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PREAMBLE

The Livingston Educational Service Agency (Michigan) Board of Education and the
Livingston Educational Service Agency Specialized Bus Drivers and Specialized Bus
Assistants Chapter of Local 2652, affiliated with Council 25, AFSCME, AFL-CIO, agree
as follows:

ARTICLE 1 - DEFINITIONS

A. Board. The term, Board, denotes the Livingston Educational Service Agency Board
of Education.

B. Day. The term, Day, denotes a working day unless otherwise stated. A working day
is any day during which some or all of the Agency is to be in operation as set forth in
its calendar unless all operations have been suspended before 8:00 A.M. by the
Employer.

C. Agency. The term, Agency, denotes the Livingston Educational Service Agency.

D. Employee. The term, Employee, denotes any member of the bargaining unit defined
in Article 2.

E. Employer. The term, Employer, denotes the Board, the Superintendent and their
designees.

F. Superintendent. The term, Superintendent, denotes the Superintendent of the
Livingston Educational Service Agency.

G. Union. The term, Union, denotes the Livingston Educational Service Agency
Specialized Bus Drivers and Specialized Bus Assistants Chapter of Local 2652,
Council 25 of the American Federation of State, County and Municipal Employees
(AFSCME), AFL-CIO.

H. Year. The term, Year, denotes a consecutive 12 month (365) day interval.

|. Specialized Bus Driver: The term Specialized Bus Driver denotes a Specialized Bus
Driver whose main function is to drive a school bus and is legally qualified to do so.

J. Specialized Bus Assistant: The term Specialized Bus Assistant denotes a person
who assists the Bus Driver.

K. Specialized Bus Assistant/Alternate Specialized Driver. The term, Specialized Bus
Assistant/Alternate Specialized Driver, denotes a Specialized Bus Assistant who is
legally qualified to drive a school bus.

L. Environmental Quality Control Specialist. An Employee who helps ensure the
consistent environmental conditions of the fleet.

M. Head Start Substitute Assistant: An Employee who voluntarily substitutes as an
Assistant on a Head Start run.




N. Substitute. The term, Substitute, denotes a person not in the bargaining unit who
performs bargaining unit work; guidelines set forth in Article 7.

O. Half-time Employee. Denotes a Specialized Bus Driver or Specialized Bus Assistant
who is regularly scheduled to work 20 hours or less per week.

ARTICLE 2 - RECOGNITION

Recognition. The Board recognizes the Union as the sole and exclusive bargaining
agent for the purpose of establishing wages, hours and other conditions of employment
for the bargaining unit consisting of all Specialized Bus Drivers, Specialized Bus
Assistants, and the Environmental Quality Control Specialist but excluding all
substitutes and general transportation drivers and assistants specifically assigned to
provide services to constituent districts of the Agency as part of the regionalized
transportation collaborative.

ARTICLE 3 - BOARD RIGHTS

A. ltis expressly agreed that all rights which ordinarily vest in and have been exercised
by the Board except those which are clearly and expressly relinquished herein by
the Board, shall continue to vest exclusively in and be exercised exclusively by the
Board without prior negotiations with the Union either as to the taking of action under
such rights or with respect to the consequence of such action during the term of this
Agreement. Such rights shall include, by way of illustration and not by way of
limitation, the right to:

1. Manage and control the Agency's business, its equipment, its operations and the
work force and the affairs of the Agency.

2. Direct the working forces, including the right to hire, promote, suspend, discharge
and transfer employees and to determine the size of the work force.

3. Determine the services, supplies and equipment necessary to continue its
operations and to determine the methods, schedules and standards of operation,
the means, methods and processes of carrying on the work or changes therein,
and the institution of new and/or improved methods of changes therein.

4. Adopt rules and regulations not in conflict with this Agreement.

5. Determine the qualifications of employees.

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

7. Determine the placement of operations, production, service, maintenance or
distribution of work, and the source of materials and supplies.

8. Determine the financial policies, including all accounting procedures.



9. Determine the size of the management organization, its functions, authority,
amount of supervision and table of organization, provided that the Board shall not
abridge any rights of Employees as specifically provided in this Agreement.

10. Determine the policy affecting the selection, testing or training of Employees,
providing that such selection shall be based upon lawful criteria and shall not be
in conflict with this Agreement.

B. The exercise of the foregoing powers, rights, authority, duties and responsibilities of
the Board, the adoption of policies, rules, regulations and practices in furtherance
therewith shall be limited only by the specific and express terms of this Agreement.
Nothing contained herein shall be considered to deny or restrict the Board of its
rights, responsibilities, and authority under the Michigan General School laws or any
other national, state, county, district or local laws or regulations that pertain to
education.

C. The Board shall have the right to request a clinical examination, either physical or
mental or both, at its expense when, in its estimation, the health of the Employee is
such as to render him/her unfit for service in the Agency. The appointed physician's
facility shall be within Livingston, Washtenaw, or Ingham Counties, unless a mutually
agreeable physician outside these counties is selected. Employees will not lose
wages for examinations required by the Employer under this section.

D. DRUG AND ALCOHOL TESTING

1. For all Employees not required to submit to random drug and alcohol testing
under federal or state laws, the Board shall have the right to require testing for
drug and/or alcohol abuse when, in its estimation, the Employee is exhibiting
symptoms of being under the influence.

Employees will not lose wages for testing required by the Employer. The testing
site shall be located within Livingston, Washtenaw or Ingham Counties unless a
mutually agreeable physician outside these counties is selected.

A second opinion may be requested by either the Employer or the Employee. If
requested by the Employee, the Employee shall pay 50% of the cost. In such
cases, the appointed physician and/or testing facility shall be mutually agreed
upon by the parties.

2. Any Employee who receives a screening and confirmation drug test by the
Medical Review Office (MRO) or a confirmed test of alcohol concentration .02 or
greater will be immediately discharged.

E. Strikes.

1. Definition. The term, Strike, means the concerted failure to report for duty, the
willful absence from one's position, the stoppage of work, or the abstinence in
whole or in part from the full, faithful and proper performance of the duties of
employment, for the purpose of inducing, influencing or coercing a change in the
conditions or compensation, or the rights, privileges or obligations of
employment. The definition includes, but is not limited to, actions commonly
known as slowdowns, sit-ins, boycotts and interference with the performance of




duties of others employed by the Board and an action described in this definition
that is taken for the purpose of protesting or responding to an act alleged or
determined to be an unfair labor practice committed by the Employer.

2. The Union agrees that it and the Employees shall not authorize, sanction,
condone or participate in any strike.

3. If a strike of Employees occurs, the Union will endeavor to get the striking
Employees back to work as quickly as possible by:

a. Delivering to the Employer a copy of a notice addressed to all Employees
notifying them that such acts are in violation of this Agreement, repudiating
such acts of the Employees and directing them to cease such acts and return
to work; and,

b. Taking such other action which it deems reasonable and appropriate to bring
about compliance with the terms of this Agreement.

4. Actions to discipline, suspend, demote or discharge any Employee who

authorizes, sanctions, condones or participates in any strike are not subject to
the grievance procedure.

ARTICLE 4 - UNION RIGHTS

A. Aid to Other Unions. The Board will not negotiate with any individual or any group
representing or purporting to represent the above bargaining unit other than the
Union for the duration of this Agreement.

B. Chapter Chair/Steward. The Employees shall be represented by one Chapter Chair
and/or one Steward who shall represent all Employees. An alternate Steward will be
named who will function in the place of the Steward when the Steward is absent. A
Vice Chair will be named who will function in the place of the Chapter Chair when
the Chapter Chair is absent.

1. The names of the Chapter Chair, Steward, and alternate(s) shall be furnished in
writing to the Superintendent within five (5) working days of their appointment or
election.

2. A Chapter Chair or Steward may investigate or present grievances to the
Employer. Unless otherwise approved in writing, all such investigations or
presentations must take place at times other than when the affected Employee(s)
or the Steward and/or Chapter Chair are to be on their assigned runs. Actual
time spent presenting grievances to the Supervisor shall be paid.

3. If a Steward and/or Chapter Chair cannot investigate or present grievances at
times other than when they are to be on their assigned bus runs, they shall seek
approval from their supervisor.

C. Union Use of District-Owned Facilities. Upon not less than 72 hours prior written
request of the Superintendent or his/her designee, the Union may schedule Chapter
meetings using mutually agreed-upon, District-owned facilities providing these




meetings do not interfere with the business of the Agency or with the duties of any
Union member. If an emergency arises, the Superintendent may waive the condition
of prior notice if requested to do so by the Chapter Chairperson.

. Bulletin Boards. The Employer will provide one (1) bulletin board which may be
used by the Union only for posting notices pertaining to Union business. The
location of the bulletin board shall be by the Transportation mailboxes.

. Union Time. Members of the Union elected to attend functions of the International
Union, such as conventions or educational conferences, shall be allowed time off
without loss of time or pay to attend such conferences and/or conventions providing
that at least two (2) weeks prior written notification has been given. The Employer
will provide a maximum of five (5) days per year to be used for such purposes.

. Agency Shop. Employees who were hired prior to the effective date of this
Agreement must, as a condition of continued employment, either continue
membership in the Union or pay a service fee in an amount not more than the
amount of dues uniformly required of members of the Union. The service fee shall
be a legally permissible amount determined in a legally permissible manner. These
amounts so certified and deducted shall be forwarded to the Union in accordance
with Article 5, Section F.

. Employees hired, rehired or transferred into the bargaining unit after the effective
date of this Agreement shall be required as a condition of continued employment to
become members of the Union or to pay the service fee of the Union, commencing
on the 30th day following the beginning of their non-probationary employment in the
bargaining unit.

. Any Employee who shall tender an initiation fee (if not already a member) and the
periodic dues uniformly required as a condition of retaining membership, shall be
deemed to have met the conditions of this Article. Any Employee who pays his/her
service fee shall also be deemed to have met the conditions of this Article.

It is further agreed between the parties that in no way shall the Employer be liable
for uncollected service fees or Union dues from Employees not authorizing payroll
deductions and who do not pay such fees and/or dues directly to the Union.

. The Union shall indemnify and save the Employer, including individual members of
the Board of Education and all administrative employees, harmless against any
claims, demands, suits, costs, expenses, including attorney fees, unemployment
compensation costs and other forms of liability that may arise by reasons of the
Employer's complying with provisions in this Article.

ARTICLE 5 - DUES CHECK-OFF

. If an Employee has on file with the Board a completed and signed Union
membership monthly dues payroll deduction authorization form, as shown in
Appendix B, the Board will deduct from his/her pay the initiation fee and the current
monthly Union membership dues until such time as the Employee informs the Board
in writing to discontinue such deductions.

. Normally an Employee's authorized payroll deduction for Union dues will be made



from his/her paycheck for the first pay period of each calendar month.

. The Board will deduct from the pay of an Employee in any month only the uniformly
charged Union dues obligations for that month.

. If the Union requests the Board to change the present membership dues deduction
of an Employee, such request will be effective only if the Union gives the Board thirty
(30) days prior written notice of the change.

. The Union agrees that any and all Union and/or Employee questions, problems
and/or disputes that may arise or exist related to the operation and/or
implementation of this Article shall not be the subject of a grievance and may only be
reviewed by the parties informally.

. Remittance of Dues.

1. Deductions for any calendar month shall be remitted to the designated financial
officer of Michigan Council #25, AFSCME, AFL-CIO, with an alphabetical list of
names and addresses of all Employees from whom deductions have been made
no later than the fifth (5th) day of the month following the month in which they
were deducted.

2. The Employer shall additionally indicate the amount deducted and notify the
financial officer of the Council of the names and addresses of Employees who,
through a change in their employment status, are no longer subject to deductions
and further advise said financial officer of submission of an alphabetical list of all
new hires since the date of submission of the previous month's remittance of
dues.

. The Union shall indemnify and save the Employer, including individual members of
the Board of Education and all administrative employees, harmless against any and
all claims, demands, suits, costs, expenses, including attorney fees, unemployment
compensation costs and other forms of liability that may arise out of reliance upon
signed authorization cards or lists furnished to the Employer by the Union for the
purpose of payroll deduction of dues.

ARTICLE 6 - EMPLOYEE RIGHTS AND SECURITY

. Probationary Employee. Each new Employee shall be on probation for an interval of
ninety (90) days actually worked by the Employee, not including days the Employee
was absent, beginning on the effective date of the Employee’s most recent date of
employment in the bargalmng unit and ending the date the Employee completes
his/her ninetieth (90™) date of actual service. The right to discharge a probationary
Employee during this period shall be vested exclusively in the Board regardless of
other provisions of this Agreement. The Union shall not represent probationary
Employees who are disciplined, suspended or discharged.

Probationary Employees do not have seniority, do not have fringe benefits, and may
not use any leave time.

Any Employee retained in excess of the probationary period shall have seniority
from date of hire in the bargaining unit.



B. Seniority. The term, Seniority, denotes length of continuous employment by the
Agency in one or more positions in the bargaining unit. Accumulation of seniority of
non-probationary Employees begins with their first day employed (effective date) in
any position in the bargaining unit.

For the purpose of determining seniority only, continuity of employment shall not be
considered broken by Board-approved paid leaves of absence or unpaid leaves of
absences of ten (10) or fewer cumulative days per year, or when operations
affecting the Employee are temporarily suspended by the Employer.

1. Any other interruption of work shall constitute a break in continuity for the
purpose of determining seniority. If an Employee's continuity of employment is
broken, the Employee's seniority will be reduced to reflect the duration of such
break in continuous employment.

2. Employment in the Agency, but out of the bargaining unit, is an interruption in
continuous employment. An Employee who accepts a position outside of the
bargaining unit, but within the Agency, shall have his/her seniority frozen from the
date he/she leaves the bargaining unit. An Employee will be able to use his/her
seniority to bid on positions for which he or she is qualified within the bargaining
unit providing said positions become vacant within a one year period from the
date he/she left the bargaining unit.

3. Ranking of Employees with the same seniority shall be by alphabetical order
using the last name by which each Employee was first hired.

C. Seniority of Officers and Stewards. The Chapter Chairperson, the Steward and
alternate, in that order, shall head the seniority list of the bargaining unit for layoff
and recall only, during their terms of office. The Union shall indemnify and save the
Employer, including individual members of the Board of Education and all
administrative employees, harmless against any claims, demands, suits, costs,
expenses, including attorney fees, unemployment compensation costs and other
forms of liability that may arise by reasons of the Employer’s complying with
provisions of this Article.

D. Seniority Lists. The seniority list on the date of this Agreement will show Employee
dates of hire, adjusted seniority dates, names and job titles of all Employees of the
bargaining unit with seniority. The Employer will keep the seniority list up-to-date at
all times and will provide the Chapter Chairperson with up-to-date copies upon
reasonable prior written request.

E. Loss of Seniority. An Employee will lose his/her seniority and his/her name will be
removed from the seniority list and the Employee will be terminated from
employment when one or more of the following events occurs:

1. The Employee quits, retires or is discharged.
2. The Employee has been laid off for more than one (1) years.

3. The Employee has been on an unpaid leave of absence for a period of time
exceeding their accumulated seniority days or four years, whichever is less.



F. Quits. An Employee shall be considered to have voluntarily quit when one or more

of the following events occur:

-_

3.

. The Employee is absent for three (3) or more consecutive working days and has

not notified the Employer in accordance with procedures set forth herein.

. The Employee fails to return to work in response to a recall notice as set forth in

Article Il.

An Employee notifies administration that they are quitting their employment.

G. Discharges. The Board may discharge a non-probationary Employee for cause.
Prior to discharge of an Employee the Employer may suspend him/her for up to five
(5) working days without pay in order to permit an investigation of the matter. If the
investigation is not completed within five (5) working days, and the Employer desires
to keep the Employee on suspension status, additional days of suspension shall be
with pay. If, following such a suspension, the Employer's decision is to give the
Employee a suspension, the number of days already suspended without pay will be
counted in the total number of days suspended.

1.

2.

3.

The Union may initiate a grievance of the Board's decision to discharge a non-
probationary Employee at Level 4.

Any Employee found to be unjustly suspended and/or discharged shall be
reinstated with full compensation for all lost time and with full restoration of all
other rights and conditions of employment.

The Union agrees that the Board may unconditionally terminate a Probationary

Employee. The termination of a probationary employee may either not be the
subject of a grievance or not something the arbitrator is empowered to consider.

ARTICLE 7 - VACANCIES AND ASSIGNMENTS

A. VACANCIES

1.

Position Vacancy. A position is said to be vacant when an Employee terminates
or transfers to a different position and the Employer decides to hire another
person in his/her stead or when the Employer establishes one or more new Bus
Driver or Bus Assistant positions.

a. Posting of Position Vacancies. Notice of each vacancy shall flrst be posted
on Applitrack for seven (7) days until the end of the seventh (7") day posted.
Such notice shall set forth minimum requirements for applying, the posting
date and the deadline date for applying. A copy shall be given to the Chapter
Chairperson via email.

b. Bidding for Position Vacancies. During the above posting period, any
Employee may apply on Applitrack for a transfer to the position on the form
provided. Failure to submit an application on or before the announced
deadline date shall disqualify the Employee from further consideration.

In filling any position vacancy, consideration will be given to seniority,
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qualifications and the work record of the Employee.

Each applicant will be notified of the final disposition of his/her application. A
copy of such notification will be given to the Chapter Chairperson.

If the most senior applicant for a posted vacancy or a newly-established
posted position is not appointed, he/she shall be granted a special
conference upon his/her written request. If the special conference does not
resolve the matter to the satisfaction of the most senior applicant, it

may be grieved beginning with Level 3.

2. Temporary Vacancies. A route is said to be temporarily vacant when an
Employee notifies the Employer that they will be absent for a period of more than
twenty (20) consecutive work days or has been absent for 20 consecutive work
days. Any position that becomes a temporary vacancy will be posted and filled
according to the posting and bidding procedure under "a" and "b" above except
that the posting shall be for five (5) days, until the end of the fifth (5") day posted.
A temporary vacancy does not occur as a result of a reassignment. If the
Employee's absence is extended, the Employee who successfully bid on the
initial vacancy will continue to fill the vacancy.

3. Route Vacancies. A route is said to be vacant when an Employee terminates or
transfers to a different route and the Employer decides to continue that route, or
when the Employer establishes one or more new routes.

a. Posting of Routes. Notice of each route vacancy shall first be posted on
Applitrack for five (5) days, until the end of the fifth (5™) day posted. Such
notice shall set forth the estimated number of hours for that route, the area to
be driven, the posting date, and the deadline date for applying. The
application deadline date for a route vacancy will not precede the deadline
date for its accompanying position vacancy. A copy shall be given to the
Chapter Chairperson via email.

b. Bidding for Route Vacancies. During the above posting period, any Bus
Driver may apply on Applitrack for a transfer to the route. Failure to submit an
application on or before the announced deadline date shall disqualify the
Employee from further consideration.

In filling a route vacancy, the most senior applicant will be given the route
unless it is withheld for cause. Each applicant will be notified of the final
disposition of his/her application. A copy of such notification will be given to
the Chapter Chairperson.

If the most senior applicant for a posted route vacancy is not appointed,
he/she shall be granted a special conference upon his/her written request. If
the special conference does not resolve the matter to the satisfaction of the
most senior applicant, it may be grieved beginning with Level 3.

4. Trial Periods. The transferred Employee shall be granted a twenty-five (25)
working day trial period to determine his/her ability to perform the job. If an
Employee is found unsatisfactory, he/she shall be returned to his/her former job.
Written reasons will be given to him/her with a copy being given to the Chapter
Chairperson. Employer-initiated transfers due to unsatisfactory performance
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during the trial period are not grievable. During the trial period, the Employee
may request to be returned to his/her former job, and such request shall be
granted in employee-initiated transfers.

5. Trial Period Pay Rate. During the trial period, the Employee will receive the rate
of the job he/she is performing.

6. Limitation on Requested Transfers. No Employee shall be entitled to a
requested transfer more often than once every six months.

7. Involuntary Transfers. The Employer may involuntarily transfer an Employee
when such transfer is, in the opinion of the Employer, in the best interest of the
Agency. Such transfer will be with prior notice. The Union may request a special
conference to discuss the mechanics of the transfer. If agreement cannot be
reached at the special conference, then the Employee to be involuntarily
transferred will exchange assignments with the least senior Employee having an
assignment that is nearest to but not longer than his/her original assignment.
Such transfers shall be neither arbitrary nor capricious.

B. Assignments.
1. Types of Work.

a. Core Service Routes. Core service routes shall be developed and assigned
prior to the start of the school.

b. Extra Work. Any bargaining unit work not included in an employee’s core
service routes is considered extra work. Extra work shall be divided into two
(2) categories, “Supplemental Work” and “Replacement Work”.

1. Supplemental Work. Defined as any work outside of an Employee’s core
service routes that can be completed without causing that Employee to
miss a regularly scheduled run and without causing the Employee to
accrue overtime hours.

2. Replacement Work. Defined as any work outside of an Employee’s core
service routes that cannot be covered as Supplemental Work.

c. Emergency Work. An unexpected situation.

d. Summer Work. The Employer shall develop routes for summer work prior to
the start of the summer session.

1. Assignment of Work.

a. Core Service Routes. Prior to the beginning of each school year, each
Employee will select his/her assignment based on his/her seniority (from
greatest to least) according to a posted schedule and procedures.
Procedures for bidding will be included in a two (2) week notice and will be at
the discretion of management. The Employer may withhold a selected
assignment from an Employee for cause. Only Employees who are eligible
for active work as of the bid date will be allowed to participate in the bidding.
Attendance at bidding will be without pay.
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b. Extra Work.

1.

Supplemental Work. Supplemental work is to be the primary method of
assigning extra work. An eligibility list will be maintained for both
specialized driver and specialized assistant classifications. The
supplemental work will be awarded to Employees that meet the criteria
listed in “3” below.

. Replacement Work. An eligibility list will be maintained for both

specialized driver and specialized assistant classifications. The
replacement work will be awarded to Employees that meet the criteria
listed in “3” below.

Eligibility Lists and Enrollment Periods. Separate eligibility lists shall be
maintained for supplemental and replacement work for both specialized
driver and specialized assistant.

Employees wishing to be placed on these lists will notify management
prior to the close of the enroliment period by submission of an “Extra
Work” form. There shall be three (3) such periods during the school year:

= August prior to the start of the Fall programs
= December prior to Holiday break
= June prior to the start of summer programs

The exact end date of enroliment shall be posted in the Transportation
building one (1) week prior to closure. Any Employee who fails to submit
their eligibility to be placed on the list shall not be allowed to do so after
the deadline date.

If an Employee declines supplemental or replacement work three times
within the August or December enrollment period, or once during the June
period, they shall be removed from the list.

Work assigned shall rotate down the lists in seniority order until reaching
the lowest senior Employee at which point it will return to the top.

Specialized Bus Drivers and Specialized Bus Assistants who choose not
to accept Extra Work will not be charged with a decline if the assignment
in question does not originate from the same point as those employees
Core Service Routes.

Any Extra Work not covered by eligible Specialized Bus Drivers or
Specialized Bus Assistants will then be offered to substitutes. If the Extra
Work is again declined it will be assigned tot eh least senior unassigned
eligible employee.

c. Emergency Work. Emergency work will be assigned at the discretion of the

Employer.

d. Summer Work. Specialized Bus Drivers and Specialized Bus Assistants will

be eligible for summer work by classification in order of seniority (greatest to
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least). After the needed number in each classification has accepted summer
assignment, the runs will be chosen amongst those Specialized Drivers and
Specialized Assistants in each classification by seniority (greatest to least).

The Employer may withhold a selected assignment from a Specialized
Driver or Specialized Assistant for cause. Those employees with
unsatisfactory attendance and/or evaluations will not be eligible for
summer work.
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Any summer bus driving work not covered by eligible Specialized Bus
Drivers will then be offered to eligible Specialized Bus Assistants/Alternate
Specialized Drivers in seniority order. If the summer work is declined, it
will be offered to substitutes. If is again declined, it will be assigned to the
least senior unassigned eligible Employee.

Any summer Specialized Bus Assistant work not covered by eligible
Specialized Bus Assistants will then be offered to eligible Specialized Bus
Drivers in seniority order. If the summer Specialized Bus Assistant work is
declined, it will then be offered to substitutes. If it is again declined, it will be
assigned to the least senior eligible unassigned Specialized Bus Assistant.

e. While employees are on paid time, they will be available to perform tasks
assigned by the supervisor (e.g. job related duties, professional
development).

f. Bus transfers to/from repair facilities: the Agency shall use unit members
(Drivers and Assistants) in seniority order to transfer buses to/from repair
facilities on a preferred basis over non-unit members. However, this is not an
exclusive right and the decision of the Agency to use non-unit members from
time to time is not subject to the grievance process. The rate of pay for
transferring buses is the substitute rate in effect at the time of the transfer for
the driver or assistant utilized for the transfer.

ARTICLE 8 - DISCIPLINE

A. Professional Conduct. Breaches of professional conduct and failure to perform at
the established professional level are subject to disciplinary procedures. Examples
of such breaches are: abuses of sick leave and other leaves, chronic tardiness,
willful deficiencies in professional performance or proven ineffectiveness, violation of
Board policies, regulations and administrative directions not inconsistent with the
terms of this Agreement and violation of the terms of this Agreement. Alleged
breaches of professional conduct and reasons for possible disciplinary action shall
be reported promptly to the offending Employee.

B. Progressive Discipline.

1. The Board will follow a policy of progressive discipline, subject to 2 and 3 below,
which includes:
= counseling
= verbal warning
= written reprimand
= suspension
= with discharge as a last resort.
2. The point of initiation of any disciplinary action may be determined by the severity
of the employee’s behavior.
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3. The following progressive discipline steps will be utilized for all instances of lost
time (unpaid and unapproved), tardiness and inappropriate attendance patterns,
such as calling in sick on the same day of the week:

= 1% offense Counseling

= 2" offense Written

= 3 offense Suspension — 1 day
= 4" offense Suspension — 3 day
= 5" offense Discharge

Employees facing a 1% or 2™ offense may request from the supervisor an
exemption from such progressive discipline step for medical reasons if they
have exhausted all paid leave days. The decision of the supervisor is final
and cannot be grieved.

4. Warnings and reprimands shall be discussed privately between the Employee
and the Supervisor/Administrator, except when either party requests the
presence of a Union and/or Administration representative.

5. The discipline or discharge of a probationary Employee shall not be arbitrable.
6. Discipline will be imposed in a timely manner.

7. Disciplinary suspension normally shall be served on the work day(s) immediately
following the written notification.

8. The Supervisor may add informal steps prior to the initiation of discipline except
for matters of attendance and tardiness.

. The Employer agrees that, upon imposing a written reprimand, a suspension or
removal and discharge, the Union steward will be notified within five (5) days in
writing. The Employee shall be given a copy of all disciplinary actions and copies
shall be placed into his/her personnel file. A notation of verbal warning by date and
subject only and signed by the Employee may be placed into the Employee's
personnel file.

. The Employee may request to be represented by his steward when disciplinary
action is imposed.

. In'imposing any discipline or discharge on a current charge, the Employer will not
take into account any infractions which are more than two (2) years old.

. The discharged or suspended Employee may discuss his/her discharge or
suspension with his/her steward and the Employer will make available an area for
this purpose. All such discussions must take place at times other than when the
Steward is to be on his/her assigned run or run-related activity. Upon receipt of a
reasonable and timely request, the Employer will discuss the discharge or
suspension with the Employee and the Steward.

16



G. An Employee who violates a law, policy or rule, or tampers with a device that could
affect the safety and welfare of the students will be subject to immediate discipline
up to and including discharge.

It is agreed that the imposition of discipline under this Section shall be a proper
subject for the grievance procedure.

Except in emergencies, rules or policies the Employer intends to implement shall be
furnished to the Union five (5) working days in advance of implementation.

H. An Employee may view his/her personnel file upon reasonable prior request.
I.  Any Employee who receives a confirmed and verified drug test by the Medical

Review Officer (MRO) or a confirmed test of alcohol concentration .02 or greater will
be immediately discharged.

ARTICLE 9 - GRIEVANCES

A. Definition. A grievance is a written complaint by an Employee alleging a violation,
misinterpretation or misapplication of any provision of this Agreement.

A grievance whether presented orally or in writing shall convey the following
information;

1. The name or names of the grievant(s).

2. A detailed statement as to the event or events leading to the grievance. Such
statement shall include the specific dates of the event or events being grieved.

3. The specific Articles and provisions alleged to have been violated.
4. The disposition sought.

In the absence of any of the required information as listed above the grievance will
be returned to the union representative to provide the additional information.

B. Nothing contained herein will be construed to limit the right of any Employee having
a complaint to discuss the complaint informally with the Employer and have the com-
plaint adjusted without the intervention of the Union so long as the adjustment is not
inconsistent with the terms of this Agreement and so long as the Union was given
the opportunity to be present when such an adjustment is made.

C. Level 1. If an Employee wishes to submit a grievance, he/she shall first discuss the
complaint with his/her immediate supervisor or with the administrator if the
immediate supervisor is not the cause of the complaint. The Steward and one
administrator may be present. This discussion must occur within ten (10) days of
the event causing the complaint. The immediate supervisor or administrator shall
reply in writing within ten (10) days of the date of the discussion, submitting one
copy to the Employee, one copy to the Steward and one copy to the Assistant
Superintendent of Human Resources.

D. Level 2. If the Employee is not satisfied with the reply at Level 1, the Steward may
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submit a grievance by filing a AFSCME grievance form provided that the grievance
is submitted within five (5) days of the above written reply. The Report must be
submitted to the immediate supervisor. If the grievance does not involve the
immediate supervisor, it may be filed at Level 3. The immediate supervisor shall
sign and date all copies when he/she receives them. The immediate supervisor
shall reply in writing to the Steward within five (5) days of the date of submission.

. Level 3. If the Employee is not satisfied with the reply of the immediate supervisor,
the Steward may submit the grievance to the appropriate administrator within ten
(10) days. The administrator shall sign and date all copies when he/she receives
them. The administrator shall reply in writing to the Steward within ten (10) days of
the date of submission.

. Level 4. If the Employee is not satisfied with the response of the administrator, the
Steward may submit the grievance to the Superintendent within ten (10) days of the
date of the level 3 response. The Superintendent shall sign and date all copies
when he receives them. The Superintendent shall contact the Council #25 Staff
Representative assigned within five (5) days of receiving the grievance to schedule a
pre-arbitration conference. Following this pre-arbitration conference, the Superinten-
dent shall respond within ten (10) days in writing to the Chapter Chairperson.

. Level 5. If the Employee (or the Union, in case of Union grievances), is not satisfied
with the disposition of the grievance at Level 4, the Union may, within thirty (30)
calendar days after the decision of the Superintendent, notify the Superintendent
and Council #25 of the demand for arbitration. If the Union and the Employer cannot
mutually agree upon an arbitrator, the Union shall file a demand for arbitration with
the American Arbitration Association within sixty (60) calendar days.

1. The decision of the arbitrator shall be final and conclusive and binding upon
Employee, the Board and the Union.

2. Powers of the arbitrator are subject to the following limitations:

a. He/she shall have no power to add to, subtract from, disregard, alter or
modify any of the terms of this Agreement.

b. He/she shall have no power to establish wage rates or to change wage rates.
c. He/she shall have no power to interpret state or federal law.

d. He/she shall not hear any grievance previously barred from the grievance
procedures.

e. He/she shall have no power to decide any question which, under this
Agreement, is within the responsibility of the management to decide. In
rendering decisions, an arbitrator shall give due regard to the responsibility of
management and shall so construe the Agreement that there will be no
interference with such responsibilities, except as they may be specifically
conditioned by this Agreement.

3. After a case on which the arbitrator is empowered to rule hereunder has been

referred to him/her, it may not be withdrawn by either party except by mutual
consent.
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4. |If either part disputes the arbitrability of any grievance under the terms of this
Agreement, the arbitrator shall have no jurisdiction to act until the arbitrator has
first ruled upon the arbitrability of the grievance. In the event that a case is
appealed to the arbitrator on which he has no power to rule, it shall be referred
back to the parties without decision or recommendation on its merits.

5. More than one grievance may not be considered by the arbitrator at one time
unless there is mutual written consent or the employer has consolidated
grievances which arise out of and concern the same factual circumstances.

6. The cost of arbitration shall be borne equally by the parties, except each party
shall assume its own cost for representation including any expense of witnesses.

a. At arbitration, neither party may raise new defenses or grounds not previously
raised or disclosed.

H. If the grievance not answered within the time limits by the Employer, the Union may
advance the grievance to the next level. Any grievance not appealed by the Union
within the time limits shall be deemed settled on the basis of the Employer's last
response.

I.  The Union shall have no right to initiate a grievance involving the right of an
Employee or group of Employees without his/her or their written approval.

J. Where no wage loss has been caused by the action of the Board complained of, the
Board shall be under no obligations to make a monetary adjustment and the
arbitrator shall have no power to order one.

K. Arbitration awards or grievance settlements will not be made retroactive beyond the
date of the occurrence or non-occurrence of the event upon which the grievance is
based. In no event, however, shall the settlement be earlier than thirty (30) days
prior to the date on which the grievance was filed.

L. All documents, communications and records dealing with the processing of a
grievance shall be filed separately from the personnel file of the Employee.

M. An Employee may withdraw his/her grievance at any time prior to its referral to
arbitration without prejudice of interpretation of this Agreement.

N. No complaint which may be within the jurisdiction of any administrative agency
empowered to render an enforceable decision shall be the basis of any grievance
filed under the procedure outlined in this Article.

O. Extension of Time Limits. Time limits may be extended by mutual written
agreement.

P. The failure of an Employee to file a grievance for an alleged violation of this
Agreement shall not constitute a waiver, nor set precedent for the purpose of future
initiation of grievances.

Q. Union grievances are defined as, and limited to, those grievances which cover more
than one (1) Employee and which pertains to like circumstances and facts for the
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grievants involved.

ARTICLE 10 - SPECIAL CONFERENCES

. A Special Conference is a meeting of not more than four representatives each of the
Employer and the Union to discuss matters deemed important by either party.

. Special Conferences will be arranged between the Chapter Chairperson and the
Superintendent or his designee at mutually agreed-upon times and places at the
request of either party.

. The requesting party shall submit a request for a Special Conference to the other

party in writing at least seventy-two (72) hours in advance, including an agenda of
matters to be discussed and a list of the names of the conferees of the requesting

party.

. Matters taken up in Special Conferences shall be confined to those on the agenda.

ARTICLE 11 - REDUCTION AND RECALL

. Reduction. If the Board orders a reduction in the number of Employees, the
following procedure will be used:

1. The Board will determine the classifications and numbers of positions to be
eliminated.

2. Employees to be laid off and the Union will be notified ten (10) days prior to the
layoff whenever possible.

3. Employees will be laid off in inverse seniority order by classification (starting with
Employees with no seniority) until the number of remaining Employees
corresponds to the number of remaining positions.

4. When one or more Specialized Bus Driver positions are to be eliminated, the
Employer will first determine whether any Specialized Bus Driver to be laid off
has greater seniority than any Specialized Bus Assistant not to be laid off. If so,
the Specialized Bus Driver to be laid off may take the position of the least senior
Specialized Bus Assistant who has less seniority than the Specialized Bus Driver
and the least senior Specialized Bus Assistant will be laid off.

5. Employees on layoff do not earn pay or fringe benefits.

. Recall. If the Board orders the restoration of one or more Specialized Bus Driver or
Specialized Bus Assistant positions, the following recall procedure will be used:

1. Specialized Bus Driver Positions. Laid off Specialized Bus Drivers with seniority
as of the date of recall and non-probationary Specialized Bus
Assistants/Alternate Drivers who are working as Bus Assistants will be offered
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the newly-restored positions in seniority order.

2. Specialized Bus Assistant Positions. The Employer will recall Employees with
seniority as of the date of recall in seniority order.

3. Recall Notice. The Employer will send a recall notice by certified mail to each
recalled Employee at his/her last known address postmarked at least ten (10)
days prior to his/her reporting date.

4. Returning to Work. If the Employee does not report for work as scheduled,
he/she will be considered to have quit unless he/she has made other prior
arrangements to report for work that are acceptable to the Employer.

5. Responsibility of the Laid Off Employee. It is the responsibility of the laid off
Employee to notify Personnel in writing of any change in his/her address or
telephone number.

. Temporary Layoff. A temporary layoff is any layoff caused by unscheduled events
not under the total control of the Board. At its discretion the Employer may
temporarily lay off any Employee whose assignment is affected by such events.

If the events causing a temporary layoff may reasonably be expected to prolong it for
more than ten (10) days, the Employer will institute the layoff procedure described
below:

1. Employees will be temporarily laid off in inverse seniority order by classification
(starting with Employees with no seniority) until the number of layoffs
corresponds to the number of assignments originally affected. Employees
already on temporary layoff who are not identified by this procedure as
candidates for layoff will be recalled in seniority order.

2. A Specialized Bus Driver on temporary layoff with greater seniority than a
Specialized Bus Assistant who has not been laid off may temporarily take the
assignment of such a Specialized Bus Assistant and the affected Specialized
Bus Assistant will be temporarily laid off.

3. When a temporary layoff ends, Employees will be returned to their former
assignments.

4. A Specialized Bus Driver who has been temporarily laid off for ten (10) days or
less will be paid for working rescheduled days. Employees will be paid for
working on rescheduled days either the amount they would have earned or the
amount actually earned, whichever is greater.

If the full ten (10) days are not rescheduled, Employees will be paid the difference

between the amount they would have earned over the ten (10) day period and what
they have actually earned, whichever is greater.

ARTICLE 12 - COMPENSATION AND FRINGE BENEFITS

. Wage Rate Scales. Appendix A, attached hereto, sets forth wage rates to be paid
Employees as defined above, and the basis and methods of payment.
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. Placement on Wage Scale. Employees hired into a bargaining unit position or
transferring to a new classification within the bargaining unit will be placed on Step 1
of the wage scale for that classification or as otherwise agreed upon.

. Rates for New Jobs. When a new job classification is created, the Employer will
notify the Union of the proposed classification and rate structure prior to their
becoming effective. If the Union does not agree with the proposed classification and
rate, they shall be subject to negotiations.

. Environmental Quality Control Specialist. This position is a 12-Month position with a
regular work week of 40 hours. The employee will earn sick time, personal
business, and holiday pay equal to the other union members, and will accrue one
half (1/2) day annual leave per month. Any annual leave days carried over on June
30 must be used by August 30 of the same year. No other fringe benefits apply to
this position.

. License. The Employer will reimburse Specialized Bus Drivers for the cost of
successfully obtaining the commercial drivers’ license, initial road test, and required
endorsements. The employer shall not reimburse for any endorsements or tests
required due to the specialized bus driver’s poor driving record.

Term Life Insurance. The Board will pay the premium for each full time Employee

for a $10,000 term life insurance policy. Each full time Employee with five (5) or

glore years of seniority shall be eligible for a Board-paid term life insurance policy of
15,000.

. Sick Leave Retention Incentive. All seniority employees shall be eligible annually for
sick leave retention incentive, according to the following:

1. An employee who uses no sick leave from the period commencing July 1 and
ending June 30 shall be eligible for a three hundred ($300) cash bonus.

2. An employee who experiences only one (1) occurrence of sick leave during the
period commencing July 1 and ending June 30 shall be eligible for a one hundred
dollar ($100) cash bonus.

3. For purposes of this Section, an occurrence of sick leave is defined as any
legitimate use of a partial day, a full day or more than one (1) day, consecutively,
as a result of personal or family illness.

4. In order to qualify for the bonus, the employee must be a seniority employee for
the entire one (1) year period.

5. An employee who has more than twenty-five (25) accumulated sick days and
who is eligible to earn six (6) sick days during the ten (10) month school year,
and who uses not more than three (3) of those days, shall be eligible to convert
up to three (3) of his/her remaining days to incentive leave at seven (7) hours per
day. The employee who qualifies for and opts to take part or all of his/her
incentive leave, must schedule such leave with the supervisor during the
unscheduled summer days following qualification (i.e. from July 1 through August
31). There shall be no carryover of incentive leave days.
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K. Long Term Disability: Active full-time employees who work at least 25 hours per
week on a regularly scheduled basis may elect to receive a long-term disability (LTD)
benefit with a premium fully paid by the board. The LTD plan replaces 60% of the
monthly income loss, subject to plan limitations and exclusions. Benefit payments will
be reduced by other income received or eligible to be received in accordance with the
plan documents. Employees must be disabled for 90 days before benefits may be
payable.
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ARTICLE 13 - LEAVES OF ABSENCE

A. Authorized - With Pay.

1. Sick Leave.

a.

Accrual.

Effective July, 2011 employees covered by this agreement shall receive six
(6) sick days per year and one (1) day for each of summer segment i and
summer segment ii that is completed with perfect attendance.

All sick leave days previously accumulated by an Employee while employed
by the Agency shall be credited to him/her. Any sick leave days not used by
the end of the school year shall be added to the sick leave days available for
the following year, up to a maximum of 100 days.

Criteria for utilization of sick leave days shall be:
1. Personal iliness, injury or quarantine.

2. Serious illness in the immediate family, e.g., husband, wife, child, father or
mother.

The Employee shall notify the administration of his/her impending absence
stating the nature of absence (illness or bereavement) and where he/she can
be contacted during the day. Each Employee shall give such notification at
least 90 minutes prior to his/her scheduled on-the-job starting time.

After the 3™ absence of the year, The Employee may be required to provide a
doctor's verification of the need for the absence. The doctor's verification
shall be on a form provided by the Employer and shall provide such
information as diagnosis, prognosis, if and why the illness/injury would
prevent the employee from working, how long it is anticipated the employee
will be off work, and what the treatment plan is. Failure to comply with such a
request will result in the withholding of pay for such leave days and
disciplinary action pursuant to Article 8, Section A.

Accumulated sick leave time shall terminate upon severance of employment.
Sick leave charged will be prorated based on the number of hours taken off,

divided by the number of hours scheduled for the day, rounded to the nearest
quarter of a day.

2. Personal Business.

a.

b.

An Employee with less than two (2) years seniority may be granted one day
per year for personal business. An Employee with two (2) or more years of
seniority may be granted (2) days per year for personal business. Use of
personal business days must have prior administrative approval.

This leave shall be used only for the purpose of conducting personal business
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which cannot normally be transacted after work, on weekends, between runs
or during vacation periods.

c. The portion of personal business time not used by the employee by the end of
the regular school year (which excludes summer runs) shall be added to the
individual sick leave bank.

3. Jury Duty.

An Employee who is summoned and who reports for jury duty shall be paid an
amount equal to the difference between the amount of salary he/she would
otherwise have earned by working on that day and the daily jury fee paid by the
Court, not including travel allowances or reimbursement of expenses for each
day on which he/she reports for or performs such jury duty on which he/she
would otherwise have been scheduled to work.

An Employee who is subpoenaed shall be released from regular duties without
loss of salary to appear in court as a witness in any case connected with the
Employee's employment or in cases where the Agency is involved.
Notwithstanding the above, paid release time shall not be granted for court
appearances which are not connected with the Employee's employment or in
which the Agency is not involved, or where the Employee is one of the
defendants except in an Agency connected case in which the Employee is
acquitted.

4. Bereavement Leave.

a. When death occurs in a non-probationary Employee's family, e.g., spouse,
parent, grandparent, grandchild, parent of current spouse, child, brother or
sister, or son/daughter-in-law, the Employee on request will be excused from
work for up to five (5) calendar days immediately following the date of death,
provided that he/she attends the funeral. The supervisor will require written
documentation of attendance at the funeral.

b. A non-probationary Employee will be excused, on request, for one (1) day to
attend the funeral upon the death of an aunt, uncle, niece, nephew, sister-in-
law, or brother-in-law.

c. An Employee excused from work under this Section shall, after making
written application, receive the amount of wages he/she would have earned
by working during the straight-time hours on such scheduled days of work for
which he/she is excused with pay provided that he/she attends the funeral.
Payment shall be made at the Employee's rate of pay, not including
premiums, as of his/her last day worked. Time thus paid will not be counted
as hours worked for purposes of overtime.

5. Leave Time for Work-Related Injuries. On the day a work related injury occurs
when authorized to leave work early to secure medical attention/treatment due to
a work-related injury or lice, an Employee will not lose pay or have to use
sick/personal time for that portion of the day lost.

B. Authorized - Without Pay.
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1. General Provisions. The Employer may grant Employees who have met certain
criteria for procedures, as outlined below, leaves of absence without pay.

a. The particular circumstances surrounding each leave will be reviewed by the
Employer with the understanding that its decision will in no way establish a
precedent. If the leave is disapproved, a reason in writing will be given.

b. The decision of the Employer as to whether such leave shall be granted is
final.

c. An Employee returning on schedule from an approved leave of absence of
ninety (90) days or less shall be returned to the position he/she held prior to
the scheduled leave. Short-term leaves will not be approved for May and
June unless prior approval is given by the employer.

Employees who are granted leaves of absence exceeding ninety (90) days
will be reinstated upon notification of intent to return as soon as positions for
which they are qualified are available.

The right to re-employment is subject to the ARTICLE 11 - "Reduction and
Recall" of this _Agreement.

Employees seeking a leave under the Family Medical Leave Act must have
worked at least 1250 hours in the prior twelve (12) months.

d. Conditions. Unless otherwise indicated, the following conditions shall apply to
unpaid leaves of absence: Salary increments shall not accrue; sick leave and
annual leave days shall not accrue (but unused sick leave and annual leave
days held at the start of the leave shall be reinstated upon return); Personal
Business Days shall not accrue and will be prorated; time spent on an unpaid
leave will not be added to the Employees' seniority. No Employee on leave
without pay shall receive pay for any holiday which occurs during his/her
leave. Requests for unpaid leaves shall be in writing to the Assistant
Superintendent of Human Resources and must have prior written approval
before becoming effective.

1. At the termination of a leave, if an Employee does not return and/or no
extension is granted, the Employee's removal and termination of
employment becomes automatic.

2. The Employee must notify the Board in writing of his/her intention to return
from such leave at least twenty (20) working days prior to the end of such
leave. Failure to comply with the notification shall constitute voluntary
Employee resignation from Board employment.

2. Military Leave.

a. Veterans. The reinstatement rights of veterans will be in accordance with
applicable laws in effect on the date of this Agreement.

b. Leave of Absence for Veterans. Veterans who are reinstated in accordance
with the Universal Military Training Act, as amended, and other applicable
laws will be granted leaves of absence for a period not to exceed a period
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equal to their seniority in order to attend school full time under applicable
federal laws in effect on the date of this Agreement.

c. Employees who are in the Armed Forces Reserve or the National Guard will
be paid the difference between their reserve pay and their regular pay when
they are called to full-time active duty in the Reserve or National Guard,
provided proof of service and pay are submitted. A maximum of two weeks
per year is the normal limit, except in the case of an emergency.

3. Leaves of absence for periods not to exceed one (1) year subject to renewal at
the will of the Board will be granted without loss of seniority for the purpose of
serving in any elected or appointed position, public or Union unless the person
has been elected to the Michigan Legislature.

4. Maternity/Adoption. Each Employee shall notify Personnel of her pregnancy or
pending adoption as soon as it is medically or legally established. Such
notification shall be in writing and shall state his/her estimated due/adoption date.

a. Upon written request, a full time Employee who has been employed by the
district for at least twelve (12) months will be granted a leave of absence
without pay of up to one (1) year for the purpose of child birth and child care,
including adoption or placement of a child in foster care. Such request must
be made at least four (4) weeks prior to commencement of the leave. If an
Employee fails to make a timely request for such a leave, he/she may lose
his/her eligibility for a Maternity/Adoption Leave. Said request must include a
beginning date and an ending date.

b. If an Employee does not begin his/her Maternity/Adoption Leave as
scheduled, the Board may cancel the leave.

c. If an Employee does not return from a Maternity/Adoption Leave as
scheduled, he/she may be required to remain off work for the remainder of
the school year. An Employee returning on time from a Maternity/Adoption
Leave shall be returned to the position he/she held prior to the scheduled
leave.

5. Medical/Disability Leave.

An employee who receives a written medical authorization to refrain from work
for at least two (2) weeks (after exhaustion of sick time) due to a disability
excluding a workers' compensation injury will be placed on a medical/disability
leave of absence without pay.

a. No contractual benefits, including seniority, shall accrue. During this period,
Employees shall have the right to return to their original position with a written
statement from the doctor allowing full resumption of job duties.

b. An Employee requiring an extension of the medical/disability leave beyond
12 weeks will be placed on an additional leave for a period of up to one (1)
year. No contractual benefits, including seniority, shall accrue except for
salary payments as provided by the disability insurance carrier. The
employee shall be entitled to reinstatement to the first available position for
which the employee is qualified, subject first to the provisions of the current
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collective bargaining agreement.

Employees remaining on medical/disability leave after the one year extension
may lose all reemployment rights at the discretion of the Board.

An employee may make written application to the Superintendent for
reinstatement prior to the expiration of a leave; however, accelerated return
from leave shall be at the discretion of the Board.

Employees not returning to work after the end of leave shall be considered a
voluntary quit.

No employee shall absent himself/herself from duty without approval of the
Supervisor or his/her designee.

At any time during the leave, the Superintendent may require an updated
doctor's statement that the Employee may not return to work.

. Workers' Compensation Leave. An employee who receives a written medical

authorization to refrain from work for at least two (2) weeks due to a work-related
disability will be placed on a workers' compensation leave of absence without

pay.

a.

Employees on workers' compensation leave may retain their life insurance for
up to one year from the date of the injury. No other contractual benefits,
including seniority, shall accrue. During this period, Employees shall have the
right to return to their original position with a written statement from the doctor
allowing full resumption of job duties.

An Employee requiring an extension of the workers' compensation leave
beyond the first year will be placed on an additional leave for a period of up to
one (1) year. No contractual benefits, including seniority, shall accrue except
for salary payments as provided by workers' comp. Life insurance may be
continued by the employee on a contributory basis provided it is approved by
the carrier. The employee shall be entitled to reinstatement to the first
available position for which the employee is qualified, subject first to the
provisions of the current collective bargaining agreement.

Employees remaining on a worker's compensation leave after two years may
lose all reemployment rights at the discretion of the Board.

An employee may make written application to the Superintendent for
reinstatement prior to the expiration of a leave; however, accelerated return
from leave shall be at the discretion of the Board.

Employees not returning to work after the end of leave shall be considered a
voluntary quit.

No employee shall absent himself/herself from duty without approval of the
Supervisor or his/her designee.

At any time during the leave, the Superintendent may require an updated
doctor's statement that the Employee may not return to work.
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ARTICLE 14 - HOLIDAYS AND UNPAID LEAVE TIME

. Holidays. Employees will be paid at regular straight-time rates for the following
holidays: Labor Day; Thanksgiving Day; the day after Thanksgiving Day; Christmas
Day; day after Christmas, the day before or after New Year’s Day; New Year's Day;
Good Friday; Memorial Day; and July 4th. To be eligible for pay for any given
holiday, the Employee must work the day before and the next scheduled working
day after the holiday or have administrative approval for paid time off excluding sick
time. (Any Employee working the day before and the day after July 4, regardless of
what position that Employee is filling, will be paid for the holiday.) If a holiday falls
within the first seven (7) days of an absence due to a work related injury, the
employee shall qualify for holiday pay.

. Should a holiday fall on a Saturday or a Sunday, either the Friday before or the

Monday after will be considered as the holiday. Actual days off for holidays will be
determined by action of the Board.

ARTICLE 15 - WORKING HOURS AND OVERTIME

. Regular Hours. The regular work week of each Employee is determined but not
guaranteed by his/her core service routes. Employees shall start their shift in
accordance with their core service route times. Employees will be paid for actual
time worked.

. Overtime, Pay Rate, Call Back, Sundays and Holidays.

1. Time and one-half will be paid for all time in excess of forty (40) hours actually
worked in one workweek. Required overtime work on Sundays and holidays
shall be paid at double-time the Employee's applicable straight-time hourly rate.
All overtime hours must have prior administrative approval.

2. Call Back. An Employee who is called back to work after having completed
his/her scheduled work day shall receive a minimum of three (3) hours work or
pay. This provision shall not apply to hours worked beyond a scheduled day
where such hours are continuous or where the Employee has not left the
premises.

. Unscheduled Closings.

1. Suspension of Operations. On any given day every reasonable effort will be
made to determine by 6:15 a.m. whether or not Special Transportation
operations will be suspended. If such a decision is made, it will be announced
over WHMI (93.5 FM). The status of operations will be identified as
LIVINGSTON SPECIAL TRANS(PORTATION). All Employees are expected to
listen for such an announcement. If it is announced that LIVINGSTON SPECIAL
TRANS(PORTATION) is closed, no Employee is expected to report for work that
day.

2. Unscheduled School Closings. Effective July 1, 2006, each Employee shall be
credited on July 1% with two (2) unscheduled school closing days that may be
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used during the year if their scheduled assignment is cancelled due to conditions
not within the control of school authorities, as defined in Section 101(4) of the
State School Aid Act. Such days shall not carry-over to the next year if they are
unused. Pay for such days will be based on the scheduled hours for the
cancelled assignment.

3. Show-Up Time. If operations are suspended after an Employee's starting time,
but before the start of scheduled classes, Employees who show up for the
beginning of their assignment will be paid two (2) hours of straight time rates if
the day is rescheduled.

4. If no school closing announcement is made, all Employees are expected to
report for work as scheduled.

5. An Employee is unable or unwilling to appear for work as defined above, he/she
will be charged for the time lost over the interval beginning at the time he/she
would have been scheduled to begin work and ending at one of the following
three times, whichever occurs first: (1) the time he/she would have finished
his/her scheduled work, (2) the time the Agency closes on that day, or (3) the
time at which the Michigan State Police or the Livingston County Sheriff's
Department advises the Employer to close or advises the public in the
Employee's home area to drive only in an emergency. (This provision does not
apply to the Employee who is reasonably delayed in getting to work because of
inclement weather.)

E. Working Hours Summary. The Board shall provide the Chapter Chairperson with a
list of the hours worked by each employee for each pay-period.

ARTICLE 16 - MISCELLANEOUS PROVISIONS

A. Entire Agreement. This Agreement constitutes the sole and entire existing
agreement between the parties and supersedes all prior practices, whether oral or
written, and expresses all obligations of, and restrictions imposed upon, the Board
and the Union. This Agreement is subject to amendment, alteration or additions,
only by a subsequent written agreement between the Board and the Union. The
waiver of any breach, term or condition of the Agreement by either party shall not
constitute a precedent in the future enforcement of all its terms and conditions.

B. 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 the understandings and agreements were arrived at by the
parties after the exercise of the rights and opportunity as set forth in this Agreement.
Therefore, the Board and the Union, for the life of this Agreement voluntarily and
unqualifiedly waive the right, and agree that the other shall not be obligated to
bargain collectively with respect to any subject or matter referred to or covered in
this Agreement, even though such subject or matter may not have been within the
knowledge or contemplation of either or both of the parties at the time that they
negotiated or signed this Agreement.
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C. Severability. If any provisions of this Agreement or any application of the Agreement
to any Employee shall be found contrary to laws, then such provision or application
shall be deemed null and void, but all other provisions or applications shall continue
in full force and effect; furthermore, the provisions of such law shall supersede, to
the extent of the conflict, the provisions of this Agreement and govern the relation of
the parties hereunder.

D. Distribution of Agreement. The Employer agrees to make available to each
Employee an electronic copy of this Agreement.

ARTICLE 17 - NON-DISCRIMINATION

It is the policy of the Employer to provide equal employment opportunities to qualified
persons without regard to race, creed, religion, national origin, sex as required by law.

ARTICLE 18 - DURATION OF AGREEMENT

This Agreement shall be effective as of July 1, 2011, and shall continue in full force and
effect until 11:59 P.M., June 30, 2012. This Agreement shall not be extended orally,
and it is expressly understood that it shall expire on the date set forth above.

BUS DRIVERS AND BUS ASSISTANTS BOARD OF EDUCATION
CHAPTER OF LOCAL UNION 2652, LIVINGSTON EDUCATIONAL
COUNCIL 25, AFSCME, AFL-CIO 7 SERVICE AGENCY

~
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Bargaining Team Member
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APPENDIX A

1. Wages 2011/2012 School Year

Rates Beginning July 1, 2011:

HIRED ON OR BEFORE 1/27/2011 HIRED AFTER 1/27/2011
SPECIALIZED | SPECIALIZED | SPECIALIZED | SPECIALIZED
DRIVERS ASSISTANTS DRIVERS ASSISTANTS
Step #1 | 1° Full Year of $14.50 $10.84 $14.50 $10.84
Service
Step #2 | 2" Full Year of $15.25 $11.36 $15.25 $12.00
Service
Step #3 | 3™ Full Year of $16.31 $11.95 $15.25 $12.00
Service
Step #4 | 4™ Full Year of $17.15 $12.54 $16.31 $13.16
Service
Step #5 | 5™ Full Year of N/A $13.16 N/A $13.16
Service
SPECIALIZED ASSISTANT/ALTERNATE DRIVERS
$14.12
Environmental Quality Control Specialist
$10.84
Rates Beginning January 1, 2012:
SPECIALIZED | SPECIALIZED
DRIVERS ASSISTANTS
Step #1 | 1° Full Year of Service $14.50 $10.84
Step #2 | 2" Full Year of Service $15.25 $12.00
Step #3 | 3™ Full Year of Service $16.31 $12.00
Step #4 | Only Eligible to Employees Hired on or Before 1/27/2011 $17.15 $13.16

SPECIALIZED ASSISTANT/ALTERNATE DRIVERS

$14.12

Environmental Quality Control Specialist

$10.84

2. Employees hired before December 31st shall advance to the next increment at the
beginning of the next school year (excluding summer segment) and then at the
beginning of each school year thereafter. Employees hired after December 31st
shall not advance to the next increment until the beginning of the school year
(excluding summer segment) immediately following twelve months from their hire
date and then at the beginning of each school year thereafter.
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APPENDIX B

AUTHORIZATION FORM

TO:

Employer

| hereby request and authorize you to deduct from my earnings, one of the following:
() An amount established by the Union as monthly dues.
OR
() An amount equivalent to monthly Union dues, which is established as a service fee.

The amount deducted shall be paid to Michigan Council #25, AFSCME, AFL-CIO in behalf of
Local #

By:
First Name

Zip Code  Telephone

Classification

Date
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LETTER OF UNDERSTANDING

At the Employer’s discretion, a Transportation Employee may be asked to assist in the day-to-day
operation of the bus garage. This may include assisting with the following tasks:

= process time sheets

= answer phones and radio

= assign new students to routes

= assign driver and assistant

= assign trips

= perform other miscellaneous office functions as they relate to the operation of the Transportation
Department, with the exception of disciplinary action.

The Employee will be paid at his/her regular wages. Normal procedures will be utilized to cover any runs
that will be missed. If a run cannot be covered, the Employee will complete a run.

If a bus driver’s attendance is required at an IEPC, the regular driver will be asked before the Employee
assisting in the office. The Union Chairperson or Steward will be consulted prior to sending the Employee
assisting in the office to a conference or an outside meeting.

This Letter of Understanding is not to be utilized as setting a precedent or past practice for exclusive

bargaining unit work. The LESA Board of Education reserves the right to assign the tasks or position
described herein to Employees outside the bargaining unit.
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