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ARTICLE 1
Agreement
This agreement is made and entered into this July 1, 2025, by and between the Dickinson-Iron
Intermediate District Board of Education, hereinafter referred to as the “Board” or “Employer” and the
Dickinson-Iron Intermediate School District Special Education Aides, Technical Education
Paraprofessionals, Early Childhood Assistant/Associate Classroom Coordinators and Early Childhood
Lead Classroom Coordinators “DIISD ESP II”/MEA-NEA hereinafter referred to as the “Association” or
“Union” or “DIISD ESP 11”.
PREAMBLE
WHEREAS, the Board and the Association recognize their rights and obligations pursuant to the
Michigan Public Employment Relations Act, Act No. 336 of the Public Acts of 1947 as amended; and
WHEREAS, the Board and the Association have entered into good faith negotiations and reached
Agreement upon wages, hours and other terms and conditions of employment; and
WHEREAS, both the Board and the Association desire to establish cooperative and harmonious
labor relations founded upon a mutually agreeable contractual relationship;
THEREFORE, the Board and the Association do hereby set forth and record this Master Agreement

as their express and entire contractual commitment.
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ARTICLE 2

Recognition

A. Bargaining Unit Defined

The Board hereby recognizes the Association as the sole and exclusive bargaining representative
as defined in Section II of Act 336, “The Public Employment Relations Act” as amended, for all
employees (full-time and regular part-time), who are within the appropriate bargaining unit described and
defined classifications as: ASC 0-12 (Assistant classroom coordinators), ACC+13/SE/TE aides and
paraprofessionals (Associate Classroom Coordinators, Technical Education Paraprofessionals, Special
Education Aides), CC, HV (Classroom Coordinators, Home Visitors), BA/BS CC, HV (Classroom
Coordinators or Home Visitors with a Bachelor degree per Head Start Standards) but excluding the
secretary to superintendent, school services, custodians, head maintenance, certified occupational
therapist assistant, certified physical therapist assistant, systems operator, substitutes, supervisors and all
other employees.
B. Employees

Unless otherwise indicated, use of the term “employee” or “bargaining unit member” hereinafter
in this Agreement shall refer to all members of the above defined bargaining unit. Any new employee
hired to fill a position that falls into one of the categories of the Recognition Clause will be instructed at
the time of hire that the position is an Association position and that the terms and conditions of Article 3,
Professional Responsibility, of this agreement shall prevail for the position after completion of the
probationary period. This provision would require either membership in the Association or the payment
of a Service Fee as a condition of employment. New employees are probationary for a period of ninety
(90) workdays and are not covered by the provisions (other than wages and health insurance) of this
contract. If employment is continued, the terms and conditions of this agreement begin on the ninety-first
(91%") workday. Any days taken for sick, vacation or personal leave are not counted in the number of

probationary days.
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ARTICLE 3

Association Security and Membership

A. Membership

Membership in the Association is voluntary and shall comply with all State and Federal laws and
regulations in accordance with the terms and conditions found in this Article.

The Association will give written notification annually to the DIISD indicating their officers prior
to the start of the school year or within 30 days of a change.

The Employer shall notify the Association Treasurer of all newly hired employees and their ISD
email addresses.
B. Notification

The Board agrees to send or present each newly hired employee with a copy of the current Master
Agreement along with the individual employee data sheet.
Upon appropriate written authorization from the bargaining unit member, the Board shall deduct from the
wages of any such bargaining unit member and make appropriate remittance for Financial Service
programs and annuities, insurance programs not fully Board-paid, financial institutions savings bonds,
charitable donations, contributions or any other plans or programs jointly approved by the Association
and the Board, but not more than the computer payroll program allows.
C. Discipline or Discharge

No non-probationary employee shall be disciplined without just cause. The term “discipline” as
used in this Agreement includes written documented verbal warnings; reprimands; suspensions with or
without pay. The grounds for discipline will be presented in writing to the bargaining unit member. The
Board reserves the right in certain circumstances, depending on the nature of the unacceptable conduct at
issue, to determine that a first offense could be one for which the staff members could be discharged.
Accordingly, the nature of the incident itself determines whether normal progressive steps of discipline
are to be followed and the process accelerated at the discretion of the Board.

Written warnings or reprimands or suspensions will be given in the form of a formal letter with

the full signature of the administrator taking the action. A copy of a written warning or reprimand or
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suspension shall be given to the bargaining unit member. This provision does not preclude the
administration from making a record of a verbal warning to document a discussion of a problem prior to
issuing a written warning.

An employee who wishes to take exception to a written disciplinary action must respond in
writing and shall present a copy of the letter to his/her appropriate administrator no later than five (5)
business days following that date on which the discipline was imposed. Such response shall be placed in
the employee’s personnel file, together with a copy of the written disciplinary actions issued by the
administration and/or Board. An employee who files as exception shall not be precluded from also
seeking relief through the grievance procedure or other remedy.

A bargaining unit member shall be entitled to have present, a representative of the Union during
any meeting which will or may lead to disciplinary action by the Employer. When a request for such
representation is made, no action shall be taken with respect to the employee for a maximum of twenty-
four (24) hours or until such representative of the Union is present (whichever comes first). In serious
cases the Board will advise the Association of the need for immediate representation. Should disciplinary
action be likely to occur at a given meeting, the bargaining unit member shall be advised immediately of
said possibility.

The concept of progressive discipline is acknowledged. Progressive discipline may include:

1. Verbal warning with written recap including signatures and dates by the employee and

supervisor/administrator, following a discussion of the situation.

2. Written reprimand by Supervisor/Administrator.
3. Suspension with or without pay.
4. Dismissal for just cause.

The parties recognize that the severity of an offense may provide just cause for the acceleration of
the above progressive discipline. The Board has the right to suspend with or without pay during the

investigation or place the employee on paid or unpaid Administrative leave.
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ARTICLE 4

Emplovee and Association Rights

A. Right to Organize

Pursuant to the Michigan Public Employment Relations Act, as amended, the Board hereby
agrees that an employee, as defined in Article 2, shall have the right to freely organize, join, and support
the Association for the purpose of engaging in collective bargaining or negotiation and other concerted
activities for mutual aid and protection.

The Employer undertakes and agrees that it will not discriminate against any bargaining unit
member with respect to hours, wages, or any terms or conditions of employment by reason of his/her
institution of any grievance, complaint, or proceeding under this Agreement, or otherwise with respect to
any terms or conditions of employment.

Nothing contained within this Agreement shall be construed to deny to any employee rights
he/she may have under the Michigan General School Laws or other applicable State or Federal laws or
regulations. The rights granted to bargaining unit members hereunder shall be deemed to be in addition to
those provided elsewhere.

Non-discrimination

The Employer and the Union agree that it will in no way discriminate against or between
employees covered by this Agreement because of their race, creed, religion, color, national origin or
ancestry, age, sex, marital status, or qualified disability.

The Association and the Board feel that the private and personal activities of bargaining unit
members outside the work site are their own concern provided:

1. Such private and personal activities are not the subject of legal investigation/intervention

which would potentially be harmful or cause undue controversy to the DIISD.

2. Such private and personal activities do not adversely affect the work performance of the

bargaining unit member.

3. Such private and personal activities do not reflect negatively on the DIISD and its

programs.
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B. Use of Facilities

The Association and its representatives shall have the right to use the school facilities for
meetings when not conflicting with pre-scheduled activities, except during the employee's work day as
stated in this contract. No charge shall be made for the use of the building. All arrangements for building
use shall be made through the building administrator concerned or other authorized personnel. The
Association will comply with DIISD Policy #7510 adopted in April 1997.
C. Equipment

The Association shall have reasonable use of office equipment. The Association shall pay for the
actual cost of all materials and supplies incident to such use. Use of such equipment for Association
business is not to take place during work time. No equipment shall be taken from the building without
administration permission. Any use of school equipment including telephones, computers and internet
will be consistent with the District’s policies and acceptable use agreements.
D. Emergency Business

The duly authorized president or their designee in the absence of the president shall be granted
time to transact official Association business during the workday only in case of emergency. Emergency
is defined as Association business that cannot be conducted outside of the normal workday. No official
shall leave his/her classroom or post without obtaining prior approval of the appropriate administrator.
E. Mail

The Association shall have the right to post notices of activities and matters of Association
concern at designated bulletin boards in each building or facility to which employees may be assigned.
The Board shall allow utilization of the present school mail delivery system for Association usage,
consistent with the District’s policies and acceptable use agreement.
F. Information

The Board agrees to furnish public records to the Association in response to reasonable requests
for public information under the Public Employment Relations Act and the Freedom of Information Act.
The Board also agrees to furnish information such as records concerning the district’s financial resources

and other such information as will assist the Association in preparing for grievance and negotiations. The
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Board will furnish the Association president with the same agenda and public information attachments as
is available for any citizen, as soon as it becomes available for distribution. The Board or its
administrative designee may request relevant information from the Association.

G. Negotiations

Negotiations between the Association and Board shall not take place during the work day except
with permission of both the Association and the Board.
H. Personnel Files

The Board and Association agree that all employment related use of Association member’s
personnel file(s) shall comply with State and Federal laws, rules, and regulations that apply, and
specifically the Freedom of Information Act. Written permission must be obtained from an employee
before the Association has access to their personnel file. Under the Public Employment Relations Act,
however, employee medical records shall not be provided to the Association without a completed HIPPA
compliant authorization. If an Association request for a member’s personnel file is made under the FOIA,
the employee will be notified. An employee will have the right to review the contents of all records of the
Employer pertaining to said employee originating after initial employment, and to have a representative
of the Union accompany him/her in such review.

Complaints originating after initial employment will not be placed in an employee’s personnel
file unless the employee has had an opportunity to review the material. All adverse material, with the
exception of items barred through PA 189, shall be kept in the personnel file for up to 4 years at the
discretion of the employer pursuant to the Employee Right to Know Act, MCL 423.501.

L Assault of Employee

Any case of assault upon an employee and/or an employee’s property shall be promptly reported

to the Employer. The Employer shall promptly render all reasonable assistance to the employee, when

possible, to prevent injury and loss of property.
J. Personal Property

The employer shall reimburse the employee for loss, damage or destruction of necessary
personal property, i.e. glasses, provided such damage occurred on school property or while on a

7
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school sponsored activity and was not occasioned by the negligence of the employee. The
reimbursement amount will be determined by the district on a case by case basis, after applicable
insurance payment, and with proper documentation, i.e. receipts, invoice, or statement.

K. FOIA Request

In the event that the District receives a FOIA request for the personnel file(s) of any ESP 11
bargaining unit member, or any portion thereof, the District shall immediately provide the following to
the affected ESP II bargaining unit member and to the Association President:

1. A copy of the FOIA request;

2. The District shall take the maximum time allowable by law to respond to a FOIA request
to allow the ESP II bargaining unit member and/or Association the opportunity to take
whatever legal action is available to bar disclosure of any or all of the requested
document(s).

3. One copy of the response will be provided.

All student communications obtained by an employee and all student record information shall not
be disclosed by the employee unless said employee is authorized to and except to those persons so
authorized by law or federal or state regulation and district policy.

L. Ownership/Intellectual Property Rights

All property and copyrightable work of any type or nature whatsoever prepared solely or in
collaboration with others by employees within the course of their employment by the Board is the
property of the Board. No syndications or sale of the copyrightable material may be made by the
employee without the express release of all creators and the Board. For the mutual protection of the
Board and the Association, ISD equipment, property, and/or materials are not available for private
enterprise at any time, and shall not be disclosed, transferred or donated for use outside the ISD, without
written permission of the Superintendent or designee. The Employer hereby agrees to defend, indemnify,
and hold the bargaining unit member harmless against any and all claims, demands, causes of action, and

judgments (including reasonable attorney’s fees) arising out of the Employer’s use of the materials.
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ARTICLE 5

Rights of the Board

A. Authority

Nothing contained herein shall be considered to deny or restrict the Board of its rights, responsibilities,

and authority under the Laws of the State of Michigan and the Federal Government of the United States.

Except as stated by this Agreement, all the rights, powers, and authority the Board had prior to this

Agreement are retained by the Board. It is expressly agreed that all rights which ordinarily vest in and

have been exercised by the Board, except those which are relinquished herein by the Board, shall continue

to vest exclusively in and be exercised exclusively by the Board without prior negotiations with the

Association either as to the taking of action under such rights or with respect to the consequence of such

action during the term of this Agreement. Such rights shall include by way of illustration and not by way

of limitation, the right to:

1.

Executive management and administrative control of the school district, its properties,
equipment, facilities and operations;

Hire all employees, determine their qualifications and the conditions for their continued
employment, evaluate their performance, and direct the activities and work of its
employees;

Assign, transfer, promote, demote, discipline, suspend and/or discharge employees;
Determine the size of the work force, positions of employment, job descriptions, and
whether to expand or reduce the work force and/or create, eliminate or modify positions
of employment;

Establish, continue or revise policies and/or rules and regulations regarding the conduct
and behavior of its employees, the manner and method of performing work and the
procedures for administering and accounting for employee attendance and use of
benefits;

Establish, modify, change, reduce or cancel any work hours, work days, business hours,

business days, school days, and/or school schedules, calendars and hours of operations;



229

230

231

232

233

234

235

236

237

238

239

240

241

242

243

244

245

246

247

248

249

7. Determine the services, supplies and equipment to conduct its operation, including the
distribution thereof.

8. Determine the standards of operation and performance and determine the means, method
and processes of performing and/or accomplishing the work to be done including the
assignment and distribution of tasks and work among the work force of the school
district, contracting with any other person or business entity and/or the use of volunteers.

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

10. Determine the financial policies, including all accounting procedures, and all matters
pertaining to public relations and determine the size of its administrative organization, its
functions authority, amount of supervision and table of organization.

The matters contained in this Agreement and/or exercise of any such rights of the Board are not
subject to further negotiations between the parties during the term of this Agreement without the mutual
consent of the parties. The failure of the Board to exercise any of the rights enumerated herein during the
term of this Agreement is not considered a forfeiture of such rights.

The exercise of the foregoing powers, rights, authority, and responsibilities by the Employer, the
adoption of policy, rules, regulations, and practices in furtherance thereof and the use of judgment and
discretion in connection therewith shall be limited only by the specific and expressed terms of this
Agreement provided such specific and expressed terms are in conformance with the Constitution and laws

as amended of the State of Michigan, and the Constitution and laws of the United States.

10
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ARTICLE 6

Grievance Procedure

A. Definition

Employee(s) or the Association may file a grievance if the employee(s) claim there has been a
violation of the provision(s) of the agreement. Such claim of a violation will be processed as hereinafter
provided.
B. Levels

Informal Level 1:

The affected employee(s) or the Association shall request and conduct a meeting with the
immediate supervisor, does not refer to lead teacher or center director, and department director in an
effort to resolve the complaint within ten (10) business days following the alleged violation of a
provision(s) of this agreement. Business days are defined as the days the main office building of the
DIISD is open for business. The Association shall be notified by the grievant and a representative thereof
be present if available with the employee(s) at such meeting. If the grievant or Association's satisfaction
is not met with the result(s) of the meeting, he/she/they may formalize the complaint in the form of a
written grievance within five (5) business days of the meeting.

Formal Level 2:

The written grievance shall be forwarded to the Superintendent within five (5) business days of
the meeting conducted in Level 1. The grievance shall contain a description of the alleged contract
violation including the contract article(s) the section(s) and the provision(s) allegedly violated. Within
fifteen (15) business days after the written grievance has been so submitted, the Superintendent, or his/her
designee, shall meet with the Association on the grievance. The Superintendent, or his/her designee, shall,
within five (5) business days after the conclusion of the formal Level 2 meeting, render a written decision
thereon with copies to the affected grievant and the Association.

Formal Level 3:

If the grievant or Association is not satisfied with the disposition of the grievance by the

Superintendent or his/her designee, or if no disposition has been made within five (5) business days of the

11
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formal Level 2 meeting, the grievance shall be transmitted to the Board by filing a written copy thereof
with the secretary or other designee of the Board. The Board, or a committee thereof, no later than its next
regular meeting, or two (2) calendar weeks, whichever shall be later, may hold a hearing on the grievance
with an Association representative. Disposition of the grievance, in writing, by the Board, or Board
committee, shall be made no later than seven (7) business days after the hearing to the grievant(s) and the
Association.

Formal Level 4:

If the Association is not satisfied with the disposition of the grievance by the Board at Level 3, or
if no disposition has been made within the period provided above, appeal may be taken to an impartial
arbitrator, provided the grievance involves a violation of a provision(s) of this Agreement. Such appeal,
to be effective, must be taken within fifteen (15) business days of receipt of the answer from Level 3 of
the grievance. The parties agree to utilize the services of the American Arbitration Association. The
arbitrator shall be limited to deciding whether the Board has violated the expressed provisions of the
agreement as written, and the arbitrator’s award shall be final and binding upon the parties. In addition to

other restrictions in this Article, the arbitrator shall have no power to;

1. Add to, subtract from, or otherwise modify the expressed terms and conditions of this
Agreement.

2. Rule on an issue barred from the scope of the grievance procedure.

3. Establish wage scales.

4. Rule on any matter involving a probationary employee including but not limited to the

termination of services or failure to re-employ any probationary employee for other than
contract procedural violations.

5. Issue a back pay award for any amount in excess of lost hourly pay rates nor for a period
to exceed twenty (20) days prior to the date the grievance was filed.

6. Rule on an issue involving employee evaluations.

7. Interpret law or issue a ruling on a subject where there is a procedure prescribed under

law for seeking relief (e.g. Wage and Hour, E.E.O., M.E.R.C,, etc.).

12



304 8. Rule on an issue involving the content of an employee’s evaluation.

305  The fees and the expenses of the arbitrator shall be paid by the loser as determined by the arbitrator.
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ARTICLE 7

Continuity of Operations

A. Both parties recognize the desirability of continuous and uninterrupted operation of the
instructional program during the normal school year and the avoidance of disputes which threaten to
interfere with such operations. The Association shall not, directly or indirectly, engage in or assist with
any strike in the District as defined by Section I of the Public Employment Relations Act. The Board
agrees that it will not, during the period of this Agreement, directly or indirectly, engage in or assist in
any unfair labor practice as defined by Section 10 of the Public Employment Relations Act. The Board
may pursue other legal remedies related to violation of this paragraph.

B. When an act of God, or a Board directive, forces the closing of a school or other facility of the
Board, the bargaining unit members working in that particular building or location shall be excused from
reporting to that facility without loss of pay. If the District/Department/Program(s) that the employee is
assigned to is required to make up the day/time because of program mandates, those employees shall be
required to work, with or without pay, and this provision shall not be grieve-able. If it is necessary to
send students home on a given day, it will be the prerogative of the administration to determine if
bargaining unit members will be released immediately or within a reasonable amount of time.

C. Notification of Closure

If it is necessary to close school in the event of severe inclement weather, or when otherwise
prevented by an act of God, notification will be through local media outlets. The staff will be notified of
which outlets the departments will utilize at the departmental back to school in-service. When the ISD
program/ assignment of the ESP II bargaining unit member for that day is canceled and/or closed due to

the above conditions, employees will not be required to report for duty.

14
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ARTICLE 8

Negotiations Procedure

A. Negotiation Time

A reasonable time prior to the expiration of this Agreement, upon request of either party, negotiation
will be undertaken for an Agreement covering at least the next contractual year.
B. Negotiations

Neither party in any negotiations shall have any control over the selection of the negotiating or

bargaining representatives of the other party. The parties mutually pledge that their representatives will be
clothed with all necessary power and authority to make proposals, consider proposals, and make
concessions in the course of negotiations. A final agreement shall be executed with ratification by the
Association and the Board of Education.
C. Agreement

There shall be two (2) signed copies of any final agreement. One (1) copy shall be retained by the Board
and one (1) by the Association. The signed Agreement shall be posted on the District’s Budget and
Transparency website with ten (10) business days after the Agreement is signed. Employees covered
under this bargaining agreement may use district resources to produce copies of this agreement at no cost
to the employee nor the Association

The District’s policy manual is available online at www.diisd.org. An email notification of

updated policies when posted on the DIISD website shall be sent to all staff.
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ARTICLE 9

Work Year, Work Week, Work Day

A. Work Year

The work year for all bargaining unit members shall be determined by the Board with break
periods, holidays, and school vacations and dependent on the needs of the ISD program. The normal
work year shall be July 1 through June 30.

B. Work Week/Work Day

The work week and work day shall annually be determined by the Board. The work week for all
bargaining unit members shall consist of a seven day calendar period of Friday through Thursday for
purpose of payroll except as may be interrupted by a holiday, paid or unpaid leave, or other break
pursuant to this Agreement.

Base contractual hours will be set and sent to the employees no later than ten (10) working days
after the start of the employee’s school year. Any change in base contractual hours will be revised in
writing within ten (10) working days of the change and a copy given to the employee.

C. Lunch Periods

Lunch periods and breaks shall be scheduled and approved by the appropriate supervisor. Lunch
periods may be paid or unpaid depending upon department requirements as in the past. Any bargaining
unit member assigned and performing work duties during their lunch period will receive their regular rate
of pay.

D. Emergency Call-In

A minimum of one (1) hour shall be credited to an employee called in for an emergency situation,
even if less time is worked by the employee. In such an emergency situation, the employee will only be
required to deal with the emergency situation, with minimal other duties, if required.

E. In-Service

In-service training opportunities shall be offered to all employees as determined necessary by the

Administration to fulfill the requirements of their job.

F. Overtime

16
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Prior administrative approval is required for all overtime options and requests.

1. Overtime, above 40 hours, of actual work time (excluding pay for time not worked) in a
given week shall be compensated: a) at the rate times one and one-half (1 '4) of regular
hourly pay or b) in lieu of monetary overtime compensation, a bargaining unit member
must provide a written request for receiving prior administrative approval of overtime
(over 40 hours per week) in order to receive compensation time off at a rate of not less
than one and one-half (1 }2) hours for each hour of employment for which overtime is to
be compensated.

2. Any time worked over contract hours (40 hours or less) shall be compensated for a) at
straight hourly rate of pay or, b) straight compensatory time at the employee’s choice.

All compensated time as described in #1 and #2 will be paid or used prior to the next payroll

period.
G. Flex Time
Flex time will be granted to the ESP II bargaining unit member for all required work duties
performed outside of the normal scheduled work time according to their job description, with prior
approval from the appropriate administrator. Flex time shall be reported to the appropriate administrator
and will be utilized only after flex time is earned and must be utilized within the next two week pay
period.
H. Compensation

All compensation should be spread utilizing one of two options. The employee may choose to
have their pay spread evenly starting with the first pay of the school year and ending with the date June
10™, or they may elect to add five pays to their last period. For example, an employee could pick 19 or 24
pays if their schedule spans over 19 pay periods. Pay periods for the bargaining unit members’ option will
be on a semi-monthly basis being paid on the 10" and 25" of each month. If the 10 or 25" of the month
falls on a weekend or holiday, the pay date will be the business day before the 10" or 25", The bargaining
unit member shall notify the district of their choice of pay periods on a form provided by the district

before the first payroll of the school year. Once the pay selection period has been elected by the
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bargaining unit member, he/she shall continue with the option selected for the remainder of the year.
Newly hired employees shall select the option upon being hired.

Pursuant to any applicable wage and hour requirements, an employee may only elect to spread
their pay over 24 pay periods when their minimum hourly rate paid out in the semi-monthly period does
not fall below the legislated minimum wage in place at the time of the pay period. Semi-monthly payroll
of 24 pays will start 7/1/2023.

L Emergency Assignments

Emergency assignments are defined as immediate and unforeseen activities which are subject to
very limited district timelines or deadlines, as determined by administration and issued with prior
administrative approval. Emergency assignments may occur during the school year and may be assigned
by the administration as determined by the acute needs of the district. Emergency assignments may be
assigned up to a limit of 8 hours in any given work week. Emergency assignments accepted by a
bargaining unit member will not constitute credit toward additional or increased insurance benefits or

eligibility. The provisions of this section are not grieve-able.
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ARTICLE 10

Conditions of Employment

A. Miscellaneous

1.

Any employee working in more than one (1) classification or holding two (2) part-time
positions within one (1) classification shall have a determination made at the start of each
year and defined in their employment contract, as to their primary and secondary job
classification and department classification. Primary job classification is defined as
performance of duties within a specific job description for more than 50% of their normal
workweek. Secondary classification is defined as performance of duties within a specific
job description for less than 50% of their normal workweek. The employee shall receive
pay according to the appropriate rate of pay within their primary departmental job
classification and related job description for all work performed.

No employee shall be required to work in a facility alone beyond normal working hours
or during any period when the building is normally closed.

Bargaining unit members shall not be required to work under unsafe or hazardous
conditions or to perform tasks, which endanger their health, safety, or well-being based
on state and federal OSHA standards.

Proper training and instruction in regard to the operations of equipment and job-required
tasks including proper lifting procedures, administration of medicines, proper medical
procedures, and disposal of dangerous substances will be made available to all
employees.

The Employer shall support employees with respect to the maintenance of control and
appropriate behavior management of students/children.

The Employer shall provide for reimbursement for the cost of
licenses/certificates/physicals or the renewal of the listed licenses/certificates/physicals
required for the bargaining unit member after initial hire which are required by the

program. The following renewals are covered under this provision:
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Special Education/Early Childhood Employees (if required)

a. Renewal of CDA
b. TB test (health department)
c. Hepatitis B series
d. CPR & First Aid training
e. Chest X-ray if required and not covered by health insurance
7. The Employer shall provide insurance coverage for all employees that provide

transportation, with prior administrative approval, for students in their private cars.

8. The Employer shall provide the proper forms and directives for all type of reimbursable
expenses such as mileage for home visits, mileage for other approved purposes. All
requests for reimbursement shall be submitted to the appropriate department office by the
15" day of the month following the month in which the expenses were incurred or in the
case of June expenses five (5) business days prior to the last day of the fiscal year (June

30™).
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ARTICLE 11
Seniority
A. Seniority Defined
All employees shall hold dual seniority dates: Classification seniority and Unit seniority.
1. Classification seniority shall be defined as the length of continuous service as a
bargaining unit member within a specific job classification/position within a specific
department. Currently, seniority shall be applied and earned in one of the following
classifications: Special Education Aides, Technical Education Paraprofessionals, Early
Childhood Assistant, Associate Classroom Coordinators, Classroom Coordinators, and
Home Visitors. Classroom Coordinators and Home Visitors hired prior to 07/01/2019
hold seniority as both Classroom Coordinators and Home Visitors and continue to gain in
both classifications. Classroom Coordinators and Home Visitors hired after 07/01/2019
gain seniority only in the classification as assigned. Such seniority shall reflect all full
days or pro-rata portion thereof worked in that classification.
2. Unit seniority shall be defined as the length of continuous service as a bargaining unit
member from the first day of work. Seniority placement shall be determined by date of
hire prior to the 2001-2002 school year plus actual years of service including pro-rata
credit beginning with the 2001-2002 school year.
3. In the event that more than one individual bargaining unit member has the same starting
date of work and pro-rate credit, position on the seniority list shall be determined by
drawing lots (10) business days of the date of hire with a union representative present.
Classification and Unit seniority shall begin for newly hired bargaining unit members from the
bargaining unit member’s first work day immediately following the completion of the ninety-day
probationary period (ninety-first (91%) work day, with the exception of temporary employees.
B. Full and Part Time Status

Full-time status is based on an 1110 hours per year of the program in which the employee is

assigned.
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Part-time employees shall accrue seniority on a prorated basis based on 1110 hours, beginning
with the 2001-2002 school year. Time worked as a substitute shall not count toward seniority or
completion of the probationary period.

C. Probation

Probationary employees shall have no seniority until the completion of the probationary period,
which shall be a period of ninety (90) workdays. Upon the completion of the probationary period, the
bargaining unit member shall be entered on the seniority list of the unit and shall rank for seniority from
his/her first workday. Any days taken for sick, vacation or personal leave are not counted in the number
of probationary days.

D. Seniority List

The Board shall prepare, maintain, and make available the seniority list. The seniority list and
subsequent revisions shall be furnished to the Association on a timely basis, but not later than October 1
of each year. Employees shall have thirty (30) days from the posting of the list to verify that their
seniority is correct. After the thirty (30) day period, the seniority list shall be approved and not subject to
the grievance procedure. From this time forward, only revisions to the current year's list are subject to the
grievance procedure for a period of thirty (30) days following the yearly posting.

E. Board Approved Leave

An employee on a Board-approved unpaid leave of absence shall retain all earned seniority, but

shall not accrue additional seniority while on such leave.
F. Seniority Lost
An employee’s seniority and employment relationship with the School District shall terminate for

the following reasons:

1. If the employee quits or retires.
2. If the employee is terminated for just cause.
3. If the employee is absent for four (4) consecutive working days without properly

notifying the School District.

4. If the employee fails to report to work within ten (10) working days following
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notification of recall unless an extension is granted by the employer.

5. If the employee fails to return on the required leave date following a leave of absence or

vacation without notice and without explanation.

6. An employee’s layoff exceeds two (2) years.

7. If the employee is convicted of a listed offense(s), in the SORA (Sex Offender’s

Registration Act) including any future amendments of SORA.

An employee transferring to a non-bargaining unit position shall have their seniority frozen for a
one-year period. After this one-year period he/she will be removed from the Association seniority list.
G. Inactive Seniority

Seniority in a classification will be frozen (inactive) when an employee is assigned to a different
bargaining unit classification. Frozen (inactive) seniority shall be used for the purpose of layoff, and
recall. If an employee returns to a classification, seniority shall continue to accrue in that classification.
Seniority will be frozen during periods of layoff and shall resume accrual if an employee returns from
layoft.

H. Transferring Seniority
Bargaining unit members transferring to another classification shall begin to accrue seniority in

the new classification.
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ARTICLE 12

Vacancies, Transfers, and Promotions

A. Vacancy Defined

A vacancy shall be defined as a newly created position or a present position that is to be filled as
determined by the Board and is an unoccupied position the Board intends to fill for which there is no
qualified person who is not assigned. A position vacant as the result of an approved leave of absence is
not a vacancy. Applicants on a plan of improvement at the time of a posting will not be considered
qualified applicants.
B. Vacancy Posting

All vacancies shall be emailed to all ESP Il members with Association President cc’d.
Internal vacancies shall be open for a period of two (2) workdays. Said posting shall state the type of
work, classification, and minimum requirements of the position.
C. Vacancy Notification

Interested bargaining unit members may apply in writing/email to the Superintendent, or
designee, within the two (2) day posting period.
D. Award of Vacancies

Vacancies shall be filled with the most senior, qualified applicant from within the affected
classification who possesses the necessary job skills to perform the work and can effectively and
efficiently perform all of the minimum job requirements of the position without training as determined by
the Board. Should no bargaining unit member from the affected classification apply, the vacancy shall
then be filled on a 30 workday probation period by the most senior, applicant from the other classification
on the basis of experience, competency, job duties, and qualifications, and other relevant factors as
determined by Administration. If there are no qualified applicants from within the bargaining unit, the
Board has the right to advertise and fill the position from outside the bargaining unit. All staff will be
place on the grid based on the number of years worked and/or granted to the classification.
E. Transfers

Employees may be involuntarily transferred. Involuntary transfers will not be made on an
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arbitrary or capricious basis. Involuntary transfers shall be governed by seniority and qualifications and
will be made only in case of emergency, as determined by the Board of Education, or to prevent undue
disruption of the instructional program. The Superintendent or his/her designee shall notify the affected
employee and the Association President of the reasons for such transfers. Transfers between
classifications within the bargaining unit will be considered at the discretion of the Administration. If the
bargaining unit member is interested in a voluntary transfer, he/she should complete a “Change of Status”
form indicating the transfer that is being applied for. To be considered for transfer to a new classification,
the bargaining unit member must meet the minimum qualifications for the vacancy being applied for as
defined in the job description. All staff will be place on the grid based on the number of years worked
and/or granted to the classification.
F. Trial Period

Bargaining unit members who request a transfer through a change of status form will be required
to complete a minimum of ten (10) working days in the new assignment, if selected for the position.
Bargaining unit members transferring from one classification to another shall retain his/her seniority.
Seniority in the previous classification shall be frozen and the employee shall be placed at the bottom of
the seniority list of the new classification. The bargaining unit member shall not have the right to return
to his/her former classification after the trial period unless a vacancy exists. If the bargaining unit
member returns to his/her former classification for any reason, he/she shall retain the seniority held in the
previous position. A trial period of sixty (60) workdays, exclusive of sick days, holidays and personal
leave, will commence starting with the first day the bargaining unit member begins working in the new
classification, unless hired during the summer recess, the period will begin the first day of school. The
bargaining unit member should bring to the job the skills and experience necessary to perform the
minimum job responsibilities of the new position. If at any time during the sixty (60) working days, but
after the ten (10) working day minimum trial period, the bargaining unit member is unable to demonstrate
ability to perform the work required, or at the option of the affected bargaining unit member, the
bargaining unit member shall be returned to his/her previous assignment. During the trial period the

bargaining unit member shall be paid at the appropriate rate for the new job classification. The
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administration’s return of a bargaining unit member to his/her former classification will not be considered
grieve-able under this Master Agreement.
G. Filling Trial Vacancies

Administration may fill the vacancy created by the bargaining unit member during the sixty (60)
day workday trial period without posting until it is determined whether the bargaining unit member has
successfully completed the trial period. If the bargaining unit member does not successfully complete the
trial period, the administration shall post the vacancy created. Should the bargaining unit member fail to
successfully complete the trial period or decide not to accept the position, he/she shall return to his/her
former position.
H. Temporary Employees/Long Term Substitutes
When a temporary vacancy (less than 90 workdays) occurs and it cannot be filled from within the
Association, the individual hired to fill the temporary vacancy will be employed at a wage rate as
determined by the Board not to exceed Step 2 of the wage rate for the vacancy. Temporary employees are
not covered by this agreement. After working a total of ninety (90) consecutive workdays, a temporary
employee falls under the terms and conditions of this Agreement and begins to serve a probationary
period of ninety (90) additional consecutive workdays. The employee may pay dues or service fees,
based on the employee’s voluntary choice, to the Association upon completion of the probation and
subject to Article 3D. A long term substitute who replaces an employee out on an approved leave of

absence is not covered by this agreement.
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ARTICLE 13

Reduction in Personnel, Lavoff, and Recall

A. Definition

Layoff shall be defined as the reduction in the workforce as determined by the ISD. No
bargaining unit member shall be laid off pursuant to a necessary reduction in the work force unless said
bargaining unit member has been notified in writing of said layoff at least ten (10) workdays prior to the
effective date of the layoff. A copy of layoff notices will be provided simultaneously to the Association
president.
B. Order of Layoff

Probationary employees shall be laid off first within the affected classification. Seniority
employees shall be laid off in seniority order by classification, with the least senior employee being laid
off first, within the affected classification, provided that the remaining employees are fully qualified to
effectively and efficiently perform all of the minimum job requirements of the remaining position(s)
without training, in the opinion of the ISD. In the event an employee’s job is either eliminated or
reduced in hours by at least ten percent (10%), he/she will be allowed to bump the employee with the
least amount of seniority in his/her classification in order to maintain hours to qualify for benefits under
this Agreement. If there is no employee with less seniority in his/her classification that the affected
employee can exercise his/her bumping rights, then said employee shall be allowed to bump the least
senior employee in other classifications provided they presently qualify and are able to do the work of the
employee being bumped as stated above with the appropriate wage adjustment to the grid. The affected
employee has three (3) business days from the date of receipt of the layoff notice to inform
Administration in writing of their intent to exercise their rights to displace. In the event a bargaining unit
member exercised his/her seniority rights during a layoff to displace another bargaining unit member in
accordance with these procedures, he/she shall be given thirty (30) working days to demonstrate his/her
ability to perform the tasks of the new position as determined by evaluation. If at the end of the trial
period they are determined by Administration as not able to perform the job, they will revert to layoff

status.
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C. Recall

Laid off seniority employees shall be recalled in order of seniority within classification with the
most senior being recalled first to any position in the classification for which they are qualified to
effectively and efficiently perform all of the minimum job requirements without training in the opinion of
the Board. Bargaining unit members, who are offered a position within the same classification at the time
of notice of layoff, are obligated to accept such work. A bargaining unit member who declines recall to
equivalent work for which he/she is qualified shall forfeit his/her seniority and employment rights under
this Agreement. It shall be the responsibility of the bargaining unit member to keep the Board notified as
to his/her current mailing address.
D. Notice of Recall

Notices of recall shall be sent by certified mail to the last known address as shown on the
employer’s records. It shall be the employee’s responsibility to keep the Employer notified as to his/her
current mailing address. The recall notice shall state the time and date on which the employee is to report
back to work. Employees recalled to full-time work for which they are qualified are obligated to take said
work. A recalled employee shall be given seven (7) working days, from receipt of recall notice, to notify
the Employer of his/her intent to return to work and in fact return to work during this period if work is
scheduled. An employee who declines recall or fails to report to full-time work shall forfeit his/her
seniority rights and all recall rights. Recall rights for seniority employees shall terminate at the end of
two (2) years. Thereafter, a bargaining unit member shall lose his/her right to recall.
E. Reduction in Hours

The Board reserves the right to reduce hours and said reduction(s) will not be treated as a layoff
or opportunity for displacement except only as follows. In the event of a reduction in the work hours in a
classification of at least ten percent (10%), qualified employees in the classification with the greater
seniority may use same to displace an employee with the least seniority in their classification or any other
classification if qualified and can effectively and efficiently perform all of the minimum job requirements
of the position without training in the opinion of Administration to maintain their scheduled hours and

benefits. Employees who displace others shall receive the wage paid for the work being performed.
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ARTICLE 14
Sick Leave

A. Bargaining unit members shall be entitled to earn twelve (12) sick leave days per school year with
an accumulation of up to 1440 hours for use as sick leave. Employees working 1,600 hours or more per
school year shall be able to earn additional sick leave per school year beyond the twelve (12) days noted
above using the formula of 1 hour earned for every 14 regular work hours. This calculation will not
include special assignments or overtime with the exception of approved parent meetings. The District
shall furnish each bargaining unit member with an electronic statement at the beginning of each school
year setting forth the total sick leave credit and personal leave credit accumulated. The sick leave will
be awarded at the beginning of the year based on the days/hours verification sheets. There will be a mid-
year adjustment done within the month of January, as well as an ending adjustment in July. If a person
leaves the district’s employment and has used hours prior to working their earned time, they will be
charged for this unearned benefit. Employees will be allowed paid sick leave in accordance with law,
including the Michigan Earned Sick Time Act (“ESTA”). Sick leave may be used for any reason as stated
in the ESTA and as outlined in Appendix F and Section C below. Any rights and protections as stated in
the ESTA govern over language in this article which would be in conflict with those laws, but shall not be
construed to diminish any rights provided herein.
B. A leave of absence for a period of not more than nine (9) consecutive months will be granted to
employees who are unable to work for the School District because of a work-related injury or disease for
which the employee is entitled to receive benefits under the Workers’ Compensation Laws of the State of
Michigan and is receiving workers’ compensation payments from the School District. If the employee is
eligible for a leave of absence under the Family and Medical Leave Act (FMLA) because of a serious
medical condition, then any FMLA leave shall run concurrently with a leave granted under this Section.
Subject to the School District’s right to require medical proof, extension of the leave may be granted upon
written application, within the School District’s sole discretion. The School District may require, at any
time as a condition of continuance of the workers’ compensation leave of absence, proof of continuing

inability to perform the work for the employer. All employees returning to work from a work related
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disability leave of absence must present a physician’s certificate satisfactory to the School District
indicating that the employee is medically able to return to work and perform all essential functions of
their job. While on workers’ compensation leave of absence, the School District in its discretion may
offer the employee light work, which must be accepted by the employee as long as the work is within the
residual capabilities of the employee. Light work will be at the wages and benefits associated with the
job position being offered. The offering of light work shall not constitute a violation of any Section of
this Agreement.

Any bargaining unit member who qualified for compensation under the Michigan Worker’s
Compensation Act may elect in writing to supplement the difference between worker’s compensation and
their contractual wage with one-third (1/3) of a day of accumulated sick leave for a period of up to
seventy-five (75) school days or up until the point of exhaustion of the accumulated sick leave allowance,
whichever occurs first. Following the seventy-fifth (75%) day the bargaining unit member shall draw only
worker’s compensation.

C. Sick leave may be used for the following purposes:

1. For illness of the employee, parent, parents of spouse, sister, brother, spouse, child, step-
child, grandparents, grandchild, or member of the immediate household for which the
employee is the legal guardian.

2. Up to three (3) sick days for the birth of a grandchild.

3. Up to three (3) sick days per occurrence may be granted with administrative approval as

an extension of immediate family bereavement.

4. Up to two (2) sick days may be granted for other than immediate family bereavement.
5. The birth or adoption of a child.
6. Sick leave days may be used to cover absence due to quarantine.
D. Employees who have spent a minimum of 10 years of service in the Dickinson-Iron Intermediate

School District will be entitled to $35.00 per day for days if they have 1-100 accumulated sick days,
$50.00 per day for days if they have 101- 180 accumulated sick days. Payment shall be made in a lump

sum upon retirement provided the following is met; he/she is eligible for ORS/Public School Retirement
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System retirement and has made application to ORS, completed the required DIISD forms and submitted
forms to the Department Director a minimum of ninety (90) days prior to their effective date of
retirement.

All payments made under this Plan shall be to a 403B tax deferred annuity account of the retiree.
Dickinson-Iron ISD established a Special Pay Plan effective June 1, 2006. This permits the school system
to pay unused sick leave, or terminal pay in a 403 (b) tax advantaged manner. Participants that are 55 or
older in the calendar year of retirement may elect to withdraw funds from the Special Pay Plan without
LR.S. penalty. Eligible participants under the age of 55 are subject to a ten (10%) percent early
withdrawal penalty by the [.LR.S. Accordingly, the Dickinson-Iron ISD will make the under 55 employee
whole by paying the difference of 2.35% between the 10% early withdrawal penalty and the employee’s
7.65% savings on social security taxes if the participant decides to withdraw funds. The DIISD will make
only one early penalty adjustment per year, upon written notification from the participant of intent to
withdraw. Payments for retirement by the Dickinson-Iron ISD into the plan shall be paid no later than
July 15, on an annual basis following the date of retirement pursuant to the master agreement. Terminal
leave payment dates for staff will be determined on a case by case basis.

Request for leaves under section(s) 2 & 3 require the employee to document the need for this
leave and denial of leave under section(s) 2 & 3 are not subject to the grievance procedure. Final
approval is required from the appropriate administrator. All leaves under this section require the
employee to fill out the absence report document within 24 hours of return from such leave, and/or
comply with the FMLA documentation requirements for use of sick leave beyond five (5) consecutive

days.

E. The employee may elect to request annually in May reimbursement of up to six (6) days
of unused sick leave at the rate of $35 per day. To qualify for this reimbursement the employee
must have a minimum of twenty-four (24) days of accumulated sick leave days. The
reimbursement request form (Appendix G) is due by May 31 and will be paid on the second

payroll in June.
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ARTICLE 15
Paid Leaves

A. Personal Days

During the first year of employment, each bargaining unit member shall be credited with 72 of
their allotted personal days at the beginning of each semester to be used for the bargaining unit member’s
personal business with administrative approval and if substitutes are available. At the beginning of the
second year of employment, each bargaining unit member shall be credited with three (3) personal days at
the beginning of the school year. Unused personal days shall be allowed to accumulate to a maximum
of six (6) days in any year. Once the six (6) personal day accumulation is reached, any remaining
personal days-shall convert to sick days. A bargaining unit member planning to use a personal business
day, or days, shall notify his/her supervisor at least 48 hours in advance, except in cases of emergency.
Personal days may not be granted for days established in advance such as professional development days
or to extend vacation periods without the approval of the immediate supervisor. Personal days will be
based on the annual average contractual hours per day.
B. Non-Chargeable Leave

Leave of absence with pay not chargeable against the employee’s allowance shall be granted for

the following reasons:

1. Absence when an employee is called for jury duty service not to exceed 4 weeks. The
employee shall receive the difference between his/her regular salary received for this
service.

2. Court appearance as a witness in any case connected with the employee’s employment or
whenever an employee is subpoenaed to attend any work related proceeding. The
employee shall receive the difference between his/her regular salary and the salary
received for this purpose.

3. The Board will not be required to release an employee with pay under this provision if
the employee is a party to the action or is testifying against the district.

C. Bereavement
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A maximum of three (3) days of special leave per occurrence shall be granted for a death in the
immediate family. The immediate family consists of parent, parents of spouse, brother, sister, spouse,
child, grandparents, grandchild, or a member of the immediate household for which the employee is the
legal guardian.

D. The District shall provide a one-time additional ten (10) days of paid child care leave for the birth
or adoption of a child. This District provided time shall not be charged against any other leave held by the
employee, and shall be used prior to any sick leave, personal leave, or unpaid leave. Following the use of
the District provided leave, an employee may use sick leave or personal leave at their discretion. An
employee who does not return to employment following the use of paid leave, shall not be required to pay
the District back for fringe benefits or those benefits provided by law for any leave that was paid using
paid leave (e.g. sick leave, personal leave, or child care leave for the birth or adoption of a child).
Employees shall be allowed to resume and continue the job he/she held prior to the taking of a child care

leave. While the employee is on child birth or child care leave, he/she shall retain but is not limited to the

following:
1. The same position on the salary schedule as held when the leave was granted.
2. All rights to seniority in the bargaining unit with accrual during the leave.
3. Unused sick leave as held at the start of the leave of absence unless he/she elects to use

sick leave in place of all or part of the child birth or child care leave.
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ARTICLE 16

Unpaid Leaves
A. An employee, who is unable to perform his/her duties by reason of personal illness or disability,
including any actual disability due to pregnancy or complications from pregnancy, may request a
disability leave. Such request shall be made thirty (30) days in advance of the leave when the need for the
leave is known in advance or as soon as reasonably possible when the need for leave is not known in
advance. Upon submission of satisfactory documentation confirming the need for the leave, a leave of up
to six (6) months shall be granted. The Board, at its discretion and expense, may require the employee to
be examined by a doctor of the Board’s choice to confirm the need for the leave.
B. If the Board has reason to believe that an employee is unable to perform the essential functions of
his/her duties due to personal illness or disability, the Board may require the employee, at its expense, to
be examined by a doctor to determine the employee’s ability to perform the essential functions of the
assigned position. If the examination confirms an inability to perform, the employee may be placed on
unpaid disability leave by the Board or utilize any available sick leave allowed to the employee. If the
employee is unable to return to work at the conclusion of the leave, the employment with the District may
be terminated or the employee shall be given an opportunity to resign or retire, if eligible for retirement
benefits.
C. If an employee is unable to return to work at the conclusion of the initial leave period, a renewal
may be requested. A renewal must be requested at least thirty (30) days in advance of the end of the
initial leave period, unless unexpected medical complications, documented in writing on a form
satisfactory to the Board, prevents the employee from requesting renewal in a timely manner.
D. The employee may elect to use his/her accumulated sick days for any portion of time absent
pursuant to Board Policy and this Master Agreement. Otherwise, the leave is without pay and benefits.
E. During any disability leave pursuant to the Article, insurance benefits shall be continued only if
required by law, or the employee is utilizing any available sick leave.
F. Upon return to work from any leave pursuant to this Article, the employee shall be returned to

his/her former position if the position still exists. If no position exists, the employee shall be eligible to
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bump into another position, if qualified, to effectively and efficiently perform all the minimum job
requirements without training in the opinion of the Board, and shall be awarded the first vacancy for
which the employee is presently qualified.
G. Leaves of absence pursuant to this Article shall run concurrently with and shall be considered as
Family & Medical Leave Act leave time, if the employee is eligible for FMLA leave.
H. Neither seniority nor wage schedule credit, sick or personal leave credit shall accrue during any
unpaid leave pursuant to this Article except when and to the extent that the employee elects to receive
previously earned paid sick leave.
L If an employee fails to return from a FMLA leave for any reason other than a recurrence of the
circumstances giving rise to the leave, or other reason beyond the employee’s control, the Board may
deduct from any monies then owed to the employee, the cost of any health insurance premiums paid by
the Board on behalf of the employee during the FMLA leave. The deduction is subject to the restrictions
imposed by state and federal Wage and Hour laws.
J. Unpaid leaves of absence without pay may be granted where feasible upon proper application for
the following purposes:

1. Study to meet eligibility requirements for a license or certification pertaining to their

position and employment with the District, and
2. For the care and custody of the employee’s child or children, natural or adopted, and/or
spouse as required by the FMLA.

K. Child care leave without pay, but including fringe benefits and those benefits provided by law for
which the employee is eligible, will be granted for a period not to exceed one (1) year for the purpose of
child care related to the birth of the employee’s child or the employee’s adoption of a child. If the
employee does not return to work at the conclusion of the child care leave, the employee will be required
to pay the District back the fringe benefits and those benefits provided by law that were paid by the
District during an unpaid portion of the child care leave. Employees shall be allowed to resume and
continue the job he/she held prior to the taking of a child care leave. While the employee is on childbirth

or child care leave, he/she shall retain but is not limited to the following:
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The same position on the salary schedule as held when the leave was granted.
All rights to seniority in the bargaining unit with accrual during the leave.
Unused sick leave as held at the start of the leave of absence unless he/she elects to use

sick leave in place of all or part of the child birth or child care leave.
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ARTICLE 17

Job Descriptions

Job Descriptions will be developed with input from the Association for each classification and

approved by the board. The job descriptions shall be distributed to all current bargaining unit members

and to all new bargaining unit members hired by the board. The job descriptions will include at a

minimum:

1.

2.

Job title and description
Minimum requirements as determined by the Board
A statement of required tasks and responsibilities

Indication that the position is a union position
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ARTICLE 18
Evaluation
A. Evaluations shall normally be conducted by personal observation by the bargaining unit
member’s appropriate supervisor.
B. A copy of all formal written evaluations shall be given to the bargaining unit member within ten

(10) workdays of the completion of the evaluation. If the bargaining unit member disagrees with the
evaluation he/she may submit a written response, which shall be attached to the file copy of the evaluation
in question.

C. In no case shall the bargaining unit member’s signature be construed to mean that he/she
necessarily agrees with the contents of the evaluation. A bargaining unit member may submit additional
comments to the written evaluation. All written evaluations are to be placed in the bargaining unit

member’s personnel file.
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ARTICLE 19

Insurance Protection

The Board shall make available to the ESP II bargaining unit member the following insurance
protection plans offered by the Michigan Education Special Services Association for the full 12 months.
The specific MESSA Medical Plans available to eligible employees are determined by the Coalition Team
of the Upper Peninsula Area Purchasing Agreement (UP APA). Plans will be decided by the Coalition
Team each September (after the initial year) for implementation on the following January 1. Should the
district no longer participate in the UP APA, or if the UP APA no longer exists, the existing MESSA
plans will be in place until other plans are negotiated. Dental, vision, life, and long-term disability
benefits are still subject to this collective bargaining and are listed elsewhere in this contract. Any
insurance benefits provided for herein shall be subject to the terms and conditions specified in the School
District’s MESSA Group Insurance Policies, as well as utilizing their billing definition for subscriber
category of Full family, 2 Person, and Single. However, if MDE requires a different definition, MDE’s
interpretation will control. The Board, by payment of any contributions toward the premium required to
provide coverage as agreed upon, shall be relieved from all liability with respect to any insurance benefits
provided in this agreement. Any change in carriers shall be derived at through mutual agreement between
the Board and the Association.

During the term of this agreement, should the Michigan Public Funded Health Insurance
Contribution Act (PA 152 of 2011) be amended or repealed, the Association and District agree to meet to
negotiate the District's financial contributions to bargaining unit member’s health insurance premiums
and other financial contributions allowed under PA 152.

Coverage includes the following options, as selected by the employee:
1. Medical plan offered through the UP APA or a District selected MESSA plan.

All plans will include $50,000 Life insurance with Accidental Death and
Dismemberment, Long Term Disability, Delta Dental 100/90/90/90: $3,500 Annual
Max; $4,500 Lifetime Max, and Vision VSP3 Plus P 250CL.

The Board of Education’s contribution toward the applicable premium for the health/medical plan
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selected by any eligible full-time employee (single, two person or full family) combined with the Board

provided premium contribution for a corresponding Dental/Vision/Life/LTD Insurance Plan, will be as

listed below, the health portion is not to exceed the state cap. The distribution of insurance costs can be

changed per group (Full family, 2 Person, and Single) by the union if it yields a zero net difference of

Board paid health contribution (BPHC).

2.

If a MESSA HSA is selected, the Board will agree to pay the HSA contribution as follows:
% of the Annual Contribution (AC) in July and the other 2 of the AC in January if the
employee is on staff on July 1st of the preceding year— at a rate equal to and not to exceed
the deductible amounts in effect at the time of payment for single, 2 person or full family
per contract year. The Board will agree to offer employees the option to refuse the AC
amount and increase their BPC instead by that same amount. Example, beginning on
January 1, 2023 an employee could receive $3,000 AC either %2 in July and ’% in January or
that $3,000 divided by their numbers of pays (26 for example) and add $115.39 per pay
period to the BPC, reducing their copayment. The board contribution would be distributed
equally over the employee’s chosen copay option. The July payment will not be made if the
employee is not scheduled to return to work for the full school year; it would be prorated
based on the projected work-days. If an employee starts after July of the contract year, the
contribution will be prorated. If a termination of employment by either party is known prior
to an HSA payment, the HSA contribution will be prorated based on projected work-days.
In no case will the Board be required to contribute more than the amount permitted by 2011
PA 152, the Board will follow all necessary State or Federal regulations.
Plan B: Association members not using the Plan A will have

MESSA/Delta Dental Plan 100/90/90/90: $3,500 Annual Max; $4,500 Lifetime Max, (Part-

time & Full Time)

Vision VSP-3 Plus P 250CL, (Part-time & Full Time)

$50,000 Life Insurance with Accidental Death and Dismemberment, (Part-time & Full Time)

Long Term Disability (66 and 2/3%), (Part-time & Full Time)
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for a total value not to exceed the information below with any balance paid in cash in lieu (CIL)
on a pro-rated payroll basis. The Board will provide payment in equal installments through
payroll.

Options, Payments and Calculations

1.  SELECTION The specific MESSA Medical Plans available to eligible employees are
determined by the Coalition Team of the Upper Peninsula Area Purchasing Agreement (UP
APA). Plans will be decided by the Coalition Team each September (after the initial year)
for implementation on the following January 1. Should the district no longer participate in
the UP APA, or if the UP APA no longer exists, the existing MESSA plans will be in place
until other plans are negotiated. The non-health will be as described above and will not be
changed.

2.PAYMENTS All Board paid premium or cash in lieu obligations are earned monthly. The HSA

is paid twice annually.

& The monthly Board paid premium for a Choices or District selected plan (if applicable) will

be 1/12 of the annual state cap for medical for full time employees. The monthly Board paid
premium for the non-health benefits listed above for Plan A members based on provider status
will be 1/12 of the annual cost for all staff. Example: If the annual state cap for full family is
$19,921.45 and the annual cost for non-health is $1,200. The monthly Board obligation
would be 1/12 of $19,921.45 or $1,660.12 and 1/12 of $1,200 would be $100 so the
monthly Board obligation would be $1,760.12.

The monthly Board paid premium for an ABC Plan or District selected plan (if applicable)
will be calculated as follows: The annual state cap (based on provider status) less the Board paid
bi-annual contribution (based on provider status) equals the Board paid health contribution
(BPHC). The Board will pay 1/12 of the BPHC on a monthly basis for all full time employees.
The Board will pay 1/12 of the annual cost for the non-health benefits listed above per month for

all full time Plan A members based on provider status. Example: The annual state cap for full

family is $19,921.45; the annual HSA contribution will be $3,000. $19,921.45 minus
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$3,000 = $16, 921.45. The monthly obligation would be 1/12 of $16,921.45 or $1,410.12
as well as $1,500 in July and $1,500 in January or add that contribution to the BPHC if the

member chooses.

These payment calculations are based on the state cap, but blending is allowed if the district has a net-

zero effect and can follow all taxing regulations.
The Board paid premium for Plan B will be as follows: single subscribers hired prior to 7/1/2004
will receive a total monthly CIL contribution of $432.53 less the monthly cost of the insurance.
Single subscribers hired after 6/30/2004 would receive $83 less per month for their total monthly
CIL and insurance contribution. The two person hired prior to 7/1/2004 will receive a total
monthly CIL contribution of $608.44 less the monthly cost of the insurance. The two person
subscribers hired after 6/30/2004 would receive $83 less per month for their total monthly CIL
and insurance contribution. The full family subscribers hired prior to 7/1/2004 will receive a total
monthly CIL contribution of $724.81 less the monthly cost of the insurance. The full family
subscribers hired after 6/30/2004 would receive $83 less per month for their total monthly CIL
and insurance contribution. The annual cost will not exceed $5,190.36 for a single subscriber or
$7,301.28 for a two person or $8,697.72 for full family for employees. Example: If the monthly
Board paid Plan B is $732.27 and the monthly cost of insurance was $300, the monthly CIL
contribution would be $432.27 for employees.
3. STATE CAP The State cap will be annually adjusted at the beginning of the medical plan
year for the duration of this contract using the state approved cap established for the start of
that calendar year.

The Board will provide payment for any cash in lieu (CIL) in equal installments through payroll.

The balance of any increase in health care insurance and additional benefits package for Plan A or B
participants will be paid in full by the employee utilizing a prepayment or payroll deduction method.
Open enrollment occurs from November 1 — November 30 of each year.

Insurance and option pro-ration:

Part-time ESP II bargaining unit members of district may participate in Plan A, C, D, or E on a
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pro-rated basis if they are employed for 51% or more of a full-time position as defined within their job

classification/job description. Example: A 51% time employee would receive a board contribution at a

rate of 51% of the Board’s portion of contribution toward the applicable premium for the health/medical

plan selected by any eligible full-time employee (single, two person or full family) combined with the

Board provided premium contribution for a corresponding Dental/Vision/Life Insurance/LTD Plan. The

Board contribution shall not exceed the actual pro-rated monthly premium amounts charged for the ESP

I’s applicable plan or the maximum monthly pro-rated Board premium contribution, whichever is less.

a.

Participation in the Plan B insurance option package by a part-time ESP II bargaining unit
member shall be pro-rated on the same percentage basis.

Part-time employment of an ESP II bargaining unit member employed as of 6/30/04 for 90% or
more of a full-time position (minimum 1110 hours) within their classification/job description
shall be considered as full-time employment for health insurance or insurance option purposes.
Employees hired prior to 7/1/2004 for 80% or more of a full-time position (minimum 1110 hours)
within their classification/job description shall be considered as full-time employment for health
insurance or insurance option purposes.

For dental and vision insurance purposes, 51% or more of a full-time position within their job
classification/job description constitutes availability in this program.

The balance of any increase in health care insurance and additional benefits package for part-time
Plan A or B participants will be paid in full by the employee utilizing a prepayment or payroll
deduction method.

ESP II members completing partial year employment and terminated by Board decision shall

have the Board paid portion of the insurance premium paid in proportion to the number of days worked.
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ARTICLE 20

Professional Development/Conferences/Workshops/Committees

A. 1. Professional development is recognized as important to enhancing the work skills and/or
job performance of the bargaining unit member. Applicable professional development
opportunities will be made available to each member through prior Administrative
approval with every effort made to equally share in such opportunity.

2. Professional development opportunities will be offered with prior administrative approval
based on funding, program mandates, and/or identified objectives within their individual
performance evaluations. Notification of all applicable professional development
conferences will be given in advance. Administration has the right to offer professional
development and any subsequent additional time necessary as best fits the educational
needs of the District.

B. 1. An Association member, upon prior written approval by the appropriate administrator
will receive reimbursement of up to $250 per year for tuition, books, and material for
courses, credits, or CEU’s that will enhance the Association member’s work skills and/or
job performance.

2. The Association member must provide original evidence of successful completion of all
paragraph B approved work and/or credits earned, if any with a passing grade of at least a
“C”.

C. Professional or departmental development opportunities that become available or initiated

through grants, community projects, etc. shall be allowed among the individual ESP II Departments or

Classifications. The department involved, the Board and/or Departmental Administration shall determine

the guideline of said opportunities if allowable.

D. Professional Development, conferences, workshops or committee assignments or opportunities do

not fall under extra work assignments. Administration can distribute these assignments, opportunities or

subsequent time necessary to best fit the departmental needs.
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ARTICLE 21

Miscellaneous Provisions

A. The Association shall be granted paid leave for up to a total of 24 hours per fiscal year for the
purpose of releasing a maximum of three (3) representatives at any one time to participate in area, state or
regional meetings of the Association. This must include all Association business including representation
of any members. Time must be drawn in half-day or full-day blocks. The Association agrees to pay the
full cost of any required substitute employee.

B. The Board will grant up to 16 additional hours of Association leave per fiscal year if the
Association agrees to pay the full cost of the representative and any required substitute employee
inclusive of all prorate benefits during the work period that the representative is participating in

Association business. This must include all Association business including representation of any

members.
C. The Association President must notify the Administration at least three (3) workdays in advance.
D. The Employer will provide notice to the Association, prior to adoption or implementation of any

policy dealing with communicable diseases. In the event that a child with a serious ongoing or chronic
communicable disease is allowed, by policy or law, to attend school, all employees having contact with
the student shall be given advance notice, if allowed by law, of the child’s placement and/or return to
school.

E. While the Board has no intention of intruding into the private lives of its employees, it expects all
employees to report to work in a condition to safely perform their duties. The presence of unauthorized
drugs or alcohol in an employee’s system while on the job is inconsistent with student’s needs and a safe
work environment. If the Board or its authorized representative has reason to suspect an employee is at
work with the presence of alcohol or unauthorized drugs in his/her bodily system, the Board may require
alcohol or drug testing of said employee. The Board or its authorized representative will inform the
employee in the presence of an Association representative of its reasonable suspicion. An employee, who
requests diagnosis and/or treatment prior to a work related problem, will not jeopardize his/her job rights.

Available sick leave from the employee’s sick leave accumulation will be allowed to be utilized if the
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employee is in an approved program. An employee will be allowed to utilize this provision no more than
once.

F. Extra assignments and/or hours of work shall be offered to the most seniored employee meeting
the requirements and job skills needed to complete the extra assignment in a timely manner within the
affected classification first. If no employee within the affected classification accepts the extra assignment
it shall be offered to other classifications if the employee in the other classification meets the
requirements and job skills needed to complete the extra assignment in a timely manner. Extra
assignments do not include substitutes for existing staff members. Management has full rights to fill a
substitute with any qualified person. If the substitute happens to be an ESP II member, this time will not
be added to total base hours for calculation of seniority or insurance and the member’s seniority does not
need to be considered. If administration can’t fill a certified teaching position with a daily substitute, the
administrator may ask a willing and qualified ESPII member to become teacher of record as long as the
placement would align with all State and Federal guidelines. An ESPII member assigned to that
classroom (or in an emergency another classroom) who has provided proof of qualification and is willing
to be the teacher of record would earn an additional $50 for a full day or $25 for a half day for being the
teacher of record. The total pay for the full or half day will not be less than the current substitute teacher
rate. If more than one ESPII member is qualified within the classroom, the most senior member would be
given the assignment.

When a lead classroom coordinator in Head Start or GSRP is absent, a qualified
substitute will be hired to cover the absence. If no substitute is available and the qualified
associate classroom coordinator is required to take on the responsibility of the lead classroom
coordinator, that employee will be paid his/her regular hourly rate plus an additional hourly
substitute rate of $1.50 per hour.

There shall be a rotation list utilized for this procedure in filling extra assignments, with the most
qualified seniored employee offered the extra work first. This list renews annually. If an employee turns
down any extra assignment, they shall be placed on the bottom of the rotation schedule. This rotation

shall be a continuous cycle during the year except in the case of job continuity. The ESP II union will
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maintain this list and give management the name(s) of the employees willing to accept the extra
assignments. The management will give the union a description of the job along with the duration and
timelines of the extra work. Job continuity shall be defined as a position in the bargaining unit that
requires abilities and skills which would require an employee to finish an assignment because they are
most familiar and qualified to finish the job in a timely manner. Summer assignments will be posted and
the most qualified seniored members will be offered the position(s). Summer assignments can be limited
to regular hours if enough staff responds to a posting.

G. An emergency manager appointed under the local government and school district fiscal
accountability act is allowed to reject, modify or terminate this agreement as provided in the local

government and school district fiscal accountability act. PERA section 15(7).
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ARTICLE 22

Negotiations Procedures and Extent of Agreement

A. This Agreement shall be effective as of July 1, 2025 and will remain in effect through June 30" of
the 2028 school year with a financial re-opener for year 2 and year 3 of the contract. The parties agree
that each of them had a full and unlimited opportunity to present proposals relating to the terms and
conditions of employment and other concerns related to the employment at the Dickinson-Iron ISD.
Therefore, during the life of this Agreement, neither party shall be compelled to negotiate any subject or
matter that was or could have been raised during the negotiations that led to this agreement. Nothing in
this Agreement prohibits either party from mutually agreeing to discuss any issues of vital concern that
affect wages, hours and working conditions at the request of either party.

B. If any specific provision of this Agreement shall be found contrary to law, then such specific
provisions or application shall be deemed null and void to the extent required by law, but all other
provisions or applications shall continue to remain in full force and effect. Should any provision of the
Agreement be found contrary to law, the parties shall meet within a reasonable time to renegotiate a
substitute provision if needed, by mutual agreement.

C. An individual contract between the Employer and an individual employee shall be subject to the
terms of this Agreement.

D. Copies of this Agreement shall be duplicated at the expense of the Board and shall be given to all
current bargaining unit members and all new hires.

E. A reasonable time prior to the expiration of this Agreement, upon a request of either party,

negotiations will be undertaken for a successor Agreement.
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APPENDIX A
ESP II GRIEVANCE REPORT FORM

Grievance # Date of alleged violation of contract

Grievant:

Association:

Supervisor:

Department/Building:

Informal Level 1:

The affected employee(s) or the Association shall request and conduct a meeting with the immediate
supervisor, does not refer to Lead Teacher or Center Director, and department director in an effort to
resolve the complaint within ten (10) business days following the alleged violation of a provision(s) of
this agreement. The Association shall be notified by the grievant and a representative thereof be present if
available with the employee(s) at such meeting. If the grievant or Association's satisfaction is not met
with the result(s) of the meeting, he/she/they may formalize the complaint in the form of a written
grievance within five (5) business days of the meeting.

Names of persons at Informal Level 1:

Date of Informal Level 1 meeting:

Grievant’s Statement of Alleged Violation of Contract Articles/Provisions (include relevant contract
provisions):

Disposition, Informal Level 1 meeting:

Formal Level 2:

Date filed: Received by: Date:

The written grievance shall be forwarded to the Superintendent within five (5) business days of the
meeting conducted in Level 1. The grievance shall contain a description of the alleged contract violation
including the contract article(s) the section(s) and the provision(s) allegedly violated. Within fifteen (15)
business days after the written grievance has been so submitted, the Superintendent, or his/her designee,
shall meet with the Association on the grievance. The Superintendent, or his/her designee, shall, within
five (5) business days after the conclusion of the formal Level 2 meeting, render a written decision
thereon with copies to the affected grievant and the Association.

Formal Level 2: Statement of Grievant: (include contract article(s), section(s) and provision(s) relevant to
grievance):
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Relief Sought:

Signature of Grievant/Association: Date:

Date of Formal Level 2 meeting held with Superintendent:

Signatures of persons present:

. Date:
. Date:
. Date:
. Date:
. Date:

Disposition by Superintendent:

Signature of Superintendent: Date:

Receipt Signature of Grievant: Date:

Position of Grievant on disposition of Formal Level 2

Formal Level 3:

If the grievant or Association is not satisfied with the disposition of the grievance by the Superintendent
or his/her designee, or if no disposition has been made within five (5) business days of the formal Level 2
meeting, the grievance shall be transmitted to the Board by filing a written copy thereof with the secretary
or other designee of the Board. The Board, or a committee thereof, no later than its next regular meeting,
or two (2) calendar weeks, whichever shall be later, may hold a hearing on the grievance with an
Association representative. Disposition of the grievance, in writing, by the Board, or Board committee,
shall be made no later than seven (7) business days after the hearing to the grievant(s) and the
Association.

Date filed: Received by: Date:

Date of hearing with Board or Committee of the Board:

Signature of those present:
. Date:
. Date:
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. Date:

. Date:
. Date:
. Date:

Disposition by Board or Committee of the Board:

Board Representative’s Signature: Date:

Receipt Signature of Grievant/Association: Date:

Position of Grievant on disposition of Formal Level 3

Formal Level 4:

If the Association is not satisfied with the disposition of the grievance by the Board at Level 3, or if no
disposition has been made within the period provided above, appeal may be taken to an impartial
arbitrator, provided the grievance involves a violation of a provision(s) of this Agreement. Such appeal,
to be effective, must be taken within fifteen (15) business days of receipt of the answer from Level 3 of
the grievance. The parties agree to utilize the services of the American Arbitration Association.

Date filed for Arbitration:

Date of Arbitration:

Disposition of Arbitrator:

Signature: Date:
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APPENDIX B
ESP II CHANGE OF STATUS FORM

Employee Name: Department:

Date: Job Title:

Change Current Classification Requested Transfer Information
Voluntary

Transfer: O Title/Dept: Title/Dept:

Location: O Location: Location:

Classroom/ Classroom/ Classroom/

Program: O Program: Program:

Other Changes: O

Please provide the rationale for your request:

Employee Signature Date

0 Approved 0 Denied

Comments:

Signature Date



Appendix C

DURATION OF AGREEMENT

This Agreement shall be effective as of July 1, 2025, and shall continue in effect until the

30t day of June, 2028 with a financial re-opener for year 2 and year 3 of the contract. In

witness whereof, the parties hereto have caused this Agreement to be signed by their

representatives on this date

ASSOCIATION

By

Co-President

By

Co-President
By

MEA Representative
Date
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BOARD
By
President
By
Superintendent
Date




Appendix D-1: ECE & GSR

ECE/GSR Lanes Defined on the ESP Il Pay Grid:
College Credits/Degree/Teacher Certification must meet program requirements for lane placement

A: ASC Head Start/GSR Assistant Coordinator with 12 or less college credits
B: ACC Head Start/GSR Associate Coordinator with 13 or more college credits
C: ACCw/D Head Start/GSR Associate Coordinator with an Associate Degree

CC/HVis a Head Start Lead Classroom Coordinator or an Early Head Start Home Visitor with an

D: CC/HV i
Associate Degree

CC w/BA/BS is a Head Start Lead Classroom Coordinator or an Early Head Start Home Visitor with

E: CC/HV w/BA/BS
fHV w/BA/ a BA/BS degree

GSR CC w/BA/BS & TC is a GSR Lead Classroom Coordinator with a BA/BS degree and Teacher

F: GSR CC/HV w/BA/BS & TC
/ By Certification

With prior approval from the Department Director, when an employee under Lane A: ASC completes 13 or more
ASCto ACC college credits, the employee will move to the same step under Lane B: ACC the payroll following required proof
(transcript) being provided to the Business Office.

ACC to ACC w/D With prior approval from the Department Director, when an employee under Lane B: ACC completes an Associate
Degree as defined under "D" the employee will move to the same step under Lane C: ACC w/D the payroll following
the Associate Degree being awarded and required proof (transcript) being provided to the Business Office.

When an employee under Lane C: ACC w/D moves to a Lead Coordinator position as defined under "CC/HV" the
ACC w/D to CC/HV [employee will move to the same step under Lane D: CC/HV the payroll following the change of position being
provided to the Business Office.

With prior approval from the Department Director, when an employee under Lane D: CC/HV completes a Bachelor
CC/HV to CC/HV  [Degree as defined under "CC/HV w/BA/BS" the employee will move to the same step under Lane E: CC/HV w/BA/BS

w/BA/BS the payroll following the Bachelor Degree being awarded and required proof (transcript) being provided to the
Business Office.

ESP I ECE/GSR to |When an employee within ESP || moving from ECE/GSR to Special Education (SE) or Technical Education (TE) the
SEorTE employee will move to the same step under the department specific pay grid.

2025-2026 Salary Grid - EARLY CHILDHOOD EDUCATION (HEAD START & GSR)

Increase on Grid: 3.00% on base rates from LOA for ECE wages 2024-25 *See Notes for GSR rates
ASC ACC ACC w/D CC/HV CC/HV w/BA/BS GSR CC w/BA/BS & TC
STEP/LANE A B c D E F
0|$ 13.84 | $ 16.20 | $ 16.79 | $ 17.67 | $ 26.21 S 31.21
1[$ 14.14 | $ 16.50 | $ 17.09 | $ 17.97 | $ 26.51 S 31.51
2| S 1443 | S 16.79 | $ 17.38 | $ 18.26 | $ 26.81 S 31.81
3[s 14.73 | $ 17.09 | $ 1767 | $ 18.56 | $ 27.10 | $ 32.10
4$ 15.03 | $ 17.38 | $ 17.97 | $ 18.85 | $ 27.40 [ $ 32.40
5[$ 1532 | $ 17.67 | $ 18.26 | $ 19.15 | $ 2769 |$ 32.69
6/ $ 15.61 | $ 17.97 | $ 18.56 | $ 1945 | $ 27.99 | $ 33.86
7$ 15.90 | $ 18.26 | $ 18.85 | $ 19.73 | $ 28.28 [ $ 35.14
8|S 16.29 | $ 18.65 | $ 19.24 | $ 20.13 | $ 28.66 | S 36.48
9| $ 16.29 | $ 18.65 | $ 19.24 | S 20.13 | $ 28.66 | S 37.87
10| $ 16.29 | $ 18.65 | $ 19.24 | S 20.13 | $ 28.66 | S 39.31
11)$ 16.29 | $ 18.65 | $ 19.24 | S 20.13 | $ 28.66 | $ 39.31
12| S 16.29 | $ 18.65 | $ 19.24 | S 20.13 | $ 28.66 | S 39.31
13] S 16.69 | $ 19.04 | $ 19.63 | $ 20.52 | $ 29.06 | $ 39.31
14| $ 16.69 | $ 19.04 | $ 19.63 | $ 20.52 | $ 29.06 | $ 39.31
15 $ 16.69 | $ 19.04 | $ 19.63 | $ 20.52 | $ 29.06 | $ 39.31
16| $ 16.69 | $ 19.04 | $ 19.63 [ $ 20.52 | $ 29.06 | $ 39.31
17| $ 16.69 | $ 19.04 | $ 19.63 | $ 20.52 | $ 29.06 | $ 39.31
18| $ 17.08 | $ 19.43 | $ 20.02 | $ 20.90 | $ 29.45 | S 39.31
19| $ 17.08 | $ 19.43 | $ 20.02 | $ 20.90 | $ 29.45|$ 39.31
20[ S 17.08 | $ 19.43 | $ 20.02 | $ 20.90 | $ 29.45|$ 39.31
21 S 17.08 | $ 19.43 | $ 20.02 | $ 20.90 | $ 29.45|$ 39.31
22| $ 17.08 | $ 19.43 | $ 20.02 | $ 20.90 | $ 29.45|$ 39.31
23S 17.46 | $ 19.82 | $ 20.40 | $ 2129 | $ 29.84 [ $ 39.31
24[ S 17.46 | $ 19.82 | $ 20.40 | $ 2129 | $ 29.84 | S 39.31
25| $ 17.46 | $ 19.82 | $ 20.40 | $ 2129 | $ 29.84|$ 39.31
26| $ 17.46 | $ 19.82 | $ 20.40 | $ 21.29 | $ 29.84 [ $ 39.31
27 $ 17.46 | $ 19.82 | $ 20.40 | $ 21.29 | $ 29.84 | S 39.31
28[ S 17.85 | $ 20.21 | $ 20.80 | $ 21.68 | $ 30.22 | $ 39.31
29[ $ 17.85 | $ 20.21 | $ 20.80 | $ 21.68 | $ 30.22 | $ 39.31
30[ $ 17.85 | S 20.21 (S 20.80 | $ 21.68 | $ 30.22 | $ 39.31
31 $ 17.85 | $ 20.21 | $ 20.80 | $ 21.68 | $ 30.22 | $ 39.31
32| $ 17.85 | $ 20.21 | $ 20.80 | $ 2168 | $ 30.22 [ $ 39.31
33| $ 17.85 | $ 20.21 | $ 20.80 | $ 2168 | $ 30.22 [ $ 39.31
34| $ 17.85 | $ 20.21 | $ 20.80 | $ 21.68 | $ 30.22 [ $ 39.31
35| $ 17.85 | $ 20.21 | $ 20.80 | $ 21.68 | $ 3022 | S 39.31
36] S 17.85 | $ 20.21 | $ 20.80 | $ 21.68 | $ 30.22 | $ 39.31

*GSR CC w/BA/BS & TC has been converted to an hourly rate based on 1,205 annual hours. The steps will be increased by 3% of the 2024-25
EAM salary. If the hourly rate is under $5.00 more per hour than CC/HV w/BA/BS, the rate will be place at the CC/HV w/BA/BS rate plus
$5.00. GSR CC w/BA/BS & TC will not be reduced from 2024-25 EAM salary.
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ESP 11, NON-EXEMPT (HOURLY) LONGEVITY/SERVICE CREDIT PAY

Steps are assigned based on years in current position plus steps granted by
the Board if it is for the original position of hire.

Service Increment will be based on years of completed work with the
district.

Longevity/Service Credit Increments shall be the hourly rate added to the
amounts under each lane, and shall be awarded as follows:

Longevity Pay ~ Amount Per Hour

10-13 Years $0.33 Add to Current Step on Pay Grid
14-17 Years $0.66 Add to Current Step on Pay Grid
18-21 Years $0.99 Add to Current Step on Pay Grid
22-25 Years $2.30 Add to Current Step on Pay Grid
26-29 Years $3.00 Add to Current Step on Pay Grid

30+ Years $3.50 Add to Current Step on Pay Grid

Per Each Increment; Non-Cumulative

Longevity/
Service Credit
Years of Service Amount Per Years at end of

Longevity Credit Completed Hour Fiscal Year
0 0 Years-DOH $0.00 1
1 1 Year $0.00 2
2 2 Years $0.00 3
3 3 Years $0.00 4
4 4 Years $0.00 5
5 5 Years $0.00 6
6 6 Years $0.00 7
7 7 Years $0.00 8
8 8 Years $0.00 9
9 9 Years $0.00 10
10 10 Years $0.33 11
11 11 Years $0.33 12
12 12 Years $0.33 13
13 13 Years $0.33 14
14 14 Years 50.66 15
15 15 Years 50.66 16
16 16 Years $0.66 17
17 17 Years $0.66 18
18 18 Years $0.99 19
19 19 Years $0.99 20
20 20 Years $0.99 21
21 21 Years $0.99 22
22 22 Years $2.30 23
23 23 Years $2.30 24
24 24 Years $2.30 25
25 25 Years $2.30 26
26 26 Years $3.00 27
27 27 Years $3.00 28
28 28 Years $3.00 29
29 29 Years $3.00 30
30 30 Years $3.50 31
31 31 Years $3.50 32
32 32 Years $3.50 33
33 33 Years $3.50 34
34 34 Years $3.50 35
35 35 Years $3.50 36




Appendix D-2: SE

SE Lanes Defined on the ESP Il Pay Grid:

Degree (D)/Professional Certificate (PC) must meet program requirements for lane placement

A: SE

AIDE Special Education (SE) Aide without a degree or professional certificate

B: SE AIDE

w/D or PC Special Education (SE) Aide with a degree and/or professional certificate

SE AIDE to SE AIDE

With prior approval from the Department Director, when an employee under Lane A: SE AIDE completes a

w/D or PC minimum of an Associate Degree "D" or a Professional Certificate "PC" the employee will move to the
same step under Lane B: SE AIDE w/D or PC the payroll following the Degree /Professional Certificate being
awarded and required proof (transcript) being provided to the Business Office.

ESP Il SE to When an employee within ESP || moving from Special Education (SE) to Early Childhood Education

ECE/GSR or TE (ECE/GSR) or Technical Education (TE) the employee will move to the same step under the department

specific pay grid.

2025-2026 Salary Grid - SPECIAL EDUCATION

Increase on Grid: 3.00% on base rates for SE wages 2024-25
SE AIDE SE AIDEw/D or PC
STEP/LANE A B
ol s 1532 | S 15.87
1| s 15.59 | S 16.15
2/ s 15.87 | S 16.43
3| s 16.15 | S 16.71
4|5 16.43 | S 16.98
5% 16.71 | S 17.26
6| S 16.98 | S 17.55
U 17.26 | S 17.83
8|S 17.63 | S 18.19
9| $ 17.63 | $ 18.19
10| § 1763 | S 18.19
11] 6 17.63 | S 18.19
12| 5 17.63 | $ 18.19
13| § 18.00 | S 18.56
14| $ 18.00 | S 18.56
15| $ 18.00 | S 18.56
16| § 18.00 | S 18.56
17| 18.00 | S 18.56
18| $ 18.38 | S 18.93
19| S 18.38 | S 18.93
20| $ 18.38 | S 18.93
21| S 18.38 | S 18.93
22| s 18.38 | S 18.93
23| $ 18.74 | S 19.29
24§ 18.74 | $ 19.29
25| S 18.74 | S 19.29
26| 18.74 | S 19.29
27| S 18.74 | S 19.29
28| S 19.11 | S 19.66
29| $ 19.11 | S 19.66
30| § 19.11 | S 19.66
31| $ 19.11 | S 19.66
32| S 19.11 | S 19.66
33| $ 19.11 | $ 19.66
34| S 19.11 | S 19.66
35| S 19.11 | S 19.66
36| S 19.11 | S 19.66
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ESP 11, NON-EXEMPT (HOURLY) LONGEVITY/SERVICE CREDIT PAY

Steps are assigned based on years in current position plus steps granted by
the Board if it is for the original position of hire.

Service Increment will be based on years of completed work with the
district.

Longevity/Service Credit Increments shall be the hourly rate added to the
amounts under each lane, and shall be awarded as follows:

Longevity Pay  Amount Per Hour

10-13 Years 50.33 Add to Current Step on Pay Grid
14-17 Years $0.66 Add to Current Step on Pay Grid
18-21 Years 50.99 Add to Current Step on Pay Grid
22-25 Years $2.30 Add to Current Step on Pay Grid
26-29 Years $3.00 Add to Current Step on Pay Grid

30+ Years $3.50 Add to Current Step on Pay Grid

Per Each Increment; Non-Cumulative

Longevity/
Service Credit
Years of Service Amount Per  Years at end of

Longevity Credit Completed Hour Fiscal Year
0 0 Years-DOH $0.00 1
1 1 Year $0.00 2
2 2 Years $0.00 3
3 3 Years $0.00 4
4 4 Years $0.00 5
5 5 Years $0.00 6
6 6 Years $0.00 7
7 7 Years $0.00 8
8 8 Years $0.00 9
9 9 Years $0.00 10
10 10 Years $0.33 11
11 11 Years $0.33 12
12 12 Years $0.33 13
13 13 Years $0.33 14
14 14 Years $0.66 15
15 15 Years $0.66 16
16 16 Years $0.66 17
17 17 Years $0.66 18
18 18 Years $0.99 19
19 19 Years $0.99 20
20 20 Years $0.99 21
21 21 Years $0.99 22
22 22 Years $2.30 23
23 23 Years $2.30 24
24 24 Years $2.30 25
25 25 Years $2.30 26
26 26 Years $3.00 27
27 27 Years $3.00 28
28 28 Years $3.00 29
29 29 Years $3.00 30
30 30 Years $3.50 31
31 31 Years $3.50 32
32 32 Years $3.50 33
33 33 Years $3.50 34
34 34 Years $3.50 35
35 35 Years $3.50 36




Appendix D-2: TE

TE Lanes Defined on the ESP Il Pay Grid:

Degree (D)/Professional Certificate (PC) must meet program requirements for lane placement

A: TE PARAPRO

certificate

Technical Education (TE) Paraprofessional without a degree or professional

B: TE PARAPRO w/D or PC

Technical Education (TE) Paraprofessional with a degree and/or professional
certificate

TE PARAPRO to TE

With prior approval from the Department Director, when an employee under Lane A: SE AIDE completes a

PARAPRO w/D or |minimum of an Associate Degree "D" or a Professional Certificate "PC" the employee will move to the
PC same step under Lane B: SE AIDE w/D or PC the payroll following the Degree/Professional Certificate being
awarded and required proof (transcript) being provided to the Business Office.
ESP 11 TE to When an employee within ESP Il moving from Technical Education (TE) to Early Childhood Education
ECE/GSR or SE (ECE/GSR) or Special Education (SE) the employee will move to the same step under the department

specific pay grid.

2025-2026 Salary Grid - TECHNICAL EDUCATION

Increase on Grid: 3.00% on base rates for TE wages 2024-25
TE AIDE TE AIDE w/D or PC
STEP/LANE A B

0| $ 1532 | S 15.87
18 15.59 | § 16.15
2| S 15.87 | § 16.43
3| S 16.15 | § 16.71
4| s 1643 | S 16.98
5% 1671 S 17.26
6| S 16.98 | S 17.55
70 % 17.26 | S 17.83
8|S 1763 | § 18.19
9| S 1763 | § 18.19
10| S 17.63 | S 18.19
11| S 17.63 | S 18.19
12| S 17.63 | S 18.19
13| S 18.00 | § 18.56
14| § 18.00 | § 18.56
15| S 18.00 | § 18.56
16| $ 18.00 | § 18.56
17| S 18.00 | § 18.56
18| S 1838 | S 18.93
19| S 1838 | S 18.93
20| $ 1838 | S 18.93
211 8 1838 | S 18.93
22| S 18.38 | § 18.93
23| S 1874 | S 19.29
24| S 1874 | S 19.29
25| S 18.74 | S 19.29
26| $ 1874 | S 19.29
27| S 18.74 | § 19.29
28| S 19.11 | § 19.66
29| S 19.11 | § 19.66
30| S 19.11 | § 19.66
31 8 19.11 | S 19.66
328 19.11 | S 19.66
33| S 19.11 | S 19.66
34| $ 19.11 | S 19.66
35| S 19.11 | § 19.66
36| S 19.11 | § 19.66
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ESP II, NON-EXEMPT (HOURLY) LONGEVITY/SERVICE CREDIT PAY

Steps are assigned based on years in current position plus steps granted by
the Board if it is for the original position of hire.

Service Increment will be based on years of completed work with the
district.

Longevity/Service Credit Increments shall be the hourly rate added to the
amounts under each lane, and shall be awarded as follows:

Longevity Pay ~ Amount Per Hour

10-13 Years $0.33 Add to Current Step on Pay Grid
14-17 Years $0.66 Add to Current Step on Pay Grid
18-21 Years $0.99 Add to Current Step on Pay Grid
22-25 Years $2.30 Add to Current Step on Pay Grid
26-29 Years $3.00 Add to Current Step on Pay Grid

30+ Years $3.50 Add to Current Step on Pay Grid

Per Each Increment; Non-Cumulative

Longevity/
Service Credit
Years of Service Amount Per Years at end of

Longevity Credit Completed Hour Fiscal Year
0 0 Years-DOH $0.00 1
1 1 Year $0.00 2
2 2 Years $0.00 3
3 3 Years $0.00 4
4 4 Years $0.00 5
5 5 Years $0.00 6
6 6 Years $0.00 7
7 7 Years $0.00 8
8 8 Years $0.00 9
9 9 Years $0.00 10
10 10 Years $0.33 11
11 11 Years $0.33 12
12 12 Years $0.33 13
13 13 Years $0.33 14
14 14 Years $0.66 15
15 15 Years $0.66 16
16 16 Years $0.66 17
17 17 Years $0.66 18
18 18 Years $0.99 19
19 19 Years $0.99 20
20 20 Years $0.99 21
21 21 Years $0.99 22
22 22 Years $2.30 23
23 23 Years $2.30 24
24 24 Years $2.30 25
25 25 Years $2.30 26
26 26 Years $3.00 27
27 27 Years $3.00 28
28 28 Years $3.00 29
29 29 Years $3.00 30
30 30 Years $3.50 31
31 31 Years $3.50 32
32 32 Years $3.50 33
33 33 Years $3.50 34
34 34 Years $3.50 35
35 35 Years $3.50 36




Appendix E
Seniority List
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Appendix F

ESTA Information
Michigan Department of Labor & Economic Opportunity
MICHIGAN DESARTNENT OF
ivisi LABOR & ECONOMIC
Wage and Hour Division \QPFORWNI'I"?
PO Box 30476 }\
Lansing, MI 48909-7976 .
GRETCHEN WHITMER REQUIRED POSTER SUSAN CCRBIN
GOVERNCR GENERAL REQUIREMENTS - EARNED SICK TIME ACT DIRECTOR
Nour employer's ‘'year’ for the purposes of the Farmad Sick Time Act s
Earned Sick Time Accrual
Mumber of Employees Minimum Accrual Rate Employer May Limit Use To:
10 or fawer employess 1 hour for every 30 hours AD hours in & year
11 or more employees 1 howr for every 30 howrs 72 hours in e yesdr

Determined by Employer written policy eamed sick time may be carmnisd ovar from year to year or paid out. A businass with 10 cr fewer
employaes is not required to permit an amployes to use more than 410 hours of paid esamed sick time in a single yaar, smployers with 11 or
moie employzes ae nol regquired o peimil an employee o ose more than 72 hours of paid esmed sick e inoa single year.

Eamned sick Ume shall begin lo acciue on Lhe efectve dzle of his law, on upon commencemsnl of he employess employment, winchever
is |ater.

An emoloyee may use accrued eamed sick time as it is accrued. Newly hired emplovees may be subject o & 120 day wait period for use.

An emoloyer 1s in compliancs with the act it € prowidcs any paid leave in ot lcast the same amounts ac that provided under this act that may
ke usad for the same purposes and under the same conditions provided in this act and that is accrued at a rate 2gual to or greater than the
tdle destnbed in subseclions (1) and (2) of Section 2 of the acl. Fawd leave indudes. bul s nol imiled o, paid vacslion cays, persongl
days, and paid time off

Earned Bick Time Uses
An emoloyer shall permii an employee to uze the earned sick tme accrued for any of the following:
The employee's o lhe employee™ [@imily mzmber’s meatal or physical ilness, injury, o heallh condibon, medical diagnoss, care, o
treatment of the employee’s mental or physical illness, injury, or health condition; or preventative medical care “or the employee.
If the employvee or the emplcyes’s family mamber is a victim of domastic violence or sexual assault, for madical care or psychologizal or
cther counseling for physical or psychological injury or disability; to cbtain services from a vicim sarvices orgarnization; to relocate due o
domeslic viclence or sexual assaull, o oblain legal sevices, or o pailicipale inany civil or criminal proceedings 1elaled o o resulling llom
the domastic viclance or sexual assault.
For meetings af a child's schoo or plare of care related to the child’'s health or disabiity, or the effects of domastic violencs or saxual assaunlt
wn the child, o
For closure of the cmployec's place of business by arder ot a pubhc ofiical due to a public health cmergency; tor an cmployec's nccd fo care
for a child whose school or place of care has been closed by order of a public off cial due to a public health emergency: or when ithas been
determined by the h=alth authorties having jurisdiction or by a health care provider that the employes’s ar employes’s family member's
presence i lhe communily would jeopaidize he hedllh ol olhers becaose of he employes™ o [@mily members sxposuie oA
communicable diseasea.
An employer shall not require an employes to search for or secure a replacement worker as a condizion for using earnad sick time.

Exercise of Rights
Mn emoloyer or any other person shall not interare with, restrain. or deny the excraise of, or the attompt to excrcise, any nght
protecied under this act.
An emoloyen shall nol lake relalialory personnel @clion o disciiminale agginstan employee because the employes has execised a nghl
protected under this act. “Retaliatory personnzl action” means any of the fallowing:
=  Denial o any right guaranteed under this act.
= Athrear, discharge, suspension, demoton, recuction of hours, or other advarse action against an cmployec or tormer employce for
exarciss of a right guarantsed under this act
= Sunclions against an employes who s a ecipienl of public benefils o exercise ol @ nighl gusrzneed under this acl.
= |nterference with or punishment for, an individual’s participation in any manner in an investgation, proceeding, or hearing under this
act.
An emoloyer's absence control policy must not treat eamed sick time teken und=r this act as an absence thet may lead to or resuli in
retaliatory personnel action

Complaint Filing

An employoc attocted by an alleged violation, at any time within 2 years afier the alleged violation or the date when the cmplovec knew ot the
allaged violation may file 2 complaint with the Wage & Hour Division.

*For precise language of the statutz, sce Public Act 238 of 2078, as amended
auxiliary aids, services and other reasonzble accommodations are available, uson raquest, o individuals with disabilities.
www michigan.goviwagehour » Toll Fres 1-355-2MI-WAGE (1-855-464-2243)
WHD 3311 (Revised 2/27/2025)
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Appendix G
Sick Leave Reimbursement Form

Annual Request for Reimbursement of Unused Sick Leave

ESP Il Employee Information

Full Name:

Employee 1D (if applicable):

Position/Title:

Building/Department:

Eligibility Checklist

Flease confirm the following by checking each
box:

O | am submitting this request in May, by the May
31 deadline.

O | have at least twenty-four (24) accumulated
sick leave days.

O | am requesting reimbursement for no more
than six (6) unused sick leave days.

O | understand that reimbursement will be at the
rate of $35 per day.

O | understand that payment will be issued with
the second payroll in June.

59

Request Details

Total Accumulated Sick Leave Days:
Mumber of Sick Days Requested (max 6):
Total Reimbursement Amount

(*Number of days x $35%): §

Signatures

Employee Signature:

Date:

Supervisor Signature:

Date:

Office Use Only
Verified Sick Leave Balance: O Yes O No
Eligible for Reimbursement: 0O Yes O No

Date Received:

Reviewed By:

Payroll Processed On:




DURATION OF AGREEMENT

This Agreement shall be effective as of July 1, 2025, and shall continue in effect until the
30® day of June, 2028 with a financial re-opener for year 2 and year 3 of the contract. In

witness whereof, the parties bereto have caused this Agreement to be signed by their
representatives on this date S / L ?/ AUA '

ASSOCIATION BOARD
By //éww/ Lod, syl ] Borss
Co-President Président /

=

Co-President

YA 2

Supefinfendent

Date Q/“WZ"?.; gﬂﬂ/ Date ?’/g(’é?ﬂa?l/




Letter of Agreement
Between the
Dickinson-lron Intermediate School District
And
Dickinson-Iron Intermediate School District Education Support Professionals — |1

WHEREAS, the Dickinson-Iron Intermediate School District (“DIISD” or “Board”) and the
Dickinson-iron Intermediate School District Education Association, UPEA, MEA-NEA (“DIISDEA”) are
parties to a collective bargaining agreement that has recognized the DIISDEA as the exclusive bargaining
representative for Great Start Readiness Program Certified Teachers (“GSRP-CT”) employed by the
DIISD; and

WHEREAS, the Dickinson-iron Intermediate School District (“DIISD” or “Board”) and the
Dickinson-Iron Intermediate School District Education Support Professionals — Il {(“DHSD ESP 11”) are
parties to a collective bargaining agreement that has recognized the DIISD ESP |l as the exclusive
bargaining representative for the Great Start Readiness Program Non-Certified Lead Teachers employed
by the DIISD; and

WHEREAS, the parties recognize past and ongoing conflicts that have arisen from having the
same bargaining unit work split between two different bargaining units; and

WHEREAS, the parties wish to eliminate the potential for future conflicts; and
THEREFORE, the parties agree to the following:

1. The DIISD shall voluntarily recognize the DIISD ESP Il as the exclusive bargaining agent for the
GSRP-CT positions under the collective bargaining agreement between the DIISD and DIISD ESP
I, effective July 1, 2025.

2. The DIISD and DIISD ESP Il shall incorporate the 2024-2025 salary schedule for the GSRP-CT
positions as a separate schedule with no reduction in compensation. Increases to this schedule
for the 2025-2026 school year shall be negotiated between the DIISD and the DIISD ESP II.

3. Benefits of paid leave accruals and seniority status for GSRP-CTs shall transfer to the DIISD ESP
il.

4. This agreement shall take effect on July 1, 2025, and shall remain in effect until negotiated
otherwise.
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This Letter of Agreement is entered into this / "/ day of May, 2025, by and between the
undersigned parties, whose authorized agents and representatives have affixed their signatures
attesting thereto as follows.

BOARD OF EDUCATION OF THE

"DICKINSON-IRON INTERMEDIATE
SCHOOL DISTRICT

Dated: May /4, 2025

DICKINSON-IRON INTERMEDIATE
SCHOOL DISTRICT EDUCATION SUPPORT
PROFESSIONALS — Il , UPEA/MEA/NEA

- )

Dated: May &3, 2025 By: // s YZJJL_, /“/ (,Q,_L./_J
[printname] ¢ horaln Hicks
its: Co-fresidegrt

MICHIGAN EDUCATION ASSOCIATION

Dated: May /&, 2025 B“é/

[prmt name) ﬂ’t Lie o} ? o ;r/rh:;c i2r
Its: /6/4((5 (niery Divee o
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LETTER OF AGREEMENT
Between
BOARD OF EDUCATION OF
DICKINSON-IRON INTERMEDIATE SCHOOL DISTRICT
and
DICKINSON-IRON INTERMEDIATE SCHOOL DISTRICT
ESP I1 ASSOCIATION

The Board of Education (“Board”) of Dickinson Iron Intermediate School District (“ISD”) and
Dickinson Iron Intermediate School District ESP I Association (“Association”) agree to the

following:

The ISD recognizes the value of staff development and obtaining the Child Development Associate
(CDA) credential as a minimum requirement for Head Start. The ISD and the Association agree
to the following temporary terms to facilitate staff enrollment in the CDA program.

1. Upfront Payment: The ISD agrees to pay the full, verified cost of the CDA
certification program (including tuition, registration fees, and materials directly
required by the program) on behalf of any ISD staff member represented by the
Association who enrolls and is accepted into the program. Proof of enrollment and
acceptance is required.

2. Staff Commitment: By accepting this upfront payment, the participating staff
member commits to actively pursuing and successfully completing the CDA
certification program.

3. Conditions for Repayment (Clawback Provision): The ISD's payment
constitutes an investment contingent upon the staff member fulfilling their
commitment to employment and program completion. The staff member shall be
obligated to repay the full amount of the CDA cost paid by the ISD under the
following circumstances:

a. Voluntary Separation: If the staff member voluntarily separates from
employment with the ISD for any reason before successfully completing the
CDA certification.

b. Involuntary Separation (excluding layoff): If the staff member is
terminated for cause before successfully completing the CDA certification.

c. Failure to Complete: If the staff member fails to successfully complete all
required components of the CDA certification program within the agreed-
upon timeframe of 12 months from the start date.

4. Repayment Mechanism: In the event repayment is triggered under Section 3, the
ISD is authorized to deduct the full CDA cost from the staff member’s final
paycheck, including any earned personal time payouts, up to the amount permitted
by state and federal law. If the final paycheck is insufficient to cover the full cost,
the staff member agrees to remit the remaining balance within thirty (30) calendar
days of separation or notification of program failure.



5. Successful Completion: Upon the staff member's successful completion of the
CDA program and receipt of the certification, the upfront payment obligation shall
be considered fulfilled and forgiven.

This agreement shall take effect on November 14, 2025, and shall remain in effect until
June 30, 2028, or until superseded by a mutually agreed-upon provision within a successor
Collective Bargaining Agreement. The agreement is non-precedent setting.

This Letter of Agreement is entered into this day of November 2025, by and between
the undersigned parties, whose authorized agents and representatives have affixed their
signatures attesting thereto as follows.

#\ = // L//;é 2025

.,L.’_ fi :f /W
Q?or the Assomaﬂon)

Z{/L{ T /W/w - (///z/ ,2025

(For the ISD) "

Staff Acknowledgment (Example of language to be included in a separate agreement with
the staff member, but included here for reference):

I acknowledge and agree to the terms set forth in this LOA, specifically the repayment obligation
as detailed in Section 3 and the payroll deduction mechanism in Section 4.

Staff Member Si gnatt?e Date



2026-27 Hourly Pay Grid

Increase on Grid:  2.75%  ECE/GSR 2.75% SE/TE
ECE ECE ECE ECE ECE GSR
ASC ACC ACC w/D/PC CC/HV CC/HB BA/BS | CC/HB BA/BS W/TC | SE/TE | SE/TE w/D/PC
STEP A B C D E F G H

0|$ 1422|$ 1665]|S 17.25 | 18.16 | $ 2693 |3 32.07 | 515.74 | $ 16.31
1S 1453|S% 1695 (S 17.56 | $ 1846 | $ 27.24 | § 32.38 | $16.02 | § 16.59
2|$ 1483 |8 17.25]|S 17.86 | S 18.76 | $ 27.55| S 32.68 | 51631 | S 16.88
3|$ 1514 |$ 1756 S 18.16 | $ 19.07 | $ 2785 | $ 32.98 | $16.59 | $ 17.17
4| 1544 |S 1786 |S 18.46 | S 19.37 | S 28.15 | S 3329 | $16.88 | 17.45
5/$ 1574 |$ 18.16 | S 18.76 | $ 19.68 | § 2845 | S 3359 | $17.17 | $ 17.73
6|$ 1604 |5 18465 19.07 | $ 19.98 | $ 28.76 | $ 3479 | $1745 | $ 18.03
7|6 1634 |S 1876 |S 19.37 | S 2027 | $ 29.06 | $ 36.11 | $17.73 | S 18.32
8|s 16748 19.16|S 19.77 | $ 20.68 | S 2945 | $ 3748 | $18.11 | S 18.69
9|$ 16.74|S$ 19.16|S 19.77 | S 2068 | S 29.45 | S 3891 | 51811 $ 18.69
10|$ 1674|S 19.16 (S 19.77 | S 2068 | $ 2945 | $ 40.39 | $18.11 | $ 1869 | S 0.33
11| $ 1674 |5 1916 |S 19.77 | $ 20.68 | S 2945 | S 4039 | $18.11 | $ 18.69 |5 033
12|$ 1674 |5 19.16 | S 19.77 | $ 2068 | § 2945 | S 40.39 | $18.11 | S 1869 |S 0.33
13| $ 17.15|S 1956 (S 20.17 | $ 21.08 | § 29.86 | $ 40.39 | $1850 | $ 19.07 |5 033
14|$ 1715|$ 1956 |$S 2017 | S 21.08 | S 29.86 | S 40.39 | $1850 | $ 19.07 | $ 0.66
15/ ¢ 1715|$ 1956 |$ 2017 | $ 21.08 | S 29.86 | S 40.39 | $18.50 | $ 19.07 |S 0.66
16| $ 17.15|8 1956 | S 2017 | $ 21.08 | S 29.86 | S 40.39 [ $1850 | $ 19.07 |5 0.66
17|$ 17.15|S 1956 | S 2017 [S 21.08 | $ 29.86 | S 40.39 | $18.50 | $ 19.07 | $ 0.66
18| $ 1755|S 1996 |$ 2057 | $ 2147 | S 30.26 | S 40.39 | $18.89 | $ 19.45 | S 0.99
19|$ 1755|$ 1996 |S 2057 | $ 2147 | S 30.26 | S 40.39 [ $18.89 | $ 1945 |$ 0.99
201S 175505 1996 |S 2057 | § 21.47 | § 30.26 | § 4039 [ $18.89 | $ 1945 |$ 0.99
21| $ 1755|8 1996 | S 2057 | $ 2147 | S 30.26 | S 40.39 [ $18.89 | $ 1945 |S 0.99
22|$ 1755|S5 19.96 | S 2057 | S 21.47 | $ 30.26 | S 4039 [ $18.89 | S 1945 |$ 230
23|s 1794|Ss 2037 |S 20.96 | $ 2188 | S 3066 | S 40.39 [ $19.26 | S 19.82 |S 2.30
24| 6 1794 |S$ 2037 |5 2096 | $ 21.88 | $ 3066 | S 4039 | $19.26 | § 19.82 |$ 230
25|$ 1794 |S 2037 |S 20.96 | $ 21.88 | S 3066 | $ 4039 [ $19.26 | S 19.82 |$ 230
26|$ 1794|S8 2037 |S 20.96 | $ 2188 | S 3066 | $ 40.39 [ $19.26 | $ 19.82 | $ 3.00
2716 1794|S 2037 |5 2096 | S 2188 | S 3066 | S 4039 [ $19.26 | S 1982 |$ 3.00
28|s 1834|S 2077 |S 2137 | S 222818 31.05 | $ 40.39 | $19.64 | S 2020 | S 3.00
29|$ 1834 |S 2077 |S 2137 | S 2228 | S 31.05 | $ 4039 [ $1964 | $ 20.20 [ $  3.00
30|$ 1834|5 2077 |5 2137 | S 2228 | $ 31.05 | $ 40.39 [ $19.64 | § 2020 | $ 3.50
31| $ 1834|$ 2077 |5 2137 | $ 22.28 | S 31.05 | $ 40.39 [ $1964 | $ 20.20 | $ 3.50
32|$ 1834|S 2077 |S 2137 | S 2228 |8 31.05 | $ 4039 [ $19.64 | 2020 | § 3.50
33|$ 1834 |S 2077 |S 2137 | $ 2228 | S 31.05 | $ 40.39 [ $19.64 | § 2020 | $ 3.50
34|$ 1834 |S$ 2077 |S 2137 | S 2228 | S 31.05 | $ 40.39 | $1964 | $ 2020 [ $ 3.50
35|$ 1834 |S 2077 |S 2137 | S 2228 | S 31.05 | $ 40.39 [ $19.64 | § 2020 | $ 3.50
36|$ 1834 |S 2077 |S 2137 | $ 22.28 | S 31.05 | $ 40.39 [ $19.64 | & 2020 |$ 3.50

Tentative agreement for 2026-2027 includes 2.75% increase on the grid, not including an increase to longevity/service credit, advancement of one
step for all ESP Il (excluding newly hired employees), and retroactive pay to 7/1/2026.

Approved by the Board of Education at the 9/9/2026 Regular Board Meeting.
9 ////q’I.zg
Signed by: q ‘D'i A
Ll :
Board President: / A Superintendent:
William Borga 0’ {éy(ifer Hubtayi

>
EAM Co-Presiden( 9 /l/ Zle

Detibie Hicks
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