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ARTICLE 1
Recognition

The Employer hereby recognizes the Union as the exclusive bargaining representative for a unit of
employees certified by the Michigan Employment Relations Commission in Case Number
R74G284, excluding the Administrative Assistants and Executive Secretaries.

For the duration of this Agreement, the Employer agrees not to negotiate with any organization
other than the Union representing the employees recognized in Article I, Section A. Nothing
contained herein shall be construed to prevent any individual employee from presenting a grievance
and having the grievance adjusted without intervention of the Union if the adjustment is not
inconsistent with the terms of this Agreement, provided that the Union has been given the
opportunity to be present at such adjustment.

It is mutually agreed and understood that this Agreement shall require the signed approval of the
President of the Union, the President and Secretary of the Board of Education of the Washtenaw
Intermediate School District, parties to this Agreement, in order to be binding upon the Union and
the Employer.

Employees working 17.5 hours or less per week shall be excluded from the terms and conditions of
this agreement.

Temporary employees shall be excluded from the terms and conditions of this Agreement.



ARTICLE 2

Management Rights

The Employer hereby retains and reserves unto itself, all the powers, rights, authority, duties and
responsibilities conferred upon and vested in it by the laws of the Constitution of the State of Michigan and
of the United States, including the generality of the foregoing, the rights to:

A

The executive management and administrative control of the Washtenaw Intermediate School
District, its properties, equipment, facilities and operations, and to direct the activities of its
employees.

Hire all employees and, subject to the provisions of the law and contractual agreements with the
Union, to determine their qualifications and the conditions of their employment or their dismissal
and to promote, transfer and assign all such employees, and to determine the size of the work force.

Establish or revise policies and adopt reasonable rules and regulations. New copies of rules/policies
and regulations effecting members of the bargaining unit will be given to the employees.

Continue its policies and practices of assignment and direction of its personnel, determine the
number of personnel and scheduling of all the foregoing, and the right to establish, modify or
change any work or business not in conflict with the specific provisions of this Agreement.

Determine the services, supplies and equipment for its operations and to determine all methods and
means of distributing, disseminating and/or selling its services and the methods of operation, the
means, methods and processes of carrying on the work and the institution of new and/or improved
methods of changes therein.

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

Determine the placement of operations and the source of materials and supplies.
Determine the financial policies including all accounting procedures, and all matters pertaining to
public relations. As part of the Employer accounting procedures, the Employer may convert leave

time from days to hours.

Determine the size of the administrative organization, its functions, authority, amount of
supervision and table of organization.

The exercise of the foregoing powers, rights, authority, duties and responsibilities by the Employer, the
adoption of policies, rules, regulations and practices in furtherance thereof, shall be limited only by the
specific and express terms of this Agreement, and then only to the extent such specific and express terms
thereof are in conformance with the Constitution and laws of the State of Michigan and the Constitution and
laws of the United States.



ARTICLE 3
Union Security

Membership in the Union is not compulsory. Regular employees have the right to join, not join,
maintain or drop their membership in the Union as they see fit. Neither party shall exert any
pressure on, or discriminate against, any employee as regards such matters.

If any provisions of this Article are invalid under federal law or laws of the State of Michigan, such
provisions shall be modified to comply with the requirements of federal, state, and city law, or shall
be renegotiated for the purpose of adequate replacement. Written notice shall be provided declaring
such invalidity, thereafter negotiations shall commence within a reasonable time.

The Union agrees to save the Employer harmless from all legal fees, salaries, payments or any
expenses incurred in the enforcement of this Article of the Agreement.



ARTICLE 4
Use of Building and Bulletin Boards

Upon request to the Assistant Superintendent for Administrative and Business Services, or his
designee, the Union and its members may be permitted to meet at the Board of Education Building
if appropriate facilities are available and operating staff is on duty. All requests for such meetings
must be in writing three (3) working days prior to the requested meeting. If any custodial services
are required for such meetings, the Employer may make a reasonable charge for the services
provided.

The Employer shall allow the Union to use one (1) bulletin board in the employees' lounge of each
building for posting notices set forth in Section I, below:

1 Notices shall be restricted to the following types:
a. Notices of Union recreational and social affairs.
b. Notices of Union elections pertaining to employees within this Unit.
C. Notices of Union meetings and educational classes.
2. Bulletin boards shall not be used by the Union or its members for disseminating

propaganda of any kind whatsoever and, among other things, shall not be used by the
Union for posting or distributing pamphlets or political matter of any kind whatsoever.



ARTICLES
Hours of Work

The Employer retains the right to schedule the work hours of employees according to the needs of
the District. Moreover, nothing contained in this Article shall be construed as a guarantee of hours
worked per day or per week. The Employer agrees to discuss any proposed general change in the
hours of work for any group of employees, in advance, with the Union.

The normal working day will be from 8:00 a.m. to 4:30 p.m., Monday through Friday. When
appropriate for a job assignment, an alteration in the normal working day may be designated with
seven (7) working days advance notice or less than seven (7) working days advance notice by
mutual agreement (example: 7:30 a.m. to 4:00 p.m.). All employees shall be entitled to a duty-free,
uninterrupted one (1) hour lunch period, the time of which shall be determined by each employee’s
supervisor. However, all one (1) hour lunch periods shall be scheduled between the hours of 11:30
a.m. and 2:00 p.m. except in those emergency situations where both the supervisor and employee
agree otherwise.

Employees shall be paid time-and-one-half for all hours worked beyond seven-and-one-half (7.5) in
a day or thirty-seven-and-one-half (37.5) hours in any one week, Monday through Sunday. At the
employee's option and with the supervisor's approval, compensatory time may be used as an
alternative to time-and-one-half payment for overtime. The compensatory time will be calculated
on the same basis as monetary payment. Overtime will first be offered to the employee who
would normally perform such work. Should this employee decline, the overtime will be offered
to other employees within the same department on a rotating basis, provided the employee(s)
possess the skills and qualifications necessary to perform the tasks. First consideration will be
given to qualified bargaining unit members.

Should the employees in the department decline, the Employer will resolve how the work is to be
performed.

Employees in this Unit who choose to do secretarial work for separately funded projects outside the
normal workday shall be paid at a uniform rate roughly equivalent to average time-and-one-half
compensation for secretaries. The Business Office will establish said rate annually.

Nothing in this Article shall require the Employer to keep its buildings open in inclement weather or
Act of God. In those instances when it is judged appropriate because of severe inclement weather
to close the student portion of the Employer's operation, employees may be required to report for
duty. Those employees not reporting upon request shall have the day charged to either personal,
vacation, or unpaid leave time or have the option of rearranging the work schedule, with mutual
agreement of the supervisor. The employee will have the option to select which type of leave,
personal, vacation, or unpaid leave will be charged.

The Employer shall notify employees by announcing said closing on the Employer’s website and
thru School Messenger or other electronic alert system. The Superintendent, or his designee, shall
make every effort to announce school closing one (1) hour before the time required for the earliest
employee reporting time.

Bargaining unit employees who choose to work and are selected for a posted summer position shall
be paid at the hourly rate of pay for the current school year. Such employees will also receive their
monthly sick leave allowance for that period of time and may use their accumulated sick leave
during the summer work period.
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ARTICLE 6
Steward

At times mutually agreed to with the supervisors of the parties involved, the Chief Steward shall be
allowed, while on the Employer's property, reasonable time during working hours to present,
process, and investigate grievances without loss of pay.

Should the exercise of this Article lead to abuse in the form of excessive lost time, the Employer
shall notify the Union in writing that such abuse exists. Should no corrective action be taken by the
Union within thirty (30) calendar days after notification, the Employer shall have the right to
suspend the revisions of this Article and for the remainder of the contract term, grievances shall be
processed and investigated during non-working hours.

The Union's Chief Steward shall cooperate with the Human Resources Office in the orientation of
new employees and, specifically, in making employees cognizant of the terms and conditions of this
Agreement. To that end, all new employees will have a meeting with the Steward and the Executive
Director of Human Resources or designee.

The Human Resources Office shall notify the Chief Steward of the Union in writing of any new
hires into the bargaining Unit, or terminations from same, within ten (10) working days of such
occurrences.



ARTICLE 7
Vacancies, Promotions and Transfers

Vacancies and new positions within the Unit shall be filled, if possible, from the ranks of the
employees who are the most qualified, at the time of the posting, by possessing the necessary
training, previous experience, work attitudes, ability to get along with others, and health. In case of
equal qualifications, seniority shall prevail.

Job vacancies will be posted in a conspicuous place for a period of five (5) working days in each
operating building prior to the interviewing of outside applicants. In addition, during this period,
copies of any such notices shall be sent to the Union Steward, who may request more copies, if
necessary. Employees interested in a posted vacancy shall apply within the five (5) working day
period in order to be considered for the job vacancy. Upon written request to Human Resources,
employees not scheduled to work during any period will be notified by US mail of any anticipated
vacancies within the Unit.

The Employer agrees to fill vacancies within sixty (60) working days from the last date of the
internal posting. In the event the Employer is unable to fill the vacancy within such time frame, the
Employer will notify the Union, in writing, of its reason(s) for non-compliance.

If an employee who applies is not selected to fill the opening, the member shall receive, on request,
a written statement as to the reasons for selection of the successful candidate. A copy of said notice
shall be forwarded to the Union Steward.

Employees who have been transferred to a job of higher classification will be at the same
experience Step level in the new classification. Employees who have been transferred to a lower
classification will be at the same experience Step level in the new classification.

A former employee of WISD, if re-hired, shall be treated as a new employee with seniority
beginning at the date of re-hire.

Employees who accept assignments with the school district outside the bargaining unit will have
their seniority frozen. Such employee is entitled to the first posted vacancy for which he/she is
qualified, but does not have access to the "bumping" procedure.

The Employer shall have the final authority to assign all classified personnel after the posting and
other policies as listed above have been followed, and after consultation with the employee and the
employee's immediate supervisor. The Union shall receive notification of all assignments. If a
position is upgraded, it may be granted to the incumbent without posting, or the position may be
posted. This decision is to be made by management unilaterally

When a new job title or classification is created that falls within the jurisdiction of the Union the
Employer will notify the Union of the proposed pay rate for the new position. The Union will have
fifteen (15) working days after said notification to request negotiations on the proposed rate. If the
Union fails to request negotiations within the fifteen (15) days, the Employer’s proposal will be
adopted.



The Union shall have the right to request that a position be upgraded by submitting a request to
Human Resources. The administration shall evaluate the Union’s request and respond to it within

ninety (90) days after its submission. The decision of the administration shall be final and not
subject to the grievance procedure.

If an employee applies for a position and the posting is cancelled, the applicant shall be notified.



ARTICLE 8
Discharge, Demotion and Discipline

All new employees will serve a sixty (60) workday probationary period. Employees shall not
receive payment for absence for any reason during the probationary period. At the end of the
probationary period, the employee, if eligible, shall receive credit for sick leave days and vacation
time from the original date of hire. At the end of the probationary period, an employee who has
used sick days during the probationary period may be paid for same with an appropriate subtraction
from the accumulated total. During the probationary period, the Employer shall have the right to
discharge, demote or lay off employees without regard to the provisions of this Agreement.

If a supervisor is dissatisfied with the on-the-job performance of an employee, he/she shall meet
with the employee in regard to that problem. The non-probationary employee may have a Union
representative present at that session.

The responsibility for the suspension or dismissal of any employee for any just cause shall lie with
the Superintendent. The non-probationary employee may, however, consult with the Union prior to
this action.

The non-probationary employee in question may appeal the suspension or dismissal through the
Union with such appeal being subject to Step 2 of the Grievance Procedure (see Article 12 —
Grievance Procedure, page 13).

If the employee has been suspended and later reinstated, he/she will be reimbursed his/her usual pay
rate for all time lost except where a penalty is deemed necessary by the Employer. In such cases,
the non-probationary employee may appeal to the Union.

A demotion shall be defined as changing the employee's classification and salary to one in a lower
classification. It shall not be deemed a demotion if the change is requested by the employee.
Demotion shall occur for one of the following two reasons:

1. A reduction of the work force
Or

2. An inability to capably perform the duties required for the position.
In the latter case, written, detailed evidence of inability shall be required as proof.

Employees being demoted or released shall be notified by personal interview with an Assistant/
Associate Superintendent.

All employees shall be entitled to representation by the Union in all matters referred to in Article
12, except probationary employees in matters of discipline or discharge.

Employees hired on a temporary basis for a specific period of less than ninety (90) days shall be
excluded from terms and conditions of this Agreement.

An employee who is discharged after more than one (1) year of service shall be entitled to unused
vacation time.



ARTICLE9

Lay-Off and Recall

In any reduction of staff, the following shall be applied:

A

The Employer will notify in writing each employee whose position is being eliminated or who is
being laid off and simultaneously notify the union. Employees, whose positions are terminated or
who are laid off, will receive at least fifteen (15) days notification and shall exercise their
contractual rights within fifteen (15) days of their notification.

A bargaining unit member whose position is eliminated may first transfer to a vacant position in the
classification and work year affected by the lay off. If there is no vacant position in the
classification affected by lay off, the bargaining unit member may "bump" the least senior employee
in the affected classification and work year, provided he/she is qualified for the position.

In the event that there is no less senior employee in the affected employee's classification, the
affected employee may transfer to a vacancy in the next lower classification and work year. If there
is no vacancy in the next lower classification, the bargaining unit member may "bump" the least
senior employee in the next lowest classification and work year, provided he/she is qualified for the
position.

Any employee who is laid off as a result of paragraph B or C may "bump" in the same manner,
provided he/she is qualified for the position.

No employee shall be entitled to "bump" into a position for which they do not have the present
ability to perform the work.

Should an employee not desire to exercise these "bumping" procedures; he/she shall take a
voluntary layoff and be placed on a "preferred eligibility" list. Should there not exist a less senior
employee in the affected classifications or should the Employer determine the employee to be
unqualified for a position, he/she shall be laid off and placed on a "preferred eligibility” list. Such
employees shall be notified by the Employer of all such subsequent vacancies and shall be granted
ten (10) days to make application in accordance with Article 7, Section A. If an employee is not
selected for a position within one (1) year, the employee shall be terminated. "Preferred eligibility"
shall not be construed to mean preferment over personnel with superior seniority who are not on
layoff status.

Recall shall occur in order of reverse seniority for the pay grade of the vacancy or above.
In determining pay rates, bargaining unit seniority will be applied.

Temporary personnel who are outside of the bargaining unit shall not be assigned bargaining unit
work if there is a union member on layoff that is certified and qualified to fill the position.
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ARTICLE 10
Seniority

Employees shall earn seniority based on their date of hire or promotion to a classification in the bargaining
unit. Employees who are scheduled to work a 191-day year will be granted a full year of seniority if they
work said year. Seniority will be adjusted for any unpaid absences of more than thirty (30) consecutive
workdays. There shall be no seniority for probationary employees. The Board shall maintain an up-to-date
seniority list which shall be posted after January 30" of each year.
An employee shall lose his/her seniority for the following reasons:

He/she quits or retires.

He/she is discharged and the discharge is not reversed through the grievance procedure.

He/she fails to return to work within ten (10) calendar days after the issuance of a Board notice of

recall by registered or certified mail to the last known address of such employee as shown by the

Board’s records.

Not withstanding the above, an employee who has been off work for a work-related disability shall continue
to accrue seniority for two (2) years.

In the event an employee is transferred to a position outside the bargaining unit, he/she will have his/her

seniority frozen. Employees returning to the bargaining unit shall retain all rights provided for in the
Agreement.
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ARTICLE 11
Resignation

Any employee desiring to resign shall submit his/her resignation in writing to the Human Resources
Office a minimum of two (2) weeks prior to the effective date of resignation.

Any employee who resigns after one (1) year of service shall not forfeit his/her right to earned
vacation time. Employees resigning prior to one (1) year of service shall forfeit earned unused
vacation time.

Any employee who discontinues services without proper notification forfeits any rights and

privileges which may have been granted by the Washtenaw Intermediate School District to its
employees.
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ARTICLE 12
Grievance Procedure

It is mutually agreed that all grievances arising under and during the terms of this Agreement shall
be settled in accordance with the procedure herein provided. Every effort shall be made to adjust
controversies and disagreements in an amicable manner between the Employer and the Union. A
grievance is defined as an alleged violation of a specific Article and Section of this Agreement. If
any such grievance arises, there shall be no stoppage or suspension of work on account of such
difference; but the grievance shall be submitted to the following grievance procedure.

Matters excluded from consideration under this procedure shall include:

1 All matters related to the evaluation of employees.
2. Any matter related to probationary employees including discipline and their continued
employment.
3. Verbal discipline and/or counseling whether verbal or written.
Step 1

By conference between the aggrieved employee, the Steward, or both, and the immediate
Supervisor, the parties will attempt to reach mutual agreement on a resolution.

Step 2

If the grievance is not settled in Step 1, the Union may, within five (5) working days of 1) the
incident giving rise to the grievance and 2) when the Union should reasonably have been aware of
the incident, reduce the grievance to writing on the regular grievance form provided by the local
Union and deliver same to the designated Employer representative as a request for a meeting
between Union representatives and an Assistant/Associate Superintendent, to review the matter.
Such meetings will be held within five (5) working days from date of said written request, and the
Employer will render its decision within five (5) working days thereafter.

Step 3
If the grievance is not settled in Step 2, the employee and/or Union, within five (5) working days
after receipt of the answer in Step 2, may appeal to the Superintendent. The Superintendent will
give the employee and/or Union representative involved an answer in writing no later than seven (7)
working days after receipt of the appeal from Step 2.

Step 4
In the event that a grievance is not satisfactorily settled at Step 3, the Union shall within ten (10)

working days refer the dispute to the Michigan Employment Relations Commission for the purpose
of mediation.
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Step 5

In any grievance involving suspension and/or discharge of an employee, the grievance may be
submitted to arbitration provided such submission is made within ten (10) working days after
receipt of the last Step answer. Selection of the arbitrator shall be by mutual agreement of both
parties, and both parties agree to be bound by the arbitrator's final decision. The cost of any
arbitration under this Step shall be borne equally between the parties.

In the event that a grievance is upheld as a result of mediation, no claim for back pay or other
benefit based thereon shall exceed the pay and other benefits to which the grievant would have been
entitled except for the grievance, less any unemployment compensation (except to the extent it must
be repaid to the state).

Any grievance not appealed within the time limits shall be deemed settled on the basis of the earlier
response. This and all other limits, however, may be extended by mutual consent of the parties.

Alternate Step 5

In the event the Union is not satisfied with the disposition of the grievance at Step 4, the Union
must provide written notice of intent to submit the grievance to arbitration within fifteen (15) days
of the conclusion of mediation at Step 4.

After receipt of a notice of intent to arbitrate, the parties shall meet in an attempt to mutually agree
on an arbitrator. If the parties are unable to mutually agree on an arbitrator, the moving party may
submit the matter to the American Arbitration Association requesting that an arbitrator be selected
with their assistance and under their rules. All arbitral proceedings shall be conducted in
accordance with the rules established by the American Arbitration Association.

The arbitrator shall have no power to amend, alter or modify this Agreement or any supplementary
agreement. The arbitrator shall base the decision solely on the express written provisions of the
agreement. The arbitrator shall not substitute his/her discretion for the discretion of the employer.
The award of the arbitrator shall be based exclusively on evidence presented at the arbitration
hearing and the award shall not be based on other extra contract matters not specifically
incorporated in this Agreement.

There shall be no appeal from the arbitrator’s decision. It shall be final and binding on the Union,
the Board, and on all parties.

The arbitrator shall have no power to establish salary schedules or set or alter hourly rates.

No decision of an arbitrator in any one case shall require retroactive adjustment in any other case.
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ARTICLE 13
Health and Welfare

The employer will provide, upon application, to full time bargaining unit employees, a flexible
compensation plan as outlined in Appendix II.

A joint management/union committee will meet at least two times per year to review the financial results of
the plan and to recommend options for plan modifications. If financial information is not available prior to
December 1, the committee will meet as soon as possible at a mutually agreeable time.

Beginning January 1, 2012, employees enrolled in health coverage, dental coverage, and vision coverage
shall pay 10% of the total cost of the coverage. This 10% contribution is in addition to any co-pays,
deductibles and coinsurance paid in conjunction with the utilization of the health, dental, and vision
coverage. The 10% contribution toward the cost of the health, dental, and vision coverage shall be taken
out of the Employee's pay on a pre-tax basis beginning with the first pay in January 2012 and then as
evenly as possible for the remaining pays of the year. This paragraph will expire as of November 1, 2012.

The Employer will implement the aggregate hard cap for health/medical benefits in conformance with PA
152 of 2011 using a modified rate methodology to more accurately reflect industry practice for pricing
single, two-person and full family coverage. The Employer will offer a selection of health/medical care
options through a single carrier or health care administrator. The underlying coverage levels of at least
two of the offered health plans will be the same as the coverage levels of the PPO-type plans offered as of
June 30, 2013 with the exception of the option which will be identified as the “HMO” option which will
have no out-of-network coverage. Co-pays, deductibles and co-insurance, if applicable, may vary between
options.

Beginning January 1, 2012, if an Employee’s spouse and/or dependent has health coverage available to
them through their employer or a government-sponsored plan, they are encouraged to enroll in that
coverage. If they do not enroll, the Employee must pay 10% of the annual cost difference between the
individual coverage and the two-person or full family coverage.

A joint Union/Management committee will meet at least two times per year working collaboratively to
identify an appropriate wellness plan and incentives to reduce overall health care costs.

Notwithstanding any other provision of this Agreement, the parties understand that health benefits
described herein are subject to the Affordable Care Act (“ACA”) and that the ACA has many required
provisions with varying effective dates. The parties agree that the District may amend the health plan to
the extent necessary in order to ensure compliance with the ACA. For the contract period starting July 1,
2013 and ending June 30, 2014, the parties agree that discussion of any health care plan changes as a
result of the ACA will take place in the Health Care Committee that includes representatives from
Teamsters.
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ARTICLE 14
Section 1 - Sick Leave

Sick Leave - Each employee shall be entitled to accumulate sick leave at the rate of 11.25 hours per
month worked, including time on earned leave. After two (2) years of employment in the district,
the individual employee shall have his/her sick hours credited during the first month of work for the
coming school year. A terminal leave payment of all accumulated unused sick leave above 900
hours will be paid upon retirement to the employee at $30 per every 7.5 hours, up to a maximum of
$2,000. To be eligible for such payment, an employee must be eligible and file a retirement
allowance under the MPSERS Fund. Sick leave will be used only for personal illness or injury, or
death in the family.

Sick leave shall be defined as:

1 Personal illness of the employee due to infectious disease, contagious disease, organic
defects, and mental disorders. Sick leave shall also include a physical disability caused as a
result of accidental injury.

2. Serious illness or injury in the immediate family of up to 112.5 hours within three
consecutive fiscal years (Julyl-June 30), without the approval of the Employer, and up to
37.5 additional hours in this same 3-year period for a documented medical condition.
Additional time may be approved upon request to the Superintendent. Also, upon
request, the employee shall receive an accounting of days used.

3. Up to 22.5 hours may be taken for bereavement in the immediate family. Fifteen (15) of
these 22.5 bereavement hours may be taken for persons outside the immediate family,
provided the request is pre-approved by the supervisor. Additional time for bereavement
may be approved upon request to the Superintendent. Should the employee decide to use
personal leave for this additional time, an exception to the three (3) day notice for use of
personal leave will be made.

4, For bereavement of husband, wife, daughter, son, mother, father, the employee may
request, upon return, Superintendent’s approval up to 15 additional bereavement hours.
Such approval shall not be unreasonably denied.

For the purposes of 1, 2, and 3, immediate family shall be defined as mother, father, sister, brother,
husband, wife, daughter, son, grandparents, grandchildren, mother-in-law, father-in-law, step-
parents, step-children. The Employer may require a physician's written statement as to the ability to
perform their required duties. The Employer normally will not require a statement for every
individual day, but may require one in the following instances:

1 If the employee has an excessive absentee record. The employer may require that the
employee be evaluated by the employer’s physician.

2. After fifteen (15) consecutive hours of sick leave taken.
3. In employee absence the day before and/or the day after a holiday, vacation period or
unpaid spring break, unless exception has been granted by the Employer. Requests for an

exception may be made to the appropriate Assistant/Associate Superintendent, and a
determination may be made on an individual basis.
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Employees who use 22.5 or less sick hours during the prior fiscal year shall receive a lump sum
payment of $400 in December of the qualifying year. Employees who use 37.5 or less sick hours
during the prior fiscal year shall receive a lump sum payment of $200 in December of the
qualifying year. These payments are not cumulative; an employee qualifies for one payment or
other. Bereavement hours shall not count as sick hours for the purposes of this attendance
incentive. Upon resignation or termination before December of the qualifying year, the staff will
forfeit their right to payment. An employee must work one complete fiscal year (July 1 — June 30)
before being eligible for the attendance bonus.

A Teamsters’ bargaining unit employee may donate up to fifteen (15) hours of his/her accumulated
sick leave to another Teamsters’ bargaining unit employee who has used (or shall use) all of his/her
sick leave and is facing personal long term illness or death of a family member. A transfer of sick
leave is only allowed in the donating employee’s wage is greater than or equal to the recipient’s
wage. An employee may not receive more than a total of seventy-five (75) donated hours during
the period of a school year. An employee shall not receive more than two hundred and twenty-five
(225) hours during the employee’s duration of employment at the WISD.

An employee’s participation is strictly voluntary. A Teamsters’ bargaining unit employee who
wants to transfer earned sick leave to a Teamsters’ bargaining unit employee may apply to do so by
completing the Transfer of Sick Leave form and submitting it to the Human Resources Department.
A Teamsters’ bargaining unit employee that wants to utilize sick leave (donated or otherwise) must
complete the standard leave of absence request form (or system) furnished by the Employer and
follow the standard procedure set forth in the Teamsters’ Agreement. The Sick Day donation
provision will sunset on June 30, 2016 unless renewed by the parties.

Section 2 - Personal Days
Each employee shall be allowed 22.5 hours per year for time necessary to conduct personal business

transactions which are impossible to do on the weekend or after the employee's hours of work.
Employees hired during the course of the contract year will receive personal leave days as follows:

July - September 22.50 hours
October - December 16.875 hours
January - March 11.25 hours
April - June 5.625 hours

The request for personal business hours must be made, at least three (3) days prior to the requested
date, to the employee's immediate supervisor. Personal business hours may not be taken
immediately preceding or following a holiday, vacation period, or unpaid spring break. Requests
for an exception to this may be made to the appropriate Assistant/Associate Superintendent, and a
determination made on an individual basis by him/her. In case of an emergency, the Assistant/
Associate Superintendent may approve personal business hours for the employee. Unused personal
business hours shall be added to sick leave accumulation at the end of each employment year.
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Section 3 - Jury Duty

Any employee who is a regular full-time seniority employee shall be granted a leave of absence not
deductible from earned sick leave for jury duty. The employee shall be paid the difference between
pay as a juror and a regular salary. For legally required attendance due to subpoena, the employee
may use up to 7.5 hours of sick leave per year. In order to qualify for this provision, the employee
must provide the employer with documentation of the subpoena. This request must be pre-
approved by the supervisor.

Section 4 - Leave of Absence

Leave of Absence - After an employee has been employed for one (1) year or more, the employee
may be granted up to one (1) year leave of absence, without pay or fringe benefits, for:

1 Prolonged illness in the immediate family.

2. Serving in any elected or appointed position. A leave of absence will not be granted to an
employee elected or appointed to the Michigan Legislature (Const. 1963, Art. 4, §8).

3. lliness (physical or mental).
4. Child care leave.
5. Military service if drafted or called from reserves.

Employees with five (5) or more years of service who have an approved leave of absence for
physical or mental reasons or compensable injury pursuant to Article 13, Section E, will have
hospital/surgical/major medical insurance (if they have selected such benefits) continued at
Employer expense for a period of three (3) months.

In approved leaves of absence for a period of up to six (6) months, the employee shall have the right
to return to the position which he/she left without loss of status. In such cases, the Employer has the
right to make a temporary assignment at the probationary rate of pay for that classification for the
duration of the leave. In approved leaves of absence for a period exceeding six (6) months, the
employee shall have the right to return to the first vacancy for which he/she is qualified.

Written application for such leave shall be made by the employee to their immediate supervisor and
the Human Resources Office. Leaves of absence as described shall be without compensation from
the Employer.

Section 5 — Leave Notification

30-day advanced written notice by the employee shall be provided for unpaid leave and non-
emergency paid sick leave beyond three (3) consecutive working days. Failure to provide
advanced notice may result in denial of the leave. Emergency unpaid medical leave may be
exempt from the notice requirement.

Non-emergency sick leave is defined as an elective medical procedure or a medical procedure
that can reasonably be scheduled 30 or more days in advance.
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If a request is made by an employee to waive the 30-day notice requirement under this section for
non-emergency leave for medical reasons, the employee shall request a meeting with the
Superintendent or designee to discuss the circumstances related to the waiver. The employee
shall have the right to be accompanied by a union representative. The meeting shall be held and
the Superintendent or designee shall respond to the waiver request in writing within five (5)
working days.

Section 6 - Child Care Leave

An employee who desires a child care leave will file a written application with the Human
Resources Office and the immediate Supervisor as soon as possible and no later than sixty (60) days
prior to the commencement of leave and providing the beginning date of such leave is after at least
one (1) full year of seniority and at least twelve hundred and fifty (1,250) hours of work in the last
twelve (12) months. Such application shall include a signed statement by a physician indicating the
expected date of delivery and the ability to perform the work until leave commences. Child care
leaves will be granted for a period of up to one (1) year and may be extended upon subsequent
application. Child care leave shall be without pay and may begin prior to the anticipated delivery
date. The Employer shall continue paying the employee's hospitalization coverage during a child
care leave, for no more than four (4) months past delivery or hospital stay of mother and/or child.
The employee may elect to continue this hospitalization insurance at group rates at her own cost
subject to the regulations of the insurance carrier.

The Employer may require the employee's physician to state that the employee is able to return to
active service, prior to that return.

Prior to commencement of child care leave, the leave request may be canceled by the employee.
Child care leave will also be granted to employees in the event of the adoption of a child. The Board
shall grant leave for adoption provided that the employee applies in writing at least sixty (60)
calendar days prior to the date such leave is to commence. Said request for leave shall include a
prospective commencement date and a desired end date; the District recognizes unforeseen
circumstances may require modification of the original notice. Leaves for this purpose shall be
granted for a period up to one year and may be extended upon subsequent application. In the event
that an employee can not comply with the above conditions, the right to such a leave and/or the
right to return may be denied by the Employer.

Section 7 - Compensable Injury
An employee who suffers injury compensable under the Worker's Compensation Act shall at his/her

option be compensated in either one of the following two methods. For each Worker's
Compensation claim, the choice of the employee, once made, shall remain unchanged.

1. The benefits for which he/she is eligible under the Worker's Compensation Act with no
deduction from sick leave
Or
2. The benefits for which he/she is eligible under the Worker's Compensation Act

supplemented by the difference necessary to equal his/her net salary, which difference shall
be charged against accumulated sick leave on a pro-rated basis.
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ARTICLE 15
Holidays and Vacations
Section 1 - Holidays

Holidays are designated in the calendar on an annual basis by the employer, in accordance with
Appendix .

Permanently assigned employees, working less than twelve (12) months (1,950 hours) but more
than nine and one-half (9.5) months (1,537.5 hours), shall be granted an additional paid holiday,

for a total of seventeen (17) holidays, if the employee’s planned work schedule is 208 workdays
(excluding holidays and vacation) or more.

Holidays occurring during an employee's vacation period shall not be charged against vacation time.

Holidays Except Those During Winter Recess

In the event that it is necessary for work to be done by members due to commitments to other
agencies, holiday work will be assigned on a voluntary basis, when possible. If it is not possible to
make assignments on a voluntary basis, such holiday assignments will be made on a seniority basis
with employees with the lowest amount of seniority being assigned first.

Employees working holidays shall receive compensation or compensatory holiday time at the rate
of time-and-one-half. Accumulated compensatory holiday time will be used within sixty (60) days
or before the end of the fiscal year, whichever is later.

Holidays During Winter Recess

As part of the yearly calendar of work days developed with their supervisor, Employees may be
asked to work days identified as Winter Recess holidays in Appendix I. If an Employee is required
to work one of these days, the Employee will be compensated at a double-time rate. Employees may
refuse to work December 24 and 25 and January 1. An Employee will not be required to work more
than five (5) of the Winter Recess holidays.

In the event the Employer determines that there is work to be performed for which the Employee
regularly assigned to perform that work is not available, this work will be made available to other
bargaining unit members the Employer determines are qualified to perform the work. If more than
one bargaining unit member is available to perform the work, the most senior Employee shall have
preference.

Section 2 - Vacations

All full-time 12-month employees (1,950 hours) shall be granted a vacation with pay computed as
follows:

0 to 5 years of service - 75 hours annually (6.25 monthly)

After 5 full years of service but less than 10 full years of service - 112.5 hours annually
(9.375 monthly)

10 or more years of service - 150 hours annually (12.5 monthly)
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If the employee’s hire date is the 15" or earlier then they will receive that month’s accrual.

Vacation leave shall be calculated and advanced to employees at the beginning of each fiscal year
or upon the start of employment. If an employee does not fulfill his/her annual work obligation,
vacation leave will be prorated for the year and considered earned at the monthly rate specified in
the chart above. If the employee’s termination date is the 16™ of the month or later, they will
receive that month’s accrual.

Permanently assigned employees, working less than twelve (12) months (1,950 hours) but more
than nine and one-half (9.5) months (1,537.5 hours), shall be granted vacation with pay on a
prorated basis.

0 to 5 years of service - 7.5 hours for every additional 33.75 hours over 1,537.5 hours

After 5 full years of service but less than 10 full years of service — 7.5 hours for every
additional 20.0 hours over 1,537.5 hours

10 or more years of service — 7.5 hours for every additional 13.125 hours over 1,537.5
hours

If the employee’s hire date is the 15™ or earlier then they will receive that month’s accrual.

Vacation leave shall be calculated and advanced to employees at the beginning of each fiscal year
or upon the start of employment. If an employee does not fulfill his/her annual work obligation,
vacation leave will be prorated for the year and considered earned at the monthly rate specified in
the chart above. If the employee’s termination date is the 16™ of the month or later, they will
receive that month’s accrual.

All the above prorated calculations will be rounded to the nearest one-half vacation hour. Example:
An employee with 0 to 5 years of service works 206 days. Prior to calculating paid vacation, the
employee would be paid for 220 days (206 work days + 15 holidays). This translates to 1,650 hours
(220 days x 7.5 hours/day). Therefore, the employee would receive 25 hours (112.5 ((1,650 -
1,537.5)) /33.75*7.5) of paid vacation in addition to the 1,650 hours.

The new increment for vacation accumulation shall be prorated to the nearest month. Employees
may not use vacation during the 60-day probationary period. Up to 37.5 hours of vacation leave
may be carried forward each year or staff may choose to be paid for up to 37.5 hours (5 days) of
unused vacation leave hours at the end of the fiscal year; the employee must choose one option or
the other. Payment for unused vacation will be made by the last pay in August for the previous
fiscal year. The maximum carryover accumulation shall be 37.5 hours. Annual leave extending
more than 150 consecutive working hours must have prior approval of the Superintendent of
Schools.

In scheduling vacation time, a senior employee has preference, provided application is made sixty
(60) days in advance. For employees with frozen vacation bank hours, the combination of frozen
vacation bank time and annual leave carryover may not exceed 225 hours.

Vacation leave shall be scheduled, when practicable, according to the desires of the employee and
the approval of the employee's immediate supervisor. When scheduling vacation time,
consideration shall be given to the ability of the employer to arrange adequate coverage.

Bargaining unit members employed on a 9.5-month (1,537.5 hours) or less basis do not generally
receive annual leave benefits but shall have the option for a four- or five-day unpaid leave at spring
break. If the employee has earned vacation leave under Section 2(F) of this article, the employee
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may use annual leave time during spring break. If the employee chooses either of these options or a
combination thereof, the option shall be communicated in writing to their supervisor and the Human
Resources Office on the first report day.

A 9.5-month employee, with one year of service or more in the district, transferring to a 12 month
position will receive a beginning balance of 37.5 hours and will accrue vacation days on the formula
already established in subsection F of this article.

A 12-month employee transferring to a 9.5-month position will have a period of up to two (2) years
from date of transfer to exhaust their previously accumulated vacation time based upon the
provisions of Article 15 - F and G.

Employees with a frozen vacation bank as of July 1, 2000, may use these hours with prior approval
of the supervisor, to reduce the number of work hours in the following year to no fewer than 1612.5
hours, unless the individual is retiring under the terms of the Michigan Public School Employees
Retirement System, in which case all accumulated days may be used to reduce the work year.

Employees with frozen vacation bank hours must use these hours before using unpaid days. Frozen

vacation bank hours that remain at separation will be paid at the employee’s rate that was in effect
on July 1, 2000.
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ARTICLE 16
Work Days

Employees will develop a yearly calendar of work days for approval by their supervisor. These
work calendars shall be filed in the Human Resources office.

In developing the work calendars, it is acknowledged that the needs of students and service to
constituent districts are of paramount importance.

In scheduling work days, a senior employee has preference should a conflict arise between the
proposed schedules of employees.
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ARTICLE 17

Continuing Contract Review

The Employer and the Union mutually agree that the terms and conditions set forth in this
Agreement represent the full and the complete understanding and commitment between the parties
hereto which may be altered, changed, added to, deleted from or modified only through the
voluntary mutual consent of the parties in an amendment hereto.

An implementation committee shall be formed for the purpose of reviewing the working
effectiveness of the contract and to attempt to resolve problems that might arise in its
implementation.

1

The implementation committee shall be composed of not more than two (2) representatives
of the Employer appointed by the Superintendent, and not more than two (2)
representatives of the Union designated by the Steward.

The implementation committee will meet as necessary as requested by either party. These
meetings are not intended to bypass the grievance procedure.

All meetings between the parties will be scheduled to take place as promptly as possible, at
times when employees involved are free from assigned responsibilities (unless otherwise
mutually agreed).

Each party will submit to the other, at least one (1) week prior to the meeting, an agenda
covering what they wish to discuss.

Failure to reach mutual agreement on any item discussed shall not constitute an unfair labor
practice or be the basis for a grievance.

Salary items shall not be considered under the terms of this Section.

Items considered under this Article shall not be subject to the mediation or fact finding
procedures of Public Act 379.

Should the efforts of the implementation committee result in a mutually acceptable amendment to
the Agreement, then the amendment shall be subject to ratification by the Employer and the Union.
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ARTICLE 18
Negotiation Procedures

At least ninety (90) days prior to the expiration of this Agreement, the parties will begin
negotiations for a new Agreement covering wages, hours, terms and conditions of employment of
employees covered by this Agreement.

In any negotiations described in this Article, neither party shall have control over the selection of
the negotiating representatives of the other party and each party may select its representatives from
within or outside the School District. It is recognized that no final agreement between the parties
may be executed without ratification by the Employer and the Union. The parties mutually pledge
that representatives selected by each shall be clothed with necessary power and authority to make
proposals and concessions in the course of negotiations, subject to such  ultimate ratification.

If the parties fail to reach an agreement in any such negotiations, either party may invoke the
procedures established under Public Act 379, as amended.

Members of the Union negotiating team, who are employees of the Employer, shall be released
from their normal duties without loss of salary when meetings of the two negotiating teams are
scheduled during their normal working hours.

Copies of this Agreement shall be provided at the expense of the Employer and presented to all
employees, or those hereafter employed by the Employer.

Individual statements shall designate wages, classifications, and dates of employment for the

following year, and shall be delivered within thirty (30) days after ratification of the Union's Master
Agreement.
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ARTICLE 19
No Strike Clause

During the life of this Agreement, the Union shall not cause or permit its members to cause, nor
shall any member of the Union take part in any sit-down, stay-in, slow-down, curtailment of work,
restriction of production, or interference of production of the Employer. The Union shall not cause,
nor permit its members to cause, nor shall any member of the Union take part in any strike or
stoppage of any of the Employer's operations or picket the Employer's building or premises during
the life of this Agreement.

The Union agrees it will take prompt affirmative action to prevent or stop unauthorized strikes,
work stoppages, slow-downs of work, picketing, or work interference of any kind by notifying the
employees that it disavows these acts. The Union further agrees that the Employer shall have the
right to discipline (including discharge) any or all employees who violate this Article. In addition,
the Employer shall have the right to obtain injunctive relief in any court of competent jurisdiction
and/or it shall have the right to terminate this Agreement by notice in writing to the Union, in
addition to any other remedies it may have.

The committee-person and officers of the Local shall take prompt affirmative action to try to
prevent any wildcat strike, work stoppage, slow-down of work, picketing, or work interferences of
any kind.

The Employer, for its part, agrees that there shall be no lock-out during the term of this agreement.
This lock-out provision shall not apply in the event of an unauthorized strike.
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ARTICLE 20

Section 1 - Personnel Records
By appointment with the Human Resources Office, a staff member shall be allowed to review the
contents of his/her personnel file. Privileged information sought at the time of employment is
specifically exempted from review. Only one central personnel file shall exist.
If the employee refuses to initial the materials shown to him/her, the Employer may use the
materials if an attempt has been made to obtain the employee's initials in the presence of the Union
representative. The Union representative may be asked to witness and/or initial that the material
has been presented to the employee.
No evaluations, correspondence, or other material making reference of an employee's competence,
character, or manner shall be kept or placed on file without the employee's knowledge and
opportunity to attach his’/her own comments. A less than satisfactory evaluation  may be removed
after two (2) consecutive satisfactory evaluations within a two-year period.
The Employer shall give consideration to a written request by an employee to add or remove any
item from the employee's personnel file. Denial of such a request will be in writing with a copy to
the Union.

Each file shall have a cover sheet upon which shall be indicated the date of insertion of material, the
subject and origin of the material.

Section 2 - Evaluations
The goal of the evaluation process is to create and maintain a satisfactory level of performance.

Following the probationary period as defined in Article 8-A, an evaluation will be completed during
the first year of employment.

Following a satisfactory first year, employees will be evaluated at a minimum every two (2) years.

A copy of the evaluation shall be given to the employee.
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ARTICLE 21

Wage Guidelines

2015-2016*
*represents a 0 % increase

Hourly Rate
Clerk $16.49
Receptionist $16.49
Secretary | $16.96
Secretary |l $17.79
Secretary Ill $19.46
Technician | $18.15
Technician 11 $18.39
Technician 11 $20.66
Technician IV $23.31

2015-2016*

*represents a 0% increase

Hourly Rates for New Employees hired after July 1, 2012

Date of Hire End of 1% Year

Step 1 Step 2
Clerk $15.67 $16.49
Receptionist $15.67 $16.49
Secretary | $16.12 $16.96
Secretary Il $16.90 $17.79
Secretary Il $18.49 $19.46
Technician | $17.23 $18.15
Technician 11 $17.46 $18.39
Technician 11 $19.64 $20.66
Technician IV $22.14 $23.31

During the 2015-2016 school year, an $850 off-scale payment will be made to all full-time
employees. This payment will be paid in equal installments with each pay check, beginning with
the first pay of the fiscal year. Employees of the bargaining unit with less than a full-time
schedule will have the off-scale payment prorated. For employees that do not work a full school
year due to beginning or ending employment, or for any other reason, the payment will be
prorated based on the fraction of the number of days worked divided by the total number of work
days for a full-time, full school-year employee.
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ARTICLE 22
Longevity

Professional development training should extend beyond the basic expectations and essential duties of
the position. This training requirement of 25 clock hours within 5 years must include 5 hours beyond the
regular work day. MSBO/MIEM certification applicable to the Employee’s current position may be
achieved during this training requirement. Classes/training/workshops directly related to the basic
expectations of the employees’ job responsibilities will not, as a rule, be approved. Up to 10 hours may
be sponsored by WISD staff development or training through other institutions.

The employee and supervisor will meet to develop a written professional development plan that meets the
longevity criteria. Once completed, the plan will be submitted, 1-3 years prior to the qualifying year (but
no later than October 1 of the qualifying year), to the assistant superintendent for approval within a 30-
day period. The assistant superintendent places the approved plan in the employee’s personnel file. The
employee notifies the supervisor when the professional development plan is completed. The supervisor
will send written notification of plan completion to Human Resources so payment can be authorized.

Longevity accrued before June 30, 1998 will be frozen. Beginning July 1, 2008, an annual non-
cumulative longevity payment of base salary plus:

$750 at the beginning of year 6

$1,750 at the beginning of year 11
$2,250 at the beginning of year 16
$2,750 at the beginning of year 21

Will be paid to employees who qualify by completing professional development requirements as follows:
25 hours completed before the beginning of year 6
50 hours completed before the beginning of year 11

75 hours completed before the beginning of year 16
100 hours completed before the beginning of year 21

29



ARTICLE 23
Training and Conference Funds

The Assistant Superintendent, Business Services, will notify the union of the amount available for
member conference or inservice, or certification reimbursement during the succeeding twelve (12)
months. During the life of the agreement, this amount will not be less than $4,000 per year. A
union committee will be established to consider requests and to allocate the budget, consistent with
administrative reimbursement policies.

Prior to submission to the union committee, each request for conferences and training must have the
approval of the immediate Supervisor and the Director, Administrative Services. Each conference
application shall contain justification supported by the immediate Supervisor.

Upon resignation, staff will forfeit their privilege of attending conferences.
The union agrees that the administrative staff may require employees to attend workshops,
trainings, and conferences related to their current job descriptions. Staff shall attend WISD

sponsored training activities as directed by the administration. The administration shall fund these
directed activities with funds other than the union training/conference budget.
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ARTICLE 24

Miscellaneous Provisions

The provisions of this Agreement and the wages, hours, terms and conditions of employment shall
be applied without regard to race, creed, color, national origin, age, sex, marital status, or
membership in, or association with, the activities of the Union.

This Agreement shall supersede any rules, regulations, or practices of the Employer which shall be
contrary to, or inconsistent with, its terms. It shall likewise supersede any contrary or inconsistent
terms contained in any individual statements heretofore in effect.

If any Avrticle or Section of this Agreement shall be held to be contrary to law by a court or tribunal
of competent jurisdiction, from whose final judgment no appeal has been taken within the time
provided for doing so, such provisions shall be void and inoperative. However, all other provisions
of this Agreement shall continue in effect.

The Union agrees that the members of the bargaining unit will not engage in activities during
working hours that may detract from their productivity. Members will not use District telephones
for personal business during the working day. Reasonable consideration will be given to
emergencies.

The Employer agrees to furnish to the Union, in response to reasonable requests, all available
information concerning the financial resources of the District.

Members of the union will function as part of a team with duties assigned by the Employer.
Supervisors and employees not covered by the Agreement may assume the assigned duties in an
emergency or under extenuating circumstances, i.e., vacations, classified material, illness, etc. The
employer has and intends to continue to adapt new technologies, methods, means, etc., in order to
enhance efficiency of the operation.

Employees' children and/or pets shall not be brought to the place of work.

An employee attending approved meetings or seminars on his/her request, or at the direction of the
supervisor, will be paid expenses related to such meetings or seminars. This provision does not
imply that any employee will be approved to attend a meeting or seminar, but is a recognition that
expenses will be paid should an employee incur expense on behalf of the District.

"Days" stated in this Agreement shall be calendar days unless otherwise specified.

Either the Employer or the Union may request a special conference on matters of mutual concern.
Once requested, such a conference will be held as soon as practicable, but not more than five (5)
days after a written request is presented. Only matters listed on the request notice will be
considered. Any agreements or procedures agreed to at a special conference will not alter nor
conflict with provisions of the existing contract.
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Should an emergency financial manager be appointed to the District under the local government and
school district fiscal accountability act, 2011 PA4, MCL 141.1501 to 141.1531, they shall be
allowed to reject, modify, or terminate this collective bargaining agreement as provided in the local
government and school district accountability act 2011 PA4, MCL 141.1501 to 141.1531.

The citation for this provision is in the Public Employment Relations Act, MCL 423.215,
subsection (7).

For new initiatives of the organization, the employer needs to maintain its ability to ascertain the
long-term level of work. In this circumstance, the employer may contract for temporary
employee(s) as needed. Prior to contracting for a temporary employee, which may fall within this
bargaining unit, notice will be provided to the union steward thirty (30) calendar days, or as soon
as possible, prior to contracting for the temporary employee. If it is determined a long-term
position, which falls within the bargaining unit is necessary, the employer will post for a position
within one year.
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ARTICLE 25
Temporary/Emergency Assignments

In an emergency situation or under extenuating circumstances, a bargaining unit member may be assigned
by the Employer to perform the duties of another position that pays a higher job rate than the employee’s
current job. A bargaining unit employee that is deemed by the Employer to be working outside of their
classification for a period of 5 work days or more shall be paid an additional five percent (5.0%) of
his/fher hourly wage rate. Additional compensation as described above is intended for a short-term
arrangement not an ongoing compensation strategy.

The performance of work outside an employee’s regular duties should not conflict with or reduce
effectiveness of the employee’s performance of his/her primary job responsibilities.

The Employer will develop a process for a supervisor to request that an employee work outside of their
current classification in an emergency situation or under extenuating circumstances.

This provision shall not prevent the Employer from modifying job descriptions to adapt to new
technologies, methods, means, etc. in order to enhance efficiency of the operation.
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DURATION OF AGREEMENT

This Agreement shall be effective as of the date it was ratified by the Union and the Board and shall expire
June 30, 2016. This Agreement shall not be extended orally, and it is expressly understood that it shall
expire on the date indicated.

WITNESSETH

WHEREAS, the WASHTENAW INTERMEDIATE SCHOOL DISTRICT, an Intermediate School District
of the State of Michigan, has caused the foregoing Agreement to be executed by the President and Secretary
of said Intermediate School District, as directed and authorized by the Board of Education of said
Intermediate School District, and the TEAMSTERS STATE, COUNTY, and MUNICIPAL WORKERS,
and its LOCAL 214 have caused the foregoing Agreement to be executed by its duly constituted officers.

WASHTENAW INTERMEDIATE SCHOOL DISTRICT

By: By:
Diane B. Hockett, President Gregory A. Peoples, Secretary

TEAMSTERS, STATE, COUNTY MUNICIPAL WORKERS

By: By:
Vanessa Horning, Steward Allen Lewis, Business Representative
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APPENDIX |

2015-2016

HOLIDAYS - TEAMSTERS

July — Independence Day (1)
August and/or September — Friday before Labor Day, and Labor Day (2)
November — Thanksgiving Recess (2)
December and January — Winter Recess (10)
January — Martin Luther King (MLK) Day (1)

May — Memorial Day (1)
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