

Section 3;

- Absence for jury-service by an Instructional Technician shall not be cﬁargeable to the
- sick leave or personal leave aliowance and the School District will pay the difference in
salary between his daily salary and any fee he is pald for jury duty.

Section 6.

- The Board may grant leaves for reasons othier 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 Instructlonal Technician

.- programm. ' : :

Section 7.
A leave of absence is not considered a break in service for seniority purposes.
Section 8. - - oo

Accumulated allowable days of absence shall be maintained but shall not accrue during
the penods of the leave -

Sectlon 9. .

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

B . Section 10.

‘The Employer Wﬂl upon recelpt of a written authorization from the Umon transfer sick |
days from one employee's account to another employee's account.



ARTICLFE 25
"HOLIDAYS

Section 1.

- The foilowjng sha]l be considered as paid holidays:

Labor Day . New Years' Day -
~ Thanksgiving Day . GoodFriday
Christmas Eve Day ' Memorial Day

Christmas Day . o :

Section 2.

If the hohday falls ona Saturday Fnday wﬂl be cons1dered as the hohday If the hohday o 7
falis ona Sunday, Monday will be considered as the hohdfly

- Sectlon 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.

VYACATIONS

---1.--At-the conclusion of one (1) year of employment; employees h1red prier to ratlﬁcatxon o
of this Agreement W111 qualify for two (2) days of vacation.

2. At the conclusmn of ten (10) years of employment employees hired prior to -
ratification of this Agreement will quahfy 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 1reques‘nnfr the pay in wntlng the
 Friday before the pay period.

5. Emp]oyees hlred after the ratification of this Agreement will not be eligible for
- any vacation or pay for vacation.



ARTICLE 27
INSURANCE PROTECTION

Section 1.

Y

3)

B.

The Board will offer the employee the folloWino insurance:

The employee’s ch01ce of SET SEG Ultra Med Preferred 1 (§10/$20), Ultra-Med
Preferred 2 ($10/$40) or Flexible Blue 2 100% HSA.
Term-life insurance in the amount of $15,000 for those receiving medwal benefits

© (Plan A), and $35,000 for those that voluntanly opt out of medical benefits (Plan

B) will be provided.

Long-term disability insurance w1ll be prov1ded after the exp1rat10n of 90 calendar
days. Benefits shall be paid at 66 2/3% of salaryto a Weekly maximum of five
hundred dollars ($500) :

The Board will fund. 100% of the Flexible Blue 2 100% HSA premmm(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 towa:rds the
monthly premium cost of insurance benefits:

)

..- 7..:.. . 2)

)

Year1 (July I, 2005 to June 30, 2006) §1, 137 24/mo for each e11g1ble FTE that
selects full health benefits (Plan A), and $163.30/mo for each eligible FTE that

‘does not select full health benefits (Plan B).

Year 2 (July 1, 2006 to June 30, 2007) $1;194.107mo for each’ ehglble FTE that

selects full health benefits (Plan A), and $171.47 for each eligible FTE that does

not select full health benefits (Plan B).

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 el1g1ble FTE that
does not select full beneﬁts (Plan B ,

" Plan A: A

1) Employee’s choice of three medical pl"tnS hsted in Seotlon 1A.
- Major Medical :
-~ Term Life Insurance (See secuon LA 2)
- Long Term Disability
- - Accidental Death & Dismemberment

_ 2) SET-SEG 80/80/80, $1,000 Dental Plan

- Denta! Insurance: Including orthodontic rider W1th no coord1nat1on of
benefits. : :
-0r- ,
- Dental Insurance: Including orthodontlo rider Wlth internal and external
coordination of benefits. '



3) SET-SEG Spectera “Gold” Vision Plan :
- Vision Insurance: Including internal and external coordmatlon of benefits
. 4) See ‘Sectlon 1.B. for board contribution towards the plan.

Pian B: :
1) SET- SEG Non-Health Care Package
- Term Life Insurance (See section 1.A.2)
- Long Term Disability -
- Accidental Death & Dismemberment
2) Upgraded SET-SEG 100/90/90, $1,000 Dental Plan - -
- Dental Insurance: Including orthodontic nder W1th no coordination of
. benefits -
“OI'- . ) . .
- Dental Insurance: Including orthodontic nder with mtemal and external
. coordination of benefits. . :
- 3) SET-SEG Spectera “Gold” Vision Plan -
- Vision Insurance: Including internal and external coordination of beneﬁts
4) See Section 1.B. for board contribution toward the plan. '

~ If the monthly premium is less than the limits specified above, the monthiy
savings will be placed in-an interest bearing escrow account, maintained onan .

“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(1) 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 of the -
escrow account fund. :

If in any insurance benefit year, the monthly insurance premium exceeds the
Board’s contribution, any additional amounts shall be withdrawn from the
employee(s) portion of the escrow account. If there are not sufficient funds -
in the escrow account to meet the employee(s) premium payment, then the
required amount will be deducted from each employee(s) salary on a pre-tax
basis to cover any deﬁmt and such deductlons shall be made on a per pay
penod basis. .

'If an eligible FTE employee decides 1o “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 reguiations of the
carrier will govern as to the commencement and duration of benefits, nature and amount
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of beneﬁts and all other aspects of coverage.
' Section 3 '

Employees will not be el101ble to receive the above fringe benefits durmg their
probatlon penod

Section4.,

 The Union shall have the right to research alternate insurance op_tions, 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 of the
S year. ' : - "

Section 3.

Employees not considered “full-time”, or not qualified to receive health benefits, -
may through payroll deduction, purchase health care. beneﬁts at the d1str1ct’s cost of
msurmg an equivalent fu]l-tlme person : S ,

ARTICLE 28
COMPENSATION -

The salary schedule shall be as follows:

© 2005-2006 2006- 2007 2007 2008
02 $848j 8.65 '8.82
3. o 8.82 900 - - 9.18
4 _ ' 913 931 , 9.50
5 946 - 964 9.84
6 . 983 1003 - - 10.23
Jandmore” . 10.22 10.42 : 10.63

Special Qualifications  11.44 11.67 ' 11,91

: Effectlve July 1, 2003 employees who have met thelr academlc qualifications set by the
‘ Mlch1gan State Board of Education 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

) Two (2) years of study at an mst1tut10n of higher educatlon or
b) An Assoc1ate s Degree; or : . :



c)' Mesting the standards on a formal assessment approved by the Michigan
_ Depaftment of Education (e.g., Michigan test for Teacher’s Certification
or ACT Work Keys Assessment). The District will reimburse employees
for the cost of such assessments. -
d) Bffective with the 2003/2004 school year, employees will submlt proof
of qualifications by October 31, 2003. Observation évatuations will be
completed by the District by t—he end of the semester and pay will be
retroactive to the start of the 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 beommng of the semester in which the: quahﬁcanons have
~ been submltted ' :

: Section '1‘

_Employees w1ll be 01ven the option of re receiving twenty one (’)1) or twenty-51x (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 of the,
school year. Once the preferred payment option is selected. it w111 remain in place for

’ the entire school year. _ : :

" Section 2. o
. The lonoevity pay Scheduie will be as follows:

- Atthe end of five (5) years of seniority One Hundred Flfty Dollars ($150 OO) sha]l be
- paid. ‘This is to continue through the 10th year. :

_ Attheend of ten (10) years of semonty One Hundred Flfty Dollars ($150.00)
additional to the above shall be pald (Total $300 OO) This is to continue through the
- 15th year _ : '

- Atthe end of fifteen (15) yea;rs of seniority One Hundred Flfty ($150 OO) add1t10na1 to
| the above shall be pald (Total §450.00.) _

- Longev1ty will be pa1d to-each employee on the first paycheck in July of each yeér.
- 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,
~ layoff by Board action up to one (1) year maximum shall be included for purposes of
calculatlnc longevity.

M

Terminal Pay A p.articipating terminal pay program shall be initiated as follows:
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Employees-' upon terlnination of employment, will receive a terminal leave payment of
S1xty Dollars ($60.00) per year of accumulated seniority. An employee must have a
minimum of ten (10) years semonty to qualify. o

In lieu of the above an employee may choose fo participate in the terminal pay program: '

, 1 The employee upon termination of employment -will receive a termmal leave
* payment of Sixty Dollars ($60.00) per year of accrued semonty for the first ten -
_(10) eontmuous years

2. After ten (IO)yeafrs 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) yea.rs of semonty the Board will match up to a maximum of
One Hundred Twenty Dollars ($120.00) per fiscal year deductions for tax shel-
; tered annuities.

Sgc_tm

Instructional Technicians will not be required to malke 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- serv1ce and staff development opportunities
made available for their. pammpatlon :

Section 3.
“The District hereby agrees to maintain full time status for the two employees considered

“full-time” at the date of ratification 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 T uly 1, 2005 through June 30,
2008 and shall continue in full force and effect from year to year thereafter unless written
notice of desire to cancel or terminate this Agreement is served by elther party upon the
- other at least ninety (90) days pnor to date of expxratlon -

RICHMOND COMMUNITY SCHOOLS TEAMSTERS STATE COUNTY AND

.‘ BOARD OF EDUCATION - MUNICIPAL WORKERS LOCAL 214 -
- By: ;M D/j})l W /)ﬁ{i/
 By: - By
Dated: '/'1/2'6 /d& : Dated: 7 "'é?o -0G
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