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ARTICLE I 
RECOGNITION 

 
Section 1  
The Board hereby recognizes the Association as the exclusive bargaining representative for the appropriate 
bargaining unit comprised of all Principals and Assistant Principals, excluding Superintendent, Assistant 
Superintendent, Director of Human Resources, Director of School Improvement, Director of Instruction, Director of 
Technology, and all other Employees as certified by the Michigan Employment Relations Commission in 
Certification No. RO3 I-135. 
 
Section 2 
The term “administrator,” when used herein, shall refer to an employee in the bargaining unit represented by the 
Association. 
 

ARTICLE II 
RIGHTS OF THE BOARD 

 
Section 1 
The Board, being a public school employer as defined in Section 1(1)(h) of the Michigan Public Employment 
Relations Act, MCL 423.201(l)(h) has the responsibility, authority and right to manage and direct the operations and 
activities of the Essexville-Hampton Public Schools on behalf of the public in accordance with Section 15(2) of the 
Michigan Public Employment Relations Act, MCL 423.215(2) and its authority pursuant to Section l1a of the 
Michigan Revised School Code, MCL 380.11a.  The Board, on its own behalf and on behalf of the citizens of the 
school district, hereby retains and reserves unto itself, without limitation, all powers, rights, authority, duties and 
responsibilities conferred upon and vested in it by laws and the Constitution of the State of Michigan and of the 
United States. Nothing contained in this Agreement shall be considered to deprive or restrict the Board of its rights, 
responsibilities, and authority under the laws or regulations of the State of Michigan and/or the United States. 
 
Section 2  
The exercise of the foregoing powers, rights, authority, duties and responsibilities of the employer, 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 express terms of this Agreement and then only to the 
extent such specific and express terms are in conformance with the Constitution of laws of the State of Michigan 
and the Constitution and laws of the United States. 
 

ARTICLE III 
ASSOCIATION RIGHTS 

 
Section 1 
The Association shall have the right to use school buildings for Association meetings upon approval by the 
Superintendent or his/her Designee and according to Board policy. 
 
Section 2 
The Association may use administrator mailboxes for communication to administrators upon submitting a copy to 
the Superintendent or his/her Designee at the time of distribution. 
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ARTICLE IV 
ADMINISTRATOR RIGHTS 

 
Section 1 
Each administrator shall be accorded the right to review and copy the content of the administrator’s personnel 
record and to include written statements to be attached to the content of the administrator’s personnel record in 
compliance with the provisions of the Bullard-Plawecki Employee Right to Know Act, MCL 423.501 et seq. Written 
statements shall be provided within 10 days of the request. 
 
Section 2 
An administrator, upon request, shall be entitled to an Association representative in any investigatory interview with 
the administrator where disciplinary action against the administrator may reasonably result. 
 

ARTICLE V 
VACANCIES 

 
Section 1 
A copy of the posting of a vacancy in an administrative position in the bargaining unit represented by the 
Association shall be provided to the President of the Association when it is posted. 
 

ARTICLE VI 
EVALUATIONS 

 
Administrators shall be evaluated every year under the guidance and provisions of state law. 
 
 

ARTICLE VII 
COMPLAINTS 

 
Section 1 
Before any documentation of a complaint made against an administrator is included in the administrator’s personnel 
record, the administrator shall be notified of such by the Superintendent or his/her Designee. 
 
 
Section 2 
Before any disciplinary action is taken against an administrator because of the substance of a complaint made 
against the administrator, the administrator shall be provided an opportunity to respond to the substance of the 
complaint to the Superintendent or his/her Designee. 
 

ARTICLE VIII 
DISCIPLINE 
Section 1 
Before discipline is issued to an administrator and placed in the administrator’s personnel record, the administrator 
will be advised of the charges and be given an opportunity to respond to the Superintendent. 
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Section 2 
An administrator may submit a written statement to be attached to the documentation of any disciplinary action or 
evaluation placed in his/her personnel record within 10 days of provision of the memo according to the provisions of 
the Bullard-Plawecki Right to Know Act (MCL 423.501 et seq). 
 

ARTICLE IX 
INDIVIDUAL EMPLOYMENT CONTRACTS 

 
Section 1 
Each administrator shall be employed by a written individual employment contract approved by the Board. 
 
Section 2 
An administrator’s contract that is not renewed shall be in accordance with state law. 
 

ARTICLE X 
SENIORITY 

 
Section 1 
Seniority is defined as length of continuous service as an administrator in the district, including periods during which 
the administrator has recall rights to the bargaining unit. 
 
Section 2 
Administrators promoted out of the bargaining unit shall retain seniority but shall not accumulate seniority.  It is 
understood and agreed that no rights to acquire tenure in any administrative capacity are granted hereby; the only 
tenure rights granted by this contract are those of a classroom teacher under the Michigan Tenure Act, if applicable. 
 

ARTICLE XI 
WORK SCHEDULE 

 
Section 1 
During each year of this Agreement, the administrator shall work the number of days designated for his/her position 
classification. This number of days shall exclude all holidays and holiday periods under Section 2 of this Article.  
 
 
Section 2 
The administrator shall be entitled to all holidays and holiday vacation periods granted to the teachers’ bargaining 
unit. 
 
The administrator will not be required to work in his/her building or be assigned contractual workdays during the 
following times:  Labor Day, Thanksgiving recess (2 days), Good Friday, Memorial Day and July 4th.  Spring and 
Christmas break, as designated in the school calendar, will also be non-work days. 
The numbers of scheduled work days are as follows: 
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Contractual days: 
 

High School Principal ........... 205 days 
Junior High Principal ............ 195 days  
Elementary Principal ............ 195 days 
Assistant Principal ............... 190 days 

 
Each administrator will receive two (2) vacation days per year to be arranged with the Superintendent or designee 
for when they will be taken. If not used the days are deposited into EHASA sick bank at the end of the fiscal year. 
All vacation days must be taken during a regularly scheduled day of work for the administrator.  

 
 

ARTICLE XII 
PROTECTION OF ADMINISTRATORS 

 
A. Damage to Personal Property 
 

If, in the performance of regular or assigned duties of an administrator, without negligence on his/her part, the 
administrator shall suffer damage to or theft of his/her clothing or other personal property, but not including 
damage to automobiles or loss of money, to the extent of $5.00 but not more than $150.00 per year, the Board 
may make reimbursement.  The Board may require subrogation, assignment and full cooperation by such 
administrator in seeking recovery from any party responsible for said loss. 

 
B. Assault 
 

1. Any case of job-related assault upon an administrator shall be promptly reported to the Board or its 
designated representative.  The Board will provide district legal counsel to inform the administrator of 
his/her legal rights and obligations with respect to unprovoked job-related assaults and shall render 
reasonable assistance to the administrator in connection with the handling of the incident by law 
enforcement and judicial authorities. 

 
2. If any administrator is complained against or sued by reason of disciplinary action taken by the 

administrator against a student, the Board will provide district legal counsel and render all reasonable 
assistance to the administrator in his/her defense, provided the administrator was performing his/her duties 
in accordance with Board and school policies and was not unreasonable. 

 
3. Time lost by an administrator in connection with any civil proceeding mentioned in this article shall not be 

charged against the administrator, if the administrator was acting in a reasonable manner. 
 
4. It is understood by the parties that the current errors and omissions coverage will be continued which 

provides potential liability coverage for members of the association.    
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ARTICLE XIII 
SALARY AND WAGES 

 
All administrators who are not currently covered by another medical program shall be entitled to enroll for health 
insurance coverage with the district funding the coverage using the State of Michigan CAP program.  The 
administrator may select one of two options for health care:  

1. MESSA Choices II ($500 deductible, $10/$25/$50 OV/UC/ER, MESSA Saver Rx Drug Card) thru 
12/31/2016. 
MESSA ABC Plan 1 with H.S.A. card beginning January of 2017.  

2. An administrator electing not to carry health insurance with the district shall be paid $185.00 per month 
through an Internal Revenue Code Section 125 plan.  If ten (10) or more teachers/administrators elect not 
to take health insurance, the administrator will be paid, on the first pay in December, by the following scale:  
10-14 - $3,800; 15-17 - $4,400; 18-20 - $5,000; and over 20 - $6,000.  The existing Internal Revenue Code 
Section 125 Plan shall not be modified during the term of this Agreement except as required by law. 

 
Term life insurance in the amount of twice the administrator’s salary (rounded to the nearest $5,000.00) will be 
provided. 
 
All additional school related travel outside of the county will be reimbursed at the IRS rate. 
 
Any administrator who works an extra duty position (i.e., curriculum development, home-based services, Saturday 
School, student scheduling, after-school tutoring, etc.) outside of normally contracted days will receive the same 
curriculum rate as the EHEA for the time incurred. 
 
Any administrator who assumes the duties of an extracurricular position that has been left vacant due to lack of 
teacher interest (i.e., NCA Goal Chair, NCA Building Coordinator, etc.) shall be compensated according to the 
EHEA Extracurricular Compensation – Percentage Level. 
 
Administrators asked to work on a summer or school break, not including weekends, may be compensated at the 
current curriculum rate defined by the District with Superintendent/designee approval. 
 
Any administrator, at the junior high or elementary level, will be compensated at a rate of 5% of the base salary to 
advise a student council in his/her building if the position is not filled by a staff member. 
 
District-wide Merit Incentive Program (DMIP) 
 
Due to the financial stresses on the district and the uncertainty of enrollment the following agreement is made 
between the District and all collective bargaining groups/employees. (Does not include substitutes or coaches) {All 
examples are based on fictional numbers and names for clarification purposes}  
 
 In the fall 2017, if the audited end of year fund balance for 2016-17 is greater than the audited end of year 

fund balance for the 2015-16 school year, then all proceeds will be divided as follows: 
o The total dollar amount to be paid will be distributed after applying the current MPSERS Basic Rate 

(25.35%) and FICA Rate (7.65%). 
 Example:  If the over fund was $33,250 we would divide it by 1.33% and the resulting 

$25,000 would be used for distribution.  
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o All individuals will be given a one-time off-schedule payment in November, based on the individual’s 
percentage of base wages of the district. 

 Examples:          John makes $61,000  
District wages are $7,300,000 
John’s percentage is .84% 
If the resulting over fund is $25,000 then John would get $210 
 
Suzie makes $17,000 
District wages are $7,300,000 
Suzie’s percentage is .23% 
If the resulting over fund is $25,000 then Suzie would get $57.50 
 

o If the fund balance is not maintained then the shortfall will be divided equally among all employees 
based on their individual percentage of wages for the district. This will be returned to the district 
through wage concessions for the remaining pay periods of the 2017-18 school year 

 
 
 In the fall 2018,  if the audited end of year fund balance for 2017-18 is greater than the audited end of year 

fund balance for the 2016-17 school year, then all proceeds will be divided as follows: 
o If the excess is greater than ¼ of the audited 2016-17 fund balance, then the following occurs: 

 District retains an amount equal to ¼ of the audited 2016-17 fund balance. 
 The remaining dollar amount will be distributed after applying the current MPSERS Basic 

Rate and FICA Rate. 
o All individuals will be given a one-time off schedule payment in November, based on the individual’s 

percentage of wages of the district. 
 Examples:   Tammy makes $61,000  

District wages are $7,300,000 
Tammy’s percentage is .84% 
If the remaining fund is $25,000 then Tammy would get $210. 
 
Hugh makes $17,000 
District wages are $7,300,000 
Hugh’s percentage is .23% 
If the remaining fund is $25,000 Hugh would get $57.50 

 
o If the excess is less than or equal to ¼ of the audited 2016-17 fund balance, then the funds are kept by 

the district. 
o If the fund balance is not maintained then the shortfall will be divided equally among all employees 

based on their individual percentage of wages for the district. This will be returned to the district 
through wage concessions for the remaining pay periods of the 2018-19 school year 

 
 
 In the fall 2019,  if the audited end of year fund balance for 2018-19 is greater than the audited end of year 

fund balance for the 2017-18 school year, then all proceeds will be divided as follows: 
o If the excess is greater than ¼ of the audited 2017-18 fund balance, then the following occurs: 
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 District retains an amount equal to ¼ of the audited 2017-18 fund balance. 
 The remaining dollar amount will be distributed after applying the current MPSERS Basic 

Rate and FICA Rate. 
o All individuals will be given a one-time off schedule payment in November, based on the individual’s 

percentage of wages of the district. 
 Examples:   Tammy makes $61,000  

District wages are $7,300,000 
Tammy’s percentage is .84% 
If the remaining fund is $25,000 then Tammy would get $210. 
 
Hugh makes $17,000 
District wages are $7,300,000 
Hugh’s percentage is .23% 
If the remaining fund is $25,000 Hugh would get $57.50 

 
o If the excess is less than or equal to ¼ of the audited 2017-18 fund balance, then the funds are kept by 

the district. 
o If the fund balance is not maintained then the shortfall will be divided equally among all employees 

based on their individual percentage of wages for the district. This will be returned to the district 
through wage concessions for the remaining pay periods of the 2019-20 school year 

 
 
 In the fall 2020,  if the audited end of year fund balance for 2019-20 is greater than the audited end of year 

fund balance for the 2018-19 school year, then all proceeds will be divided as follows: 
o If the excess is greater than ¼ of the audited 2018-19 fund balance, then the following occurs: 

 District retains an amount equal to ¼ of the audited 2018-19 fund balance. 
 The remaining dollar amount will be distributed after applying the current MPSERS Basic 

Rate and FICA Rate. 
o All individuals will be given a one-time off schedule payment in November, based on the individual’s 

percentage of wages of the district. 
 Examples:   Tammy makes $61,000  

District wages are $7,300,000 
Tammy’s percentage is .84% 
If the remaining fund is $25,000 then Tammy would get $210. 
 
Hugh makes $17,000 
District wages are $7,300,000 
Hugh’s percentage is .23% 
If the remaining fund is $25,000 Hugh would get $57.50 

 
o If the excess is less than or equal to ¼ of the audited 2018-19 fund balance, then the funds are kept by 

the district. 
o If the fund balance is not maintained then the shortfall will be divided equally among all employees 

based on their individual percentage of wages for the district. This will be returned to the district 
through wage concessions for the remaining pay periods of the 2020-21 school year. 
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Tax Annuity 
 
Individual administrators may enter into a tax-deferred annuity program.  If the facilities permit, the Board of 
Education will make deductions and purchase annuities which meet the requirements of Section 403 (b) of the 
Code for such administrators who make application therefore in a manner satisfactory to the school district.  The 
school district shall select the companies and have no responsibility for the tax or financial results to any employee 
of such purchases.  Other than the above listed, there will be no alternative benefits paid to those who do not 
receive this. 
 
It is hereby agreed that employee payroll deductions for the following companies for the purpose of tax sheltered 
annuities will be authorized: 
 
 1. Equitable Life Insurance Company 
 2. VALIC 
 3. Northwestern 
 4. A.G. Edwards 
 5. Northern Life (GLP) 
 6. Templeton Fund 
 7. Lincoln National 
 
Retirement Provision 
 
Full-time administrators with 10 (ten) or more years of service in the Essexville-Hampton Public Schools may, upon 
retirement into MPSERS, elect a Board paid retirement provision, through a district special pay plan.  The payment will 
be for $90.00 per day for each day of accumulated sick leave. 
 
Long Term Disability 
 
The Board shall provide long-term disability insurance coverage with the following general specifications: 
 

1. 60% of salary to a monthly maximum of $3,000. 
 
2 Individual waiting (elimination) period of 120 days. 
 
3. Employees receiving benefits from the long-term disability insurance coverage would not be authorized to 

utilize the district sick leave bank.  If an insurance company other than the present carrier is selected, there 
shall be no interruption in benefit coverages. The benefits provided by the current carrier shall be utilized as 
guidelines for future bid specifications.  It is understood that prior to award of contract to an insurance 
carrier, the Board and Association will meet to agree on specifications and benefits. 

 
Dental Insurance 
 
The Board shall provide to full-time administrators a self-funded dental insurance $100/$80/$80 (Type I -$1,000.00, 
Type II - $1,000.00, Type III - $1,300.00). 
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There shall not be duplication of either health or dental insurance coverage paid by the Board.  Where applicable, 
one employee shall be designated as the insured and the other as a covered dependent.  The employee named as 
the insured shall be at the option of the employees involved. 
 
Longevity Schedule/Appendix A. 
 

ARTICLE XIV 
SICK LEAVE PAY 

 
A. Eleven (11) days sick leave with pay per year will be granted each administrator at the beginning of the school 

year.  Part-time administrators shall be charged with one full day’s leave for each regularly scheduled day 
missed.  Unused sick leave shall be accumulated from year to year for all administrators. 

 
B. A sick bank is established on July 1, 2016 with 42 days in the bank. Any unused vacation days by EHASA 

members will be added to the bank at the end of the fiscal year. The bank may be drawn on by an individual 
EHASA member who has exhausted his/her sick leave days upon the approval of the Superintendent or 
designee in consultation with EHASA leadership. 

 
ARTICLE XV 

LEAVES OF ABSENCE 
 
A. An administrator who has exhausted his/her accumulated sick leave may request the board to approve a leave 

of absence without pay for a period not to exceed one year.  The administrator shall make a written request to 
the Superintendent for such leave of absence, accompanied by a physician’s certificate that he/she is unable to 
perform his duties. He/She shall make the written request to the Superintendent for re-employment when able 
to resume his/her duties, accompanied by a physician’s certificate evidencing such ability.  The Board may 
require the administrator to submit to a physical and/or mental examination by a physician of its choice.  When 
the administrator is able to resume his/her duties, he/she shall be assigned to the same position in which 
he/she as employed prior to the illness or injury, or to a substantially equivalent position. 

  
B. The term “immediate family,” as used in this article or elsewhere in this Agreement, is defined to mean the 

mother, father, husband, wife, sister, brother, mother-in-law, father-in-law, or child (natural or adopted), 
grandfather, grandmother, grandchild, stepfather, stepmother, stepchild, stepbrother, and stepsister of an 
administrator.  Others may be approved by the Superintendent. 

 
C. An administrator will be granted leaves of absence with pay; chargeable to his/her unused sick leave pay.  
 

1. Not to exceed five (5) days because of critical (hospitalized) illness of each member of his/her immediate 
family of the administrator.  Five days will be considered the maximum number that can be received at any 
one time. 

 
2. For such period of time as the administrator is necessarily absent from school because of an emergency, if 

a request therefore is made to, and approved, by the Superintendent, as soon as conditions permit the 
administrator to make the request. 
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3. Not to exceed one (1) day each school year to attend the funeral or memorial service of a family relation or 
friend not within the definition of “immediate family”.  An administrator desiring to use such leave shall 
submit their request on the application form as soon as possible to the Superintendent. 

 
D. An administrator will be granted leaves of absence with pay, not chargeable against the sick leave pay. 
 

1. Not to exceed five (5) days because of the death of each member of the immediate family of the 
administrator. 

 
2. Not to exceed those days required serving as a juror in a court of record, but the pay of the administrator 

shall be continued at regular salary with all compensation paid to him/her as a juror turned in to the school 
district.  If the administrator fails to turn in a compensation check to the school district, the amount of the 
compensation check shall be deducted from the administrator’s pay after thirty (30) days from the date the 
administrator is provided notice of the deduction to be made. 

 
3. For such period of time as designated by the Superintendent for visitations at other schools or educational 

conferences or conventions. 
 
4. Personal Business Leaves 

 
The parties agree that there may be personal conditions or circumstances which may require an 
administrator’s absenteeism for other reasons than heretofore mentioned.  Administrators will have three 
(3) personal days.  Any unused personal days shall annually roll into the administrator’s accumulated sick 
leave.  The Board agrees that such leave, may be used under the following conditions: 
 
a. This leave shall be used for the purpose of conducting personal business.  
 
b. An administrator desiring to use such leave shall submit his/her request on the application form 

(provided by the Board) at least five (5) working days in advance of the anticipated absence, except in 
cases of emergency, to the Superintendent or his/her designated representative.  In cases of 
emergency, the administrator shall apply as soon as possible.  This form must be filed with the 
immediate supervisor. 

 
c. It is further understood such leave shall not be granted for the first or last day of the school year, nor on 

the first working day preceding or following a vacation period or holiday. 
 
E. An administrator may be granted a leave of absence without pay in order to: 
 

1. Pursue studies approved by the Superintendent and board relative to his/her job. 
 
2. Pursue studies necessary to maintain certification. 
 
3. Pursue studies, do research or assume special assignments in other school districts when to the benefit of 

the school district. 
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Application for such leave of absence shall be made to the Superintendent and be granted or denied by the 
Board at its discretion, and, if granted, upon such conditions and for such length of time as the Board may 
determine. 

 
F.   Upon application made to the Superintendent, an administrator shall be granted a leave of absence without pay 

for the purpose of child care attendant to the birth or adoption of the administrator’s newborn or newly adopted 
child, not to exceed one (1) year. 

 
An administrator returning from childcare leave shall be placed in the same or similar position previously 
performed. 
 
If a an administrator desires an extension of the one year child care leave, an application for extension shall be 
made to the Superintendent and will be granted or denied by the Board of Education at its discretion. 

 
An administrator returning from childcare leave shall be granted one (1) year longevity on the salary schedule, 
provided that the administrator worked 50% plus one (1) additional day of the contractual year from which they 
took leave. 

 
G. An administrator who enters the armed forces of the United States will be given a leave of absence without pay 

and provided reinstatement to employment in accordance with the applicable provisions of law. 
 
H. The Board may grant an administrator a sabbatical leave for professional improvement for such period of time 

and under such conditions and rights as now or hereafter specified in the applicable provisions of the Revised 
School Code. 

 
I. A leave of absence of up to 12 (twelve) weeks during any 12 (twelve) month period shall be granted to eligible 

administrators in accordance with the Family and Medical Leave Act (FMLA) for the purposes permitted by the 
FMLA.  Such purposes include: 

 
1. Because of and to care for the administrator’s child upon birth or placement for adoption or foster care.  

Entitlement to leave under these circumstances shall expire at the end of the 12 (twelve) month period 
beginning on the date of the birth or placement of the child.   

 
2. To care for the administrator’s spouse, child, parent, or sibling (with power of attorney) who has a serious 

health condition. 
 
3. Because of an administrator’s own serious health condition that makes the administrator unable to perform 

the functions of the administrator’s position. 
 
4. Other reasons provided in FMLA. 
 
To be eligible for a FMLA leave, an administrator must have been employed for at least 12 (twelve) months, 
and for at least 1,250 hours during the previous 12 month period, and meet any other eligibility criteria of the 
FMLA for the particular type of leave.  During the period of FMLA leave, the administrator’s health insurance 
benefits shall be continued as required by the FMLA, subject to Section 104(C)(2) of the FMLA.  Elected 
supplementary insurance coverages may be continued by the administrator prepaying the premium cost to the 
business office of the school district which will then make payment of the premium to the insurance company. 
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Paid leave available to the administrator under the terms of this Agreement and used by the administrator for 
the same purposes as the FMLA leave available, will be counted as part of the leave time available and used 
under the FMLA leave.  FMLA leave may be taken on an intermittent or reduced schedule when medically 
necessary according to the provisions of Section 102(b) of the FMLA.  Seniority will accumulate during the 
period of FMLA leave. 
 
The limitations found under Section 108 of the FMLA (pertaining to special rules concerning employees of local 
educational agencies) shall apply.  All FMLA leaves shall be subject to and administered in accordance with the 
FMLA and its implementing regulations. 
 
Upon expiration of FMLA leave, if the administrator is able to return, he/she shall be assigned to the same 
position in which employed prior to the leave or to a substantially equivalent position. 
 
Administrators returning from leaves, other than FMLA or Military, will be returned to a vacant administrative 
position. 

 
ARTICLE XVI 

NON-DISCRIMINATION 
 
In compliance with Title VI of the Civil Rights Act of 1964, Title IX of the Education Amendments of 1972, Section 
504 of the Rehabilitation Act of 1973, the Age Discrimination Act of 1975, and the Americans with Disabilities Act of 
1990, it is the policy of the Essexville-Hampton Public School District that no person shall, on the basis of race, 
color, religion, national origin or ancestry, sex, age, disability, height, weight, or marital status, be excluded from 
participation in, be denied the benefits of, or be subjected to discrimination during any program or activity or in 
employment.  The following person has been designated to handle inquiries regarding the non-discrimination 
policies: 

 
Human Resources 
Essexville-Hampton Public Schools 
303 Pine Street 
Essexville, MI  48732 
(989) 894-9700 

 
ARTICLE XVII 

GRIEVANCE AND ARBITRATION PROCEDURE 
 
Section 1 - Definition  
 
A “grievance” is an alleged violation of the specific and express terms of this Agreement.  Nothing herein shall 
prescribe the submission of other complaints arising out of an individual’s own working conditions which may be 
submitted as complaints and processed to, but not beyond, Level Three of the Grievance Procedure.  
 
The term “grievance” as defined above shall not apply to:   
 
1.  Staff, curriculum, school finance, selection of personnel and other matters reserved by law to Board discretion.  
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2.  The provisions of insurance contracts and policies.  
 
3.  Any policy, rule, regulation or practice of the Board not in direct conflict with the Agreement.  
 
4.  Any matter set forth in this Agreement which is covered by a state and/or federal law and may be pursued 

through an administrative agency. It is the purpose of this provision to deny use of the grievance procedure to 
employees where one or more administrative remedy is or has been available to them outside of the scope of 
this Agreement per PERA. 

 
5. Evaluation, layoff/recall. 
 
6. Assignment/placement. 
 
7. Discipline/non-renewal. 
 
Section 2 - Time Limits   
 
1. The time limits specified hereinafter for movement of grievances 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 the 
Association fails to appeal a grievance or grievance answer within the particular time limit, the involved 
grievance shall be deemed abandoned and settled on the basis of the Board’s last answer.  In the event that 
the Board shall fail to supply the Association with response to a hearing at a particular step within the specified 
time limits, the grievance shall be deemed automatically eligible for appeal at the next step with the time limit for 
exercising said appeal commencing with the expiration date of the Board’s period for answering.  

 
2. Each grievance shall be initiated within 15 work days from the date of occurrence upon which the alleged 

violation took place. If a grievance is not initiated within this time period, the grievance is untimely and 
considered void. 

 
Section 3 – Procedure  
 
Level 1 (Informal): 

 
The parties acknowledge that it is most desirable for a bargaining unit member and his/her superior to resolve 
problems through free and informal communication.  An administrator or the association shall initiate a grievance by 
requesting a meeting with the Superintendent or Designee within 15 (fifteen) work days from the date of the alleged 
violation upon which the grievance is based. The Superintendent or Designee shall arrange an informal meeting 
within five (5) work days of the date of the request. Should such informal processes fail to satisfy the 
Superintendent or Designee and bargaining unit member, then a grievance may be processed as follows: 

 
Level 2: 

 
1. If the complaint is not resolved in the initial meeting, the employee must present the grievance in writing within 

five (5) work days to the Superintendent, who will arrange a meeting within ten (10) work days. The 
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association’s representative, the Superintendent and/or Designee and the grievant shall be present at the 
meeting. 

 
2. The Superintendent must provide a written answer on the grievance within five (5) work days following the 

above meeting.  
 

Level 3: 
 
If an administrator is not satisfied with the disposition of the grievance in Step 2, the grievance may be transmitted 
to the Board of Education by filing a copy with the secretary or other designee of the Board and a copy to the 
Superintendent of Schools within five (5) work days of the receipt of the written answer in Level 2.  The Board or 
subcommittee of the Board will meet within 30 (thirty) days, or at the next regularly scheduled Board meeting, 
whichever is longer.  The Board may hold a hearing on the grievance; review such grievance in closed session or 
give such consideration as it shall deem appropriate.  Disposition shall be furnished to the administrator and 
Association within five (5) work days of such meeting. 
 
Level 4: 

 
If the grievance is unresolved in Level 3, the Association, the aggrieved, and the Board shall attempt to resolve the 
grievance through mediation.  If mediation is unsuccessful, any party may pursue any course of action provided by 
law.  The cost of mediation shall be shared equally by the EHASA and the Board of Education. 

 
 
 
 
Section 4 - Miscellaneous Relating to the Grievance Procedure 
 
A. By mutual agreement, the Association’s President or Grievance Committee Chairperson and/or Board 

representative may enter into the processing of the grievance at any level.  
 

C. Any conference, which may be held under the grievance procedure, shall be conducted at a mutually agreeable 
time and place.  

 
C. If scheduled by the Superintendent or Designee, the President of the Association, or his/her representative, 

shall be released from his/her regular duties without loss of compensation to attend grievance conferences or 
hearings held during work hours. 
 

D. Any individual administrator may present grievances to his/her supervisor and have the grievance adjusted. But 
should the adjustment be inconsistent with the terms of their collective bargaining Agreement, or any policy, 
rule or regulation, or practice relating to any matter upon which the Board is obligated to bargain, the 
Association may, on its own name, appeal that decision.  

 
E. Once a grievance has been filed in writing, no administrator outside the unit or member of the Board of 

Education shall, upon his/her own initiative, attempt to discuss that grievance with the administrator(s) involved 
at a time other than during conference or hearings provided for in the grievance procedure. Administrators 
within the bargaining unit officers or agents of the Association shall not, upon their own initiative, attempt to 
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discuss a grievance with the administrators outside of the bargaining unit or Board of Education members at a 
time other than during conferences or hearings provided for in the grievance procedure. 

 
 

ARTICLE XVIII 
COMPLETE AGREEMENT 

 
This written Agreement supersedes and terminates all prior Agreements, supplements, understandings, and 
interpretations between the parties, written or oral, with respect to rates of pay, wages, salaries, hours of 
employment, or other conditions of employment. 
 
The parties expressly declare that they have bargained between them on all phases of hours, wages, salaries and 
working conditions and that this Agreement represents their full and complete agreement without reservation or 
unexpressed understanding. Any aspect of hours, wages, salaries, and working conditions not covered by a 
particular provision of this Agreement is declared to have been expressly eliminated as a subject for bargaining 
during the life of this Agreement and may not be raised for further bargaining or negotiation without the written 
consent of all parties hereto. 
 
Any amendment or Agreement supplemental hereto shall not be binding on either party unless executed in writing 
by the parties hereto as a “Supplemental Agreement.” 
 
Both parties agree to discuss and implement all state and federal laws directly affecting this Agreement. 
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ARTICLE XIX 
DURATION OF AGREEMENT 

 
This Agreement shall be effective as of July 1, 2016, and shall continue in force and effect until midnight of the 30th 
day of June, 2020. The District and Union reserve the right to have financial re-openers of this contract on a yearly 
basis, if needed.  
 
If a financial manager is appointed by the State under Fiscal Accountability Act, the emergency manager may 
reject, modify, or terminate the collective bargaining agreement in his/her sole discretion. This authority is a 
prohibited subject of bargaining under the Public Employee Relations Act (PERA). 
 
IN WITNESS WHEREOF, the parties hereto have caused this Agreement to be signed by their duly authorized 
representatives as of the day and year first above written. 
 
 
FOR THE FOR THE  
ESSEXVILLE-HAMPTON ESSEXVILLE-HAMPTON 
BOARD OF EDUCATION ASSOCIATION OF SCHOOL ADMINISTRATORS 
 
 
_____________________________________ ______________________________________ 
                John A. Martin, President                James A. Glasgow, President 
 
_____________________________________ ______________________________________ 
                                Date                                  Date 
 
 
______________________________________ ______________________________________ 
              Jill Urban, Secretary               Shannon Flippin, Negotiator 
 
______________________________________ ______________________________________ 
                                Date                                  Date 
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Current MA+30 $80,375.00
% increase to MA+30 0.000%

-$                     

New MA+30 $80,375.00

Position MA+30 Teacher
Base=(MA+30 

* .50)

Compe
n-

sation

Respo
nsibilit

y

Student 
Supervisi

on Preparation Longevity
2014-15 
Salary

2015-16 
Salary

HS Principal $80,375.00 40,187.50$     1.56 0.2 0.15 0.06 0.17 86,001.25$    Barry 83,980.22$    
Assist. HS Principal $80,375.00 40,187.50$     1.45 0.12 0.15 0.06 0 71,533.75$    Suzanne* 69,852.71$    
JH Principal $80,375.00 40,187.50$     1.53 0.15 0.15 0.06 0.11 80,375.00$    Jim 78,486.19$    
Assist. JH Principal $80,375.00 40,187.50$     1.42 0.1 0.15 0.06 0 69,524.38$    Jeff 67,890.55$    
Bush Principal $80,375.00 40,187.50$     1.52 0.1 0.06 0.06 0.06 72,337.50$    Shannon 70,637.57$    
Verellen Principal $80,375.00 40,187.50$     1.52 0.16 0.08 0.06 0 73,141.25$    Carey 71,422.43$    

Totals: 452,913.13$ 442,269.67$ 

Position Compensation Responsibility
HS Principal 1.56 0.2 Factor of StudenDegree Leve Factor
Assist. HS Principal 1.45 0.12 0.06 0 to 275 Master's 0.06
JH Principal 1.53 0.15 0.08 276 to 37 Spec. or M  0.1
Assist. JH Principal 1.42 0.1 0.12 376 to 47 Doctorate 0.14
Bush Principal 1.52 0.1 0.15 75 or more
Verellen Principal 1.52 0.16

Appendix A

.01 = One (1) year as admin. in E-H Dis

Increase Calculator

 Supervision = Fa  Preparation

Longevity
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