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PREAMBLE 

 

This Agreement entered into this 1st day of July, 2023 between the Chippewa Valley Board of Education, 

hereinafter referred to as the "Employer" and the Chippewa Valley Support Personnel Association, MEA/NEA 

(CVSPA), hereinafter referred to as the "Association."   All terms and conditions of employment specified 

in this contract apply only to those members of the Association that are employees of the Chippewa Valley 

Board of Education. 

 
 

PURPOSE AND INTENT 
 

The purpose of this Agreement is to assure adequate and dependable custodial, maintenance, transportation, 

cafeteria, and warehousing services to the Chippewa Valley School District, to set forth terms and conditions 

of employment, to promote orderly and peaceful labor relations, to protect the interest of the public, the 

employees, and the Board of Education. 

 

The Parties recognize that the interest of the community and the job security of the employees depend upon 

the Employer's success in establishing a proper service to the community. 

 

To these ends the Employer and the Association encourage, to the fullest degree, friendly and cooperative 

relations between the respective representatives at all levels and among all employees.  In consideration of 

the following mutual covenants, it is hereby agreed as follows: 
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ARTICLE 1 - RECOGNITION 
 

A. Pursuant to and in accordance with all applicable provisions of Act 379 of the Public Acts of 1965, 

as amended, the Employer does hereby recognize the Association as the exclusive representative for 

the purpose of collective bargaining in respect to rates of pay, wages, hours of employment, and 

other conditions of employment for the term of this Agreement of all employees of the employer 

included in the bargaining units herein described.  The bargaining unit includes the following 

permanent, full-time and part-time employees, Custodial  Leader, Custodian, Custodian  II,  

Elementary  Head  Custodian, Middle  School  Head  Custodian,  High  School  Head  Custodian,  

Skilled  Maintenance,  Skilled  and General Maintenance Leader, General Maintenance, Grounds 

Mechanic, Grounds Leader, Grounds II, Groundsman, Grounds/Custodian, Head 

Custodian/Warehouse,  Warehouse  Helper, Head Mechanic, Mechanic, Central  Kitchen  

Coordinator,  Central  Kitchen  Assistant,  High  School  Lead  Server, Middle  School Lead Server,  

Elementary School  Lead  Server, Food Service Helper and  Food  Handler/Custodian,  excluding  but  

not  limited  to: Supervisors,  Coordinators, Directors, Substitutes, seasonal and any other temporary 

or part-time employee(s), as well as any other non-certified and certified personnel not herein named. 

 

B. The Parties mutually recognize that the Employer's nature of the operations of a public school district 

necessitates that certain positions be for less than a full twelve month period each year and further, 

that during the summer months when school is not in session a limited part of the total work force 

may consist of seasonal employees such as outside employees, and finally, in some full time  

positions under extreme circumstances it could become necessary to employ a substitute on a day to 

day basis. To distinguish these various positions, the following definitions are agreed upon. 
 

1. Seasonal and Temporary Employees - All persons employed on an hourly basis for 

seasonal work, including summer catch-up work and for special non-recurring projects at  

any time during the year shall be considered as seasonal employees and not entitled to 

receive any of the benefits under this Agreement.  They shall be compensated on an hourly 

basis which shall be determined by the Employer.  Special non-recurring projects shall 

include but not be limited to Acts of God, disasters, and situations of emergency, etc.  This 

is an employee(s) who provides services when help is required and said job assignment or 

position is not of a permanent nature.  Employees who apply for seasonal or temporary work 

further understand that this is a separate position, not included under this collective 

bargaining agreement and therefore, are not entitled to additional benefits i.e. vacation time, 

holiday pay. 
 

2. Substitute Employee - A person who takes the place of an employee on a non-permanent, 

day-to-day basis, until the regularly assigned employee returns or is replaced. 
 

An employee who is hired for only a limited period of time to substitute for one or 

more permanent, full-time or permanent, part-time employee during their absence, because 

of illness or while on leaves or vacation,  or  for  a  job  which  is  of  limited  duration,  etc.,  

shall  be considered  a  temporary  employee.    He/she shall not acquire seniority by virtue 

of such temporary employment regardless of how long it lasts. 

 

3. Permanent  Full-time  Employee - A "full-time" employee  as described  herein is  defined 

as someone who works at least ten months per year for the employer at eight (8) hours 

per day, five days per week on a permanent basis. 
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RECOGNITION- Cont'd. 

 

4. Permanent  Part-time  Employee - Part-time  employees shall  be defined to mean  those 

who work less than eight (8) hours per day on a permanent basis. 

 

5. Regular Employees- Employee(s) who work on a regular permanent assignment on a ten 

(10) or twelve (12) month basis (e.g. custodians and cafeteria, etc.). 

 

6. Student Employees - It is recognized that several cooperative work-education programs in 

the schools are a valuable and necessary experience to the educational welfare of our 

students and that the hiring of temporary employees referred to as students in no way 

interferes or conflicts with the duties or privileges of employees.  It is understood that the 

provisions of this agreement entered into between the Parties do not apply to these temporary 

student employees. 

 

C. The term "Employee" when used herein shall refer to Employees included in the bargaining unit as 

set forth in the paragraphs above and references to male Employees shall include female Employees. 

 

D. The term "Board" when used herein shall refer to the Chippewa Valley Board of Education. 

 

E. The   term   "Employer"   or   "Administrator"   when   used   herein   shall   refer   to   Central   Office 

Administrators, Principals, Assistant Principals, Directors, Supervisory or any other Administrative 

personnel who may be authorized by the Superintendent or the Board of Education. 
 

 

 

ARTICLE  2 - ASSOCIATION DUES 
 
Per Public Act 53 of 2012, The CVSPA is solely responsible for the collection of Association Membership 

Dues for employees who choose to be an Association member. 

 

 

ARTICLE 3  - REPRESENTATION 
 

A. There shall be four (4) representation departments within the bargaining unit consisting of: 

 

1. Custodial  

a.       Custodian 

b.  Elementary Head Custodian 

c.    Middle School Head Custodian  

d.      High School Head Custodian 

e.   Warehouse/Head Custodian  

f.       Warehouse Helper 

g.      Custodial Leader  

h.      Custodian II 
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REPRESENTATION - Cont’d. 

 

2. Maintenance and Grounds  

a. Skilled and General Maintenance Leader  

b.  Skilled Maintenance 

c.         General Maintenance  

d. Head Mechanic 

e. Mechanic 

f.         Grounds Mechanic 

g.         Grounds Leader  

h.  Grounds II 

i.         Groundsman  

j. Custodial/Grounds 

k.         Laborer 

 

3. Food Service 

a.         Central Kitchen Coordinator  

b.         Central Kitchen Assistant  

c.         High School Lead Server 

d.         Middle School Lead Server  

e.          Elementary Lead Server 

f. Food Service Helper 

g.      Food Handler/Custodian 

 

B. The Association will furnish the employer with the names of its Association  Representative(s)  and 

alternate when elected and such changes as may occur from time to time in such personnel so that 

the employer  may  at all times  be advised  as  to  the authority  of  the  individual  representatives  

of  the Association with whom it may be dealing.  Until the employer has received written notice of 

changes from the Association, it shall not be required to deal with such employees purporting to be 

Association Representatives. 

 

C. If the Association is required to go into another building other than his/her own in the handling of a 

grievance, the Principal/Administrator at both buildings (or all buildings involved) must be notified. 

Permission will be granted provided that it does not unduly interfere with or interrupt or affect normal 

work or school operation or assigned duties.   It is the responsibility of the above-mentioned 

Association Representatives to report to the building Principal/Administrator before their conference 

with any employee. If, in the opinion of the Principal/Administrator or the immediate Supervisor of the 

Association member, such Association activity is interfering with classroom activity or assigned duties, 

such Association activities will be postponed. 

 

D. Except as set forth above, no Association Representative or any other employee shall be granted time off 

for the purpose of handling Association matter, affairs, or grievances unless specific permission has been 

granted by the Supervisor or Principal. 
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REPRESENTATION - Cont’d. 

 

E. Neither the Association nor any of the officers nor any Association Representatives nor any other 

representatives or employees shall advise or direct employees to disregard the instructions and/or 

directions of the Employer. 

 

 

ARTICLE 4 - AID TO OTHER UNIONS 

 

The District will not aid, promote or finance any labor group or organization, or any individual acting on 

behalf of such group or organization, which purports to engage in collective bargaining or make agreement 

with any such group or organization, or individual acting on behalf of such group or organization, for the 

purpose of undermining the Association. 
 

 

ARTICLE 5 - SENIORITY 

 

A. Probationary Employees 

 

New employees hired in a permanent position, other than substitutes and temporary employees, shall 

be considered as probationary employees for the first sixty (60) working days of their job assignment. 

Upon mutual agreement the probation period may be extended beyond sixty (60) working days, but 

no more than ninety (90) working days. The employee and union will be notified in writing if it is 

extended prior to the expiration of the first sixty (60) days. 

 

1. During this period of probationary employment, probationary employees may be laid off or 

discharged as exclusively determined by the Board and shall not be subject to the grievance 

procedure. 

 

2. There shall be no seniority among probationary employees. 

 

3. The Association  shall  represent  probationary  employees  for  the  purpose  of   collective 

bargaining in respect to rates of pay wages, hours of employment and other  conditions 

of employment as set forth in this Agreement, except discharge and discipline of employees 

for other than Association activity. It is understood that 10-month employees will not 

accumulate time toward the completion of their probationary period during the summer when 

school is not in session. 

 

4. Probationary employees shall be eligible for fringe benefits earned and provided for in this 

Agreement only at the successful completion of their probationary period. 

 

B. Seniority shall be by classification and in accordance with the employee's effective date of hire. 

 

1. When more than one employee is hired on the same day, seniority shall be identified by the 

lottery. Affected employees shall be notified of the lottery and invited to attend. 
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SENIORITY- Cont'd. 

 

2. Seniority shall  be  counted  on  a  school  district  wide  basis  within  the  individual's job 

classification.  Employees moving from one job classification to another shall retain district 

wide  seniority  accrued  in  any  other  classification  or  department  but   not  transfer  said 

classification seniority into their new classification. 

 

C. Seniority Lists 

 
1. Seniority lists will show the names, job titles, date of hire, district seniority, and all seniority 

by classification of all employees of the unit entitled to seniority. 

 

2. The employer will keep the seniority lists up to date and will provide the President with 

copies upon written request. 

 

3. The employer will notify the Association within ten (10) working days in writing of all 

employees who have successfully completed their probationary period. 

 

D. Loss of Seniority 

 

An employee shall lose his/her seniority and terminate their service with the Chippewa Valley School 

District for the following reasons (not to include family care): 

 

1. Employee voluntarily leaves employment. 

 

2. Employee is discharged and the discharge is not reversed through the Grievance Procedure. 

 

3. Employee is absent three (3) consecutive working days in anyone (1) year without notifying 

and/or receiving permission from the employer. Exception to this rule may be made by the 

Superintendent/Designee and provided  the  employee  presents  a  reason  for  the  absence 

notification is  given  to  the  employer representatives and  reasons are  acceptable to  the 

employer. 

 

4. Employee does not return to work when recalled from lay-off as set forth in the recall 

procedure, unless an extension has been granted. 

 

5. If the employee overstays a Leave of Absence for any reason, as herein provided, unless 

extension   has    been    granted.    Exception   to    this    rule    may   be    made   by    the 

Superintendent/Designee. 

 

6. Retirement at any age. 

 

7. Involuntary lay-off for two (2) years or length of work service in the District, whichever is 

shorter. 

 

8. If the employee gives false reasons for a Leave of Absence or engages in other employment 

during any leave without permission of the employer. 

 

 



7 
 

SENIORITY- Cont'd. 
 

9. Any employee who falsifies information on his/her application for employment even if the 

falsity may come to light sometime after the employee's date of hire or date of  acquiring 

seniority. 
 

10. Any employee who is absent more than five (5) unpaid workdays per year shall have their 
seniority date adjusted by the number of days in excess of the five (5) days per year that they 
are absent without pay. This provision is not intended to conflict with the seniority 
provisions outlined in Article 12-Leaves of Absence.  

 

In the event the deduction does not total one full day, the number of unpaid hours will 

be divided by the number of hours the employee is scheduled to work for that school year and 

the resulting number will be rounded to the nearest tenth.  

 

E. Physical Examination 

 

A physical examination if required by the employer, will be arranged with a physician selected by the 

Board.  Examination will be at Board expense.  If an employee fails the physical examination, it may 

be optional for the employee to be examined by his/her personal physician at his/her expense.  This 

examination must follow the State of Michigan physical examination requirements. 
 

Employees holding a safety sensitive position that requires a dot medical card must submit to their 

physical exam and drug screen to recertify no later than one week prior to the expiration of their card.  

Employee’s failing to submit to their physical and drug screen within this timeline and have holds put 

on their recertification, disallowing them to drive, will be placed on an unpaid leave until such time 

that they obtain their recertification and are cleared to drive not to exceed six months.  The employee 

and the association will be mailed to the last known address notification of failure to recertify within 

six months will release the school district of any further responsibility for re-employment of the 

employee and shall act as a conclusive presumption that the employee has resigned. 

 

If a conflict of opinion results, the employee may submit to a third impartial physician, mutually 

agreeable by the employee and the Board. The expense for such an examination will be borne equally 

by the employee and the Board.  The opinion of the mutually agreed to physician shall be binding on 

the Parties.  Once an employee files a Workers Compensation claim against the school district, the 

above will be suspended and the provisions of the Workers Compensation law will prevail. 
 

The School District may, in its sole discretion and at its cost, require that employees submit to 

such tests and examinations, including drug and/or alcohol testing, (if there are specific tests defined 

in the Omnibus Transportation Employees Testing Act of 1991 or any other tests/procedures 

mandated by law, those tests will be the tests used under this Section) by a School District-appointed 

physician, clinic, hospital, nurse, technician, or other qualified professional, when in the School 

District's judgment, such examination is necessary to determine if an employee can perform the 

essential job duties, or when such examination is otherwise job-related and consistent with business 

necessity.  In addition, the employee shall sign such documents and medical release forms requested  

by the School  District  in order  to secure  from the employee's  physician, hospital, clinic, 

psychologies, etc., all of his/her pertinent records, related to the above. 

 

F. The Superintendent/Designee may at his/her discretion make exception to the above-stated rules if 

mutually agreed to by both the Association President and the Employer. 
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ARTICLE 6 - VACANCIES, TRANSFERS AND PROMOTION 

 

A. Vacancies   Vacancies are defined as bargaining unit position(s) or newly created positions that remain 

unfilled after all the assignments and reassignments are completed by the employer.  Permanent, full 

time or part-time vacancies in the bargaining unit will be posted within five (5) working days for a 

period of five (5) working days, setting forth the minimum requirements for the position. During the 

summer months, the Association President will have forwarded to him/her copies of each vacancy 

posted.  Posted position(s) will attempt to include the minimum qualifications and factors to be 

considered for said vacancies. All positions shall be posted as identified above and shall include the 

following information: 

 

1.        Title and Classification 
2.         Wage Schedule 

3.         Hours and Length of Work Year 

4.         Minimum and/or special qualifications 

 

B. Transfers    
 
Lateral Transfer - is a change within the same job classification where there is no addition or increase 
in compensation, for example a movement to another building in the same position, hours, and pay.  
Seniority shall be the basis for selection. 
 
Transfer - is a change within a job classification where there is an addition or increase in 
compensation; for example, a movement to another building within the same job classification for 
more hours.  

 

1. Transfer of seniority employees is to be minimized whenever possible.   Transfers shall 

be based upon the seniority employee's ability to meet the job qualifications, ability to 

perform the job, seniority and other relevant considerations.  Employees placed in a new 

position by virtue of a transfer will be required to complete a trial period of thirty (30) 

working days.  The trial period shall be extended for any absences during that period by 

the amount of said absences. 

 

2. Employees desiring a transfer must file their request in writing within the posted period.  

The request shall set forth the reason for transfer and the applicant's complete 

qualifications, work experience, as well as any other relevant information.   Only one (1)  

transfer in a one (1) year period shall be permitted. Exceptions to this rule may be permitted 

by the employer. 
 

3. Any employee attaining seniority with the District shall have the right to exercise his/her 

seniority for an open job shift, or department and retain his/her seniority for an open job 

the benefits afforded in the classification on a District wide basis. Employees transferred 

under the above circumstances shall retain all rights accrued for the purposes of any benefit 

provided for in this Agreement. 
 

4. Custodial employees will not be eligible  for  more  than  one  voluntary  transfer  within  

a twelve (12) month period. Exceptions will be made where an employee is moving from 

part time to full-time work. 
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VACANCIES, TRANSFERS AND PROMOTIONS- Cont'd. 
 

5. Employees temporarily reassigned to a lower classification shall be paid at his/her regular 

rate. Employees reassigned to working in a higher classification shall be paid at the rate 

of the higher classification. 
 

6. An employee who requested and is granted a transfer shall remain on the job for one (1) 

year before he/she becomes eligible to request another transfer. Exceptions may be made 

by the employer after consultation with Association. 
 

7. In the event the employee is not granted the transfer, the reason for denial shall be 

given in writing to the employee, if requested in writing, by the employee within five (5) 

calendar days of the decision. 
 

8. The employer shall exercise their discretion as to the feasibility of honoring any or all 
transfer requests. 

 

9. Transfers shall take place within 30 working days from the time in which the employee is 
awarded the position. If the employee is unable to be moved to the new position after 20 
working days, the employee shall be paid at the new rate of pay and benefits, if applicable. 

 

C. Promotion A promotion is an upward change to an open job classification within the bargaining 

unit, which results in additional rate compensation during the regular work day. Promotions are 

not meant to include the taking on of additional duties within the same job classification or work 

involving overtime, shift differential, or premium pay.   Employee(s) interested in a promotional 

position shall apply within the above-stated posting period to be considered for the promotion. 
 

1. Promotions shall be made on the basis of qualifications in the job description/posting.  

Seniority shall be the basis for selecting from among equally qualified candidates. Any 

employee granted the promotion for said position shall be placed on a forty five (45) work 

days trial period for an evaluation period to determine his/her ability to perform the job.  

During the forty-five (45) days trial period, their former position will not be posted.   Any 

absence(s) during the trial period shall automatically extend the trial period for a like 

number of days. 

 

2. Employee(s) may be required to successfully pass skill tests as determined by the employer 

prior to assignments to a promotional position. 

 

3. In the event any employee is not granted the promotion, the reason for denial shall be given 

in writing to the employee, if requested in writing, by the employee within five (5) calendar 

days of the decision. 

 

4. If at any time during the trial period, the employer believes the employee is not progressing 

or it appears that the employee is not able to satisfactorily perform the job, such employee 

shall be returned to his/her former classification and notice of such action shall be submitted 

to the Association President, in writing with a copy to the employee. The employee returned 

to his/her former classification shall retain salary and seniority status as previously enjoyed 

before the promotion. 
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VACANCIES, TRANSFERS AND PROMOTIONS- Cont'd. 

 

5. Employees receiving a promotion should not receive a rate of pay that is less than they 

are presently earning and shall reflect an increase in pay of not less than $.10 per hour.  

Promotions to middle school and high school food service positions only would be not less 

than $.50 per hour. 

 

6. The Association President will receive notification of the individual selected for promotional 

position. 

 

7. If at the effective date of a promotion, the employee is within thirty (30) calendar days of their 

current status rate anniversary date, he/she will be considered to have already achieved the 

pending rate anniversary date step increase for the purpose of determining their promotion 

increase. 

 

8. Promotions shall take place within 30 working days from the time in which the employee is 

awarded the position.  If the employee is unable to be moved to the new position after 20 

working days, the employee shall be paid at the new rate of pay and benefits, if applicable. 

 

D. A probationary or trial period in one classification does not count towards a trial period in another 

classification. 

 

E. Employees requesting and receiving a transfer or demotion to a lower classification shall be paid at the 

rate of said assignment closest to what they are currently making without being higher than the 

employee’s current hourly rate. 

 

F. All employees are encouraged to train and prepare for promotional opportunities. With pre-approval 

from the supervisor, the employer will provide up to 6 hours annually, not to exceed 2-hour increments 

for training opportunities/professional development, unless approved by the supervisor. 

 

G. The Association agrees that involuntary reassignments are sometimes necessary because of such 

factors as mutual incompatibility, job performance, technological change, etc.    Such involuntary 

reassignments shall be communicated to the employee and Association President orally and in writing. 

 

H. Employees placed in a new position, by promotion, transfer or otherwise shall have an opportunity 

to revert back to the employee’s former position within ten (10) workdays or beyond that time if their 

previously held position is still vacant.  Requests to revert back shall be submitted in writing to the 

employer with an explanation for the request. Such an employee shall not be considered for the same 

position the employee reverted from for a period of one (1) year. 

 

I. If any additional temporary summer help is needed, ten (10) month employee(s), according to the most 

senior qualified on a rotation basis shall be given consideration for employment provided they have 

signed up four (4) weeks prior to the end of the school year (June 30th) with the Human Resources 

Department. It is understood that any employee hired will be paid the prevailing rate for summer 

assignments.  Employees who apply for seasonal or temporary work further understand that this is a 

separate position, not included under this collective bargaining agreement and therefore, are not 

entitled to additional benefits, i.e. vacation time, holiday pay. 

 

J. In filling vacancies, transfers will be considered before promotion. 
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ARTICLE 7 - HOURS OF WORK 

 

A.         HOURS OF WORK 

 

1. Shift Definition The first shift is any shift that regularly starts on or after 4:00 A.M. but before 

11:30 A.M. The second shift is any shift that regularly starts on or after 11:30 A.M. but before 

7:30P.M.  The third shift is any shift that regularly starts on or after 7:30P.M. but before 4:00 

A.M. 

 

2. Overtime It is expected that from time-to-time employees are required to spend extra time 

beyond the regular day on their job. 

 

a. For 12-month employees, the employer agrees to pay time and one half for any time 

in excess of forty (40) hours worked per scheduled work week when approved by 

the immediate supervisor.  Holidays, inclement weather days, vacation days or 

personal business days shall be considered time worked for overtime purposes. 

 

For 10-month employees, the employer agrees to pay time and one half for any time 

in excess of eight (8) hours worked per workday or forty (40) hours per scheduled 

work week when approved by the immediate supervisor.  Holidays, inclement 

weather days, vacation days or personal business days shall be considered time 

worked for overtime purposes. 

 

b. Time and one-half will be paid for Saturday and holidays not listed below, except 

when a shift starts on Friday and continues into Saturday or starts on a regular work 

shift and continues into a holiday.   

 

c. Double time will be paid to all regular full time twelve (12) month employees on 

a Sunday or holiday stated below if an employee is called in after having 

completed his/her regular scheduled forty (40) hour work week when approved by 

the immediate supervisor. 

 
d. Food Service Employees will be paid time-and-one half for any hours worked for 

a special function on Saturday, Sunday, or a designated Holiday provided that they 

have worked all scheduled hours during the current week. 

 

e. Employees who work the below stated holidays will be compensated at double 

time plus holiday pay at the regular rate. 
 

New Year's Eve    New Year's Day (12 month only) 

Memorial Day (12 Month only) July 4th (12 month only) 

Labor Day (12 month only) Thanksgiving Day 

Friday after Thanksgiving Day Christmas Eve 

Christmas Day   Good Friday (12 month only) 
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HOURS OF WORK   Cont'd 

 

f. Overtime will not be pyramided. 

 

g. If an employee is absent from their work assignment on the last scheduled regular 

workday of the week, he/she will not be eligible for overtime occurring over the 

weekend.  Exceptions may be made to pre-approved vacation and personal business 

days (excluding emergency personal business) however, time will not be paid as 

overtime unless the employee exceeds forty (40) hours worked in the work week. 
 

3. Equalization of Overtime Hours 

 

a. Overtime hours shall be divided as equally as possible among seniority employees 

in the same classification in their building or work department. An up-to-date list 

showing overtime hours for all seniority employees will be posted periodically in 

each building or work area. 

 

b. It is understood that overtime hour assignments for employees may be unequal from 

time to time. 

 

c. The employer will endeavor to continue to provide the opportunity for employees in 

the mechanics, grounds, and maintenance classifications to share in the   overtime 

assignments.   However, due to the complexity of job assignments, skills needed, 

equipment available, etc., the overtime hours in these classifications will not always 

be equalized but the employer will endeavor to equalize whenever possible. 

 

d. Employees who change classification will be charged with the highest number 

of overtime hours that exists in their new classification on the day he/she is placed in 

said classification. 

 

e. Newly hired, rehired or transferred employees who successfully complete their 

probationary/trial period will be charged with overtime as indicated in Section (3) 

(d) above. 

 

f. Employees in other classifications and/or buildings may be called if there are no 

available employees in affected classification/building. 

 

g. For purpose of this section, time not worked because the employee was unavailable 

or did not choose to work will be charged the average number of overtime hours 

of the employee(s) working during that overtime assignment. 

 

h. Overtime hours will be computed and maintained from July 1  through June 30 of 

each fiscal year.  On or about July I of each fiscal year, a new updated overtime 

list will be posted. 
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HOURS OF WORK   Cont'd 

 

i. It is expected employees will accept overtime assignments.  Any 

custodian/cafeteria employee who refuses overtime on two (2) occasions will not 

be asked on the third occasion.  He/she will be charged the overtime in each 

case.   This procedure shall be repeated throughout the fiscal year.   When no 

custodian/cafeteria employee in a particular building accepts an overtime 

assignment, that assignment will be filled at the discretion of the administration. 

 

j. The Cafeteria Department will have an extra hours list posted in each building, 

using the same rules as the overtime list. 

 

4. Relief Period   Employees shall be allowed one fifteen (15) minute break for every four 

(4) hours of continuous employment.    Relief periods shall be taken at a time that does 

not interfere with the efficiency of the work unit.  The rest period is intended to be a 

recess to be preceded and followed by an extended work period; thus, it shall not be 

used to cover an employee's late arrival to work or early departure, nor shall it be regarded 

as accumulative if not taken.  Failure to take a relief period shall not result in a lengthening 

of a lunch period or a shortening of the workday, unless specifically arranged with the 

immediate supervisor to cover unusual occasions. 

 

5. The regular lunch period shall be established by the immediate supervisor in accordance 

with the organizational pattern best suited to the particular building and/or department. 

 

6. Call-in Pay An employee reporting for emergency Call-in duty shall be granted two (2) 

hours pay. 
 
B. It is recognized and  understood that deviation  from foregoing  regular schedules  of  work  will  

be necessary and will unavoidably result from several causes, such as but not limited to rotation of 

shifts, vacation, leaves of absence,  absenteeism, employee request, temporary shortage  of 

personnel  and emergencies. 

 

C. No statement in this Article shall be construed as a guarantee of hours per day or week.  

 

D. It is agreed by the parties that there will be no subcontracting for the sole purpose of eliminating 

employees, unless services are withheld.  However, it is agreed that the employer shall be free to 

use all labor saving devices and labor saving equipment that in the opinion of the employer will be 

in the best interest of operation.   In non-emergency situations, if feasible, the employer may use 

current employees other than a sub-contractor. 

 

E. The  employer  reserves  the  right  to  incorporate  work  hours,  direct  the  work  force,  staffing  

and programs as it deems meaningful for sound and reasonable operational and financial purposes. 
 

F. The employer shall provide cafeteria employees a "Notice of Intent" form before the end of the 

school year on which the employee will indicate whether he/she will be returning to work for 

the coming school year.  The completed “Notice of Intent” shall be returned to the 

employer on or before the date indicated on the form.   Failure to return the form as required 

will be deemed a resignation by the employee and will be recorded as a "resignation without 

proper notice" in the employee's personnel file.  A copy may be retained by the employee. 
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ARTICLE 8 - COMPENSATION 

 

A. The hourly rates of  employees covered by this Agreement are set forth in Schedule A entitled 

Employee Hourly Rate Scale. 

 

When step increases are granted they will be given on July 1st of each school year.   

 

For the 2022/23 school year  

• A 4% retention bonus payment based on total actual wages paid from 7/1/22 to 6/30/23 (not 

subject to retirement) will be paid on July 30, 2023 for Association members employed by the 

district on June 14, 2023.   

  

The Salary Schedule has been adjusted for the 2023/24 and for the 2024-26 school years, see Schedule A.  

  

For the 2023/24 school year  

• Employees remain at their 2022/23 step on the improved 2023/24 salary schedule.  

• A 3% retention bonus payment based on base wages earned for 2023/24 (not subject to 

retirement) will be paid on June 30, 2024 for Association members employed by the district on 

June 11, 2024 or last student day.   

• There may be an additional off schedule bonus payment (not subject to retirement) based on a 

funding/enrollment variance formula paid on June 30th.   

  

For the 2024/25 school year  

• Employees remain at their 2023/24 step on the improved 2024-26 salary schedule.  

• A 3% retention bonus payment based on base wages earned for 2024/25 (not subject to 

retirement) will be paid on June 30, 2025 for Association members employed by the district on 

June 12, 2025 or last student day.   

• There may be an additional off schedule bonus payment (not subject to retirement) based on a 

funding/enrollment variance formula paid on June 30th.  

  

For the 2025/26 school year  

• Eligible Support employees will move one (1) full step if they have worked 50.5% of the 

2024/25 school year.  

• A 3% retention bonus payment based on base wages earned for 2025/26 (not subject to 

retirement) will be paid on June 30, 2026 for Association members employed by the district on 

the last student day for the 2025/26 school year.  

• There may be an additional off schedule bonus payment (not subject to retirement) based on a 

funding/enrollment variance formula paid on June 30th.  

 

All ten-month employees will be paid over 19 pays and 12-month employees will be paid over 24 

pays on the 15th and the 30 th of each month based on hours submitted via the timekeeping system for 

each pay period.  In addition, all persons hired for custodian positions effective July 1, 2007 will be 

placed on the custodian pay scale. 

 

1. Head Custodians are eligible for shift premium if regularly assigned to a premium shift. 
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COMPENSATION- Cont'd. 

 

2. Certification of Mechanics 
Certification is by the State of Michigan Department of State and entitled "Motor Vehicle 

Mechanic Certificate." 
 
 

TYPES OF CERTIFICATES ARE AS FOLLOWS:  

 

HEAVY DUTY TRUCK/SCHOOL BUS 

a.         Brakes 
b.         Diesel Systems 

c.         Electrical Systems 
d.         Suspension and Steering 

e.         Drive Train 

f.         Gasoline Engines 
 

A mechanic who possesses more than three (3) of the above certificates will be entitled to 

additional compensation provided he/she has properly filed the certificates with the Human  

Resources Department. The additional compensation will be a 10¢ per hour increase for each 

certificate beyond the third certificate. 
 

Re-certification 

 

a. It shall be the responsibility of the employee to re-certify if he/she wishes to continue 

receiving the additional compensation. 

 

b. The employer shall be responsible for the cost and fees for re-certification when 

recertification is required by the school district. 

 

Payroll adjustments shall commence the first full week following the filing of the appropriate 

certificates, or a receipt of the application for certification. For renewal purposes, if the above 

is not received prior to the expiration date of the certification, the pay will be reduced at the 

effective date of the expiration of the certificate. 

 

3. Skilled Maintenance Licensing 

 

A skilled maintenance heating, ventilating, air conditioning (HVAC), electrician, or plumber 

who possesses a (Michigan) mechanical contractors, master electrician, or master plumber 

license that allows for the individual to pull permits on behalf of the District for their 

titled position will be entitled to additional compensation of $1.00 per hour, provided the 

school district is sole proprietor of said license.  All fees, class updates, renewals and costs 

associated with maintaining above licenses will be reimbursed to the employee. Payroll  

adjustments shall commence the first full week following the filing of said license with the 

human resources department. 
 

B. Shift Premium rate will be twenty-five (25) cents per hour for the second shift and thirty (30) cents 

per hour for the third shift. Shift premium is paid for all hours worked. 
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COMPENSATION- Cont'd. 

 

C. Longevity Seniority employees shall be eligible to receive longevity benefits at the end of the fiscal 

year.  Longevity shall be paid according to the following schedule: 

 

After eight (8) continuous years of service   $285  

After ten (10) continuous years of service  $435  

After fifteen (15) continuous years of service  $485  

After twenty (20) continuous year of service   $510  

After twenty-five (25) continuous years of service  $560  
 

1. Credit years of experience for longevity can only be earned by working on a continuing basis as an 

employee covered by this master agreement.  
 

2. Employees must be working at least 6 hours per day and 10 months per year to receive the 

longevity payment listed above. Employees working less than 6 hours per day and 10 months per 

year will be prorated based upon length of the workday and work year.  

 

3. Longevity payments shall be made once a year. Employees will receive the longevity payment 

combined with the Employee’s payroll check. Payments shall be made on the last pay period of the 

month of the Employee's anniversary date.  
 

D. Mileage  Employees recognize that from time to time they will be required to use their own vehicle for 

school business and the employer agrees to reimburse upon application for and verification of such 

mileage at the rate paid by the Internal Revenue Service. 

 
E. Vacation Twelve (12) month employees shall accrue vacation benefits based upon their established 

seniority date. Employees who work less than twelve (12) months are not eligible for vacation benefits 

and do not accrue vacation credit. 

 

1. All employees must be employed by the school district for a minimum of one year as of July 1, 

before a full vacation period will be granted. Employees shall earn vacation credit at the rate 

of: 
 

Less than 1 year  5/6th of a day for each month in which the employee worked 

the majority of the work days. 

1 year but less than 11 years  80 hours 

11 years but less than 16 years 120 hours 

16 years or more   160 hours 
 

2. Employees vacation credit will be based upon their seniority date plus the appropriate credited 

time accumulated between their seniority date through the following June 30. 

 

For example: an employee's seniority date is 9/10/86.   As of 9/11/96, the employee has 

completed 10 years of continuous service. When calculating the employee's vacation credit to 

be effective 7/1/97, credit for 7/96 and 8/96 would be based upon 80 hours.   Credit for 9/96 

through 6/30/97 would be based upon 120 hours. 

 

3. Credit will be earned only for those months in which an employee received pay for the 

majority of the scheduled working days of that month. 
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COMPENSATION- Cont'd. 

 

4. A vacation may not be postponed from one year to the next and made cumulative, remaining 

days will be forfeited unless taken during the school year.  Employees will be paid out at their 

current rate up to three (3) annually provided vacation days which are not used within the school 

year. 

 

5. If an employee is laid off, retires, or dies he/she will receive any unused vacation credit, 

including any that might have been accrued in the current fiscal year. 

 

6. Employees eligible for vacation benefits will be paid vacation days on the basis of their rate per 

hour and hours per day of their average regularly scheduled work day. 

 

7. Vacations will be scheduled at a time when they will not interfere with or hamper normal 

operations and will be determined by the district. Insofar as is possible, vacations shall be 

scheduled at the time satisfactory to the employee. Preference shall be accorded to employees 

on a seniority basis.   

 

8. Vacations are to be arranged by mutual consent and a r e  not to be taken during the first week 

of school and one (1) week prior to the first day of school for students. Vacation requests for the 

week after school ends may be approved based on the guidelines below. 
 

9. Vacations will be taken in a period of consecutive days. Exception to this rule may be made 

upon written request. Unless approved vacations shall be scheduled for periods of not less than 

one (1) week or not less than the number of days to which the employee is entitled, whichever 

is smaller. Vacations may be split into one or more weeks providing such scheduling does not 

interfere with efficient operations. Vacation time may not be taken in less than four (4.0) hour 

increments.  Employees requesting non-consecutive vacation days and the days are determined 

a pattern, will be required to provide a written reason to their immediate supervisor. 

 

10. When a designated holiday is observed by the employer on a day other than Saturday or 

Sunday during a scheduled vacation, the vacation will be extended one (1) day continuous with 

the vacation. 

 

11. If an employee becomes ill prior to his/her vacation and the illness continues into his/her 

scheduled vacation period and he/she is under the care of a licensed physician, his/her vacation 

will be rescheduled as soon as possible. In the event his/her incapacity continues through the 

fiscal year, he/she will be awarded payment in lieu of his/her earned vacation. 

 

12. While on vacation, if an employee becomes ill and is hospitalized, he/she may draw upon 

earned sick leave days and have their vacation rescheduled. 

 

13. Vacations will be granted in accordance with request of the employee so far as possible on a 

seniority basis provided that the employees submit their request to their appropriate Supervisor 

at least two (2) weeks in advance or the request may be denied. 

 

14. Exceptions to the procedures set forth above may be made when the Superintendent/Designee 

believes the best interests of the school district or the affected employee(s) are served. 
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15. The fiscal year is defined as July 1 through the following June 30.  Vacation time will be 

earned and credited in hours. 

 

16. Vacation time earned between July 1 through the following June 30 period will not be 

scheduled for leave until the subsequent July 1 through the following June 30th period. Using 

earned vacation time outside this earn-schedule cycle will be considered under hardship 

circumstances at the discretion of the Superintendent/Designee. 
 

F. Holidays  The following are the recognized holidays with pay for seniority employees as set forth by 

conditions stated below: 

 

12 MONTH EMPLOYEES 
 

July 4, July 5, Additional July 4th Week Day, Additional July 4th Week Day, Additional July 4th Week 

Day, Labor  Day,  Day  before  Thanksgiving,  Thanksgiving Day,  Friday  after  Thanksgiving, 

Christmas  Eve, Christmas Day, Day after Christmas, Additional Day-Christmas Break*, Additional 

Day-Christmas Break*, New Year's Eve, New Year's Day, Good Friday, and Memorial Day. 

 

10 MONTH EMPLOYEES 
 

Thanksgiving  Day,  Friday  After  Thanksgiving,  Christmas  Eve,  Christmas  Day,  Day  after  

Christmas, Additional Day-Christmas Break*, Additional Day-Christmas Break*, New Year's Eve*,      

(3) mid-winter break days, Spring Break Monday, Spring Break Tuesday, and Spring Break Wednesday. 
 
* The dates of these holidays may be adjusted based upon the school calendar or any out of district school calendar 

which affects Chippewa Valley School Operations. 
 

1. Employees will receive pay calculated at their current rate based upon their hours per day of 

their regular scheduled workday at their regular straight time rate. 

 

2. When a designated holiday falls on a Saturday, the Friday before will be observed as the 

holiday if school is not in session. In the event that a holiday shall fall on a Sunday, it shall be 

observed on the following Monday, if school is not in session. 

 

3. If any of the scheduled holidays fall on a scheduled school day, the employer and the 

Association shall meet to reschedule said holiday. 

 

4. To be eligible for holiday pay, the employee must work the last scheduled workday preceding and 

the first scheduled workday after each holiday except when off work for an approved reason. 

Exception to this rule may be made by the employer. 
 
 

G. Uniforms 

 

1. The District will provide a uniform as outlined below full and part time regular   custodians,   
head custodians, maintenance,   grounds,   mechanics, and food    handler/custodians.   
Uniforms will be ordered no later than August 31.  The items offered here and below, vendor 
selection and quality and color will be selected by a committee consisting of supervisor and no 
more than one representative from each group listed below.  
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COMPENSATION- Cont'd. 

 

a) During the first and second calendar year of employment, custodians, food 
handler/custodians, head custodians, Maintenance, Grounds, and Mechanics will be 
eligible for five (5) sets. A set includes a shirt and pant.  

b) Third year and thereafter, custodians, food handler/custodians, and head custodians 
will have $150 annual dollar allocation to select from the district offered items.  

c) Third year and thereafter, maintenance, grounds and mechanics will have $220  
annual dollar allocation to select from the district offered items.  

d) If the items selected exceed their annual dollar allocation the employee will be 
responsible for the difference.  

e) It is the responsibility of each employee to clean and repair uniforms as required and 
replace any part of a uniform as needed. 

f) Custodial/grounds that are responsible for regular snow removal, shall receive one (1) 
set of winter boots every other year, based off of the district offered items. 

g) An employee with less than five (5) years seniority who severs employment within 

the twelve (12) month period following receipt of the uniform components set forth 

above, will have a dollar amount equal to one-half (1/2) of their most recent  

annual dollar allocation deducted from their final paycheck. 
 

2. The district will provide a clothing allowance to Food Service employees. 
 

a. Employees are required to wear a standard uniform attire as suggested by  the  

Food Service  Committee  with  final  approval  by  the  Director  of  Food  Services.    

Each employee is responsible for purchasing and maintaining the designated attire.    

An allowance not to exceed $115(includes sales tax) for employees who work 

four (4.0) or more hours and $90(includes sales tax) for employees who work less 

than four (4.0) hours will be provided by the District. 

 

b. Employees with seniority as of their return- t o - w o rk  date at the start of the 

school year will receive payment on the nearest payday after November 1 

provided that proof of purchase receipts are received in the Food Service Office 

by October 15 and the purchased item(s) were made after July 1st of that school 

year. 

 

c. Employees who complete their probationary period after the start of the school 

year will receive payment on the nearest payday after the date thirty (30) calendar 

days after the completion of the probationary period provided that proof of purchase 

receipts have been submitted to the Food Service Office within ten (10) days after 

the last day of the probationary period. 

 

d. An employee with less than five (5) years seniority who severs employment before 

the last scheduled workday  of the school year will have a dollar amount equal to 

one-half (1/2) of their most recent clothing allowance deducted from their final 

paycheck. 

 

3. Employees must wear their uniforms and follow the uniform policy. Failure to do so may 

result in disciplinary action. 
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COMPENSATION- Cont'd. 
 

H. Tool Allowances The employer agrees to replace worn out and broken tools owned by Maintenance 

and Mechanic employees when such tools are used to perform normal work assignments. Replacement 

of such tools requires the prior written approval of the appropriate Administrator. The employer 

will provide, with mutual consent of the parties, any specialty tool needed in the Maintenance and 

Mechanic Departments. 

 

I. Payroll Deductions 
 

1. Employees must notify the Payroll Department at least fifteen (15) days in advance of the 

effective date deductions are to be discontinued. 

 

2. Employees may use payroll deductions for the following: 

 

a. Health Insurance                f. United States Savings Bonds  

b. Dental Insurance                 g. Retirement Buy Back 
c. Vision Insurance               h. United Foundation  

d. Life Insurance               i.  403B/457 Plan 

e. School Employee Credit Union  
 

 
J. Pay Advance Pay advance can be granted if request is received in the Payroll Office three (3) weeks 

prior to the date that the vacation check normally would have been received by the employee. 

 

K. Cafeteria Lunch Cafeteria employees shall be entitled to one (1) type A lunch on the day they work 

over two (2) hours. Cafeteria employees shall be entitled to one-half hour unpaid lunch period on the day 

they work over four (4) hours. 

 

L. The Board shall pay the total cost for a commercial driver's license when that license is required. 

 

M. Upon retirement under the Michigan Public Schools Retirement System, employees with more than fifty 

(50) days of accumulated sick leave shall be paid for unused sick days for all days beyond the fifty (50) to 

the maximum accumulation of one hundred and twenty-five (125) days. The rate of pay shall be forty-

five dollars ($45) per day. (Discontinue per LOA in appendix-sunsets 6/30/24)  

 

N. Food Service Training for School Food Service Personnel 

 

Food Service Training and any testing for School Food Service Personnel shall be required in accordance 

to any Food Service laws and/or regulations instituted by a governmental agency.  The District shall pay 

the employees at their current hourly rate for anytime required to attend that is not during the scheduled 

work day and pay for the cost of the training at the time of their enrollment, if any.  Employees failing 

to obtain the required annual training hours will be subject to discipline, up to and including termination. 

 

1. Training for the School Nutrition Association (SNA) Certification is meant for the Food Service 

staff to confirm their knowledge of both the School Breakfast Program and the National School 

Lunch Program. Staff can earn a Level 1, Level 2, Level 3, and/or Level 4 SNA Certificate in 

School Nutrition.    
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COMPENSATION- Cont'd. 

 

2. All employees will be provided the opportunity to take classes and the District will pay 100% of 

the cost for the classes. The employee will not receive pay for the class time spent in achieving the 

certifications.  
  

Initial Level 1 training requirements is:  

1. Eight (8) hours Core Course in School Nutrition 1  

2. Eight (8) hours Core Course in Food Safety & Sanitation  

 

3. To achieve the additional Levels of Certification, the employee would have to meet all 

requirements for the level an employee chooses to achieve. For these Certificate Levels class can 

include but not limited to the following:  

a. Introduction to School Food Service  

b. Culinary Techniques  

c. Dealing with Conflicts in the Workplace  

d. Weights, Measures and Meal Production Records  

e. Marketing School Meals  
  

4. All Food Service employees wishing to be promote to Lead Server, Central Kitchen Assistant 

and/or Central Kitchen Coordinator must also successfully complete and have on file the following 

in addition to the previous training:  

a. ServSafe Certification  

b. Menu Planning  
  

5. For each SNA level of certification an employee achieves, the employee shall receive an additional 

$0.25 per hour (up to an additional $1.00/hr if achieve all 4 levels).   
  

Food Service employees who achieve a ServSafe certification will receive an additional $0.50 per 

hour. Employees who are currently receiving the ServSafe certification $.25/hr will automatically get 

the increase to $0.50 per hour.  

  

Employees must maintain certification to continue to receive the additional pay outlined above.    

 

O. Food service helpers must sub for lead servers at the elementary school kitchens, or in a secondary 

building where a designated person has not been identified. 

 
 

ARTICLE 9  - INSURANCE 

 

A. In order to receive insurance benefits eligible employees must submit proper application upon 

completion of their probationary period or during the open enrollment period established by 

the insurance carrier.  It is the employee's responsibility to complete the required insurance 

forms in a timely manner. 

 

B. Life Insurance 

 

Upon proper application, the employer shall provide life insurance as follows: 

 

1. $30,000 term policy with $20,000 Accidental Death and Dismemberment (AD&D) for 

employees working six (6) hours or more per day. 
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2. $22,000 term policy with $12,000 Accidental Death and Dismemberment (AD&D) for 

employees working four (4) hours but less than six (6) hours per day. 

 

3. This group life insurance shall begin when the employee has: 

 

a. Satisfactorily completed his/her probationary period, and  

b. Properly completed the necessary forms. 

4. Insurance coverage shall terminate when the employee terminates his/her employment. 

However, a retired employee may purchase life insurance at their own cost from the district 

up to age 65. 

 

5. Any present or future employee(s) working less than four (4) hours and not presently 

enrolled for this fringe benefit will not be eligible for said benefit. Employee(s) working 

four (4) hours or less presently enrolled for this fringe benefit may continue coverage on 

the pro-rata basis of the 1978 - 81 contract. 

 

C. Hospitalization 
 

All twelve (12) and ten (10) month employees hired prior to July 1, 2013 will have an option during 

an open enrollment period to select MESSA Choices II Plan with $10/$20 prescription plan with a 

$500/$1,000 deductible or MESSA Choices II Plan with RX Saver with a $500/$1,000 deductible. 

 

All employees have the option to select ABC plan 1-zero percent co-insurance with three tier 

mail-in rider. 

 

Pursuant to Public Act 152 of 2011, the District shall pay those Hard Cap amounts provided in 

Section 3 of the act, as adjusted by the Michigan Department of Treasury.  Any Employee 

receiving healthcare benefits shall be required to pay any costs of the healthcare plan above the 

Hard Cap amounts, payable in an amount determined by the Union to insure the District’s 

compliance with the Hard Cap limits as provided in the Act.  Any overages paid by the 

Employee as a result of movement by the Employee between levels of coverage, shall be 

refunded in a manner determined by the Union. 

 

Employees working less than eight (8) hours per day will have the option during an open enrollment 

period to select the MESSA Choices II Plan with $10/$20 prescription plan with a $500/$1,000 

deductible or MESSA Choices II Plan with RX Saver with a $500/$1,000 deductible. 

 

The employee will pay 25% or 50% of the premium for the health insurance (illustrative rate) 

each year based upon hours worked.  In no event shall the District pay in excess of the Hard Cap 

amount provided in Section 3 of Public Act 152 of 2011. 
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The District reserves the right after conferring with the Union to comply with the Patient 

Protection and Affordability Act to select a health insurance carrier which offers a “Bronze” plan 

that provides “minimum coverage” pursuant to 26 USC Sec. 36(B)(c)(2)(C)(ii).  Effective July 

1, 2013, all new employees will be offered the “Bronze” plan coverage subject to the hard cap, 

however, they may purchase additional insurance at their own cost.   

 

1. The sole authority for selection and determination of the insurance carrier, shall rest with 

the district. 
 

 District Share Employee Share 

Four (4) but less than six (6) hours 50% 50% 

Six (6) but less than eight (8) hours 75% 25% 

 
If an employee selects the MESSA Choices II $10/$20 co-pay an additional upgrade 

charge will be assessed to the employee. 

 

2. If the eligible employee's spouse has, or  is eligible for, any type of paid  hospitalization 

insurance which is equal to or better than the MESSA Choices II Plan with $10/$20 

prescription plan with a $500/$1,000 deductible or MESSA Choices II Plan with RX Saver 

with a $500/$1,000 deductible, said employee shall not receive district paid hospitalization 

coverage. It is understood that double coverage is prohibited. 

 

3. All eligible employees shall not be entitled to the above mentioned coverage until they have 

satisfactorily completed the probationary period. 

 

4. There shall be no duplication of insurance. The employee must notify the Payroll and Human 

Resource Office of any duplicate coverage - either through personal coverage or coverage 

from the spouse's or family's insurance plan.    If the employee is covered by any 

duplicated hospitalization insurance, the Board's obligations under this provision shall be 

waived. 

 

5. The Board agrees to indemnify and save the Association (MEA) harmless against any and 

all Equal Employment Opportunity Commission (EEOC) claims, demands, costs, suits or 

other forms of liability and all court or administrative agency costs that by reason of action 

taken by the Board for the purpose of complying with this Article. This section is not in effect 

nor does it apply to any grievance or arbitration that may result through the implementation 

of any sections of this Article. 

 

D. Dental Insurance 
 

Seniority employees employed on a full-time (8-hour) permanent basis will be eligible for a dental 

plan selected by the employer for said employee and all eligible dependents which will provide 

coverage of 80% of Type A and B expenses and 50% of Type C expenses with a $1,000 maximum 

and a $25 deductible per person and $50 per family with an orthodontic rider with payment of  
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expenses at 50% with a $1,000 maximum.  Part-time permanent employees working four (4) hours or 

more may enroll in this plan, and the employee will pay the percentage of premiums the amount listed 

above as identified in Section C-2. 
 

For those members of the bargaining unit who are covered by other dental insurance (including 

district-provided insurance) the employer will provide a Dental Plan of coverage of 50% of Type A, B, 

and C expenses with a $1,000 maximum and a $25 deductible per person and $50 per family.  Part 

time permanent employees will have extended to them the same consideration as indicated above with 

internal and external coordination of benefits for both full-time and part-time employees. The district 

retains the right to select the carrier. 
 

1. Any present or future employee(s) working less than four (4) hours and not presently 

enrolled for this fringe benefit will not be eligible for said benefit. Employee(s) working four 

(4) hours or less presently enrolled for this fringe benefit may continue coverage on the pro-

rata basis of the 1979-81 contract. 

 
 

E. Group Insurance Benefits Eligibility For Food Service 
 

1. Food Service employees who are eligible for insurance benefits as described above will 

have available the appropriate coverage once the lunch schedules have been determined and 

assigned.  

 

2. If an employee's hours are reduced during the school year, the district will continue to 

provide the insurance coverage as determined in the above stated sections.  Said coverage 

will be maintained for the remainder of the fiscal year.  If hours are increased employees 

eligible for additional coverage will receive said coverage if permitted by the insurance 

company. 

 

3. If an employee requests a reduction in hours, his/her group insurance benefits will be 

reduced accordingly. 

 

4. Insurance benefits coverage is based upon the permanent hour assignments for individual 

employees. 

 

F. National Health Insurance 

In the event that a National Health Insurance Act becomes law during the term of this contract, it 

is agreed that those provisions of the present agreement affected by this law shall be reviewed and 

discussed by the parties. 

G. Long Term Disability (LTD) 

The employer shall provide a Long Term Disability (LTD) plan which will cover employees working 

four (4) hours or more per day or twenty (20) hours or more per week for 60% of the employee's 

base salary after a waiting period of 90 days.  Benefits will be paid for up to two (2) years for sickness 

and up to age 70 for accidents. 
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Normal offsets apply.   Said compensation, as described above, is subject to the terms of the 

contract with  the  respective  insurance  carrier  and  conditions  and  controls  as  stated  within  

this  Master Agreement.  The employer retains the right to select the carrier. 

H. Basic Vision Plan 

The employer will provide for an 80% MESSA Vision Service Plan II for each eligible seniority 

employee (full-time, permanent, eight (8) hours a day). Employees working less than eight (8) hours 

a day but working four (4) or more hours will be paid premiums as indicated in Section C-2 of 

Article 9, Insurance Protection.   The sole authority for selection and determination of the insurance 

carrier, shall rest with the employer. 

 

I. The benefits stated above shall be by way of a fringe benefit with no cash reimbursement for 

those employees who do not qualify for such benefits. 

 

J. Upon termination or lay-off, of employment with the employer, the employee benefits as described 

above will cease to be paid by the employer. 

 

K. The employer, by payment of the premium payments required to provide the coverage set forth herein, 

shall be relieved from all liability with respect to the benefits provided by the insurance coverage 

as described above.   The failure of an insurance company to provide any of the benefits  which 

it as contracted for any reason shall not result in any liability to the employer or the Association 

nor shall such failure be considered a breech by either of them of any obligation under this Article. 

 

L. Differences between employees or beneficiaries of employees and any insurance company shall not 

be subject to the grievance procedure. 

 

M. It is the understanding of the parties that insurance benefits will start on the earliest date possible 

according to the terms of the insurance carrier's contract, after the probationary period. 

 

N. Notwithstanding the provisions of this paragraph, the terms of any contract or policy issued by an 

insurance company hereunder shall be controlling in all matters concerning benefits, eligibility and 

termination of coverage, and other related matters. 

 

O. Any  and  all hospitalization  and/or  insurance  coverage  provided  herein  shall  be extended  only  

to regular and permanent, full-time and part-time employees unless specified otherwise in this  

Master Agreement. 

 

P. There shall be no duplication of any hospitalization insurance plan.   The employee must notify 

the Payroll Office and Human Resource Office of any duplicate coverage either through personal 

coverage or coverage through the spouse's family's insurance plan.  If the employee is covered by any 

duplicated program, the district's obligation under this provision shall be waived. 

 

Q. It is the understanding of the parties that these benefits will not start until after this contract has 

been accepted and ratified by the parties.  These benefits will have no retroactivity consideration. 
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R. If the Board of Education desires to self-fund any of the insurance programs, they must receive written 

agreement  from  the  Association  to  use  any  particular  individual  administering  agents,  prior  

to implementation. 

 

ARTICLE 10 - LAYOFF AND RECALL 

LAYOFF 

A. Layoff means a reduction in the working force due to a decrease of work, limitation or reduction 

in operating funds and/or other conditions deemed appropriate and necessary by the Employer. 

 

B. If it becomes necessary for a layoff, the probationary employees within the effected classification will 
be laid off first. Seniority employees will be laid off within the effected classification according to 
seniority as previously defined in Article 5. If the lowest seniority employee in the effected 
classification is laid off, or displaced, said employee(s) may exercise the right for a job assignment 
within the classification group(s) in which they possess seniority on the basis of their classification 
seniority in that classification group provided they can perform the available work by the conclusion 
of their trial period, or the employee(s) may be reassigned to a vacant position available at the time of 
the layoff or for which they are qualified and meet the testing requirements, if any.  Employee’s shall 
be offered the position in that classification group for which they possess seniority that is most 
comparable to their current positions (hours, days, pay) without exceeding the employee’s current 
position.  If employee held seniority in a different classification group the employee can bump into the 
previously held classification using the earned seniority in that classification or lower for which they 
are qualified and meet the testing requirements, if any. 
 

Classification Groups are: 

 

Group A          Skilled Maintenance - by job assignment  

Skilled and General Maintenance Leader 

General Maintenance 

Grounds Mechanic 

 

Group B         High School Head Custodian  

Middle School Head Custodian 

Elementary School head Custodian 

Custodial Leader 

Custodian II 

Custodian 
 

Group C          Food Handler/Custodian 

 

Group D     Grounds Leader 

Grounds II 

Groundsman 

Grounds/Custodian  

 

Group E           Head Mechanic 

Mechanic 
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Group F Central Kitchen Coordinator 
Central Kitchen Assistant 

High School Lead Server 

Middle School Lead Server 

Elementary Lead Server 

Food Service Helper 
 

C. Employees to be laid off from their regularly scheduled duties for an indefinite period of time will 

have at least forty- f ive  (45) calendar days’ notice in advance of the effective date of layoff.   The 

Association President shall be sent a list from the Employer naming employees being laid off at least 

two days prior  to  the  date  of  notices  sent  to  the  employee(s).    The Food Handler/Custodian 

classification personnel is considered as a Food Handler in the Cafeteria Department for seniority basis 

with no seniority consideration in any other department and/or classification. 

 

D. Any employee who assumes a new job assignment due to the layoff procedure will also assume the 

salary rate for that position. 

 

E. The employee may be transferred within the departmental classifications on a district-wide basis where 

operating staff in one or more buildings is reduced due to layoff. 

 

F. It is clearly understood that any individual laid off shall automatically terminate and suspend the 

employer's obligation to salary or fringe benefits under this collective bargaining agreement or any 

other agreement. 

 

G. Any seniority employee on layoff shall have the option to be placed on the regular substitute list. 
 

RECALL 

A. Employees laid off through the procedure as stated in this Article shall be maintained on a recall list 

for a period of two (2) years or length of work service in the District whichever is shorter and shall be 

recalled in reverse order of their layoff. 
 

B. Each employee is responsible for keeping the employer advised in writing of any change of address 

and will not be excused for failure to report for work on recall if the employee fails to receive recall 

notice because of their own failure to advise the employer in writing of their change of address. 

 

C. Notice of recall shall be sent to the employee at his last known address by registered or certified mail. 

If an employee fails to report for work within ten (10) days from date of mailing of notice of recall, 

he/she shall be considered a voluntary quit. 
 

D. The Employer shall have no obligation to recall probationary employees who may be laid off. 

 

E. Should an employee be offered a comparable position and refuse such appointment, he/she will lose 

the right to remain on the seniority-recall list and shall be considered as having quit. 

 

F. The Superintendent/Designee may at his/her discretion make exception to the above-stated 

procedure if mutually agreed to by both the Association President and the employer. 
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A. JURY DUTY  The employer shall pay any seniority employee called for jury duty or attendance at 

any court pursuant to subpoena by other than those mentioned in the immediate family (Section 

B I), the difference between the amount received from jury duty and the regular pay if either the 

employee or the Superintendent/Designee  is  unable to  have the employee excused  from  such  

assignment.    An employee who  received  witness  or jury duty interview  and  appearance  notice  

must  notify his/her appropriate administrator within five (5) days of such notice. To be eligible 

for jury duty or witness pay differential, the employee must furnish the employer with a written 

statement from the appropriate public official listing the amount and the dates he/she received pay 

for jury duty and witness fees.  If an individual is on jury duty assignment only until 12 noon, 

he/she must report for their P.M. work assignment, if he/she expects to receive pay for work hours. 

 

B. FUNERAL LEAVE Seniority employees shall be allowed up to five (5) working days because of the 

death in the employee’s immediate family, beginning at the date of death and within one week after death.  

Immediate family shall be defined as:  spouse, child, parent, grandparent, grandchildren, brother, sister, 

father-in-law, mother-in-law, daughter-in-law, son-in-law, step relations or a relative living and making 

his/her home in the employee's household.  One day shall be allowed for attendance at the funeral of a 

sister-in-law, brother-in-law, aunt, uncle, first cousin, niece or nephew of the employee.  Funeral days are 

not deducted from the employee’s sick leave bank. 

 

Documentation may be requested to substantiate the employee’s attendance at the funeral if there is 

suspected abuse.  

 

Employee’s requesting funeral leave for delayed funeral’s after (1) one week of the death are 

required to provide funeral documentation as to the reason for requesting delayed funeral days. The 

superintendent/designee may consider exceptions for the use of funeral leave other than in a 

consecutive and continuous manner immediately following the death of an immediate family member 

on a case-by-case basis subject to approval. 

C. Seniority employees will accumulate sick leave as follows and shall be granted for personal or family 

illness of a spouse, child or parent: 

 

1. Seniority employees who work a regular eight (8) hour schedule will accumulate one (1) Sick 

Leave Day for each month in which they receive compensation for a majority of the available 

work days.  Accumulation shall carryover from fiscal year to fiscal year.  Each fiscal year is 

defined as July 1 through the following June 30. 

 

2. Seniority employees who work a regular shift of less than eight (8) hours will accumulate sick 

Leave Days on a pro-rated basis based upon hours worked.  For example, a  regular six (6) 

hours credit toward a Leave Day for each month in which they receive compensation for a 

majority of the available work days during each fiscal year defined as  July 1 through the 

following June 30. Accumulation shall carryover from fiscal year to fiscal year. 

 

3. Sick leave days will be credited to each individual's sick leave bank accumulation only after 

earning said days each month. 

 

4. Employees who work less than full-time eight (8) hours shall accumulate sick leave pro-rated 

according to the average number of hours worked per day and months per year. 
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5. An employee shall not accumulate sick leave during any month in which the employee receives 

pay for less than the majority of the scheduled working days in that month. 

 

6. Employees on leaves of absence without pay shall not accumulate sick leave during such 

periods. 

 

7. All employees shall accumulate sick leave from the date they are hired.  Probationary 

employees can accumulate sick leave but cannot receive sick or approved leave day pay until 

the completion of their probationary period and then only on a pro-rated basis for the first year of 

employment. 

 

8. As an attendance incentive, an employee whom has more than forty (40) days of personal 

accumulated sick days may be paid out any days beyond forty at the rate of $45 per day (based 

upon an eight (8) hour day and pro-rated based upon the number of hours worked for less than 

eight (8) hour employees) not to exceed 10 days per school year. Employee must inform the 

human resources department that they wish to have a payout in writing no later than June 15th of 

each school year.  (SUNSET 6/30/24)  

 

D. PERSONAL BUSINESS DAYS: Each employee may use eight (8) days of accumulated or credited 

sick leave annually as approved leave days. An employee will need to provide a supporting statement 

if the leave time is more than three (3) consecutive days.  Normally Approved Leave Days shall be 

interpreted as that which requires the presence of the employee at affairs that cannot be arranged or 

handled at a time other than during the regularly scheduled workday.  Applications must be made 

directly to the Superintendent/Designee for approval; this request must include a statement in support 

of the request and receive the approval of the Superintendent/Designee.  The approved leave day is 

not provided for casual or indiscriminate use. On all approved leave days, as well as any other leave, 

such leave must be requested in advance (at least seven (7) days) in writing except funeral    leave.  

Approved    leave    day    requests    must    have    prior    approval   form    the Superintendent/Designee 

before being granted.  Use of approved leave days shall be deducted from the sick leave allowance.  

 

Requests made less than seven (7) calendar days in advance will be considered as an emergency and a 

reason or documentation must be provided within two (2) days of the employee’s return to be 

considered for approval.  Failure to provide a reason or documentation as requested will result in the 

day being unpaid. 

 

E. The hours involved in an employee's use of Leave Days accumulation for any particular day will be 

limited to the number of regular hours they were scheduled to work that day and will be deducted 

from their accumulated Leave Days. 

 

F. All employees shall report absences on a daily basis as per policy using the electronic absence 

management system and complete any necessary forms stating the reasons for such absence. 

 

G. The employee shall furnish a physician's statement as a proof of illness or disability in absence of 

more than three (3) consecutive days or more.  The supervisor may request proof of illness in cases 

of suspected abuse for one day's absence. 

 

H. Proof of any illness may be required at any time if abuse is suspected. 
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I. All unused sick leave allowance days shall be placed, at the end of the fiscal year, in the employees 

accumulative sick leave bank.  Accumulation shall be unlimited. 

 

J. It is agreed that use of leave days will be strictly confined to legitimate purposes only. 

 

K. Sick leave shall not be used for seeking other employment, rendering services, or working either 

with or  without  remuneration  for  themselves  or  for  anyone  else,  for  hunting,  for  fishing,  or  

other recreational activities or any other unacceptable reasons.  The examples as stated above are by 

way of illustration only. 

 

L. The benefits of sick leave allowance do not apply to participation in strike activities, demonstrations, 

or work slowdown (or any other such action(s) that interfere with the operation of any facility of 

the Chippewa Valley Schools). 

 

M. If the employee receives Board provided compensation or any form of retirement disability and/or 

insurance protection and/or payment or any other type of sick leave income during such sick 

leave, then only the difference between the employee's regular wage and such compensation will be 

paid. 

 

N. If unearned sick days have been paid to any employee and the employee is leaving active employment 

with the Chippewa Valley Schools, the overpayment will be deducted from the employee's final 

check. 

 

O. As a rule, approved leave days will not be granted the three (3) scheduled workdays before or three 

(3) scheduled work days immediately after any holiday, break or vacation period as well as the 

first five student instructional days or last five student instructional days of the school year. An 

exception to this rule may be granted by the Superintendent/Designee on a case-by-case basis.  Leave 

days shall not be granted in conjunction with vacation days to extend a holiday or vacation period. 

 

P. The Board retains the right to have any employee examined by the Board's own physician in addition 

to the employee's attending physician.  The cost of such examination shall be paid for by the Board. 

If a conflict of opinion results as to whether an employee may return to work, the employee shall 

submit to a third impartial physician or clinic mutually agreeable by the employee and the Board, 

the expense incurred for such examination will be borne equally by the employee and the Board.  

The opinion of this third physician shall be binding on the Board and the employee. 
 

Q. If an employee is injured while at work, the employer shall follow the guidelines of the Michigan 

Worker’s Compensation statute. If the employee qualifies for and receives worker’s compensation 

wage-loss benefits, the employee’s wage-loss compensation, shall be supplemented from the 

employee’s sick leave accrual with an amount sufficient to maintain the employee’s regular salary for 

a period not to exceed the employee’s sick leave accrual. The sick accrual will be charged only for that 

fractural portion in excess of the compensation payment verified by the workers compensation carrier. 
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1. Injuries shall be reported by the employee to the appropriate supervisor verbally and by 

submitting a signed injury form to the immediate supervisor as soon as possible but not later 

than three (3) calendar days of the occurrence. 

 

R. Vacation and Personal Business requests for Halloween will be denied.  Sick time requests on 

Halloween will require a medical note.  Absence approval will be granted to take up to a four (4) hour 

non-paid break on Halloween with the agreement that the employee will return to work to make up the 

time on the day of the absence, or agreed at a time during the pay period by their immediate supervisor. 

Approval for up to a four (4) hour break may be denied if a school event is scheduled on Halloween 

requiring custodial in the building.   Employees requesting docking pay for scheduled work time will 

not be approved.  Vacation time will be approved during Halloween week for a consecutive (5) day 

vacation request. For 2023/24 thru 2025/26 school year up to 3 people can be approved to request 

Halloween day off. (sunsets 6/30/26) 

 

 

ARTICLE 12 - LEAVES OF ABSENCE 

A. General Leaves of Absence 

 

1. A General Leave of Absence for good cause not to exceed one (1) year may be requested by 

a permanent employee with at least one (1) year's seniority. Such request must be in writing 

stating the reason and the dates of the leave request and submit to the Human Resources 

Department. Such leaves may be extended for a period not to exceed one (1) year if 

approved by the Superintendent Designee. 

 

2. Such leaves may be granted for Education, Medical Disability (upon the expiration of 

sick leave), Military Service, Child Care (including adoption), care for a member of 

immediate family, or other individual circumstances.  Leaves will not be granted for reasons 

related to seeking other employment, working another job outside the district, etc. 

 

3. The position held by an employee who is granted a General Leave of Absence may be filled 

by a substitute, a temporary employee, a temporary transfer, or a temporary promotion.   If 

the employee returns to work within eight (8) weeks from their last day worked, they will 

return to the position held on their last day worked. If the employee's leave extends beyond 

eight (8) weeks from their last day worked, their original position is not guaranteed and they 

could be returned to work in another position for which they are qualified. Refusal to accept 

such assignment will be considered as a voluntary resignation.  The employee will notify the 

Human Resources Department no less than ten (10) calendar days prior to their intended 

return to work date, failure to provide notice may result in termination. 

 

4. All wages and benefits will be discontinued for the duration of a General Leave of Absence 

except for a Medical Disability Leave.  The employee may make arrangements to pay health 

insurance premiums as provided for in the Consolidated Omnibus Budget Reconciliation 

Act of 1985 (COBRA). 
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B. Medical Disability Leave 

1. Employees who are absent due to disability for more than three (3) consecutive days and 

unable to work will be placed on Medical Disability Leave starting with their first working 

day of absence, provided they substantiate their disability with a physician statement. 

 

2. Pregnant employees must give the Human Resources Department no less than sixty (60) 

calendar days notice prior to their projected confinement date. 

 

3. The position held by an employee who is granted a Medical Disability Leave may be filled 

by a substitute, a temporary employee for up to six (6) months, a transfer, or a temporary 

promotion.  If the employee returns to work within one-hundred eighty (180) calendar 

days from the last day worked, they will return to the position held on their last day worked.  

If the employee's leave extends beyond one-hundred eighty (180) calendar days from their 

last day worked, their original position is not guaranteed, and they could be returned to work 

in another position for which they are qualified. Refusal to accept such assignment will be 

considered as a voluntary resignation. The employee will notify the Personnel Office no less 

than thirty (30) calendar days prior to their intended return to work date. 

 

4. Once the disability has been medically substantiated, employees on Medical Disability 

Leave are required to provide an Attending Physician's statement to the Human Resources 

Department substantiating their continued disability no later than one workday of their 

current medical statement expiring. 

 

5. Employees on Medical Disability Leave shall utilize their Sick Leave Days for payment 

beginning with the first day of absence upon exhaustion of their sick leave employees will 

have their vacation time automatically deducted for a paid leave prior to going into unpaid 

leave.  Board paid health benefits shall continue up to eight (8) weeks following the 

exhaustion of personal sick leave days while members are on a medical disability leave. 

 

6. Employees returning from a Medical Disability Leave are required to:   1) provide a 

release from their Attending Physician certifying the ability of the employee to fulfill 

his/her duties with  or  without reasonable accommodation; and,  2)  undergo a  return  

to  work  physical examination as directed by the Personnel Office.  Employees returning 

from a General Leave of Absence may be required to undergo a return-to-work physical 

examination as directed by the Personnel Office. 

 

C. No adjustments in the seniority date will be made for days that are a part of a maternity disability or 

medical leave of absence up to a maximum of six (6) months. Upon return to work, the Employee’s 

seniority date will be adjusted by deducting the total calendar days beyond the six (6) month period to 

the effective date of their return. 

 

D. Employees on a Leave of Absence under this Article, will not accrue seniority while they are on leave. 

Upon return to work, their seniority date will be adjusted by deducting the total calendar days from 

their last day worked to the effective date of their return. 
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E. Leave of Absence for Union Business 
 

1. An employee elected or appointed to a position affiliated with the Association which removes 

the employee from employment in the District, will, upon written request from the Association, 

be granted a Leave of Absence for Union Business for a period of one (1) calendar year or for 

the term of the position whichever is shorter. 

 

2. All wages and benefits will be discontinued for the duration of a Leave of Absence for Union 

Business. 

 

3. Employees on a Leave of Absence for Union Business will not accrue seniority while they 

are on leave.  Upon return to work, their seniority date will be adjusted by deducting the 

total calendar days from their last day worked to the effective date of their return. 

 

4. Association time: Elected officers/representatives/bargaining team members shall be 

compensated when representing the association at a meeting(s) scheduled by the district. 
 

F. Failure to provide notice of intent to return to work as provided herein, and/or to return to work as 

scheduled, will release the School District of any further responsibility for re-employment of the 

employee and shall act as a conclusive presumption that the employee has resigned. 

ARTICLE 13-ATTENDANCE 

Attendance is tracked by the Human Resource Department on an annual basis for each employee.  Punctual and 

regular attendance is an essential function of each employee at Chippewa Valley Schools. When an employee is 

absent, others must perform the work, which diminishes the smooth operation of Chippewa Valley Schools. 

 

Employees are expected to report to work as scheduled, on time and prepared to start work.  Employees are also 

expected to remain at work for their entire work schedule.  Late arrival, early departure or other absences from 

scheduled hours are disruptive and must be avoided.  The purpose of this article is to promote the efficient 

operation of the District and minimize unscheduled absences. 

 

As indicated in Article 5-Seniority (D)3, any employee who fails to report to work without notification to his/her 

supervisor for a period of three (3) days or more shall lose his/her seniority and terminated their service with the 

Chippewa Valley School District. 

 

Employees are required to provide medical documentation to the Human Resources Department for more than 

three consecutive days of absences because of illness or injury and/or when illness occurs the day before or 

after a holiday/vacation break no later than the day they return to work. Medical documentation must verify a) 

the nature of the illness or injury, b) if and when the employee will be able to return to work, if applicable, and 

c) whether the employee is capable of performing his or her regularly scheduled duties, and if not, what 

restrictions the employee has. Without an acceptable excuse, the employee absence may be considered 

unauthorized/unexcused.   
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A. REPORTING REQUIREMENTS 

Employees are required to report all absences in AESOP and on the employee’s timesheet.  Absences 

shall be reported no later than two (2) hours prior to the employee’s scheduled start time.  Employees 

shall only call the substitute coordinator to report an absence after the required reporting time or in an 

emergency that does not allow the employee to call or report the absence in AESOP.  

 

B. INCIDENTS OF ABUSE: 

Abusive Absences are defined as: 

1. Unauthorized absence – any absence not preapproved per leave language in the employee’s 

labor agreement. 

2. Unpaid leave – Absences that exceed the employee’s earned annual paid leave. 

3. Sick leave/Personal Business days exceeding annual allotment per school year (based on the 

accrual per contract) 

4. Patterns of absences  

5. Consistent late call-ins (consistently calling absence after district cut-off time or a pattern of not 

providing enough advance notice for coverage of position) 

6. Excessive absenteeism due to leaves of absences (other than FMLA approved leaves) 

These absences may subject an employee to progressive discipline according to the steps listed below.  

Employees will not be subject to discipline for the use of accrued leave time pursuant to the applicable 

collective bargaining agreement except as stated within the applicable bargaining agreement.  

Any otherwise qualified employee with a disability which requires additional leave time, sick or 

otherwise, will be provided a reasonable accommodation in accordance with the requirements of the 

Americans with Disabilities Act. Please contact the Human Resources Department as soon as 

practicable to request a reasonable accommodation. 

 

C. NOTIFICATION OF ABSENCES: 

 

Five (5) days of abusive absences in a year is cause for a written notice notifying the employee that 

he/she is getting close to violating this article and if additional abusive absences occur it may result in 

disciplinary action.  

 

D. STEPS OF DISCIPLINE: 

 

STEP 1 

Eight (8) days of abusive absences in the same year will be the basis of a written warning to be signed 

by the employee and put in the employee’s personnel file.  This written warning serves to notify the 

employee that they have violated this article and if there is an additional abusive absence it will result 

in further disciplinary action up to and including termination.  
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STEP 2 

An additional abusive absence above the number of days listed in Step 1 in the same year may be the 

basis of a written reprimand to be signed by the employee and put in the employee’s personnel file.  

This written reprimand serves to notify the employee that they have again violated this article and if 

additional abusive absences occur it will result in further disciplinary action up to and including 

termination. ( 9 days) 

   

STEP 3 

An additional abusive absence above the number of days listed in Step 2 above in the same year may 

be cause for a one-day suspension (without pay).  (10 days) 

 

STEP 4 

An additional abusive absence above the number of days listed in Step 3 above in the same year may 

be cause for a three (3) day suspension (without pay).  (11 days) 

 

STEP 5 

An additional abusive absence above Step 4 in the same year may be cause for termination of 

employment. (12 days) 

 

E. RIGHTS: 

Application of this language to any particular absence will be handled on a case-by-case basis.  

Absences may be grouped as individual days or occurrences of time, depending on the individual case 

and matter.  Human Resources also reserves the right to use its discretion in applying this language 

under special or unique circumstances. 

 

Discipline is progressive and will be applied under this language.  However, once disciplined under 

this language, for each school year of good attendance, thereafter, the discipline will regress one step 

for each year of compliance with the absence policy. 

 

 

 

ARTICLE 1 4  - DISCHARGE AND DISCIPLINE 
 

A. When the Employer deems it necessary to discipline/discharge an Employee, for just cause, the 

Employer shall inform the Employee and the Union of the allegation in writing in advance of a due 

process meeting. The Employee shall request Union representation.  Employees who opt not to have 

Union representation shall sign a waiver of representation prior to any due process meeting.  In the 

event an Employee opts not to have Union representation and refuse to sign the waiver, Union 

representation will be provided.  At any time during the due process an employee can rescind their 

wavier of representation.  
 

B. The employer agrees upon the discharge or suspension of a seniority employee to notify in writing 

the President of the Association of the discharge or suspension. 

 



36 
 

DISCHARGE AND DISCIPLINE- Cont'd. 
 
 
 

C. The discharged or suspended employee will be allowed to discuss the discharge with the Association 

representative of the department and the employer will make available an area where they may do 

so before said employee is required to leave the property of the employer. Upon request, the 

employer or its representative will discuss the discharge or suspension with the employee and the 

Association representative. 

 

D. If the seniority employee and Association representative believes the discharge or suspension to 

be improper, they must file a written request for a review of this matter to the 

Superintendent/Designee. This request must be filed within five (5) regularly scheduled working 

days after the discharge or suspension is received by the employee or Association Representative.  

A meeting to hear this matter shall be scheduled within ten (10) working days of the written request. 

 

E. The Superintendent/Designee shall give his/her answer within five (5) regularly scheduled 

working days after the hearing indicated in Section D above. 

 

F. If the answer is not acceptable to the seniority employee, the matter may be referred to the grievance 

procedure  commencing  at  Step  Three  within  five  (5)  working  days  of  the  answer  given  by 

the Superintendent/Designee. 

 

G. All concerns and complaints regarding any discharge or suspension of seniority employees must 

be processed as identified above; otherwise, it will not be a proper subject for the grievance 

procedure. 

 

H. No material derogatory to an employee's conduct, service, character or personality shall be placed 

in their personnel file unless the employee has had an opportunity to read such material. The 

employee shall acknowledge that the material has been read by affixing their signature to the actual 

copy to be filed with the understanding that such signature merely signifies that the employee read 

the material to be filed and does not necessarily indicate agreement with its contents.   Exceptions 

to this policy will be made only in case of documents which are prepared for an arbitration hearing 

or which are a matter of public record or official Board action. 

 

Upon the employee's written request to the Superintendent, letters of reprimand will be removed 

from the employee's personnel file five (5) years from date of inclusion in the file. 

 

I. The employee shall have the right to answer any material filed and the employee's answer shall 

be attached to the file copy. 

 

J. The employee may examine their personnel file in the presence of the employer by appointment. 
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ARTICLE 1 5  - GRIEVANCE PROCEDURE 

 

A. A grievance is defined as an alleged violation of a specific article and section of this agreement.  

Any grievance or dispute concerning wages, hours, working conditions concerning the application, 

meaning or interpretation  of this Agreement  which may arise between  the parties of this agreement 

shall be settled in the following manner, except as otherwise prohibited herein. 

 

B. The  number  of  days  indicted  at  each  step  of  the  grievance  procedure  should  be  considered  

as maximum, and every effort should be made to expedite the grievance process.  All time limits 

herein shall consist of working days unless otherwise specified. 

 

C. The time limits specified herein for movement of grievance through the process shall be strictly 

adhered to and may be relaxed or extended only by mutual consent of the parties in writing.   In the 

event that any seniority employee fails to appeal a grievance or grievance answer within the stated time 

limits, the involved grievance shall be deemed abandoned and settled on the basis of the Board of 

Education's last answer. In the event the Board of Education representative does not reply within the 

time limit specified, the grievance may proceed to the next step of the grievance procedure. 

 

D. The grievant must clearly indicate to the administrator whenever a concern is being expressed as a 

grievance. 

 

E. On the "Statement of Grievance" form furnished by the employer at each appropriate level of the 

grievance procedure (each step) the employee will indicate whether or not he/she wants Association 

representation at the Grievance Hearing. 

 

STEP ONE 
 

Within five (5) working days of the time a grievance occurs, or knowledge thereof, the employee will 

present the grievance to his/her immediate administrator with the objective of resolving the matter 

informally.    Within  five  (5)  working days  after  presentation of  the  grievance, the  immediate 

administrator may  give  his/her answer  orally to  the  employee.    The employee may have the 

Association representative present, if requested.  The Informal Step Grievance form furnished by the 

employer shall be signed by the parties involved in the grievance at Step One with a copy given to the 

grievant. 

 

STEP TWO 

 

If the grievance is not resolved in Step One, the employee must within five (5) working days after 

receipt of the administrator's answer, or lack of thereof, submit to the appropriate administrator a 

signed, written "Statement of Grievance".  "The Statement of Grievance" shall name the employee 

involved, state the facts giving rise to the grievance, identify all the provisions of the agreement 

alleged to be violated by appropriate reference, state the contention of the employee with respect to 

these provisions, indicate the relief requested, and shall be signed by the employee involved. 

 

A meeting on the alleged grievance shall take place between the grievant, Association Representative 

(if requested in writing on the Grievance Form) and an administrator within ten (10) working days after 

receipt of the written grievance. 
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The administrator may give the grievant an answer in writing within five (5) working days after the date 

of the meeting indicated in Step Two. 
 

STEP THREE 

 

If the grievance is not resolved in Step Two, then the grievant and/or the Association shall have the 

right to appeal the decision of Step Two within five (5) working days of receipt of said answer or time 

limits indicted in Step Two.    Such appeal, "Statement of Grievance" shall be directed to the 

Superintendent/Designee.  The Superintendent/Designee and the aggrieved employee (Association 

Representative and/or one other representative of the Association), may be present if the employee so 

desires and requests their presence in writing on the Grievance Form) shall meet within a reasonable 

time, not to exceed one week in an attempt to resolve the matter. The Superintendent/Designee shall 

render a written decision within ten (10) working days of the meeting of the parties as indicated in Step 

Three. 

 

STEP FOUR 

 

If the grievance remains unresolved at the conclusion of Step Three, it may be submitted for binding 

arbitration at the request of the Association provided written notice of the request for submission to 

arbitration is delivered to the Superintendent/Designee within fifteen (15) working days from the date of  

the written decision of Step Three.  The Arbitrator shall then be selected according to the rules of the 

American Arbitration Association. The case shall be heard and presented in accordance with the rules 

of the American Arbitration Association. The filing fee shall be shared equally by both parties. 

 

F. It shall be the function of the Arbitrator, and he/she shall be empowered, except as his/her powers are 

limited below, to make a decision in cases of alleged violation of the specific articles and sections of 

this agreement. 

 

1. The scope and extent of the jurisdiction of the Arbitrator shall only extend and be limited 

to those grievances arising out of and pertaining to the respective rights of the parties within 

the four (4) comers of this agreement and not pertaining to the interpretation thereof. 

 

2. He/she shall be without power or authority to make any decision contrary to or inconsistent 

with or modifying or varying in any way the terms of the agreement. 

 

3. His/her powers shall be limited to deciding whether there has been a  misinterpretation 

or misapplication of this agreement as affecting any seniority employee or group of 

employees individually  identified  with  the  bargaining  unit,  and  shall  not   imply  

obligations  and conditions  upon  the  employer  other  than  those  which  are  specifically  

included in  this Agreement, nor shall he/she rule on matters which are within the 

managerial rights of the employer. 

 

4. In rendering decisions, the Arbitrator shall give due regard to the responsibilities and rights 

of the employer and shall construe the agreement so that there will be no interference with 

such responsibilities and rights, except as they may specifically be conditioned by this 

agreement. 
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5. He/she shall have no power to establish salary scales or change any salary or  
 

a. The termination of services of or failure to re-employ any probationary employee 

except for legal union activities. 
 

b. The placing of a probationary employee on additional probation.  
 

c. Any matters involving disciplinary action resulting from criminal convictions. 

 

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

a. If the grievance is denied, by the Association.  

b. If the grievance is granted, by the District. 

c. If the grievance is granted in part, shared equally by the parties. 

d. All other expenses shall be home by the party incurring them, and neither party shall be 

responsible for the expense of the witnesses called by the other. 
 

7. Unless agreed otherwise, an Arbitrator shall have power to hear or determine only a single 

grievance in a single Arbitration Hearing.   If either party disputes the arbitrability of any 

grievance under the terms of this agreement, the Arbitrator shall have to decide if the 

grievance is arbitrable. In the event that a case is appealed to an Arbitrator on which he/she 

has  no  power  to  rule,  it  shall  be  referred  back  to  the  parties  without  a  decision  

or recommendation on its merits. 

 

8. To the extent that the laws of the State of Michigan permit, it is agreed that any Arbitrator's 

decision shall be final and binding on the Association and its members, the employee 

or employees involved and the employer and that there shall be no appeal from any 

such decision unless such decision shall extend beyond the limits of the powers and 

jurisdiction herein conferred upon such Arbitrator. 

 

G. Grievances shall be deemed invalid if not presented at Step One within five (5) working days of their 

occurrence and/or knowledge thereof, and if not appealed within five (5) working days from decision of 

each level. 

 

H. Any written agreement reached between the employer and the Association is binding on all employees 

affected and cannot be changed by an individual. 

 

I. Where more than one (1) written grievance involving the same issue has been filed and processed 

through the Grievance Procedure to Step Three, the Association may at Step Three, select one of the 

grievances as representative of the group.  The remaining grievances shall then be held in abeyance at 

Step Three while the selected representative grievance is processed further in the Grievance Procedure. 

The ultimate disposition of the selected grievance shall then be applicable to the remaining grievances 

held at Step Three. 

 

J. The grievant must be present at any and all Grievance Hearings, unless it is agreed by both parties 

to postpone the Grievance Hearing. 
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K. If the  Association  Representative  is  unable  to  attend  the  Grievance  Hearing  as  indicated  in  

the grievance steps because of extenuating circumstances, then the Association President/Designee 

may attend in his/her place. 

 

L. It is understood that grievance problems will be handled at times other than when the employee is 

at work whenever possible.  In the event, however, in the handling of a grievance it becomes 

necessary for the Association Representative/or Association President/Designee to leave work, 

permission shall first be obtained from the Supervisor or Principal.   The privilege of Association 

Representatives or Association President/Designee leaving work during working hours without loss 

of time or pay is subject to the understanding that such time shall be devoted to the proper handling 

of the grievance. This will be done as expediently with as little interruption of work as possible; 

they must not leave their work station unattended unless permission has been granted.  This privilege 

will not be abused. 

 

M. All Arbitration Hearings shall be held in the school district whenever possible. 

 

N. Any grievance filed by an employee(s) who also initiates this same concern in other forum shall cause 

grievance to become null and void and shall constitute valid and acceptable basis for immediate 

discontinuation of the grievance process for this grievance. 
 

 

 

 

ARTICLE 16 - MISCELLANEOUS PROVISIONS 

 

A. In the event an employee is assigned to work at a higher job classification than that he/she is regularly 

assigned, he/she will be compensated as indicated below: 

 

1. If the employee is assigned to a higher classification he/she shall be compensated at a wage rate 

applicable to that classification (i.e., if a custodian is assigned to a Bus Mechanic's assignment, 

etc.). 

 

2. If a custodian is temporarily assigned to a Head Custodian's position, he/she shall be paid at 

the Head Custodian rate once the employee has worked three (3) consecutive days of said work 

assignment and the pay will be retro to the first day worked. Second shift Custodians/Custodian 

II will continue to receive the shift premium for all time worked in a Head Custodian's position 

except after the custodian begins receiving the head custodial pay rate. A separate timesheet 

must be completed for time worked as a head custodian to receive the higher rate. 

 

3. If a food service employee is temporarily assigned to a lead server or central kitchen assistant 

position, he/she shall be paid at lead server, central kitchen assistant rate on their first day 

worked. 

 

B. This contract shall constitute the full and complete commitments between both parties and may be 

altered, changed, added to, deleted from or modified only through the voluntary, mutual consent of the 

parties in a written and signed amendment to this contract. 
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C. The employer may make adjustments and modifications in working conditions it deems necessary for 

temporary  and/or  experimental  work  schedules,  new  and/or  different  methods  of   operations, 

technological and/or innovative approaches in the overall work operations of the School District that 

the employer would like to make part of its operation after consultation with the Association.  Employees 

hired after July 1, 2015 may be temporarily assigned within their job classification to another location 

within the District on an as needed basis due to District necessity (i.e. sub shortages, leaves, vacancies, 

etc.). 

 

D. The Board will negotiate wage rates on new positions subject to: 

 

1. The Board reserves the right to determine duties and responsibilities of the job and job title. 

The Association will be consulted prior to the establishment of any future, or changes in any 

current individual job descriptions. 

 
2. The Association will be advised of the position and proposed wage rates and will, within five (5) 

days, advise the District if it desires to negotiate a different wage rate. 

 

3. If negotiations do not result in mutual agreement on a wage rate within ten (10) days, the Board 

shall exercise normal recruitment procedures to fill the position at its proposed rate.   In the 

event the Board is unable to fill the position at its wage rate, it will renegotiate the rate with the 

Association, or modify the duties of the job requirements. In this event, it would be considered a 

new position and this procedure repeated. 

 

E. Any position that becomes vacant during the term of this Agreement will be posted to the membership 

first.  If no one is interested the position may be filled by subcontracted staff. 

 

F. The head custodian, will select, prior to the start of summer break, the option of starting the first shift at 

either 6:00 a.m. or 6:30 a.m. during the summer months. 

 

G. Breakfast serving will be the responsibility of the lead server. Effective the 2020/21 school year those 

who are currently lead servers not being paid lead server rate will be increased to lead rate and as 

positions become vacant will be combined with the lead server roles 
 

H. The employer will send to the union staff work calendars for their review prior to distribution to the 

membership. 

 

ARTICLE 17- CONTINUITY OF OPERATIONS 

 

A. The Association and the Board/Employer recognize that the cessation or interruption of services 

by employees is contrary to law and public policy.  The Board/Employer and the Association agree 

that all differences between them shall be resolved by the orderly procedures provided herein, 

without interruption of the services for the School District. Accordingly, the Association and its 

members agree that they will not authorize, instigate, participate in, encourage, or support any 

cessation or interruption of services (i.e. the concerted failure to report for duty, or willful absence of 

an employee from his/her position, or stoppage of work, or abstinence, in whole or in part, from 

the full, faithful and proper performance of the employee's duties of employment) for any purposes 

whatsoever. 
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B. Should differences arise between the Board/Employer and the Association and/or employees as to 

the interpretation  or application of the provisions of this Agreement, it is agreed there will be no 

work stoppage,  walkout,  or  any  other  type  of  concerted  action,  but, instead,  will  utilize the  

grievance procedure or the special conference approach so as to resolve the matter. 
 

 

 

ARTICLE 18 - BOARD'S RIGHTS 

 

A. The Board, on its own behalf, and on behalf of the electors of the District, hereby retains and reserves 

unto itself, without limitation, all its powers, rights, authorities, duties and responsibilities including 

those conferred upon and vested in it by the laws and the Constitution of the State of Michigan and 

the United States.   The exercise of these powers, rights, authorities, duties and responsibilities by 

the Board, the adoption of policies, 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 

implied terms of this Agreement and then only to the extent such specific and express terms hereof 

are in conformity with the Constitution and laws of the United States. 

 

B. The rights and responsibilities as conferred under the School Code on the Board of Education and 

the Superintendent are herein preserved. 

 

C. Except as expressly  provided otherwise  in the Agreement, the determination  and administration  

of school  policy, the operation  and management  of the schools,  and the direction of employees  

are vested in the Board. 

 

D. It is expressly agreed that all rights which ordinarily vest in and have been exercised by the District, 

except those which are clearly and expressly relinquished herein by the District, shall continue to 

vest in and be exercised by the District without prior negotiation with the Association either as to the 

taking of such 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 description and not by way of limitation, the School District's 

right to: 

 

1. to the executive management and administrative control of the school system and its 

properties and facilities, and to direct the work and activities of its employees; 

 

2. to hire all employees and subject to the provisions of the law, to determine their 

qualifications and conditions for their continued employment, or their dismissal or 

demotion, and to promote, and transfer all such employees; 

 

3. to determine hours of employment, duties, responsibilities, and assignments of all 

employees under this Agreement, and the terms and conditions of employment. 

 

4. to determine  the methods, means, and personnel by which operations are to be 

conducted; maintain efficiency of operations; and take such actions as may be necessary 

to carry out its missions. 
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A. There may be established under this Article a closed forum hereinafter called "Special Conference".  

It is understood by the Parties that the Special Conference are not to be construed or utilized as a 

Grievance Hearing. 

 

B. Special Conferences for important matters will be arranged by the Association President and the 

Employer by mutual consent of the Parties.   The Association may appoint not more than five (5) 

members to represent their organization and the Employer may have a like number if it so desires. 

Such meetings shall  be  between  at  least  two  (2)  Representatives  of  the  Employer  and  of  the 

Association. 

 

C. Arrangements for the Conferences shall be made in advance and an Agenda provided, in writing, 

prepared by the Party requesting the Conference.  The Agenda shall be presented at the time the 

Conference is requested. Matters taken up in Special Conference shall be confined to those matters 

included in the Agenda.   The names of the persons to be present shall be submitted prior to the 

Conferences. 
 
 

 

ARTICLE 20 - EMPLOYEES RIGHTS AND RESPONSIBILITY 

 

A. Pursuant to Act 379 of the Public Acts of 1965, the Employer hereby agrees that every employee of 

the Employer shall have the right to freely organize, join, and support the Association for the 

purpose of engaging in collective negotiation and other lawful activities.   The Employer agrees 

that it will not discriminate against any employee for his/her institution of any grievance, complaint 

or proceeding under this Agreement.   If the Association claims a Violation of this article, it may 

appeal the alleged violation through the grievance procedure or to the Michigan Employee Relations 

Commission but may not use both forums. 
 

B. It is the responsibility of the Association and individual members to honor Board Policies, and 

Administrative Regulations not in conflict with the Master Agreement.  Neither the Association, its 

representatives, nor any member shall assume administrative or supervisory authority or direct 

employees to disregard the instruction or directions of administrators or supervisors. 

 

C. The Employer specifically recognizes the right of its employees appropriately to invoke the assistance of 

the Michigan Employment Relations Commission (MERC) or mediator from such public agency. 

 

D. All employees accept the responsibility to strive for excellence in his/her work and to take advantage of 

opportunities for continually improving his/her skills and relationship with his/her co-workers and with 

the public. 

 

E. Upon proper application, the Board may allow the Association to hold official meetings on the 

premises and the Association will reimburse the Board for any services which it may have to render 

because of such meetings. The Association may use the inter-school mails to disseminate information to 

its members. 
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F. In order to provide continuing health protection for students, it shall be the policy of the employer that: 

 

1. Upon initial employment, each employee will be requested to pass a physical examination 

after an offer of employment has been extended. 

 

2. All employees may be required to have a valid tuberculin skin test or chest x-ray.  A 

certificate of freedom from tuberculosis must be filed with the Personnel Department prior 

to the opening of the school year or not later than fifteen (15) days after the first day of 

school. It is the employee's responsibility to obtain the above-mentioned certificate. 

 

Failure to file said certificate by October 1st may result in suspension from employment until 

such filing has been completed. 

 

G. If any provision of this agreement or any application of the Agreement to any employee or group of 

employees shall be found contrary to law, then such provision or application shall not be deemed 

valid and subsisting except to the extent permitted by law, but all other provisions or applications 

shall continue in full force and effect. 

 

H. Because every building has problems particular to itself, due to facilities, personnel, and the public, the 

involved employees are encouraged to jointly develop solutions to the common problems that are not 

inconsistent with State law, School Board Policy, this Agreement or other higher authorities. 

 

I. In the case of extreme emergency in an immediate family situation (defined in Sick Leave), a Special 

Conference may be scheduled between the employer and the employee (Association Representative if 

requested in writing) to discuss the possibility of a temporary shift change (not to exceed thirty (30) 

days as a rule. 
 

If the employer concurs with the emergency of the situation, shift preferences within the classification 

on the same level may be granted on the basis of the employees involved, submitting a mutually signed 

Agreement. 

 

J. The employer will provide a Bulletin Board or space on an existing Bulletin Board which may be used 

by the Association for posting notices. 

 

1. The Bulletin Board shall not be used by the Association for posting or distributing 

pamphlets of local political matter. 

 

K. Duly authorized Association representative may be permitted to transact official Association business 

on school property provided that it shall not interfere with or interrupt normal school operation, 

and that said representative(s) has the permission of the building principal/supervisor.   Such business 

will be transacted in private. 

 

L. The Employer agrees to furnish, when practicable, to the Association in response to reasonable written 

requests from time to time, public information concerning the financial resources of the District.  The 

Employer further agrees to supply available information, when feasible and when requested in writing 

which may be necessary for the Association to process any grievance or complaint, except in cases 

involving confidential personnel records.  However, the District reserves the right to determine what  
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EMPLOYEES RIGHTS AND RESPONSIBILITY- Cont'd. 

 

is germane to  the  matter so  that  irrelevant,  confidential  information  on  personnel  does  not  

become public.  The cost for any requested information will be paid by the Association. 

 

M. Each fiscal year up to forty-two (42) paid hours (total for the association, not an individual) will be 

allowed for Association  Business, providing the Association  makes  written  application  to  the  

Superintendent/Designee  prior  to  the  absences.  In addition, the Association will be granted up to 

fourteen (14) paid days to attend NEA, MEA and Local I sponsored workshops or conferences.   

The purpose of the workshop/conference training will be to improve skills related to association 

leadership. The Association will be required to submit to the Superintendent/Designee documents 

and training materials to verify that the workshop/conference meet the above stated purpose.   All 

costs related to the workshop/conference will be incurred by the Association. 

 

N. Nothing contained within this Agreement shall be construed to deny or restrict to any employee rights 

he/she may have under the Michigan General School Laws or the applicable laws and regulations.  

The rights granted to employees hereunder shall be deemed to be in addition to those provided 

elsewhere. 

 

O. Any case of assault upon an employee shall be promptly reported to the employer.   The Employer 

shall render reasonable assistance to the employee in connection with the handling of said incident. 

 

P. Forgiven Time: Custodians, Maintenance, Mechanics and Food Handlers are to report to work when 

school is closed due to adverse weather conditions or any other conditions, unless notified not to 

work.   Employees not reporting for their regularly scheduled workday will have deducted that day's 

salary with no seniority deduction.   If an employee arrives at his/her location within two (2) hours 

of the announced starting time, the employee can work the total number of hours that he/she is 

normally assigned or the remaining part of the announced workday.  Employees reporting for part of 

a work day will be paid for that portion of the day worked.  (New) e m p l o y e e s  who report to work 

who are not normally required under these circumstances will be paid a minimum of two (2) hours 

of their rate of pay. If an employee absence is reported as sick or EPB, a medical note or documentation 

must be submitted in order to be paid.  If an employee that is scheduled to work has a pre-approved 

absences (medical leave, vacation, personal business) the day is approved with pay if the employee has 

accrued time.  Employees reporting to work do not have an option to use EPB or sick time for a portion 

of the scheduled day unless documentation is submitted.  If an employee does not have work to do on 

a snow/cold day, per Supervisor approval they could be released from work as unpaid time. 

 

Cafeteria employees will be paid for up to six (6) days when school is closed due to adverse weather 

conditions or any other conditions. Cafeteria employees may elect to use a personal business day from 

their annual allotment for forgiven time exceeding six (6) days by notifying the payroll department in 

writing no later than two days after the school closure.  If notification is not received within this 

timeframe the day will be unpaid.  Pre-approved sick or PB day are not paid days, if forgiven time is in 

excess of six (6) days unless the employee elects to these days by notifying payroll as indicated above. 

Employees who are asked to report to work or receive late notice after they report to work on a forgiven 

time day will be paid for the day plus the hours worked at their regular rate. For building closure days 

employees may be asked to report to work to other buildings that were not closed and were not impacted 

by the building closure. 
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Those employees not required to work on scheduled day of student instruction which are not held 

because of conditions not within the control of school authorities such as inclement weather, fires, 

epidemics, mechanical break downs or health conditions as defined by the city, county, or state health 

authorities, will not be paid for such days.   Such employees shall work on any rescheduled days 

student instruction which are established by the Board and will be paid at their regular daily rate of 

pay. Employees required to work on days when school is not in session shall be paid their regular rate of 

pay for such days. 
 

The Board reserves the right to reschedule all or any part of working time lost resultant from an 

emergency closing not withstanding any portion of the Master Agreement. The rescheduling of such 

work time shall not result in any additional cost to the Board. 

 

Q. The Association may have the right to use school building facilities for meetings in accordance with 

school policy. 

 

R. Copies of this Agreement shall be posted by the Human Resource Department and shall be provided to 

all employees now employed and hereinafter employed under this Agreement. 

 

S. When an employee desires to terminate their employment, there must be at least ten (10) working days 

notice of resignation/retirement with no absences during said period, in writing, given to the Human 

Resources Department. Resignations/retirements of shorter notice shall automatically forfeit any and all 

benefits, including any sick, vacation and/or longevity payments, except if the resignation/retirement is of an 

emergency nature (such as sickness in the family, death, etc.) and can be substantiated with 

documentation. 

 

T. Resignation automatically forfeits accruing additional rights and benefits. In the event o f reemployment, 

such employee shall be considered as a new employee after one calendar year.  Individuals that are 

reemployed by the district within one calendar year of resigning will be returned at the same step that 

the person left at.  Employees will not retain previous seniority.  This language is only applicable one 

time per employee. 

 

U. Time lost by unauthorized absence from duty will result in a proportionate salary reduction. 

 

V. Each employee shall have the right, upon written request, to review the contents of his/her own 

personnel file. The employee must make an appointment with the Human Resources Department in order 

that an employee of that Department will be present when the employee inspects his/her file.  A 

representative of the Association may, at the employee's request, accompany the employee in his/her 

review. 

 

W. Employees shall refer any discipline problem to the employer for proper disposition. 

 

X. Time sheets must be submitted by those responsible the Friday preceding pay day unless cleared with 

the Accounting Office for Monday submission.  These time sheets must be signed by the employee 

and the appropriate administrator. 
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Y. When employee(s) are required by the employer to obtain instruction or training, the employer will 

assume the cost of tuition if the training is required for the position and requires the passing of a test and 

the employee does not pass, all future expenses are the employee’s responsibility. 

 

Z. A 457 plan will be available for eligible employees. 

 

 
 

ARTICLE 21 -ENTIRE AGREEMENT 

 

This Agreement supersedes and cancels all previous Agreements, verbal or written or based upon alleged 

past practices, between the District /Employer and the Association and constitutes the entire Agreement 

between the Parties.  Any amendment or agreement supplemental hereto shall not be binding upon either 

Party unless executed in writing by the Parties hereto. 

 

 

 

ARTICLE 22 - WAIVER 

 

The Parties acknowledge that during the negotiations which resulted in this Agreement each had the unlimited 

right and opportunity to make demands and proposals with respect to any subject or matter not removed 

by law from the area of collective bargaining and that the understandings and agreements arrived at by the 

Parties after the exercise  of  that  right  and  opportunity  are  set  forth  in  this  Agreement.    Therefore, 

neither the Board/Employer nor the Association, for the life of this Agreement, unless mutually agreed, 

shall be obligated to bargain collectively with respect to any subject or matter referred to or covered by this 

Agreement and with respect to any subject or matter not referred to or covered in this Agreement. 

 

 

ARTICLE 23- NEGOTIATIONS PROCEDURES 

 

A. No later than sixty (60) days prior to the expiration  of the Master  Agreement, the Association must  

submit  in writing its desire to negotiate an agreement in accordance with the procedures set forth  

herein in a good  faith  effort  to  reach  agreement  as  stipulated  in  Act  379  in  respect  to  hours,  

salaries,  and conditions of employment. 

 

B. In any negotiations described in this Article, neither party shall have any control over the selection of 

the negotiating or bargaining representatives of the other party and each party may select its own 

representatives.  The Parties mutually pledge that representatives selected by each shall be clothed with 

all necessary power and authority to make proposals, consider proposals, and make concessions in the 

course of negotiations or bargaining, subject only to ultimate ratification of the Board of Education and 

the Association. 

 

C. If the Parties fail to reach agreement in any such negotiations, either party may invoke the mediation 

machinery of the Michigan Employment Relations Commission or take any other lawful measures 

it may deem appropriate. 
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NEGOTIATIONS PROCEDURES – Cont’d.  

 

D. Designated representative(s) of the Board shall meet at mutually agreed upon places and times with 

representative(s) of the Association for the purpose of effecting a free exchange of facts, opinions, 

proposals, and counter-proposals in an effort to reach mutual understanding and agreement.   Both 

parties agree to conduct such negotiations in good faith and to deal openly and fairly with each other 

on all matters. 

 

E. Both parties agree that each team has the right to caucus at any time during negotiation sessions.  The 

parties unde1take to cooperate in furnishing information. 

 

F. There shall be three (3) signed copies of the final agreement for the purposes of record.  One retained 

by the Board, one by the Association, and one by the Superintendent. 

 

G. All issues proposed for discussion by the Association shall be submitted in writing by the Association 

at the first official meeting of both parties. 

 

H. Negotiation sessions shall not exceed three (3) hours; however, negotiation sessions may be extended 

if mutually agreed. 



ARTICLE 24- DURATION OF AGREEMENT 

This Agreement represents the entire Agreement between the Board and the Association and 
supersedes all prior Agreements between the parties and shall become of full force and effect from 
July I , 2023 and shall continue in full force and effect until midnight, June 30, 2026 and from year to 
year thereafter unless either party hereto shall give the other party at least sixty (60) days written notice, 
by registered letter, before the end of the term of this Agreement or before the end of any annual period 
thereafter, of its desire to modify the existing contract. 

In witness whereof, the Parties hereto have caused this Agreement to be executed by their duly 
authorized representatives on this 19th day of June, 2023 . 

CHIPPEWA VALLEY SUPPORT CHIP PEW A VALLEY BOARD 
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 Schedule A 

 

Chippewa Valley Schools  

Employee Hourly Rate Scale  

July 1, 2023 through June 30, 2024 
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Chippewa Valley Schools  

Employee Hourly Rate Scale  

July 1, 2024 through June 30, 2026 
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MESSA ABC Plan 1 

Medical plan highlights 
~~MESSA. 
Good health. Good business. Great schools. 

MESSA Account: Chippewa Valley Schools 

Employee Group: PROPOSED 

Effective Date: 7/1/2018 
1475 Kendale Blvd. PO Box 2560 

East Lansing, Michigan 48826-2560 
517.332.2581. 800.292.4910 

In-network health care benefits for you and your covered dependents 
All services must be medically necessary and performed by a payable provider. 

This is a brief summary of in-network benefits. If you obtain medical services from an out-of-network provider without a referral 
from an in-network provider, you may have to pay 100 percent of the cost or the applicable out-of-network cost share amounts. 
For complete coverage details, go to messa.org to log in to your member account or call the MESSA Member Service Center at 
800.336.0013 or nv 888.445.5614. 

~(tf.n~rm ~{'ll"tlirt 

• Annual deductible 
Single coverage: $1,350 

The amount you pay for health care services and prescription drug 
purchases before your health insurance begins to pay. The annual 

2-Person & Family coverage: $2,700 
deductible is based on the calendar year, Jan. 1 to Dec. 31. 

*Your deductible is subject to change each Jan. 1 according to IRS 
rules governing HSA-qualified plans. 

*When two or more lives are covered under this plan, the entire 
family deductible must be met before claims are paid for any 

individual. 

• Coinsurance 
A fixed percentage you pay for a medical service. 0% 

• Prescription drug coverage 
Under federal law governing HSA-qualified plans, prescription 
drugs are subject to the deductible (other than MESSA's free 

3-Tier Rx 
preventive prescriptions). After deductible is met, prescription with mandatory mail 
copayments and coinsurance apply. 
See Free preventive prescriptions below. 

• Annual out-of-pocket maximums 
The most you have to pay for covered medical services and 
prescriptions in a calendar year, including deductible, copayments Single coverage: $3,350 

and coinsurance. Charges above approved amount and charges 
for services not covered under the plan do not count toward the 2-Person & Family coverage: $6,650 

out-of-pocket maximum. 

lt.1:r.T:1 ir.'liJil ~~"1~ ~ •J 111.:.,0,111.• L'.l.~ 1~i lfi:Oiii!J~ 

Free preventive prescriptions 
M ESSA ABC covers an ext ensive list of FREE preventive prescriptions that have no deductible, copayment or coinsurance, 
including cholest erol and blood pressure medications, weight loss medications, prenat al vitamins, contraceptives and many more. 

Preventive care and prenatal care 
Certain services such as annual exams, screenings, childhood and adult immunizations, certain preventive medications and 
prenatal doctor visits. 
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Online doctor visit through Blue Cross Online Visits Urgent care 

Office visit Hospital emergency room (ER) 

Chiropractic services including modalities Osteopathic manipulations 
Up to 38 visits per calendar year. Performed by an Osteopathic physician. Up to 38 visits per 

calendar year. 

Inpatient hospital Autism- applied behavior analysis (ABA) services 

Outpatient physical, occupational and speech therapy Hearing aids 
Up to a combined benefit maximum of 60 visits per individual per There is a maximum benefit, adjusted annually based on the 
calendar year. Consumer Price Index (CPI), for a hearing aid for each ear 

during a 36-month period. 

Hearing care Acupuncture 
Hearing related services performed by an M.D. or D.O. Must be performed by an M.D. or D.O. 

Diagnostic lab and X-ray Radiation and chemotherapy 

Allergy testing and therapy Bariatric surgery 

Mental health and substance abuse- inpatient and outpatient Ambulance 
care 

Medical supplies Durable medical equipment (DME) 

Prosthetics and orthotics Home health care 

Skilled nursing facility Human organ transplant 
Up to a maximum of 120 days per calendar year. Must be performed at an approved facility. 

..... ........... ~I ..... ..... .17'1. ..... I : r.1 f :1 ii r:l1 u l c I A' • r l•llll c 1-"101 ~ f:li[!lil [jj'f:To l'iF.UTilffi 

MESSA members can save time and money by ordering prescription medications through the Express Scripts Pharmacy. If your 
coverage includes a mandatory mail prescription rider, you must obtain most long-term maintenance medications from Express 
Scripts. For more information, go to messa.org to log in to your member account and link to the Express Scripts website. For 
general questions about your prescription coverage, call MESSA at 800.336.0013 or TTY 888.445.5614. For questions about a 
prescription order, call Express Scripts at 800.903.8346 

- .. · .. 1ffiElm I ~fj r:r; tt'if.1 ~~·I• i i.'m r:l' -

MESSA members have access to doctors and hospitals with the BlueCard Worldwide Program. You may want to visit the BlueCard 
Worldwide program's website (www.bluecardworldwide.com) to find in-network providers prior to your departure. 

lii{O ..... .n. l.Y.Ti'rlli "Ill" ih .. "{" llf.TJ[O(c • 'lt:.L' 0111(0 -'flr.uaJolluii."l 

In-network providers bill BCBSM directly. Payments for covered services are based on BCBSM's approved amounts. Your liability 
is limited to the plan deductible, copayment and coinsurance requirements. 

Out-of-network providers may or may not bill BCBSM directly. The member is responsible to the provider for any deductibles, 
co payments, coinsurance and amounts that are in excess of the approved amount for the services as predetermined by MESSA 
and BCBSM. These amounts may be substantial. 

Medical benefits underwritten by Blue Cross Blue Shield of Michigan (BCBSM) & 4 Ever Life Insurance Company. BCBSM is an independent 
licensee of the Blue Cross and Blue Shield Association. 

l"'l1¥Tirl1r.r.r.m r:ru f;llrfl:'F.'ffiH:~r·• ... .,.. ~ 111 • . , ~ .. - , Ulut.., ..... ,flO(" 

Life insurance: $5,000 for you. 

Accidental death & dismemberment insurance (AD&D): $5,000 for you. 

Life and AD&D insurance may be continued following termination of employment by direct payment to MESSA. AD&D terminates 
at age 65 or when employment ends, whichever comes later. 
Life and AD&D insurance underwritten by Life Insurance Company of North America. 
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LETfER OF AGREEMENT 
Uctwecn 

CHIPPEWA VAI, LEY SCHOOLS ("district") 
And 

CHIPPEWA VALLI:lY SUPPORT PERSONNEL ASSOCIATION ("union"} 

It is agreed by the parties that the District will turn on the air conditioning units at all locations starling three (3) weel\s 
before school starts. This will allow custodial staff to strip and wax the floors in cooler temperatures. 

This agreement will not set precedence for any other situation now or in the future and will expire August 31, 2026. 

J >S(c/~s 
I 

Date 

Date 
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LETTER OF AGREEMENT 

Between 

CHIPPEWA VALLEY SCHOOLS (“district”) 

And 

CHIPPEWA VALLEY SUPPORT PERSONNEL ASSOCIATION (“union”) 
 

 

The district agrees to pay double time to custodial staff for extra time worked beyond their 40-hour work week if the 

following conditions are met.  This is non-precedent setting now and in the future and will end at the conclusion of the 

2025/26 school year. 

o District determines the need to offer double time to assist in filling positions due to low staffing 
numbers as a result of vacancies and absences combined. 

o Custodian commits to work a minimum of 4 hours above their 40-hour each week over a 2-week period.   
o Extra hours will need to be worked no less than 2-hour increments on Mondays, Tuesdays, Wednesdays 

or Thursdays.  Other days of the week would follow overtime language outlined in the Collective 
Bargaining Agreement. 

o Custodian is not eligible for double time in a work week if they request personal business and/or 
vacation time during that week (this will not apply to personal business and vacation time scheduled 
prior to accepting a 2-week commitment). 

o If custodian is sick and works the extra hours, they will be paid for the extra hours in that week per the 
Overtime language in Article 7 (A.2). 

o Custodian agrees to work in any building that is assigned to them. 
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Letter of Ag!Teement 

between the 

Chippewa Valley Support Association 

and the 

Chippewa Valley Schools 

It is agreed thai for the 2023/24 thru '2025/26 school years that: 

• Immediate benefits will be provided to all e ligible new custodial. 
• Immediate paid time off and holidays will be provided to all eligible new custodial and food service. 
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lETTER OF AGREEMENT 

Between 

CHIPPEWA VAll EY SCHOOlS {"district") 

And 

CHIPPEWA VAl lEY SUPPORT PERSONNEl ASSOCIATION ("union") 

District Movement from Union to Union 

The parties have agreed to the following as i t related to district employees that t ransfer to the CVSPA 

from AFSCME Clerical and Para pro/Monitors: 

• The employee will not carryover seniority from one union to the other. 

• The employee will be able to use previously accrued leave time during their probationary 

period; however, their probationary period will be extended by the amount of leave days taken. 

• The employee will be placed on the CVSPA salary schedule for their new position at t he step 

closest to their previous hourly rate that provides an increase or the top step whichever is 

closest to their current rate. 

• If the employee held district benefits in their previous posit ion and the new posit ion provides 

benefits, the 60-day probationary period will be waived only in this Instance. 

Director of Human Resources 



 

Chippewa Valley Schools 
N~cotlated Formula DISU1butlon 

2023/24, 2014/25, end 2025/26 S<hool Yurt 

for tht 2023/24. 2024/ZS. and 2025/26 school years, should enrollment and/or state unre•tricted lundlna vary from estimates used lor budaetlna 
purposes, the followin& formula will be used to calculate amount to be distributed to employees a.s a lump sum bonus payment. The lump sum 
pnyment will not be subject t'O retJtement end will be uduced by FICA uuces. Thore will be flO distriburlon for total distribution amount.s below 
zero. If there is an unanticipated shtft In Citegorfcal~ grant and/or foundation allowanc& funding. the District and Assodatlon will meet to distuu 
thelmp~~;~, ~ lny, on the lump sum lormul• dlwlbullon. 

foqnu!t; 
FoundaUon Allowance • (Actual Blended Enroll,.nt • ProJtcttd Blendtd Enrollment) • 2.5" 

Plus 
Actual Bltndtd Enrollment • IA<tutl Per Pupil UnrtSitfcted Foundation Allowance· Projected Per Pupil UnrHtrkted Foundotlon Allowano 

Tlmec ''"' • 
Amount to be dlstrlbYttd to emploveu before taxas 

2023/24 2024/25 2025/26 
Projocted Olend~d Enrollment FTE 14,401 

$9,608 
14,101 

59.858 

13,801 
510,108 Projected Sl&tt \lnresttftted Fun din; Per Pupil 

f!tmpltl; 
Acluol 81tndtd Enrollment FTE 
Actual Stilt Unrestrlctod Fundon& Ptr Pupil 

1e,3so 

$9,700 

14,200 
$9,900 

13,800 

$10,1!>0 

23/24 • ($9,700 • 114,350-14,401) • 2.5!1) • (14,350 •1$9,700-$9,608) • 2.5") • ·512,368 + 533,005 • $20,637 0 SO% • $10,319 to be distribute 

24/25 • ($9,900 '114,200· 14,101) • 2.5!1) • (14,200 • ($9,900-$9,858) • 2.5") • $24,!>03 + $14,910 • $39.413 0 50% • $19.707 to be diJttlbutec 
7~/?~ •l$10,150 • (13,8()().13,801) • 2.594) + (13.8.00 • ($10.150·$10.1081• 2.5!1) • ·$254 • $14,490 • $14,236 @l SO!I• $7,118 to be distributee 

Example 2; 
Actull Blended Enrollment FT€ 

1\m!tl State Unrestricted Fvndln& Per Pupil 

14,350 

$9,500 

14,200 
59,800 

13,600 

$10,150 

" \,;;:> 23/24 • ($9,500 • (14,350-14,401) • 2.5") • 11.4,350 • (S9,S00.$9,608) • 2.5!1) • ·$12,11.3 + -$38,745 • ·5!>0,858 0 SO% • SO to be dlsttfbuttd 
;:.::; 24/25 • ($9,800 • (14,200-14, 101) • 2.5!1) •114,200 • ($9,800-$9,858) • 2.5") • 524,255 + -$20.590 • 53,665 0 SO% • 51.433 to be distributed 

~ ~ 25~/26 • ($10,150 • (13,600-13,801) • 2.5") +113,&00 • ($10,150-$10,108) • 2.5") • ·551,004 + $14,280 • ·$36,724 C!' 50% • SO to be distributed ---~ ~~ -' .H 6/7/2023 formulao Oisttlbutlon lor 2C 


