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AGREEMENT

THIS AGREEMENT, entered into this 27th day of February, 2009, by and between the Board of
Education of Ferndale Public Schools, Oakland County, Michigan, hereinafter called the "Board", and the
Association of Ferndale School Administrators, hereinafter called the "Association".

WITNESSETH

WHEREAS, the Board and the Association recognize and declare that providing a quality education for
the children of the Ferndale School District is their mutual aim: and

WHEREAS, the laws of the State of Michigan authorize public employers and public employees to enter
into collective bargaining agreements with respect to wages, hours, and other conditions of employment;
and

WHEREAS, the parties, following deliberate negotiations, reached some certain understandings which
they desire to incorporate into this Collective Bargaining Agreement;

NOW, THEREFORE, in consideration of the mutual covenants and benefits to be derived, the parties
respectively agree:

ARTICLE 1—RECOGNITION

1.1. A Recognition

The Board hereby recognizes the Association in accordance with the applicable provisions
of Act No. 379, Public Acts of 1965, as amended, as the sole and exclusive collective
bargaining representative for the personnel employed by the Board in administrative and/or
supervisory positions as follows. Position titles in the Association of Ferndale School
Administrators (AFSA) membership and covered by this Agreement are:
= High School Principal
Executive Vice Principal
High School Assistant Principal(s)
Athletic Director/High School Assistant Principal
Dean of Students
Middle School Principal(s)
Middle School Assistant Principal(s)
Elementary School Principals
Director of Physical Education and Athletics
Director of Special Education
Director of Alternative and Community Education
Director of Center for Advanced Studies and the Arts
Project Administrator
School Improvement Specialist
Coordinator of Elementary Instruction
Coordinator of Secondary Instruction
Assistant Director(s)

1.1. B. Board Indemnification

The Association will indemnify and hold harmless the Board and/or its agents and assume
and discharge the full and complete liability of the Board and/or its agents arising out of, or
in connection with, the compliance of this section—as well as any and all claims for
payment of compensation involving litigation and proceedings brought against the Board
and/or its agents, by any teacher or group of teachers deprived of employment through
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1.2.

1.3.

14.

1.5.

1.6.

compliance with the provisions of this Section.

Exclusive Negotiation

The Board agrees not to negotiate on matters covered by the law with any administrative
organization other than the Association for the duration of this Agreement. However, nothing
contained herein shall be construed to prevent any individual administrator from presenting an
individual grievance and having that grievance adjusted without intervention of the Association,
provided that the Association has been given an opportunity to be present at such adjustment and
provided that the adjustment is not inconsistent with the terms of this Agreement.

Definition
In the application and interpretation of the provisions of this Agreement, the following definitions
will apply:

A. "Board" shall mean the Board of Education of the Ferndale School District or its designated
agents.

B. "Association" shall mean the Association of Ferndale School Administrators.

C. "Administrator" shall mean any member of the bargaining unit.

D. "Superintendent” shall mean the Superintendent of Schools of the Ferndale School District

or his designated agents.

E. In the construction of the words used in this Collective Bargaining Agreement, the use of the
singular shall include the plural and the masculine shall include the feminine.

Representation

The terms of this Agreement have been made for all administrators in the bargaining unit who are the
recipients of the benefits and are represented by the Association which was the choice of a majority
of the administrators within the recognized bargaining unit.

No Discrimination

The Association agrees to continue to admit all administrators to membership without discrimination
on the basis of race, creed, color, age, national origin, sex or marital status and to represent them
without regard to their participation in the affairs of other professional education organizations. The
Board agrees to continue its policy of non-discrimination against any administrator on the basis of
race, creed, color, age, national origin, sex, marital status or membership, participation in, or
association with activities of any professional education organizations.

Scope of the Agreement

It is mutually agreed that this Collective Bargaining Agreement represents the agreement between
the parties, and any other matters outside of this Agreement which have not been incorporated by
reference herein shall not be deemed to be a part of such Collective Bargaining Agreement.

ARTICLE 2—ASSOCIATION AND EMPLOYEE RIGHTS

2.1.

The Board, prior to changing or adopting any major job classification duties or work rules having
direct and significant application to the employment conditions of employees covered by this
Agreement, will notify the Association, in writing, one week in advance of the scheduled Board
action to allow the Association to make a recommendation to the Board and have it considered. The
Board will elicit the opinion and recommendations of the Association.



2.2.

2.3.

2.4.

2.5.

A. This provision shall not be operative and shall not be applied on policies or rules relative to
Board decisions on collective bargaining, the grievance procedure, or any other situation or
matter wherein similar Association action is otherwise provided for in this Agreement.

B. Also, this provision shall not be applicable when prevailing circumstances cause the Board
to make such an adoption due to urgency or emergencies.

The Association shall have the right to use school buildings and facilities in conformity with the
Board's governing policies and regulations.

The Board agrees to furnish to the officers of the Association in response to their reasonable written
requests copies of the Board's public records normally made available and which have passed the
discussion stage and which cover the financial resources of the District, budgetary allocations and
expenditures, hours, wages, and conditions of employment of those employees covered hereunder
that shall be required by the Association in fulfilling the obligations and responsibilities imposed on
it by the terms of this Agreement. The Association agrees it shall likewise furnish the Board, upon
receiving a written request, copies of all information, facts, and documents it possesses which have
passed the discussion stage or that are available to the Association to assist the Board in fulfilling the
obligations and responsibilities imposed on it by the terms of this Agreement.

The Board and Association agree that there shall be prompt and expeditious handling, at the local
level, of a school-related complaint regarding an employee or other employees and/or personnel
he/she supervises. It is agreed that normally such complaints will be promptly referred to any
employee affected, except in those instances where the nature and/or circumstances of the complaint
indicate other handling procedures are in order. It is agreed that if the complaint is not referred back
to the affected employee, he/she, in those instances of school related complaints where it is
determined such necessary action can be delayed, shall be given an opportunity to provide the
necessary background information, either in person and/or by confidential memoranda, before any
action is taken on the matter.

Any administrator shall have the right to inspect his/her Central Office personnel file. The
administrator must have an appointment with the Superintendent or the Director of Personnel in
order that one or the other will be available when the administrator inspects the file. Confidential
credentials and related personal references normally sought at the time of employment or promotion
are specifically exempted from review and will be removed from the file prior to review by the
administrator.

ARTICLE 3—BOARD'S RIGHTS

3.1.

A. Nothing contained in this Agreement shall 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 as they pertain to education.

B. The Board reserves the right to direct the work of its employees; hire, promote, demote,
transfer, assign, and retain employees in positions within the school system; suspend or
discharge employees; maintain the efficiency of the school operations; determine services to
be rendered by the public schools; take action as may be necessary to carry out the goals of
the public schools; determine the methods, means and personnel by which operations are to
be carried on; be the policy-making and governing body of the public schools.

C. The Board reserves the right to determine the number and kind of administrative positions
within the school district and, if in the Board's opinion it is necessary to reduce the
administrative staff, the Board will retain the best qualified person.



ARTICLE 4—COMPENSATION

4.1. The salary and work year for the term of this "Agreement" shall be as set forth in Schedule A, which
is attached hereto and made a part hereof.

ARTICLE 5—GRIEVANCE PROCEDURE

5.1.

5.2.

5.3.

Definition

A. A grievance" is a dispute or claim involving only the application or interpretation of
this Agreement.

B. The term "administrator" may include a group of administrators who are similarly
affected by a grievance.

C. The term "days" when used in this section, except as otherwise indicated, means
Monday through Friday inclusive. However, except for the summer recess, legal
holidays and all other recesses shall not be counted as days under this section.

Purpose

The primary purpose of the procedure set forth in this section is to secure, at the lowest level
possible, prompt and equitable solutions to the grievances raised. Both parties agree that these
proceedings shall be kept confidential as may be appropriate at any level of such procedure.

Procedure

Level One:

Level Two:

Level Three:

The administrator with a grievance shall first discuss the matter with his/her
supervisor alone or with his/her representative present, with the objective of
resolving the matter informally. The supervisor shall make his her decision known
within three (3) days following said conference.

Any grievance not filed within five days following its occurrence or within five days
of the date grievant becomes aware or should have been aware of the administrative
action, shall be considered automatically closed.

In the event the grievance is not satisfactorily resolved at Level One within three (3)
days, the grievance shall be reduced to writing, signed by the aggrieved and filed
with the Director of Personnel, who shall give a written disposition within five (5)
days of receipt of the grievance.

In the event the grievance is not satisfactorily settled in Level Two, it may be
presented to the Superintendent of Schools within five (5) days of receipt of the
answer in Level Two. The Superintendent may designate three (3) persons, who
may include himself/herself, to represent the Central Administration. The Chairman
of the Association Grievance Committee shall designate three (3) persons, who may
include himself/herself, to represent the Association. Within five (5) days after
receipt of the written grievance by the Superintendent, these two representative
groups shall meet outside of school hours to consider the problem and to arrive at a
solution of the grievance. Outside counsel or representatives may be invited to be
present by either party with no less than two days prior notice to be given. In the
event that, in the judgment of the Grievance Committee, a grievance affects a group
or class of administrators, the grievance may be submitted in writing to the
Superintendent, bypassing levels one and two.



Level Four:

Level Five:

If the grievance is not satisfactorily resolved by the Superintendent, the Association
may, within ten (10) days, refer the grievance to the Board. The Board shall
schedule a meeting on the grievance. A meeting shall be held within thirty (30)
calendar days, and the decision shall be reached within ten (10) days after the
meeting.

If the grievance is not satisfactorily resolved by the Board, the Association may,
within (10) days, appeal the decision to impartial arbitration by sending a request to
the American Arbitration Association requesting their services. The selection of an
arbitrator and conducting of the hearings will be in accordance with their
procedures. The decision of the impartial arbitrator shall be final and binding on all
parties. The expenses and fee, if any, of the impartial arbitrator shall be shared
equally by both parties.

It shall be the function of the arbitrator, and he/she shall be empowered, except as
his/her powers are limited below, after due investigation, to make a decision in cases
of alleged violation of the specific articles and sections of this Agreement.

THE ARBITRATOR

Shall have no power to add to, subtract from, disregard, alter or modify any of the
terms of this Agreement.

Shall have no power to establish salary schedules or fringe benefits or change any
salary schedules or fringe benefits.

Shall have no power to rule on any of the following:

) Any claim or complaint subject to the procedures specified in the Teachers'
Tenure Act (Act 1V, Public Acts, Extra Session of 1937 of Michigan, as
amended);

2) Any question which under this Agreement is within the authority of the
Board to decide. Specifically excluded from arbitration are unadjusted
grievances which question the exercise of rights set forth in Article Il of
this Agreement entitled Board Rights and Security, or which question the
use or application of any right over which the Board is given unilateral
discretion in this Agreement;

3) Any provisions of any constitutional, statutory, or common law in the
resolution of any grievance;

4) Disputes and unresolved grievances concerning the disciplining or discharge
of employees who violate Article 10, Section 7 of this Agreement.

Shall have no power to change any practice, policy, or rule of the Board nor to
substitute judgment for that of the Board as to the reasonableness of any such
practice, policy, rule, or any action taken by the Board. His/her powers shall be
limited to deciding whether the Board or Association or employee has violated the
express written articles or sections of this Agreement, and shall not imply
obligations and conditions binding upon the Board or the Association from this
Agreement, it being understood that any matter not specifically set forth herein
remains within the reserved rights of the Board as provided in Article I11.
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In the event that a case is appealed to an arbitrator on which he/she has no power to
rule, it shall be referred back to the parties without decision or recommendation on
its merits.

There shall be no appeal from an arbitrator's decision, if within the scope of his/her
authority, as set forth above. It shall be binding on the Association, its members, the
employee or employees involved, and the Board. The Association shall discourage
any attempt of its members, and shall not encourage or cooperate with any of its
members, in any appeal to any court or labor board from a decision of an arbitrator
nor shall the Association or its members by any other means attempt to bring about
the settlement of any grievance.

The fees and expenses of the arbitrator shall be shared equally by the Board and the
Association. All other expenses shall be borne by the party incurring them, and
neither party shall be responsible for the expense of witnesses called by the other.

All grievances must be filed in writing within five (5) days from the time the alleged
violation was to have occurred. The Board shall not be required to pay back wages
more than five (5) days prior to the date a grievance is filed.

1) All claims for back compensation shall be limited to the amount of wages
that the employee would otherwise have earned, less any compensation that
he may have received from any source during the period of the back pay
claim.

2) No decision in any one case shall require a retroactive wage adjustment in
any other case.

Any grievance occurring during the period between the termination date of this
Agreement and the effective date of a new Agreement shall not be processed.

The arbitrator's decision shall only apply to the specific grievance on which he/she
has rendered an opinion.

ARTICLE 6—STAFFING

The Board and the Association agree that all position openings shall be staffed with the most competent
and qualified persons that can be procured. The Association also agrees the Board shall have the right to
make the final decision on the staffing of all positions covered by this Agreement.

6.1.

Vacancies

Whenever an administrative vacancy in the District shall occur during the school year, which
position shall be considered a promotion as defined in Section 3 below, the Board shall publicize the
same by giving written notice to all administrators and providing for appropriate posting in every
school building.

The bulletin shall be entitted ANNOUNCEMENT OF VACANCY and shall contain the following
information:

Title of the position which is open.

Formal requirements of the position and notice that other qualifications are also considered

9



6.2.

6.3.

6.4.

6.5.

in the final selection of someone to fill the position.

C. Notice that the search for a highly qualified person to fill the position is not restricted to this
district.
D. Final date for filing an application for the position.

No such vacancy shall be filled except on a temporary basis, until such vacancy shall have been
posted for at least ten (10) calendar days.

Probationary Period & Employment Contracts

A person assigned or newly hired into an administrative position, as listed in Article Il of this
Agreement, may remain in probationary status for a period of two (2) school years. The
administrator is subject to removal from the administrative position for any reason deemed proper by
the Board of Education, the Superintendent, or designated alternate, provided such removal is not
arbitrary or capricious. In any such matter proceeding to arbitration, the arbitrator shall be limited to
the issue of whether the action by the Board was arbitrary or capricious, and shall base his or her
award upon such determination.

Upon successful completion of the probationary period, the administrator will be granted a two-year
non-tenure employment contract in his or her classification. The employment contract will be
binding on all parties except where economic conditions, reductions of student numbers, or closing
of buildings bring about a need for fewer administrators.

Article 6.2 A. A person assigned or newly hired into an administrative position, as listed in Article 111
of this Agreement, may remain in probationary status for a period of two (2) school
years. The administrator is subject to removal from the administrative position for any
reason deemed proper by the Board of Education, the Superintendent, or designated
alternate, provided such removal is not arbitrary or capricious. In any such matter
proceeding to arbitration, the arbitrator shall be limited to the issue of whether the
action by the Board was arbitrary or capricious, and shall base his or her award upon
such determination.

Article 6.2.B. An administrator who is deemed by the Superintendent to have not successfully completed the
initial probationary period may be granted a one year probationary extension of their
employment contract.

Article 6.2.C. Upon successful completion of the probationary period, the administrator will be
granted a two-year non-tenure employment contract in his or her classification. The
employment contract will be binding on all parties except where economic conditions,
reductions of student numbers, or closing of buildings bring about a need for fewer
administrators.

Promotion

A "promotion™ is a change in position, which is in a higher compensation level because of duties and
responsibilities of a more substantial nature and degree. Promotions are not meant to include the
taking on of additional duties in connection with extracurricular and extra-contractual activities.

Any administrator may apply for a vacancy in a position considered to be a promotion as defined in
Section 3 above, and if available, shall be interviewed and given consideration and notified of
disposition before an applicant from outside the Unit is placed.

If any vacancy in any bargaining unit position shall occur during the summer recess period, the
Board shall notify all administrators via a job posting mailed to the administrator's address of record.
No such vacancy shall be permanently filled until ten (10) days after mailed notice has been sent to
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6.6.

6.7.

6.8.

6.9.

all administrators, provided however, that failure to notify any one or number of persons through
error shall in no way affect the Board's decision.

Transfers

A. Requests for transfers and/or reassignments must be in writing, giving the reason for the
requested transfer and/or reassignment, the position requested and the administrator's
qualifications. Such requests are to be submitted to the Personnel Office and renewed
annually if they are to remain active.

B. Those persons from within the Unit, interested in the vacancy, who are available, shall be
interviewed and given consideration before an applicant from outside the school system is
placed.

C. In the selection process for filling a vacancy, potential qualifications, competency,

experience, and length of service in the district will be considered and judged in weighing
the needs of the individual, the school district, and the students.

D. In the event that no A.F.S.A. member applies for a vacant bargaining unit position, the
Board shall meet and confer with A.F.S.A. representatives and elicit their input as to the
qualifications and attributes deemed desirable for the Board to seek in candidates for the
position.

At least 90 calendar days before the expiration of the "individual contract", the administrator shall be
provided a written statement as to whether or not his/her work has been satisfactory. This statement,
if non-renewal is contemplated, shall indicate the Board is considering such non-renewal and shall
contain a written statement of the reasons the Board is considering the non-renewal. Notification of
non-renewal of contract shall be given in writing at least sixty (60) days before the contract
termination date. Failure to provide such written statement shall be conclusive evidence that the
administrator's performance is satisfactory and that the administrator shall continue in the position
for the ensuing year.

For purposes of this "Agreement” the "individual administrative contracts™ shall expire on June 30 of
each school year even though some administrators will work beyond June 30 in order to complete
their "scheduled days to be worked" as provided in Schedule A, Article 111 of this "Agreement."

All provisions of this Agreement are to be in compliance with the MICHIGAN TEACHERS'
TENURE ACT, so-called, Act Number 4 of the Public Acts of the Extra Session of 1937, as
amended and Section 380.132 of Act 451 of 1976, as amended, dealing with administrator's
contracts.

Demotion and/or Dismissal of Non-Probationary Administrators

A. Demotion and/or dismissal of a non-probationary administrator shall be considered for just
cause only.
B. When demotion or dismissal is being considered under subsection A above, the following

procedure shall be followed:
1) The Board shall review with each administrator the definition of his/her job duties.

2) A performance review shall be conducted by the immediate supervisor, by January
31st, noting the areas of poor performance, incorrect procedures, or improper
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attitudes.

3) The supervisor shall discuss the review with the affected administrator and indicate
ways and/or methods for improving performance.

4) The period of time beginning with the review in #2 above and continuing up to the
issuance of the written statement referred to in Section 8 above will be allowed the
administrator to correct the performance deficiencies and demonstrate increased

competency.

5) Conferences for more frequent evaluations shall be scheduled during this period to
review the administrator's progress or lack of progress in improving his/her
performance.

6) In the event adequate improvements in performance are not or cannot be made by

the administrator; a notice of possible non-renewal of administrative contract shall
be given to the administrator pursuant to Section 7 of this article (above).

C. The individual administrator will be provided with not less than thirty (30) calendar days'
advance notice that the Board is considering the non-renewal of administrative contract
together with a written statement of the reasons the Board is considering the non-renewal.
After issuance of the written statement but before the non-renewal statement is issued, the
affected person shall be given the opportunity to meet with not less than a majority of the
Board to discuss the reasons stated in the written statement. Said meeting, if requested, shall
be conducted pursuant to provisions of Section 8 of Act 267 of the Public Acts of 1976
being Section 15.268 of the Michigan Compiled Laws.

D. The decision of the Board of Education, regarding the demotion and/or dismissal of an
administrator, will be provided the administrator at least sixty (60) days prior to the
expiration of his/her contract.

6.10. Reduction-in-Force and Recall

When the Board determines that a reduction in the number of administrators covered by the
Agreement must be made, it shall be made on the basis of the needs of the district and needs
of the student. Potential, qualifications, competency, experience and length of service in the
district will be considered in making this determination.

When positions become available, administrators affected by a reduction in force shall be
given first consideration for the open position before other persons are considered to fill the
position. When an administrator who was laid off in a reduction in force is returned to an
administrative position within the bargaining unit, he or she will receive full credit for past
administrative experience and be eligible for all benefits granted under the terms of this
Agreement.

ARTICLE 7—TENURE

7.1. It is agreed by the parties that an employee assigned an administrative position falling within the
jurisdiction of the Association shall not be deemed to be granted tenure in the administrative
position.

7.2. Return to Classroom An administrator denied tenure in position by contract of employment shall be
deemed to have been granted continuing tenure as a classroom teacher and when removed from an
administrative position shall be assigned to a classroom (as a classroom teacher) with all tenure
rights, seniority and benefits of a teacher as accrued from time of employment or re-employment.
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7.3.

Board Indemnification

The Association will indemnify and hold harmless the Board and/or its agents and assume and
discharge the full and complete liability of the Board and/or its agents arising out of, or in connection
with, the compliance of this Section as well as any and all claims for payment of compensation
involving litigation and proceedings brought against the Board and/or its agents by any teacher or
group of teachers deprived of employment through compliance with the provision of this Section.

ARTICLE 8—LEAVE POLICIES

8.1.

8.2.

8.3.

8.4.

8.5.

Job-Related Injury

No deduction shall be made from the pay of an employee, for absence resulting from injury received
when on duty incidental to such employment, for a period not to exceed seven (7) calendar days
from the date of such injury; however, if the injury continues beyond fourteen (14) calendar days and
workmen's compensation award is paid for the first week of absence, the employee shall endorse said
check and turn it over to the district or reimburse the district by other means of legal tender;
providing that a report be made to the Central Office by the immediate supervisor within twenty-four
(24) hours, stating the date, time, and conditions of injury and that a doctor's certificate be presented
to the Board of Education with the recommendation that such employee should be absent; and upon
returning to the job, a physician's certificate be issued, after an additional examination, to establish
evidence of continued fitness to work.

During each year, the administrator will earn sick leave at the rate of one day per each full month
worked. Upon starting work at the beginning of every school year, each administrator shall be
credited, in advance, the number of days of sick leave for that year, plus any accumulation of unused
sick days from prior years in any certificated employment capacity within the district, such days to
be known as the current allowance. In addition, each administrator will be credited with three (3)
personal business days, which shall be added to the current allowance. Paid absence will be allowed,
up to and including the number of earned days in an employee's current allowance, for personal
sickness. Administrators employed during summer months will be allowed to use accumulated sick
leave. If unearned sick days have been paid to the employee and the employee is leaving active
employment within the district, the overpayment will be deducted from the employee's final check.
Where appropriate, administrators may roll over a maximum of five (5) unused vacation days into
sick days, at the end of any given contract year (June 30).

A returning administrator, absent from school at the beginning of the school year because of sickness
or physical disability, may draw upon his accumulated allowance.

A new administrator hired from outside the district, absent from school at the beginning of the school
year because of sickness or physical disability may draw upon his accumulation upon assuming his
professional responsibility.

When an employee is absent the day before and/or the day after an institute or holiday, without
proper authorization, the employee shall not receive salary for the day absent or the holiday, unless
absence is due to personal sickness or death in the family. In case of personal sickness the
administrator shall receive pay for these days providing satisfactory proof of illness is provided, for
example, a statement by the physician, and provided further that he/she is eligible for any
compensation during the pay period in which such institute or holiday occurs.

Personal Leave
Personal leave days to a maximum of three (3) days per school year will be granted to administrators
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8.6.

8.7.

for emergency or exceptional reasons and to attend to urgent and essential personal affairs that
cannot be performed outside of the regular school day. All personal leave days in excess of three (3)
per year will be deducted from the "Current Allowance" of the administrator. Except for emergency
cases, written application for leave must be made in advance. Abuses of the intent of the above
personal leave policy will result in the loss of pay for those days and a reprimand placed in the
personnel file of the employee. The maximum of three (3) personal leave days will be added to each
administrator's current allowance (see Section two [2] above) beginning in the 1983-84 school year
and each year thereafter until changed or altered.

An administrator required to serve as a juror in any proper court of jurisdiction will continue to be
paid his regular salary during such term of jury service. To qualify for salary payment, the employee
must endorse and deliver all checks of payment for jury duty over to the school district.

Leaves of Absence.

At the discretion of the Board of Education, leaves of absence for the following reasons may be
granted: health, maternity, adoptive, sabbatical, study or travel, and military service, all except the
last being subject to the provisions as delineated. Leaves for other extenuating circumstances may
be granted at the discretion of the Superintendent:

A. By the approval and adoption of this leave policy, the Board of Education hereby rescinds
all other leave policy and policies relative to leaves of absence previously adopted.

B. Eligibility for any kind of leave of absence is dependent upon a satisfactory record of at least
two years continuous employment by Ferndale Public Schools (sabbatical requires seven [7]
years). Except for military leave, health leave, or maternity leave, no leave shall conflict
with the administrator's contractual obligations with the school district unless approved by
the Superintendent.

C. A second leave, or an extension of any type of leave, may be granted only at the
recommendation of the Superintendent.

D. While on leave, an employee shall maintain all employment rights held before leave was
taken and shall return to a salary that he/she would have received for that year had the leave
not been taken, if he/she returns to the position formerly held or a position of the same level.

E. Notice of intention to return or resign must be sent in writing to the Superintendent by
March 1, of the leave year, and failure to provide such notice shall be the equivalent of
resignation.

F. When an administrator returns from a leave of absence and his/her former position is not

vacant, he/she shall be placed in an available position for which he/she is certified and
qualified and will be compensated at the level of a person in that position with his/her length
of service.

G. Where permitted by the carrier under its uniform rules, an administrator shall be granted the
opportunity to continue for 12 months hospitalization/medical insurance and life insurance
while on an authorized leave of absence, provided arrangements are made to pay the
required premiums to the school district in advance. The school district's responsibility for
providing such coverage ends at the fifteenth (15th) of the month following the last day
worked by the administrator.
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8.8.

8.9.

LEAVES OF ABSENCE--TYPES AND SPECIFIC CONDITIONS

Health Leave

Upon the recommendation of a physician, health leave shall be granted for a period of up to one (1)
year. When the employee's health permits return, he/she shall so request the Superintendent in
writing and submit a statement from a physician certifying fitness to return to his/her position. The
Superintendent shall give an assignment at the beginning of the following year.

Childbearing Leave

Childbearing leave shall be granted for the balance of the school year or any lesser period as
approved by the administrator's attending physician.

A.

8.10.

8.11.

8.12.

8.13.

An administrator requesting a childbearing leave shall provide the Board with a written
medical statement from the attending physician, no less than four (4) months before the
expected birth of the object child and an assessment of the administrator's fitness to continue
working. The statement regarding fitness to continue working shall be provided to the
Board on a monthly basis.

The administrator shall notify the Board in writing no later than the seventh (7th) month of
pregnancy the estimated date the leave shall begin and terminate substantiated by a written
statement from the attending physician.

An administrator returning from a childbearing leave shall notify the Board in writing of
intention to return, at least thirty (30) days prior to the return date and shall provide a
statement from the attending physician certifying the administrator's fitness to return to
active employment.

Adoptive Leave

If requested by the foster parent within thirty (30) days after the child is assigned, adoptive leave
will be granted for a period not to exceed one (1) year.

Study or Travel Leave

Study or travel leave may be granted for a maximum of one (1) year, upon the recommendation
of the Superintendent.

Political Leave

Political leave will be granted upon election to a governmental office for a period not to exceed
one (1) year.

Military Leave

Any employee covered by the terms of this Agreement who terminates employment in the school
district to perform active service in the Armed Forces of the United States is entitled to
re-employment rights in accordance with the government provisions for re-employment of
returning Armed Forces personnel.

Leaves may be renewed by making a request on or before March 1 of the leave year for renewal
of the leave and receiving the recommendation of the Superintendent.

ARTICLE 9—SABBATICAL LEAVE

Definition

Sabbatical leave shall be interpreted as leave from active duty granted to an administrator after seven
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consecutive years of professional service in Ferndale Public Schools for the purpose of improving
administration or instruction in the Ferndale Schools. Military leaves or government leaves shall not
be interpreted as interrupted service. Sabbatical leave may be granted for one year.

Qualifications

An application for Sabbatical Leave of Absence may be filed with the Superintendent provided the
following conditions are fulfilled:

Application

A.

The applicant possesses a valid non-probationary Michigan Teaching Certificate or
Administrative Certificate.

The applicant has been employed by the Board as a teacher or administrator for at least
seven consecutive years.

The administrator has not been granted Sabbatical Leave of Absence from the Ferndale
Board of Education during the seven consecutive years of service immediately preceding
current application.

The administrator signs an agreement to return to service with the Ferndale Board of
Education immediately upon termination of Sabbatical Leave and continue in such service
for a period of two years, or to refund all/or a prorated share of compensation received from
the Board while on leave.

Application for Sabbatical Leave of Absence must be filed in the office of the Superintendent not
later than March 1, preceding the school year when it is desired that the leave become effective. No
more than one (1) administrator may be granted leave in any one year.

Salary Provisions

The administrator on sabbatical leave shall receive as compensation during the period of absence
from his/her position one half of the regular salary that he/she would have received during the leave
period, and continuation of insurances where permitted by the carrier under its uniform rules and
included in the participation agreement with the school district.

ARTICLE 10—GENERAL

10.1.

10.2.

10.3.

This Agreement shall supersede any rules, regulations or practices of the Board, which shall
be contrary to the expressed provisions of this Agreement. It shall likewise supersede the
terms of any individual administrator contracts, which are contrary to or conflict with the
express provisions of this Agreement.

Copies of this Agreement shall be made at the expense of the Board and presented to all
administrators now employed or hereafter employed by the Board.

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

10.4. Retirement/Resignation Plan
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Beginning July 1, 2005, according to the chart below, each administrator, upon retirement,
shall be entitled to payment of unused sick days, up to a maximum of 250 days (maximum
amount $14,000.00), said payment to be made no later than six (6) months from the date of

retirement.

2011-12
Payment for
Sick Days | Max. # Sick Days | eachday |Max. Payout
0-100 100 $55.00 $5500.00
101-250 150 $65.00 $9750.00
Maximum Amount Possible $15,250.00
2012-13
Payment for
Sick Days | Max. # Sick Days | each day |Max. Payout
0-100 100 $60.00 $6,000.00
101-250 150 $70.00  $10,500.00
Maximum Amount Possible $16,500.00

AFSA members will be entitled to receive two consecutive equal payments of $7500.00, upon
retirement, provided they have a minimum of 7 years of administrative service to the district. AFSA
members will be entitled to receive two consecutive payments of $7500.00, upon retirement or
resignation, if they have a minimum of 10 years of administrative service to the district. No more than
two administrators may retire in any given year in order to ensure continuity of service in the district. In
the event more than two administrators wish to retire, eligibility for these payments will go to the two
most senior retirees or resignees.

10.5.

10.6.

It is agreed that the Board retains the right, among others, to establish and equitably enforce
reasonable rules and personnel policies relating to the duties and responsibilities of
administrators and their working conditions, which are not inconsistent with the provision of
this Agreement. The Board agrees, however, that prior to the effective date of any such rules
or personnel policies established by it related to hours, wages and working conditions of
administrators, it shall give the Association notice of any proposed rule or policy. Such
notification shall be given to afford the Association the opportunity to consult with the
Board as to the same before its effective date. The parties agree that emergency situations
may arise where prior notification and consultation are not possible.

No Strike - No Lockout

Under no circumstances will the Association cause or authorize or permit its members to
cause nor will any member of the bargaining unit take part in any strike, recruitment
sanctions, sit-down, stay-in or slowdown, in any school building or property of the Board or
any curtailment of duties or restriction or interference with the operation of the school
district. An employee violating this provision shall be subject to disciplinary action up to
and including discharge.

The School Board will not lock out employees.
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10.7.

10.8.

10.9.

Professional Relations Committee

The Board of Education and AFSA will establish a Continuing Collaboration Committee not
to exceed four (4) members, two (2) from Central Administration and two (2) from AFSA.
The committee will meet within ten (10) business days of a request by either party or by
mutual agreement of the co-chairpersons. The purpose of this committee is to discuss and
study matters of concern to either party, in a collaborative environment of mutual respect, in
an effort to arrive at solution or mutually agreeable positions.

The committee shall be co-chaired by a member of AFSA and Central Administration. The
co-chairpersons shall have the sole authority to convene meetings, set the agenda and invite
additional persons to a meeting.

The Board agrees to render each administrator reasonable support while he/she is fulfilling
assigned duties and responsibilities, and in the event a citizen's complaint is lodged against
an administrator that could lead to disciplinary action, such complaint will be processed
through the Board's "Citizen Grievance Procedure".

The Board will reimburse administrators for damage or destruction of clothing or personal
property of the administrator while on duty in the school up to an amount of $250.00 per
occurrence if such damage or destruction is determined to be the result of willful action of
students or adults. The superintendent shall determine the validity of any claim and the
amount of reimbursement. The decision of the superintendent shall be final.

10.10. Conferences & Workshops

When the subject matter being discussed and the information being imparted at conferences
and/or workshops is of value for use within the district, the Board encourages attendance by
selected administrators. Efforts will be made to ensure funds being included in the district
budget to finance attendance of administrators to conferences and/or workshops in
accordance with the financial position of the district. Only administrators, who have applied
for and received prior approval of the superintendent, or the designee, shall be allowed to
attend conferences and/or workshops.

10.11. Mileage Compensation

10.12

Administrators shall have one of the two following options for mileage compensation as
follows:
Submit a request for reimbursement for all miles driven outside of the Tri-County
area at a rate allowed by the IRS less $.02.

High school principals and Ferndale High School Athletic Director will receive an additional
$500.00 mileage reimbursement.

Administrators who attend professional development activities and/or conferences approved
by central administration during the summer will receive compensation based on a rate of
$50.00 per day. If the Superintendent of Schools requests that an administrator work beyond
their scheduled work calendar there will be a mutual calendar adjustment to compensate
which may be carried over to another year only if there is no way to accommodate a change
in the current work year.

10.13 Professional Services Consideration

This stipend is provided by the Board in recognition of administrators’ out-of-pocket

expenses associated with participation in evening and weekend meetings, community

activities, and responsibilities beyond the school year, as well as other non-reimbursed
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incidental expenses. Beginning July 1, 2007 each AFSA member shall receive $2,600
professional services payment to be paid in a lump sum in December of each school year.
Beginning July 1, 2009 each AFSA member professional services stipend will be increased
by $200 making the total Professional services stipend $2,800. This amount will continue to
be paid in a lump sum in December of each school year.

10.14 Tuition Reimbursement

The Board shall reimburse AFSA members for the actual cost of tuition, incurred in
satisfying administrative certification requirements. Payment will be made for up to 4 hours
of university credit, at a cost of up to $1,000 within a 5 year period. Beginning July 1, 2004,
AFSA members will be entitled to reimbursement of up to $1000.00 in a three year period.
Beginning July 1, 2006 reimbursement will be increased to up to $1250.00 in a three year
period.

10.15 Professional Development

457 Plan

The Board agrees to establish and annually fund a professional development account for the
benefit of AFSA members, of not less than $6,000.00. The fund shall be administered by
three person Committee. Two members shall be appointed by the President of AFSA and
one member shall be appointed by the Superintendent. Requests for funding support shall
be by written application. When reviewing requests, the Committee shall consider and give
priority to activities which (1) support district goals and priorities, (2) support building
goals, and (3) represent training, skills, and/or information judged to be of current priorities
to district operations.

Members who participate in district funded professional development activities are expected
to share information and skills with other staff members.

Beginning July 1, 2004 The Ferndale Public Schools will establish an eligible IRC 457(b) Plan to
which employees of the district defer compensation on a pre-tax basis and invest the deferred
compensation for the purposes of providing retirement income.

ARTICLE 11—INSURANCE

Employee benefits for the 2011-13 school year
11.1  MESSA Choices Il which shall include the following:

A Plan A for employees needing health insurance

MESSA CHOICES I
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Health Plan $10/$20 drug rider

Long Term Disability 60%

$6,500 maximum

90 calendar days — modified fill

Freeze on offsets

Alcohol/drug and mental/nervous — same as any other illness

COLA
$200/$400 Deductible
$20 Office Visit
Delta Dental Plan 80/80/80:$2,000 Max Beginning 7-1-07
Negotiated Life 1.5 X salary; max value @ $175,000
Vision VSP-3
B. Plan B for employees not needing health insurance
Health Plan Long Term Disability 60%

$6,500 maximum

90 calendar days — modified fill

Freeze on offsets

Alcohol/drug and mental/nervous — same as any other illness

COLA
Delta Dental Plan 100/90/90: $2,000 Max Beginning 7-1-07
Negotiated Life 2.0 X salary; max value @ $175,000
Vision VSP-3

Tax Deferred Annuity | $120.00 per month, up to 10 months

The Board shall provide for payroll deduction for employees who select MESSA options other than that
negotiated in Plan A or Plan B.

ARTICLE 12—MASTER SICK BANK PLAN

12.1. Master Sick Bank Plan

The procedure for the establishment and administration of the Master Sick Bank shall be in
accordance with the following provisions and shall be for the use and benefit of all eligible
administrators who apply and their applications are subsequently approved for sick day
benefits.

12.2.  Funding of Sick Bank
The Master Sick Bank shall be funded in accordance with the following provisions:

A. 1) In the 1989-90 school year, current administrators with five (5) years or more of
school district employment will contribute ten (10) days of their current allowance
to the Master Sick Bank.

2) In the 1989-90 school year, current administrators with less than five (5) years of

school district experience will contribute five (5) days in the 1989-90 school year
and five (5) days in the 1990-91 school year.
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3) Administrators newly employed by the school district shall, in each of the first five
years of employment, contribute two (2) sick days of their advanced ten (10) days of
current allowance. Mid-year hires will, in their first and fifth year of employment,
contribute a pro-rata share equal to one (1) day.

B. The above sick days transferred to the Master Sick Bank from the current allowance of an
administrator, or any other sick days so transferred, shall not be deducted from the days
remaining in the Master Sick Bank at the time an administrator terminates employment with
the school district.

C. If the number of days in the Master Sick Bank falls below 90 days, the Association will
notify the Board to make a transfer of two (2) more days from each administrator's current
allowance to the Master Sick Bank.

D. In the event the above two (2) days transferred from the current allowances of the
administrators is insufficient to maintain the ninety (90) days of maximum funding, the
Board of Education shall deposit the number of days required to maintain the level.

E. The Board of Education shall deposit into the Master Sick Bank twenty percent (20%) of the
days remaining in the current allowance for sick days of administrators retiring from
administration under the Michigan Public School Employees' Retirement Program.

12.3. Eligibility - Master Sick Bank

Any administrator shall be eligible to make application to the Sick Bank Committee for sick
days of benefit after he has been incapacitated for fifteen (15) consecutive working days and
has used all of his own current allowance. If an administrator is incapacitated for at least
fifteen (15) working days in any one (1) year and there is a further incapacitation which
appears to be a recurrence of the same illness or accident and the same doctor who handled
the case originally verifies by written statement that such incapacitation is a recurrence, then
the fifteen (15) day eligibility requirement could be waived in this instance at the discretion
of the Sick Bank Committee.

12.4. Application

Each application for sick days of benefit from the Master Sick Bank must be submitted on
the Sick Bank application form to the Sick Bank Committee, and such application will be
approved or rejected on the basis of the individual administrator's circumstances. All
applications must be accompanied by supporting doctor's statements.

12.5. Sick Bank Committee
The Sick Bank Committee shall be composed of three (3) administrators to be selected in
any manner determined by the Association who shall hold membership on the committee for
such terms as the association may determine. Any application approval by the committee
shall be by a majority vote of the entire committee.

12.6. Administration

The Master Sick Bank shall be administered by the Sick Bank Committee in accordance with
the following provisions:

A. No administrator shall be allowed more than forty-five (45) days from the Sick Bank.

B. The form authorizing an award of sick days from the Master Sick Bank to an administrator
which is sent to the Board for payment must be accompanied by supporting doctor
statements used by the committee in making their decision (for Board review) and signed by
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two (2) members of the Sick Bank Committee and the President of A.F.S.A.

C. The administration records of the Master Sick Bank shall be audited at the end of each
school year by a committee composed of three (3) members, with one (1) member each to be
appointed by the Board, by the Association and by the Sick Bank Committee and the
Business Manager.

D. This plan and its application to the current allowance of teacher sick days shall be retroactive
to September 1989.

12.7. Board Retention of Sick Days

All sick leave days accumulated by any administrator in their current allowance or those
days transferred to the Master Sick Bank from his current allowance shall be subject only to
the contingent liability of actual sick claim use by the administrator or the Master Sick Bank.
All sick leave days, which are not used by the administrator or the Master Sick Bank during
the period of employment, shall not be subject to any other type or kind of claim in any form
whatsoever by the administrator or the Association when employment has terminated with
the exceptions of the provisions of Section 10.4 of this agreement.

12.8. Board Indemnification

The Association will indemnify and hold harmless the Board and assume and discharge the
full and complete liability of the Board arising out of or in connection with the
administration of the Master Sick Bank, by their duly designated Sick Bank Committee as
well as any and all claims for payment of compensation involving litigation or proceedings
brought against the Board, by any administrator or group of administrators who had sick
days transferred from their current allowance, or were the recipient of or were denied an
award of sick days from the Master Sick Bank.

12.9. No Increase in Board Liability

Nothing herein contained shall alter or extend, or in any manner increase, the liability of the
Board to any administrator in respect to sick day compensation presently existing in any
plan or agreement to which the Board is a party.

12.10 Termination of Master Sick Bank

The Master Sick Bank shall terminate and become null and void on the same date the
Agreement between the Board and the Association terminates.

ARTICLE 13—ADMINISTRATIVE FURLOUGH

The Board of Education may furlough administrator(s) during a work stoppage in another bargaining unit
that will or has the potential to increase the length of the school year beyond the normal number of "Days
to be Worked" by administrative personnel.

Administrator(s) will not be forced to put in more days to be worked than the above scheduled numbers;
however, furloughed time will not be included in the above computation of days to be worked. Normally
scheduled pay period will not be interrupted during a furlough.

During a furlough, if an administrator is asked to work, compensation will be granted commensurate to
his/her work time at per diem rate times the number of days worked on the furlough.

ARTICLE 14—COMPLETE NEGOTIATIONS

The parties agree 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
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by law from the area of collective bargaining and that the understandings and agreements arrived at by the
parties after the exercise of that right and opportunity are set forth in this Agreement. Therefore, neither
the Board nor the Association, for the life of this Agreement, unless mutually agreed, shall be obligated to
bargain collectively with respect to any subject or matter referred to or covered by this Agreement and
with respect to any subject or matter not referred to or covered in this Agreement.

ARTICLE 15—DURATION

Section 1

This Agreement represents the full agreement between the Board and the Association and shall become of
full force and effect upon the acceptance and ratification by the Association and the Board and shall
remain in force until June 30, 2014 with the understanding that there shall be a re-opener for the purpose
of negotiating salary and benefits for the 2013-14 school year. and thereafter for successive periods of one
(1) year, unless either party shall give the other party at least sixty (60) days written notice by registered
mail, before the end of the term of this Agreement or before the end of any annual period thereafter, of its
desire to terminate the same or to change or amend any of its provisions. A Notice of Desire to Amend or
Change shall have the effect of terminating the entire Agreement (at 12:01 a.m. on June 30, 2011 or any
later year) in the same manner as a Notice of Desire to Terminate.

IN WITNESS WHEREOF, the parties hereto set their hands and seal this.

For the Board of Education For the Association of Ferndale School Administrators
Superintendent of Schools Negotiations Co-Chairperson

Negotiations Chairperson Negotiations Co-Chairperson

Date Date
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SCHEDULE A-ARTICLE 1

DAYS TO BE WORKED

DAYS TO BE WORKED

High School Principal 225
Executive Vice Principal 225
Assistant Principal(s) 220
Athletic Director/High School Assistant Principal 220
Dean of Students 220
Middle School Principal 215
Assistant Middle School Principal(s) 210
Elementary Principals 210
Directors

*Director Physical Education and Athletics 210
Director of Special Education 225
Director of Alternative and Community Education 225
Director of Center for Advanced Studies and the 215
Arts

Project Administrator 215

Specialists
School Improvement Specialist | 215
Supervisors
Program/Academic Supervisor Adult/Alternative 215
Education
Coordinators
Coordinator of Elementary Instruction 215
Coordinator of Secondary Instruction 215
Assistant to Director(s)

Assistant Director(s) | 225

SCHEDULE A—ARTICLE 2

SALARY SCHEDULE

High School Principal

225 Scheduled Days to be Worked

2011-2012 2012-13

Begin

$106,452 $106,984

2nd

$107,725 $108,264

Srd

$109,000 $109,545

4th

$110,275 $110,826

5th

$111,549 $112,107

Gth

$112,823 $113,388

7th

$114,098 $114,668

8th

$115,372 $115,949

gth

$116,121 $116,702

10th

$116,863 $117,448

Executive Vice Principal

2011-12 School Year

* 1% on Schedule

* 1% off schedule
contingent on receipt
of Best Practices
money

2012-13 School Year

* .5 % on Schedule

* .5% off schedule
contingent on increase
in State Aid
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225 Scheduled Days to be Worked

2011-2012 2012-13
Begin $101,500 $102,008
2n $102,500 | $103,013
31 $103,500 | $104,018
4th $104,500 |  $105,023
5t $105,500 | $106,028
6" $106,500 | $107,033
7t $107,500 |  $108,038
gth $108,500 |  $109,043
ot $109,500 | $110,048
10" $110,500 | $111,053
Secondary Assistant Principal (s)
220 Scheduled Days to be Worked
2011-2012 2012-13
Begin $95,296 $95,773
2nd $95,959 $96,439
31 $96,630 $97,113
4t $97,299 $97,786
5t $97,970 $98,459
Bt $98,637 $99,131
7t $99,496 $99,994
gt $100,264 | $100,765
ot $101,014 | $101,519
10" $101,755 |  $102,264
Athletic Director/High School
Assistant Principal
220 Scheduled Days to be Worked
2011-2012 2012-13
Begin $95,297 $95,773
2" $95,959 $96,439
31 $96,630 $97,113
4" $97,299 $97,786
5t $97,970 $98,460
™" $98,638 $99,131
7t $99,497 $99,994
gt $100,264 |  $100,766
ot $101,013 | $101,518
10" $101,755 |  $102,264
Middle School Principals
215 Scheduled Days to be Worked
2011-2012 2012-13
Begin $95,637 $96,115
2nd $96,292 $96,773
31 $96,944 $97,429
4th $97,598 $98,086
5h $98,252 $98,744
6" $99,377 $99,874
7t $100,236 |  $100,737
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g" $101,002 |  $101,507
o $101,752 | $102,260
10" $102,494 |  $103,007
Middle School Assistant
Principal
210 Scheduled Days to be Worked 2011-2012 2012-13
Begin $90,942 $91,396
2nd $91,560 $92,018
3rd $92,188 $92,649
4th $92,813 $93,277
5th $93,445 $93,912
6th $94,059 $94,529
7th $94,924 $95,398
8th $95,687 $96,166
9th $96,436 $96,919
10th $97,179 $97,665
Elementary Principals
210 Scheduled Days to be Worked
2011-2012 2012-13
Begin $94,304 $94,776
2nd $94,970 $95,444
3rd $95,639 $96,117
4th $96,313 $96,795
5th $96,975 $97,460
6th $98,130 $98,621
7th $98,992 $99,487
8th $99,757 $100,256
9th $100,507 $101,010
10th $101,250 $101,756
Alternative & Community
Education Director
225 Scheduled Days to be Worked
2011-2012 2012-13
Begin $97,036 $97,522
2nd $97,691 $98,179
3rd $98,345 $98,836
4th $98,997 $99,492
5th $99,649 $100,147
6th $100,304 $100,805
7th $101,167 $101,673
8th $101,931 $102,441
9th $102,679 $103,193
10th $103,423 $103,940
Director: Special Education
225 Scheduled Days to be Worked
2011-2012 2012-13
Begin $92,726 $93,190
2nd $93,374 $93,841
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3rd $94,038 $94,508
4th $94,686 $95,159
5th $95,341 $95,818
6th $95,994 $96,474
7th $96,857 $97,342
8th $97,619 $98,107
9th $98,369 $98,861
10th $99,110 $99,605
Director: Physical Education
and Athletics
210 Scheduled Days to be Worked

2011-2012 2012-13
Begin $90,942 $91,396
2nd $91,560 $92,018
3rd $92,188 $92,649
4th $92,813 $93,277
5th $93,445 $93,912
6th $94,059 $94,529
7th $94,924 $95,398
8th $95,687 $96,166
9th $96,436 $96,919
10th $97,179 $97,665
Project Administrator
215 Scheduled Days to be Worked

2011-2012 2012-13
Begin $88,149 $88,590
2nd $88,806 $89,250
3rd $89,455 $89,902
4th $90,106 $90,557
5th $90,876 $91,330
6th $91,422 $91,880
7th $92,282 $92,743
8th $93,048 $93,513
9th $93,798 $94,267
10th $94,538 $95,011
Coordinator of Elementary
Instruction
Coordinator of Secondary
Instruction
215 Scheduled Days to be Worked

2011-2012 2012-13
Begin $88,149 $88,590
2nd $88,805 $89,249
3rd $89,454 $89,902
4th $90,106 $90,557
5th $90,876 $91,330
6th $91,422 $91,879
7th $92,281 $92,743
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8th $93,048 $93,513

9th $93,798 $94,267

10th $94,538 $95,011

Dean of Students

220 Scheduled Days to be Worked

2011-2012 2012-13

Begin $87,365 $87,802
2nd $88,022 $88,462
3rd $88,678 $89,121
4th $89,335 $89,781
5th $89,991 $90,441
6th $90,648 $91,101
7th $91,304 $91,761
8th $91,961 $92,420
9th $92,617 $93,080
10th $93,274 $93,740

School Improvement Specialist

215 Scheduled Days to be Worked

2011-2012 2012-13

Begin $80,000 $80,400
2nd $80,600 $81,003
3rd $81,200 $81,606
4th $81,800 $82,209
5th $82,400 $82,812
6th $83,000 $83,415
7th $83,600 $84,018
8th $84,200 $84,621
9th $84,800 $85,224
10th $85,400 $85,827

Program/Academic Supervisor
Adult/Alternative Education

215 Scheduled Days to be Worked

2011-2012 2012-13

Begin $67,670 $68,008
2nd $68,276 $68,617
3rd $68,882 $69,226
4th $69,488 $69,835
5th $70,094 $70,444
6th $70,700 $71,054
7th $71,306 $71,663
8th $71,912 $72,272
9th $72,518 $72,881
10th $73,124 $73,490

2013-2014 School Year
Reopener on salary and benefits



SCHEDULE A-ARTICLE 3

A3.L. For the duration of this Agreement the Board agrees to pay into the Michigan Public School
Employees' Retirement System, five percent (5%) for all compensation received by
administrators.

A3.2. For the duration of this Agreement the Board will compensate administrators for hours of
college credit successfully completed beyond the Master's Degree in accordance with the
following schedule:

Post Master's Credit Hours Amount
5 $135.00
10 $270.00
15 $405.00
20 $540.00
25 $675.00
30 $810.00

'Earned Educational Specialist| | $1,500.00 |

Post Specialist Credit Hours

5 $1,610.00
10 $1,710.00
15 $1,810.00
20 $1,910.00
Ed.D, Ph.D, OR J.D. $2,010.00

A.3.3. Certification Pay
The Board agrees to give certification pay to the Directors of Vocational Education and
Special Education in the same amount as provided to certified teachers earning Vocational or
Special Education pay.

A.3.4. Longevity
For the 1989-92 school years and each subsequent year until termination or modification, the
Board of Education agrees to pay the amounts listed below for continuous years of
certificated, professional service in the district, as follows:

Sixteen (16) through twenty (20) years $1,519.00
Twenty-one (21) through twenty-five (25) 2,888.00
years

Twenty-six (26) years or more 4,257.00

The amounts set forth above shall not be cumulative.

A.3.5. Longevity Supplement

A longevity supplement for service to the district will be paid in the amount equal to one (1) percent of
Employee’s base salary. Such payment shall be made annually at the request of the Employee, less
applicable withholding.

A.3.6 Administrative Service Incentive

An AFSA member, upon completion of eight (8) years of district service as an administrator
in a bargaining unit recognized position, shall qualify for the Administrative Service
Incentive. The Incentive shall be an additional $5,257 in Compensation for up to three years
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for a maximum payment of $15,771.

To receive this payment, in addition to meeting the eight (8) year requirement, the
administrator must notify the Director of Human Resources in writing of his/her desire to
begin receipt of the benefit. Such notification must occur by the last day of the first semester
of the school year in which the payment is to be made. The Incentive payments need not be
received in three (3) consecutive years, however, the member must be actively employed
during the year payment is made.

The longevity benefits described inA.3.4 shall apply only to those AFSA members who
receive longevity during the 1994-95 school year and those employees who, as of June 30,
1995, have completed eight (8) years of employment with the District and will therefore
qualify for longevity benefits in the future.

In addition, those AFSA members with nine (9) to fifteen (15) years of service may, at their
option, choose instead, the “Administrative Service Plan” as described in A.3.5. This choice
must be made by January 19, 1996. Notification of such choice must be submitted to the
Director of Human Resources in writing. Failure to provide notice of selection of the
Administrative Service Plan by the required date, shall result in eligibility only for the plan
described in A.3.4.

A.3.7 Reimbursement for the Professional Organizations

The Board shall reimburse administrators up to a maximum of $450.00 toward the cost
incurred by the administrator in joining state and/or professional organizations directly
associated with the individual administrator’s position or for subscriptions to periodicals
associated with the administrator’s position.

In addition, the Board will establish an account in the amount of $2,000.00 to be
administered by the Professional Development Committee, for payment of professional
membership, which exceeds the $450.00 allotment. The Committee shall receive and review
requests by AFSA members for payment of costs when a member has exhausted the initial
allotment or depleted the allotment to the point that sums did not remain sufficient to pay for
additional professional membership.

The Professional Membership Committee, in reviewing and approving such requests, shall
consider the need or benefit to the member and the need or benefit to the district, with a
view toward avoiding unnecessary duplication of membership. The Committee, in its
judgment, may provide sums for partial membership or subscription membership as an
alternative to full membership.

Any monies in this account which remain unused as of January 1 of each school year shall

be transferred to the Professional Development Account, as established in Article 10.15, and
be used in accordance with the provisions contained therein.

A.3.8 Additional Stipends
Athletic Director shall have the authority to appoint two Athletic Event Supervisors at $500 each.
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