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This Agreement is entered into this January 1, 2013 by and between the White Cloud Board of
Education, White Cloud, Michigan, hereinafter called the Board, and the White Cloud
Educational Support Personnel Association.

ARTICLE 1-RECOGNITION

The Board hereby recognizes the Michigan Educational Support Personnel Association as the
exclusive bargaining agent for all paraprofessionals, food service, library paraprofessionals, and
recess aides of the White Cloud Public Schools, excluding substitutes, student aides, grandparent
program volunteers, room mothers, and supervisors. For the purpose of this Agreement the
terms "bargaining unit member" and "employee" shall be used interchangeably.

ARTICLE 2 - BOARD RIGHTS

The Board hereby retains and reserves unto itself, except as limited by the terms of this
Agreement, all powers, rights/ authority, duties, and responsibilities conferred upon and vested in
it by the laws and Constitutions of the State of Michigan and the United States, including but not
limited to the following:

A The right to executive management and administrative control of the school
system, its employees, properties, and facilities.

B. The right to hire all employees and, subject to the provisions of law and the
specific terms of this Agreement, to determine their qualifications, the conditions
of their dismissal or demotion, and to promote and/or transfer all such employees.

C. The right to determine class schedules, the hours of instruction, and the duties,
responsibilities, and assignments of employees with respect thereto, and with
respect to administrative and non-teaching activities, and the terms and conditions
of employment.

D. The right to establish reasonable rules and regulations in conformance with the
terms and conditions of this Agreement.

ARTICLE 3 - EMPLOYEE RIGHTS AND PROTECTION
Section 1 - Nondiscrimination

A. Pursuant to the Michigan Employment Relations Act, the Board hereby agrees that every
employee shall have the right freely to organize, join, and support the Association for the
purpose of engaging in collective bargaining or negotiations. As a duly elected body,
exercising governmental power, the Board undertakes and agrees that it will not directly
or indirectly discourage or deprive or coerce any employee in the enjoyment of any rights
conferred by the Act or other laws of Michigan or the Constitutions of Michigan and the



United States of America; that it will not discriminate against any employee with respect
to hours, wages, or any terms or conditions of employment by reason of his/her
membership in the Association; his/her participation in any activities of the Association
or collective negotiations with the Board, his/her institution of any grievance, complaint,
or proceeding under this Agreement, or otherwise with respect to any terms or conditions
of employment.

Nothing contained within this Agreement shall be construed to deny or restrict to any
employee rights he/she may have under the Michigan General School Laws or the
applicable laws and regulations.

The parties agree that they will not discriminate against or between employees in
accordance with state and federal civil rights statutes. Further, the parties recognize that
pursuant to the Americans With Disabilities Act, seniority rights may be subject to
waiver to accommodate a disabled employee by mutual consent of the parties.

Section 2 - Discipline

A

Formal evaluation of employee's job performance shall not be disciplinary. No employee
shall be disciplined without reasonable and just cause. Any such discipline leading to
dismissal of the employee shall be subject to the grievance procedure hereinafter set
forth, including binding arbitration. The specific grounds forming the basis for
disciplinary action will be made available to the employee in writing. Probationary
employees may be discharged with or without just cause and not subject to the grievance
procedure.

The Board agrees to follow the concept of progressive discipline which minimally
includes verbal warning, written reprimand, suspension without pay, with discharge
being used as a final and last resort. Severe infractions may result in bypassing some
progressive discipline steps, providing the Board can show just cause.

An employee shall be entitled to have present a representative of the Association during
any meeting in which disciplinary action is likely to occur. When a request for such
representation is made, no action shall be taken with respect to the employee until such
representative of the Association is present. In an emergency situation, the meeting shall
not be delayed more than sixty (60) minutes of the request for the meeting. Release time
with full pay shall be granted to the representative and employee(s) involved in the
discipline, whenever the meeting must be held during work hours.

Section 3 - Files and Records

A

An employee will have the right to review the contents of files concerning the employee,
excluding initial references of the district pertaining to said employee or other items
statutorily exempt from disclosure originating after initial employment, and to have a
representative of the Association accompany him/her in such a review.

No material, including but not limited to, student, parental, or school complaints
originating after initial employment will be placed in an employee's personnel file unless



the employee has had an opportunity to review the material. Complaints against the
employee shall be put in writing with names of the complainants, administrative action
taken, and remedy clearly stated. The employee may submit a written notation regarding
any material, including complaints, and the same shall be attached to the file copy of the
material in question. If the employee signs any material to be placed in his/her file, such
signature shall be understood to indicate awareness of the material but in no instance
shall said signature be interpreted to mean agreement with the content of the material.

If a person requests the personnel file of an employee, the employee shall be notified of
the request and afforded an opportunity to review the file prior to disclosure provided that
the delay does not violate state disclosure laws.

Section 4 - Assaults

A

Any case of assault upon an employee while the employee is engaged in the discharge of
the employee's contractual duties shall be promptly reported to the Board. The employee
shall provide written particulars of such incidences as soon as legitimately possible
following consultation with Association representatives. At the employees request, the
Board shall provide legal counsel of its selection to advise the employee of his/her rights
and obligations with respect to such assault and shall promptly render all reasonable
assistance to the employee in connection with the handling of the incident by law
enforcement and judicial authorities, provided the employee's action was in conformance
with existing school policy.

Legal counsel of the Board's selection and all reasonable assistance to the defense of the
employee shall be provided by the Board if any employee is sued for the employee's
actions in the discharge of the employee's contractual duties, provided the employee's
actions were in conformance with school policy and state and federal law.

The district shall reimburse an employee injured in an assault up to One Thousand

Dollars ($1,000.00), referred to in Section A, above, for any related medical expenses not
covered by the employee's medical insurance and/or workers' compensation.

ARTICLE 4 - GRIEVANCE PROCEDURE

A claim by an employee or the Association that there has been a violation, misinterpretation or
misapplication of specific provisions of this Agreement may be processed as a grievance as
hereinafter provided.

Step 1 - Informal Grievance

In the event any employee believes there is a basis for a grievance, he/she shall first discuss the
alleged grievance with his/her building principal or immediate supervisor, either personally or
accompanied by another bargaining unit member or Association representative, and within
fifteen (15) working days from knowledge of the occurrence. Working days shall be defined as
days the administrative offices are open.



Step 2 - Written Grievance

A. If, as a result of the informal discussion with the building principal, a grievance still
exists, he/she may invoke the formal grievance procedure within ten (10) working days
on the form set forth, signed by the grievant. A copy of the grievance form shall be
delivered to the building principal. If the grievance involves more than one school
building or the Association, it may be filed with the Superintendent or a representative
designated by him/her.

B. Within five (5) working days of receipt of the grievance, the principal shall meet with the
employee in an effort to resolve the grievance. The principal shall indicate his/her
disposition of the grievance in writing within five (5) working days of such meeting and
shall furnish a copy thereof to the employee.

Step 3 - Superintendent Review

If the disposition of the grievance is not satisfactory or if no disposition has been made within
five (5) working days of such meeting, or ten (10) working days from the date of filing,
whichever shall be later, the grievance shall be transmitted to the Superintendent within fifteen
(15) working days of the disposition of the grievance. Within ten (10) working days, the
Superintendent or his/her designee shall meet with the employee or his/her representative of the
grievance and shall indicate his/her disposition of the grievance in writing within five (5)
working days of such meeting and shall furnish a copy thereof to the employee.

Step 4 - Board Review

If the disposition of the grievance by the Superintendent or his/her designee is not satisfactory, or
if no disposition has been made within five (5) working days of such meeting, or ten (10)
working days from the date of filing, whichever shall be later, the grievance shall be transmitted
to the Board by filing a written copy thereof with the secretary or other designee of the Board
within fifteen (15) working days following the disposition of the grievance by the
Superintendent. The Board, no later than its next regular meeting or fifteen (15) working days,
whichever shall be later, shall meet with the employee on the grievance. Disposition of the
grievance in writing by the Board shall be made no later than ten (10) working days thereafter.
A copy of such disposition shall be furnished to the employee.

Step 5 - Arbitration

If the Association is not satisfied with the disposition of the grievance or if no disposition has
been made within the period above provided, the Association must file a written request for
arbitration with the American Arbitration Association and must serve a written copy of such
request upon the Superintendent, all within fifteen (15) working days after the Board's
disposition. The arbitrator shall be selected by the American Arbitration Association in
accordance with its rules which shall likewise govern the arbitration proceeding.



Miscellaneous Provisions

Any such arbitration proceeding shall be subject to all of the following terms and conditions:

1.

10.

11.

12.

13.

The decision of the arbitrator shall be final and binding on the Association and the
Board, and judgment thereon may be entered in any court of competent
jurisdiction.

The arbitrator shall have no authority to add to, subtract from, disregard, alter, or
modify any provision of the Agreement.

The arbitrator shall not base his/her recommendation on state or federal law, but
must make his/her recommendation solely on the basis of the provisions of this
Agreement.

The arbitrator shall not recommend any alteration in any policies, rules, and/or
actions of the Board which are not specifically in violation of this Agreement.

Any claim for or award of back wages shall be offset by any unemployment
compensation paid during the period for which back wages are sought.

The arbitrator shall not recommend any punitive damages.

The arbitrator shall have no power to recommend new salary schedules or to
recommend any monetary adjustment where there has been no wage loss.

The fees and expenses of the arbitrator shall be shared equally by the Association
and the Board. Any costs for transcripts of an arbitration proceeding shall be paid
by the party requesting the transcripts.

Any grievance which is not appealed to arbitration within the time limit provided
herein shall be considered adjusted and may not thereafter be so appealed. It is
understood and agreed that the time limits specified in this grievance procedure
may be extended by mutual agreement in writing between the Association and the
Board.

Notwithstanding the expiration of this Agreement, any claim or grievance arising
thereunder may be processed through the grievance procedure until resolution.

If an arbitrator deems it appropriate, he/she may order that the grievant's
personnel file be expunged of references to the grievance and arbitration.

In the event an employee files a complaint or charge with a state or federal court
or an administrative agency relating to the facts and issues involved in a
grievance, the grievance shall be withdrawn.

A probationary employee may not grieve his/her termination.



ARTICLE 5 - WAGES
The hourly wage scales for employees shall be set forth in the Appendix.

Employees will be paid at their regular rate of pay for attendance at required meetings
requested by the Administration.

To receive credit for one (1) year of service, the employee must have worked one
hundred twenty (120) school days as a regular employee in that school.

The Board shall pay contributions to the Michigan Public School Employees' Retirement
System.

The Board shall annually pay each Food service employee a total of up to$100 each

school year for work related clothing purchases (applies to shoes, collared work shirts,
and approved work pants only). This stipend shall be paid by October 15 each year. Each
employee must turn receipts in to the district business office showing clothing purchases
made in order to receive the $100 stipend. The stipend may be used for any clothing
items needed for the job.

Food service personnel are required to obtain up to serve safe certification within 180
days after completion of their satisfactory probationary period. Current employees are
required to obtain this certification within 180 days after the signing of this agreement.
The district will cover the cost of certification for new and existing employees. Failure to
obtain this certification in a timely manner will lead to disciplinary measures up to and
including termination.

The district may set shirt color and style requirements. Cooks are to wear their school
purchased ID tags on their shirts at all times. ID tags will be replaced at district expense
as needed due to wear and tear or at administrative discretion. Lost ID tags will be
replaced at the employee’s expense.

Employees who have worked within the bargaining unit for ten (10) through fourteen
(14) years shall be paid $225 beginning with the 2008-09 school year as longevity
payment. Employees who have worked within the bargaining unit more than fourteen
(14) years shall be paid $285.00 as longevity payment beginning with the 2008-09 school
year. This pay shall be paid to the employee in the pay period after the last school day of
the school year. Those employees not working a full year shall receive this pay pro rata
in the pay period after the employee's last workday.

An employee whose regular duties require per the students IEP a diaper or “dirty” clothes
change, or rectally administered medication shall be paid $1.00 per hour in addition to the
employee’s regular rate of pay for all time worked in the position. Employees who
substitute for such employees shall be paid only for time subbing in said position the rate
of $1.00 per hour. The Internal Subsitiute (Primary or Secondary) paraprofessional
diaperer will be paid $1.00 per hour for the change time as noted on the time card. This
refers to only students whose IEP’s require such services.



Professional Development Stipend

1.

To obtain stipend for professional development, the employee must attend actual
clock hours of principal-approved case work or in-service. (Coursework and
inservice credit is outlined in Appendix A — Hourly Wage Scale.)

Adjustments in pay for the professional development stipend shall only occur at the
beginning of a semester

Adjustments in the professional development stipend shall begin effective January,
2000.

If the employee leaves employment of White Cloud within two (2) years of receipt of
tuition reimbursement for coursework, he/she may be required to repay tuition costs
to the district.

Wage Reopener

1.

During the course of this collective bargaining agreement, the White Cloud Board of
Education agrees to reopen the wages portion of the contract at such time as the
Deficit Elimination Plan has been met and the district is no longer in a deficit
situation. Also, any increase in wage or benefit level would not occur until the
audited district fund balance reached a level of 15% of the total budget. This
provision expires and is to be removed from the contract at its expiration (June 30",
2015).

ARTICLE 6 - INSURANCE

The Board shall provide to employees and eligible dependents as defined by MESSA the
following insurance coverage:

Employees working less than 20 hours per week will be provided:

$20,000 MESSA term life insurance AD&D with waiver of premium for employee
only

Long Term Disability insurance, 60-day waiting period, 66-2/3 benefits

Employees working 20 to 25 hours per week will be provided:

Delta Dental 70:70/70 plan for the employee only*
VSP-2 vision insurance for the employee only*

$20,000 MESSA term life insurance AD&D with waiver of premium for employee
only

Long Term Disability insurance, 60-day waiting period, 66-2/3 benefits



Employees working more than 25 to 34 hours per week will be provided:

Delta Dental 80:80/80/60 plan, including internal and external coordination of
benefits (COB) for the employee and eligible dependents

VSP-2 vision insurance for the employee and eligible dependents

$20,000 MESSA term life insurance AD&D with waiver of premium for employee
only

Long Term Disability insurance, 60-day waiting period, 66-2/3 benefits

2002-04 $75.00 per month and 2004-05 $80.00 per month cash, which may be used
toward a tax-sheltered annuity

Employees working more than 34 hours per week will be provided:

EFFECTIVE September 1, 2011 MESSA Choices Il (PPO) with a 10/20 Rx, 100/200
in network and 250/500 out of network deductible, $10 office co-pay, 4.5% member
premium co-pay for the employee only

VSP-2 vision insurance for the employee and eligible dependents

Delta Dental 80:80/80/60 plan, including internal and external coordination of
benefits (COB) for the employee and eligible dependents

$20,000 MESSA term life insurance AD&D with waiver of premium for employee
only

Long Term Disability insurance, 60-day waiting period, 66-2/3 benefits

Or, $160 per month cash in lieu of health insurance, which may be used toward the
purchase of a tax-sheltered annuity

The cost of insurance in excess of the Board contribution shall be deducted from the
employee's paycheck.

Employees who are provided with cash in lieu of health insurance above, but are not
eligible for Board-paid health insurance, may use the cash to purchase MESSA insurance
or options for which the employee is eligible, including a tax-sheltered annuity. Any cost
in excess of the Board-provided cash shall be the responsibility of the individual
employee and shall be payroll deducted from the employee’s regular pay under the
provisions of the District’s cafeteria plan in accordance with Section 125 of the Internal
Revenue Code of 1986, as amended. The employee shall be responsible and hold the
Board harmless for any tax liability.

In the event an employee is disabled through an injury or illness covered by Workers'
Compensation, sick leave shall not be reduced and all his/her employee benefits will
continue for a period of nine (9) months from the date Workers' Compensation benefits
are approved.

In the event an employee resigns during the school year, the insurance shall be continued
until the employee has received the pro rata portion of the twelve (12) month insurance



year earned at the time of the resignation. An employee hired after the first required
workday of the school year shall be entitled to the above-mentioned employee benefits,
subject to the insurer's underwriting guidelines. If an employee is terminated for just
cause, the health insurance shall continue through the end of the month in which the
employee was terminated.

In the event an employee dies during the school year, providing the policy permits
continued dependent coverage as defined by MESSA, the Board shall continue payment
of the applicable premium through the following August 31. If the employee dies after
the completion of the school year, providing the policy permits continued dependent
coverage as defined by MESSA, the Board shall continue payment of the applicable
premiums through August 31 of that year.

The Board shall make payment of insurance premiums for all persons to assure insurance
coverage for the full twelve (12) month period commencing September 1 and ending
August 31, even though the employee may not be returning the next school year.
Employee contributions towards health insurance for the summer months shall be paid in
full by June 30 of each year.

The open enrollment period shall be jointly established by the Board, the Association,
and MESSA, including opportunities for summer pre-enrollment and fall enroliment.

If a clerical or other type of error has been made regarding insurance coverage, premium
payments on behalf of the employee shall be made retroactively to assure uninterrupted
participation and coverage in accordance with the insurer's policy.

Employees shall be included as additional covered insured under the liability insurance
policy held by the Board of Education. Such liability coverage shall be provided to the
employee for any employment-related incident where a question of liability arises,
provided that the employee's action was in conformance with existing school policy.

The Board shall be responsible for providing insurance applications and claim materials
for those employees who so desire. Questions regarding insurance should be directed to
the carrier at 800/292-4910.

ARTICLE 7 - PAID LEAVE

General Conditions

1. The Board shall furnish each employee with a written statement at the beginning
of each school year setting forth the total accumulated paid leave credit.

2. Employees must object to inaccuracies in the written statement of accumulated
leave within twenty-five (25) working days of receipt of the statement; thereafter,
the statement is final and conclusive.



3. Absence due to injury or illness incurred in the course of the employee's
employment shall not be charged against the employee's paid leave days up to
thirty (30) days; thereafter, such days may be charged against the employee's paid
leave. The Board shall pay to such employee only for those days not covered by
the Michigan Workers' Compensation Act.

4. After the third consecutive day of absence or third absence in any single month or
on days immediately preceding or following a holiday or break, the Board may
request a doctor's verification of any illness or disability covering the length of the
absence for which the employee is to be paid. If the Board requests a medical
examination and such an examination is not covered by the employee's health
insurance, the Board shall reimburse the employee for the cost.

Iliness, Disability, Funeral, and Personal Leave

Each employee, including recess aides, shall be credited with six (6) days of paid leave at
the beginning of each semester (August and January). Employees, who because of
termination, either for cause or by self termination, or late hiring do not work a full year,
shall be credited with one (1) day for each full month of work. The unused portion of
paid leave shall accumulate from year to year to a maximum of seventy (70) days.
Summer school employees shall be credited with one (1) day of paid leave added to the
employee's paid leave account for each summer school session worked.

Immediate family, as used in the following, shall be interpreted as husband, wife,
children, stepchildren, father, mother, father-in-law, mother-in-law, siblings (including
in-laws), and grandparents or grandchildren.

1. The employee may use all or any portion of his/her accumulated paid leave to
recover from his/her own illness or disability.

2. The employee may use a maximum of five (5) days of his/her accumulated paid
leave per serious illness in the immediate family.

3. The employee may use a maximum of five (5) days of his/her accumulated paid
leave per death in the immediate family.

4. The employee may use a maximum of one (1) day of his/her accumulated paid
leave per death to attend the funeral of any person.

5. The employee may use his/her accumulated paid leave for the employee's
personal (non-medical) use. Up to two consecutive days may be used per event
with administrative approval. These days may be used one day at a time for any
personal reason, however, an employee planning to use a personal day shall notify
his/her supervisor at least one (1) day in advance, except in case of emergency.
Personal business days are intended to be used for conducting business which
cannot take place during non-working hours.
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6. The employee may use a maximum of one (1) day of his/her accumulated paid
leave in any school year for attendance or for preparation for the school
graduation of a son, daughter, husband, or wife.

Employees who have more than seventy (70) days, or have the maximum accumulation,
paid leave days will receive payment for any day over the maximum accumulation
according to the following payout schedule. This payment will be made at the conclusion
of the school year prior to June 30. Employees who work:

Less than 20 hours/week - $15/day
Between 20-25 hours/week - $25/Day
Between 25-34 hours/week - $35/day
Over 34 hours/week - $50/Day

In the event that an employee changes positions or adds additional positions to their

schedule during the year, the payout will be prorated based on amount of time in each
situation.

Jury Duty
Any employee called for jury duty during work hours shall be paid his/her full

compensation for such time, provided that the employee gives to the district any
remuneration, excluding reimbursement for meals and mileage.

11



1.

ARTICLE 8 - UNPAID LEAVES

General Provisions

Requests for leaves of absence shall include the reason for the leave along with
notification of the beginning and ending dates of said leave. Parental/child care
leave requests shall also include a statement from the attending physician
indicating the anticipated date of the birth of the child.

At least fourteen (14) days prior to the date a leave is scheduled to expire, the
employee shall notify the Board in writing of his/her intent to return to work. If
notice is not given, it will be assumed the employee has resigned and the
employee will be terminated.

An employee returning from an unpaid leave of absence due to illness and/or
disability shall be reinstated to the same position and classification he/she held at
the time the leave began, provided the leave was not more than twelve (12)
months or that the position is vacant. In the event the employee's position has
been eliminated due to layoff or reduced in hours during the leave, all the
provisions of Article 14 - Layoff and Recall shall govern the employee's return.

An employee returning from an unpaid leave of absence not due to illness and/or
disability shall be reinstated to a position within the same classification he/she
held when the leave began, according to the following terms:

a. Same position if and only if this would mean at most a transfer or layoff of
the least seniored employee in the same classification.

b. If provision (a) cannot be followed, any vacant position for which he/she
applies and is qualified, and only if he/she has greater seniority than the
other applicants.

C. If neither (a) nor (b) can be followed, he/she shall have the right, on the
basis of seniority, to be placed in the position held by the least seniored
member, providing his/her seniority is greater than that of the least
seniored member.

An employee on unpaid leave shall neither lose nor accumulate seniority.
Placement on the wage scale upon return from a leave of one (1) year or more
shall be the next step above the step occupied at the time the leave began,
provided he/she worked ninety (90) days in the school year preceding the leave.

B. Unpaid leaves of absence may be granted for the following purposes:

1.

Association. A leave of absence of not more than one (1) year may be granted for
the purpose of serving as an officer of the Association.

12



Public Service. A leave of absence of no more than one (1) year may be granted
for the purpose of campaigning for or serving in a public office.

Child Care. A leave of absence of no more than one (1) year may be granted for
the purpose of child care. The leave of absence for child care may be less than
one (1) year provided the date of return is mutually agreed to by the employee and
the Board.

General Leave. A leave of absence of no more than one (1) year may be granted
for other reasons of a general nature.

Personal Iliness. An employee who is unable to work because of personal illness
or disability and who has exhausted all paid leave available shall, upon
application, be granted a leave of absence without pay for the duration of such
illness or disability up to one (1) year, and the leave may be renewed up to one (1)
year upon written request of the employee, if approved by the Board.

Unpaid leaves may be extended for more than one (1) year if approved by the
Board in its sole discretion.

Applications for unpaid leaves of less than 10 days shall be submitted to the
employee's supervisor for approval. Leaves of a longer duration shall be
submitted to the superintendent for approval. All unpaid leaves shall be
considered by the Board in the order, by date, in which they are received. The
Board reserves the right to limit the number of unpaid leaves granted per year.
Employees who take unpaid days without permission of their immediate
supervisor may be subject to discipline.

Family Leave. A leave of absence of up to twelve (12) weeks during any twelve
(12) month period, as defined in the Federal Family and Medical Leave Act
("FMLA") of 1993, shall be granted to any employee who has worked a minimum
1250 hours in the preceding twelve (12) months, pursuant to the FMLA, for any
of the following purposes:

a. The birth or placement for adoption or foster care of a child;

b. Because of a serious mental health condition of a spouse, son, daughter, or
parent of the employee (as defined in the FMLA of 1993);

C. Because of the employee's own serious health condition;

d. The care of a child under the age of 18, or an older child incapable of self-
care because of a mental or physical disability.

If the leave is taken for medical reasons, the Board may require medical
certification pursuant to the FMLA.

13



At the option of the employee and with the employer's consent, a family leave
may be taken on an intermittent or reduced schedule basis for the serious health
condition of the employee or the prescribed family members cited in (b) or (c)
above. In the event an employee must be transferred in order to better
accommodate recurring periods of leave, all the transfer language of Article 13 -
Vacancies, Transfers, and Promaotions shall apply.

The employer shall continue all health benefits during the twelve (12) week leave.
If the employee fails to return from leave at its expiration, except in the event of
the continuance, onset, or recurrence of a serious health condition of the
employee, other circumstances beyond the employee's control, or the extension of
the unpaid leave, the Board shall have the right to recover all premium payments
made during the unpaid leave interval.

The general provisions of subsection (A) shall be applicable.

The employee may choose to utilize paid sick leave, personal leave, and/or
vacation leave for all or part of the duration of the leave where otherwise
authorized by this Agreement or as additionally authorized by the employer.

Any unpaid time granted (and approved by the administration) and taken for
FMLA qualifying reasons (illness/absence) will be considered appropriate sick
leave and will not exclude the employee from receipt of holiday pay.

Upon return, the employee shall be returned to the position held at the beginning
of the leave per section A.3 of this Article.

C. When an employee is on approved leave of absence, his/her accumulated personal
illness/disability days will be held in escrow for the duration of the approved leave. The
employee’s seniority will be frozen at the level held immediately prior to the approved
leave. Seniority will not accumulate while an employee is on approved leave. If an
employee changes employment positions within the bargaining unit but remains
continuously employed by the Board, his/her accumulated personal illness-disability days
will follow the employee to the new employment position.

ARTICLE 9 - HOLIDAYS
All employees will receive their normal day's pay for the following holidays:

Labor Day

Thanksgiving Day

Friday after Thanksgiving
Christmas Day

New Year's Day

Good Friday

Memorial Day
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The employee must work the last scheduled workday before and the first scheduled workday
after the holiday to be paid for the holiday. Employees who are on approved medical leave these
days are eligible to receive their holiday pay.

Each school year each employee shall be granted one (1) floating holiday to be used at the
employee’s discretion during a time that school is not in session.

ARTICLE 10 - SCHOOL CLOSING

In the event school has a delayed start or is closed early because of inclement weather,
employees will receive a prorated amount of their day's pay provided that they are working that
day. In the event school is closed because of inclement weather or any other act of God,
employees shall not be required to report for work but shall receive their regular pay for the first
three days that school is closed. Any additional days that school is closed there will be no
compensation. However, any days that are required to be rescheduled by the district, employees
shall be required to work on such rescheduled days and will receive their normal salary paid.
Employees will be notified when they are expected to report at their regularly scheduled time on
days when school is delayed.

ARTICLE 11 - CONTRARY TO LAW

If any provision of the Agreement or any application of the Agreement to any employee or group
of employees shall be found contrary to law, then such provision or application shall not be
deemed valid and subsisting except to the extent permitted by law, but all other provisions or
applications shall continue in full force and effect.

ARTICLE 12 - SENIORITY

A. Seniority shall be defined as the length of service within any bargaining unit position and
shall begin to accrue on the first day of work in the bargaining unit position. In the event
more than one individual has the same starting date of work in the same classification,
position on the seniority list shall be determined by drawing lots on the first day of work
before work commences, unless their exact starting time differs, in which case the earlier
time prevails. (Note: Special education paraprofessionals who were formerly Newaygo
County paraprofessionals determine seniority per attached 1993 Transition Agreement).

B. Probationary employees shall have no seniority until the completion of the probationary
period, at which time their seniority shall be determined as provided in Section A, above.

C. Employees may hold 2 or more seniority dates. The 1% date shall be the 1% day of work
in the bargaining unit. The other date(s) shall be the 1% day of work in each classification
(paraprofessional, cook, outdoor recess aide) in which the employee has worked.
Whenever an employee changes from one classification to another, the amount of
seniority accrued in that classification shall be frozen
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The Board shall prepare, maintain, and provide a copy of the seniority list to the
Association in October of each school year and upon request.

The Association must correct any errors in the seniority list within ten (10) working days
of receipt of the October list; otherwise, it forfeits any right to make corrections.

Any employee who has been partially incapacitated at his/her regular work by injury or
compensable occupational disease while employed by the Board, may at his/her option,
"bump" in his/her classification and replace the least seniored employee if no vacancy is
available. If any vacancy exists within the bargaining unit which he/she is capable of
performing, the position must be accepted if offered. This shall apply only while the
employee is incapacitated, after which time he/she shall return to his/her regular position.

Seniority shall be lost by any employee upon termination, resignation, retirement, or
transfer to a non-bargaining unit position or layoff of more than five (5) years provided
that after the first year of layoff, the laid off employee provides written notification by
June 30 each year to the district business office of his/her intent to remain on the recall
list. This notice shall include the employee’s current mailing address. Seniority shall
continue to accrue during a layoff.

ARTICLE 13 - VACANCIES, TRANSFERS, AND PROMOTIONS

Vacancies of a temporary nature shall be defined as any vacancy otherwise held by an
employee on a leave of absence.

"Permanent vacancy" shall be defined as a newly-created position or any vacancy created
when an employee permanently leaves a bargaining unit position.

The Board shall not be required to post temporary vacancies, and such vacancies shall be
filled by any qualified employee on layoff from the district, provided that such vacancies
shall be offered to laid off employees on the basis of seniority. If there is no qualified
employee on layoff from the district, the Board may fill the temporary vacancy from any
source.

Whenever a permanent vacancy exists, such vaca