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ARTICLE I:

PREAMBLE

On the 23rd Day of June 2025, the Board of Education of Grant Public Schools, Grant, Michigan, hereinafter
referred to as the "Board" and the Grant Education Association of Grant, Michigan, hereinafter referred to
as "Association", in consideration of the mutual agreements contained herein, agree as follows:

WITNESSETH

Whereas the Board has a statutory obligation, pursuant to Act 379 of the Michigan Public Acts of 1965, to
bargain with the Association as the representative of its teaching personnel with respect to hours, wages,
terms and conditions of employment, and WHEREAS the parties, following extended and deliberate
professional negotiations, have reached certain understandings in consideration of the following, it is
hereby agreed:

RECOGNITION

A. The Board hereby recognizes the Association as the exclusive bargaining representative, as defined
in Section Il of Act 379, Public Acts of 1965, for all professional teaching and non-tenurable
personnel under contract. This includes tenure teachers, probationary teachers, guidance
counselors, advisors of extra-curricular activities and librarians but excludes per diem and
contracted substitute teachers taking the place of an absent or on leave teacher or filling a vacancy
not to exceed 90 days, supervisory and executive personnel and office and clerical employees and
excluding all others. The term "teacher," when used hereafter in this agreement, shall refer to all
employees represented by the Association in the bargaining or negotiation unit as above defined
and references to male teachers shall include female teachers.

The term "bargaining unit member" when used hereafter in this agreement, shall refer to all
employees represented by the Association in the bargaining or negotiation unit as above defined.

The term "teacher" when used hereafter in this agreement, shall refer to all employees subject to
the Michigan Teacher's Tenure Act.

The term "non-tenurable professional staff member" (NTPSM) shall refer to professional
employees who are not subject to the Michigan Teacher's Tenure Act and represented by the
Association in the bargaining or negotiation unit as above defined and references to male teachers
shall include female teachers.

B. The Board agrees not to negotiate with any teachers' organization other than the Association for
the duration of this agreement unless otherwise required or permitted by law as designated in
Public Employment Relations Act Section 12B. The GEA, along with the Board, agrees to meet, in a
timely manner, for the purposes of contract negotiations. During any negotiation year, the GEA
and the Board agree to meet for preliminary discussions concerning negotiations, during the
month of January with the intent of establishing a calendar for the negotiations process. It will be
the intent of both parties to reach a negotiated settlement prior to June 30th of the contract year.

It is agreed that, should the parties be unable to reach a mutual agreement prior to the expiration
of the current contractual term, subject to applicable law, the terms relating to mandatory
subjects of bargaining within the previous contract will be "kept whole" pursuant to the Public
Employment Relations Act. Aside from the requirement of any law, such as Public Act 54, MCL
423.215b, after the expiration of this Agreement and until a successor agreement is ratified by



both parties, or the parties reach impasse in their collective bargaining negotiations, contractually
the Board shall pay and provide the wages and benefits at levels and amounts that are no greater
than those in effect on the expiration date of this Agreement. This restriction includes increases
that result from step and lane increases and any increases in insurance benefits, including health,
prescription, dental, vision, disability, life, or any other insurance benefit. Step and lane increase
during the term of this Agreement shall take place unless expressly stated in writing that the step
and/or lane increase has been specifically denied in writing within the agreement.

C. The Association will represent the probationary teacher in all matters of wages, hours and working
conditions except that procedures for dismissal of such teachers will be in accordance with the
Michigan Tenure Act and not subject to the grievance procedure.

D. The Association recognizes that the Board has responsibility and authority to manage and direct,
on behalf of the public, all the operations and activities of the school district to the full extent

authorized by law.

ARTICLE ll: METHOD OF PAY and PAYROLL DEDUCTIONS

A. Pay will be in biweekly payments and will be paid into a direct deposit.
1. The District will inform the GEA membership at the start of the contractual year if the current
year would have a 27th pay cycle. If this were to happen the pay would be equally distributed
over the 27 pay cycles.

2. Compensation for extracurricular activities shall be paid on off pay weeks and not
concurrently with scheduled pay periods. This action will be taken following completion of
the activity, satisfactory fulfillment of extra-curricular activity contract, the evaluation and
provided notice has been given by the supervisor to the business office.

B. Inorder that the bargaining agent can exercise its duty to support all employees of the bargaining
unity by enforcing provision of the master agreement the employer will provide the bargaining
agent with the following information for each bargaining unit employee. On August 15™ of each
school year or upon any bargaining unit member's employment, the following information shall be
provided to the designated representative of the bargaining agent.

Name

Address

Marital status and number of dependents

Status of employee (active, on general leave, layoff, etc.)

Hire date into the current bargaining unit.

Salary step and lane, bargaining unit salary and compensation of any kind from Grant
Public Schools.

Other compensation and the positions for which the bargaining unit member is paid.
Building currently and assignment, department and/or grade level.
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If the bargaining agent needs additional information not listed above, the employer shall furnish
the information requested within five (5) calendar days of the bargaining agent's request provide
the request is legally valid and relevant to contract administration and/or the GEA’s duties with
respect to collective bargaining.



C. The Board shall also make payroll deductions, upon written authorization from teachers, for plans
or programs jointly approved by the Association and the Board such as annuities, credit union,
savings bonds, charitable donations, and all additional programs available through approved
insurance carriers. Teachers must assume the responsibility for contacting representatives for the
above items for assistance in their programs. Deductions will be made according to the following

schedule:
Deductions Paycheck
Hospitalization First two paychecks each month (coverage for
(for those with additional options) following month)
Annuities First two paychecks each month
Credit Union First two paychecks each month
Federal Income Tax Each paycheck
State Income Tax Each paycheck
Social Security Each paycheck

D. Inorder that the payroll system remains as efficient as possible, it is necessary to establish
deadlines for making changes for deductions and salary changes. Information regarding annuities,
credit union, insurance programs, and exemptions must be in the superintendent's office ten (10)
days prior to the first payday affected by the change. Necessary changes during the year must be
relayed to the payroll department two (2) weeks in advance.

E. Salary changes for years of experience will be made for all teachers as of the first contract day of
the school year. In order to be eligible for a step advance and/or lane shift on the schedule,
teachers must have completed an equivalent of one (1) semester or more of full-time teaching
during the previous school year. It is also understood that compensation is based upon job
performance and job accomplishments reflected in the bargaining unit member's year-end
evaluation. Changes in salary column will be made at the beginning of the semester following the
presentation of proof that appropriate credit has been earned. Transcripts must be presented by
the teachers as soon as possible; however, grade slips issued by conferring institutions will suffice
as proof of completion of necessary credits.

F. Ascomputer payroll has been adopted, the necessary forms and information will be provided by
the business office.

ARTICLE Ill: TEACHER AND ASSOCIATION RIGHTS AND RESPONSIBILITIES
A. Pursuant to Act 379 of the Public Acts of 1965, as amended, the Board hereby agrees that every

employee of the Board shall have the right freely to organize, join and support the Association for
the purpose of engaging in collective bargaining or negotiation for mutual aid and protection
and/or the right to refrain from joining and supporting the Association. As a duly elected body
exercising governmental power under color of law of the State of Michigan, the Board undertakes
and agrees that it will not discriminate against any teacher with respect to hours, wages or any
terms or conditions of employment by reason of his membership in the Association, his
participation in any activities of the Association or collective professional negotiations with the
Board, or his institution of any grievance, complaint or proceeding under this agreement or




otherwise with respect to any terms or conditions of employment. The Board agrees to furnish to
the Association in response to reasonable requests from time to time all available information
concerning the financial resources of the district, the preliminary budget, and such other
information as will assist the Association in developing intelligent, accurate, informed, and
constructive programs on behalf of the teachers.

Teachers shall be entitled to full rights of citizenship and no religious or political activities of any
teacher or lack thereof, shall be grounds for any discipline or discrimination with respect to the

professional employment of such teacher unless such teacher attempts to influence students to
adopt similar religious or political beliefs, or unless such religious or political beliefs or activities
otherwise adversely affect the teacher's work performance.

The provisions of this agreement and the wages, hours, terms and conditions of employment shall
be applied in a manner, which is not arbitrary, capricious or discriminatory.

Bargaining unit members shall have the right, upon their request, to review their own personnel
files including evaluations as made by their supervisors. A representative of the Association may be
requested to accompany the teacher in such a review. The review will be made in the presence of
the superintendent or principal at a mutually agreed upon time. Bargaining unit members shall
have the right to attach a written statement to any document adversely affecting their
employment under the guidelines of the Bullark-Plackewi Employee Right to Know Act, MCL
423.501.

In carrying out professional assignments each teacher has a unique style. Yet, within the
uniqueness there exists behaviors, which are recognized as generally representative of good
professional practice. Each teacher will strive to:

Provide for individual differences

Provide classroom climate conducive to learning

Provide a reasonable level of classroom control

Command the tools of communications

Encourage students to grow toward self-direction

Provide continuity of experiences

Build and maintain student-teacher rapport

Share professional experiences with colleagues

Carry full share of the professional load

10 Adapt professional approaches to meet specific requirements

11. Be knowledgeable of subject area

©CONDU AWM R

The private and personal life of any teacher is not within the appropriate concern of the Board
except as it may affect his/her teaching performance.

A copy of the agenda for all Board meetings shall be sent to the Association president.

Bargaining unit members have the responsibility to always keep the Board up to date regarding
their primary address. It is important that the employer be able to communicate, provide

information and/or documentation to employees. In cases when the district is unable to verify
and/or communicate or provide information with bargaining unit members it will be recognized



and treated as a member's voluntarily resignation, which resignation will be considered accepted
by the Board of Education and/or Board's designee. Certified mail will be used to establish contact
prior to separation.

ARTICLE IV: PROFESSIONAL BEHAVIOR
A. Teachers are expected to comply with reasonable rules, regulations, and directions from time to
time adopted by the Board or its representatives which are not inconsistent with the provisions of
this agreement, provided that a teacher may reasonably refuse to carry out an order which
threatens physical safety or well-being.

B. The Association recognizes that abuses of paid time off (PTO) leave or other leaves, chronic
tardiness or absence, willful deficiencies in professional performance, or other violations of
discipline by a teacher, reflect adversely upon the teaching profession and create undesirable
conditions in the school building.

The Board, in recognition of the concept of progressive correction, shall notify the NTPSM in
writing of alleged delinquencies, indicate expected correction, and indicate a reasonable period of
correction, provided, however, that the Board reserves the right to take immediate action, up to
and including suspension and/or discharge of a NTPSM, depending upon the severity of the
aforesaid abuses without resort to progressive discipline provided also that no element of the
tenure act is violated.

C. NTPSM shall at all times be entitled to have present a representative of the Association when
he/she is being reprimanded, warned or disciplined for any infraction of rules or delinquency in
professional performance. When a request for such representation is made, no action shall be
taken with respect to the teacher until such representative of the Association is present. If a
mutually agreed upon person is not found within three (3) days, the administration shall contact
the Board of Directors of the GEA and they will appoint a representative. Under emergency
conditions, by mutual agreement of both the Board and the Association, the three (3) day waiting
period may be waived and the president of the Association and two (2) other Association members
may appoint a representative for the NTPSM.

D. If aformal reprimand of a NTPSM is forthcoming, the NTPSM in question will be notified as to the
nature of the reprimand so he/she may use his option of having a GEA representative with him
during the reprimand.

E. No NTPSM shall be disciplined, reprimanded, reduced in rank or compensation, or deprived of any
professional advantage without just cause. Any such discipline, reprimand, or reduction in rank,
compensation, or advantage, including adverse evaluation of NTPSM performance asserted by the
Board or representative thereof shall be subject to the professional grievance procedure
hereinafter set forth. All information forming the basis for disciplinary action will be made
available to the NTPSM and the Association.

F. Elements of professional advantage will be limited to the subject area in which the NTPSM prefers
to work, also the hours, wages and working conditions.

G. Board policies, and administrative regulations as they relate to placement, layoff, and recall,
discipline and discharge are available on the district’s website. The evaluation tool and criteria to
be utilized that school year are available through the electronic evaluation system used by the



district. The Board may consult with teachers and the Association from time to time regarding the
implementation of the above- referenced Board Policies and administrative regulations which are
not subject to the grievance and arbitration procedures.

ARTICLE V: BOARD RIGHTS
A. The Board, on its own behalf and on behalf of the electors of the district, hereby retains and
reserves unto itself, without limitations, all powers, rights, authority, duties, and responsibilities
conferred upon and vested in it by the laws and the Constitution of Michigan and of the United
States, including, but without limiting the generality of the foregoing, the right:

1. To the executive management and administrative control of the school system.

2. To hire all employees and subject to the provisions of law, to determine their
qualifications and the conditions for their continued employment or their dismissal
or demotion and to promote and transfer all such employees.

3. To establish grades and courses of instruction, including special programs and to
provide athletic, recreational, and social events for students, all as deemed
necessary or advisable by the Board.

4. To make the final decision as to the means and methods of instruction, the selection
of textbooks and other teaching materials and equipment.

5. To determine class schedules, the hours of instruction and the duties,
responsibilities and assignments of teachers and the terms and conditions of
employment.

B. The exercise of the foregoing powers, rights, authority, duties and responsibilities by the Board,
the adoption of policies, rules, regulations and practices in furtherance thereof and the use of
judgment and discretion in connection therewith, shall be limited only by the specific and express
terms of this agreement and then only to the extent such specific and express terms hereof are in
conformance with the Constitution and laws of the State of Michigan and the Constitution and
laws of the United States.

ARTICLE VI: PROFESSIONAL COMPENSATION
A. The basic salaries of teachers covered by this agreement as set forth in Schedule A are attached to
and incorporated in this agreement. Such salary schedule shall remain in effect for the duration of
this contract.

B. The salary schedule is based upon the number of teacher days as set forth in Schedule A of the
regular school calendar and the normal teaching load as defined in this agreement.

C. Teachersinvolved in extra duty assignments set forth in Schedule B, which is attached to and
incorporated in this agreement, shall be compensated in accordance with the provisions thereof.
Individual contracts will be issued pay on a bi-weekly basis according to the District’s Pay Schedule.

D. Attime of hire, a maximum of eight (8) years of credit may be given, one (1) for each year of
teaching experience in other school districts which are accredited by a recognized accrediting
agency.



ARTICLE VII: FRINGE BENEFITS
A. Medical Coverage
Beginning January 1, 2015, GEA members have the option to select from the following plans:

e PPO Select 100/80 (in/out of network) plan with a $500/51,000 in network
deductible and a Tiered Rx card

e PPO Versatile 90170 (in/out of network) co-insurance cap plan with a $250/5500 in
network deductible and a Tiered Rx card

e Flex HDHP 100/80 (in/out of network) plan with a $1,400/$2,800 or what the federal
government sets as the base for a HDHP for a calendar year in network deductible
and a tiered Rx card after the deductible

*Tiered Amount = $10 — Generic, $40-$80 Preferred, $60- $100 Non Preferred

The medical coverage is to be provided to full time teacher's immediate family and other single
eligible dependents as defined by the United States Internal Revenue Service provided they fall
within the criteria for single, two-party or full family premiums. Said coverage will be for a period
of twelve (12) months commencing September 1 and ending August 31 of each year for each
employee who is actively employed during said academic year. However, for retirees (with
retirement effective July 1) coverage shall end June 30. The Board shall have the right to inquire;
monitor, and audit dependent care coverage provided that the health insurance provider appeal
procedure is available to affected employees.

Details of the various coverage will be available during normal working hours at the Business Office
or on the district web page.

The Board will provide an interest-free loan to employees who enroll in the High-Deductible Health
Plan (HDHP) in an amount requested by the employee (which shall not exceed the amount of the
deductible, based on the coverage tier (e.g., single, family) in which the employee enrolls). The
purpose of the loan is to allow the employee to make an immediate contribution to his/her health
savings account (H.S.A.).

The employee can elect to have the loaned amount immediately contributed to his or her RSA on a
pre-tax basis to fund the payment of uninsured health expenses, or the employee can elect the
receive the loan in cash and contribute the amount to his or her RSA on a post-tax basis. At the
time the loan is made the employee will sign an election form specifying the amount of the loan,
whether the loan should be directly contributed to the teacher's RSA or paid in cash and
authorizing the Board to take deductions from the employee 's taxable, after-tax pay on an equal
pro rata basis for the balance of the plan year to repay the loan. At the district's discretion, the
loan will be paid either in full in January or in thirds: (1/3) January, (1/3)

February and (1/3) March to ensure protection of cash flow. The deposits will be made by the 5th
of each month. This decision will be made by October 31 the normal end of open enroliment, but
no later than December 10 if open enrollment is delayed. Also, the declaration of the employee's
desire for the RSA loan or "Flex" deductions are to be made following the same timelines as the
loan.

The Board of Education will deduct any contributions through payroll deduction via a Section 125
plan.



The District shall pay the maximum amount towards insurance as allowed by the State cap.

There will be a review of the status and performance of the medical care insurance

before September 1. If the premium costs are raised to a point that another insurance option may
be more affordable or if there are documented complaints of unsatisfactory service, such as
unpaid claims or unreasonable denial of access to health care providers, then the GEA reserves the
right by October 1, to request the district to identify at least two other insurance options for the
GEA's consideration. The GEA will contribute to the decision process of which vendors to consider.
The GEA will review appropriate information and then vote on or before November 1, of that year
on which option to select. The "plan year" is defined as January 1 to December 31. If any annual
premium falls below the cap level the difference will remain with the district.

Non-Medical Coverage (Pak-B)

GEA members have access to non-medical coverage as a fulltime teacher or as a spouse of a
fulltime teacher, as well as their immediate family. Said coverage will be for a period of twelve
(12) months commencing September 1 and ending August 31 of each year for each employee who
is actively employed during said academic year. However, for retirees with retirement effective
July 1 coverage shall end June 30. The Board shall have the right to inquire; monitor, and audit
dependent care coverage provided that the provider appeal procedure is available to affected
employees.

The District shall pay 100% of all Pak B coverages. If any annual premium falls below the cap level
the difference will remain with the district.

1. Life Insurance
The Board agrees to provide $30,000 term life and $30,000 accidental death insurance
coverage for all employees. Such coverage shall begin, in the case of new employees, at
the time they begin their teaching duties. Coverage will terminate upon termination of
employment.

2. Long-term Disability Insurance
The Board will provide all eligible employees, under applicable underwriting rules and
regulations, a long-term disability benefit program described as follows:
1. Anemployee who is disabled under the plan will receive 66 2/3% of his/her
monthly salary, not to exceed $5,000.
2. An employee will not be eligible for benefits until a ninety (90) workday waiting
period has elapsed.
3. Freeze on Offsets
4. Alcoholism/drug addiction 2 year
5. Mental/nervous 2 year
Details of this coverage will be available during normal working hours at the Business
Office or on the District web page.

3. Dental Care Benefits
The Board will provide to each teacher a Dental Care Program which will pay 80% of Class |
and Class Il benefits such as radiographs, preventive services, bridges, partials, dentures
and emergency palliative services. Class lll benefits will be paid at 80% with an annual



maximum of $1,500.

Class IV (ortho) is paid at 80% with a lifetime maximum of $2,700. This is for each
member or dependent covered by the policy.

Details of this coverage will be available during normal working hours at the
Business Office or on the District web page.

4. Vision Care Benefits
Exams, $135 for contact lens, $130 frame allowance in network.
Details of this coverage will be available during normal working hours at the
Business Office or on the district web page.

Grant Public School employees who qualify for healthcare benefits (who are not on Medicare,
Medicaid, or retiree healthcare insurance coverage) but elect not to participate in medical
health care protection through GPS and take coverage through a family member will
receive $5,000 per year in addition to having access to coverage detailed in B from above
These employees will have access to the same dental, vision, LTD and accidental death &
dismemberment insurance as employees taking the health care option. Employees opting
for this benefit must make all disclosures as required by law.

In the event a teacher is employed to work less than full time, the Board shall provide a
portion of the full-time teacher's employee benefits according to the following formulas:

Number of contract days scheduled to work

Number of contract days in the school year X Fringe Benefit Cap
OR
Percent of full-time assignment X Fringe Benefit Cap

Percent of full-time assignment is determined by the number of annual assigned teaching
periods divided by the total number of annual teaching assignments regularly scheduled for a
full-time teacher in the applicable building.

Itis expressly understood that the Board is only responsible for providing contributions for
negotiated insurance coverage. The Board agrees to provide the above-mentioned benefit
programs within the underwriting rules, regulations, and operating agreements as set
forth by the carrier(s) in the master contract held by the policyholder.

Employees newly hired by the Board shall be eligible for Board paid insurance premiums
upon acceptance of written application by the insurance carrier on the first day of the
month following the month work commenced.

To be eligible for the above coverage, employees must be able to perform the "at work
requirements” with this employer before benefits are effective.

All insurance coverages provided under this article shall, in all respects become effective
only upon submission of written application by the bargaining unit member and acceptance
by the insurance carrier.



G. Changes in family status shall be reported by the employee to the business office within
thirty (30) days of such a change.

H. In the event a bargaining unit member dies, is terminated, or resigns during the school
year, health, life and dental insurance (excluding all salary protection plans) for the
bargaining unit member and his/her family shall be continued by the Employer until the
bargaining unit member or his/her family or estate has received the full pro rata portion
of the insurance earned at the time of death, termination, or resignation through June 30
or end of the contract year.

I. Insurance Benefits for members who are entitled PPACA levels of coverage.
The district will meet the legal minimum requirements of PPACA for members that work an
annual average of 30 hours or more but less than full time.

ARTICLE VIII: TEACHING HOURS AND CLASS LOAD
A. Teachers recognize the principle of the forty (40) hour week as divided into five (5) days of
equal length. Daily attendance will be required as follows:

10

1.

Teachers will be present at school for 7 hours and 45 minutes each day. (Thirty
(30) of these minutes will be a duty-free lunchtime.)

The contractual report time for teachers will be between 7:30 AM and 8:00
AM as established by district and building administration. Unless it is necessary
for the district to change from a single bus run to a double bus run system. In
this case the building or buildings with the later start time, would shift the
start and end time of the day as necessary to accommodate the staggered
start time.

The report time and student start time will be shared with staff by August 15 of
each year unless unanticipated facts and circumstances prevent it. In that case
staff will be provided information of tentative times and a general description
of the issues causing the delay in the determination of the start and report
times.

Teacher report time will be at least 5 minutes before the official student start

time.

a. Itisunderstood that if itis determined necessary to adjust the start and/or
report times the staff will have at least two (2) weeks' notice with the
preferred notice being at least a full month.

The end of the workday for teachers will be between 3:15 PM and 3:45 PM in
conjunction with the requirements of number 1 and 2.

Teachers are required to attend scheduled meetings of the building, grade
level, department, or other grouping as is deemed necessary by the
administration. There will be no more than two meetings per month,
each lasting no more than 45 minutes, held before or after school.
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B.

Timing Details:

e Morning meetings will not start before 7:00 AM unless mutually agreed
upon by the building administrator and the GEA representative.

e Meetings will avoid Friday afternoons when possible.

e |n addition to these, up to two PLC or similar group meetings may be
scheduled monthly, each lasting no more than 45 minutes

Meeting dates, times, and locations will be set by building administration.

Principals will provide a tentative meeting schedule for staff meetings at the
beginning of the school year to assist staff with planning their personal
calendar. Itis understood that the principal may need to make adjustments
to the meeting schedule after the school year begins. Itis also understood
that some of the meetings covered by this time are not known at the
beginning of the school year but that principals will do their best to keep
staff informed of new meetings and provide as much lead-time as possible.
This administrative meeting time can be used for PLC time at the discretion
of the administration.

PLC teams will work with their building administration to develop the dates,
time, and location of said meetings. Itis understood that administration may
need to call for PLC meetings or adjust meeting schedules throughout the year.
In these cases, the administrator will give as much lead-time as possible.

7. The administration recognizes that teachers are present in the district for an
average of at least 40 hours a week.

If any provision of this agreement restricts the school district in reaching the required amount
of instructional time, the district reserves the right to adjust the schedules as necessary to
assure minimum compliance. Adjustments in such instances will not require additional
compensation unless such adjustments alter present contractual agreements. The staff of each
building shall have input into any adjustments in the schedule to meet these requirements.

Teachers shall be guaranteed a minimum of two hundred fifty (250) minutes of preparation
time per week. This time will take place during the contractual workday. The 30-minute duty
free lunch period is not counted as a part of the 250 minutes. All time during the contractual
workday, which teachers do not have students assigned to them, their classes are receiving
instruction from various teaching specialists and/or they do not have other assignments may be
counted as prep time. In the calculations of prep time, periods of at least ten (10) minutes in
length may be used to count toward the weekly 250 minutes. Prep time will not be calculated
on a "weekly average," but each standard five (5) day week will have a minimum of 250 minutes

of prep time.

The traditional Elementary setting of self-contained, or limited class changes, may be applied to
grades Kindergarten through 6th grade.

The traditional secondary setting with students changing a majority of class periods may be
applied to 5th through 12th grade.
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Every PC/EL teacher shall be guaranteed at least one continuous 30-minute prep time per day.
Secondary teachers will have an unassigned class period, for prep time that is at least 45-
minutes in length. This may not be possible on 1/2 days, during special event days or due to
other unforeseen issues that may affect the schedule. In the calculations of prep time at the
elementary level, periods of at least ten (10) minutes in length may be used to count toward
the weekly 250 minutes.

The preparation period shall be used for lesson planning; conferences with students, parents
and administration; and other similar educational endeavors including but not limited to child
study and IEP meetings. Administration will work with teachers to keep disruptions of prep time
to @ minimum and for meetings (IEP, child study, etc.) to be run as efficiently as possible.

Teachers receiving additional pay for teaching in excess of the normal teaching load are
covered by Section G of this Article.

All teachers shall be entitled to a duty-free uninterrupted lunch period of thirty (30) minutes.
The Board will strive to provide separate lunch facilities for the teachers.

Teachers of music, art, band, and all special education teachers shall be provided with relief and
preparation time to the same extent as other teachers at their building and/or grade level.

No departure from these norms, except in cases of emergency, shall be made without prior
consultation with the Association. In the event of any disagreement between the representative
of the Board and the Association as to the need and desirability of such deviation, the matter
may be processed through the professional grievance procedure hereinafter set forth.

If a teacher shall teach more than the normal number of teaching periods in a day for more
than five (5) consecutive days as set forth in this article, he/she shall receive additional
compensation at one (1)times the pre-period rate for each teaching period in excess of such
norms.

Example:

Contracted salary as of the first student day of the school year.

= Period Rate
(Contractual student days for the year) X (6.5 as a representative of instructional time.)
Additional compensation = (Period rate) X (Number of needed instructional days.)

If a teacher has such an assignment increase for an entire school year, he/she shall be
compensated at the rate explained above. Such assignments will be made for a one (1) year
period only, and may be renewed by the Board, if needed.

A teacher engaged during the school day in negotiation in behalf of the Association with any
representative of the Board or participating in any professional grievance negotiation, including
mediation, shall be released from regular duties without loss of salary.

Teachers are expected to be at work during normal working hours on all working days in
accordance with the school calendar, whether or not classes are actually in session except for
Act of God days as stated in Article XV. In the event the teacher is unable to attend according to
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normal hours, the teacher shall notify the Sub system not later than 1.5 hours before their
scheduled report time of the reason for not being in attendance. Teachers shall be informed of
a telephone number or web access, if available, of the Sub system. The teacher shall report
when he or she can be expected to arrive in the event that normal hours cannot be met. In the
event that the teacher faces impassable roads and school is open for classes, the day's absence
shall be charged against PTO days. Absences beyond allocated personal leave shall be deducted
from the teacher's salary at a rate determined by dividing that teacher's annual salary by the
number of contract days in the school year. The teacher agrees to have lesson plans in order
and any necessary adjustments available for the administrator to hand to the substitute. (At no
time will a teacher who is on preparation period, instruction, or otherwise occupied with
supervision, be compelled to fill in for an absent teacher.)

Ifa teacher shall substitute for another teacher during his/her preparation period, he/she shall
be paid at the hourly rate defined in schedule B (Step 1 .06%, AFTER July 1, 2013). Time sheets are
required to be submitted and approved by the building principal for payment.

1. Public Act 25 of 1990 requires that districts develop a School Improvement Plan for the
District. "SIP" shall mean a School Improvement Plan, as provided in this Act.

2. The provisions contained in this article shall apply to the district level school
improvement committee and SIP as provided in Public Act 25 of 1990, as well as
to any other SIP as defined by section K, 1 above.

3. Except for the composition of the SIP committee, in the event that any provision(s)
of a SIP, or application thereof violates, contradicts, or is inconsistent with the
collective bargaining agreement or P.A. 25, the bargaining agreement or P.A. 25
shall prevail.

4. To the extent possible, participation by the employee shall be voluntary. In the
event that no volunteer comes forward, the Association President and
Superintendent will consult to identify volunteers.

5. Teachers serving on a district wide school improvement committee may be
required to work up to a maximum of ten (10) days per year beyond the regular
school year. Such work shall be compensated at an hourly rate defined in schedule
B. Such work will not be undertaken on regularly scheduled days of instruction.
Time sheets are required to be submitted and approved by principal for payment.
All parties involved shall mutually agree on any training in the SIP process.

6. Inthe event it becomes necessary to hold SIP committee meetings on a regular day
of instruction, committee members will be paid their regular per diem rate, but will
not receive any extra stipend unless such work starts after the teacher's
contractual workday.

L. Teachers may be requested by building administrators to volunteer to serve on necessary

committees. If there are no volunteers, then the GEA will provide lists of teachers willing to work
on this process to the building principals for his/her selection of committee members and may
hold meetings as provided in Section A of this Article.



ARTICLE IX: TEACHING CONDITIONS/CLASS SIZE

The parties recognize that optimum school facilities for both student and teacher are desirable
to ensure the high quality of education that is the goal of both the Association and the Board. It
is also acknowledged that the primary duty and responsibility of the teacher is to teach, and
that the organization of the school and the school day should be directed toward insuring that
the energy of the teacher is primarily utilized to this end.

A. Because the pupil-teacher ratio is an important aspect of an effective education
program, the parties agree that class size shall meet the following standards:

1. Elementary and Primary Center Class Size
a. Maximums

Developmental K 20

Kiswasesassan 24 Bisrsnenmns 28
Vs 50 25 4. ... 29
Zissunws emyns 26 5., 30

b. The district shall make a reasonable effort to balance kindergarten classes.

2. High School and Middle School class size shall not exceed a maximum number of
thirty one (31) except for band and choir. High School and Middle School physical
education shall have a maximum of forty-five (45).

Teachers will not be assigned more than four (4) preparations. Class size limitations
do not apply to special or exploratory classes which do not meet on a regular daily
schedule, such as the primary, elementary and middle school music, art, physical
education, and computers.

Every reasonable effort will be made to balance teacher loads.

3. Overload process

a. For teachers 5-12 an overload will exist when the number of students assigned to
a teacher exceeds the contractual limits during a single class period by the master
agreement.

b. Kindergarten through 4th grade will use the 5 key areas each day: language arts,
reading, social studies, science, and math. If there is no "switching" at these
grades if a teacher has an overload the calculation process would be to use 5
“class periods" as the overage count.

c. For elementary dual emersion classes, the calculation would use 2.5 periods for the
time the teacher had the overage.

d. To calculate a per pupil overload rate:

(K-4 Class size-Contractual Max total for the day) X $3.00 X (the # of days
affected.) (5-12 Class size-Contractual Max total for the day) X $2.50 X (the # of
days affected.) Due to the uncertainty of student enrollment at the beginning of
each school year there will be a four (4) week period of time to allow for
leveling. At the conclusion of the 4 weeks leveled class size will be paid
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retroactively to the first day of the overload. Example of leveling:
At the beginning of the 3rd week a high school teachers 3rd hour has an
overload of four (4) students. At the conclusion of the level period an
overload of 1 student still exists. For the rest of the marking period (24
days) the overload continues. Therefore, the teacher would record an
overload of one (1) student for a total of 34 days. (2 weeks=10 day prior to
the end of the leveling period and 24 days for the remainder of the marking
period.
Examples of calculation:
7th grade teacher: Overage count = 10(2 over in 1st hr, 3 over in 2nd hour, 1 over in
4th hour 2 over in 5th hour and 2 over in 6th hour). The class overage existed for 32
school days.
Therefore, the overage compensation is: (10 students) X $2.50 X (32 days) = $800.
3RD grade teacher: Overage count = 10 (2 students over contractual max in the 5
subject areas). The class overage existed for 89 school days.
Therefore, the overage compensation is: (10 students) X $3.00 X 68 days = $2,040.
Teachers requesting overload pay must, within 10 calendar days after the end of
the marking period, turn in the supporting documentation. Payment for overload
will be made after each marking period.

B. Secondary Class Size to the extent possible, excluding team teaching, students shall be
equitably distributed among the various classes to which a secondary teacher is assigned.

C. In addition, no class size shall exceed the number of students that can be
accommodated by the facility.

D. At the beginning of each school year, to the extent feasible and consistent with students'
IEPs and excluding team teaching, resource room students will be equitably distributed at
each grade level.

To the extent possible and in consideration of recommendations from grade level and
special education teachers, consistent with students' IEs and program needs and excluding
team teaching, K-4 at-risk students (i.e., resource room students, non-English speaking
migrant students, Title One students, etc.) will be equitably distributed among regular
classrooms.

Itis also understood that each special education staff member, responsible for the

preparation of IEP forms or scheduling IEP parent meetings, shall be provided with all
necessary accommodations of release time, from their normal work calendar, for the
preparation and completion of said tasks. Release time shall be provided upon agreement
between building staff and their administrator.

E. Substitute teachers will be hired in the absence of resource room teachers. Ifa qualified
substitute teacher is not available, the resource room teacher shall make work
assignments available to the regular education classroom teacher.
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The Board will strive to keep remedial class sizes small enough to allow adequate
pupil/teacher contact on a regular basis.

Medically Fragile

Absent an emergency, medically fragile students are those who are chronically ill, and/or
medical technology dependent, and/or have life threatening conditions that require
immediate medical attention.

On a case-by-case basis, based upon the recommendation of the IEPC, the district will
determine what supplementary aides, support personnel, and other related services
deemed necessary should be provided to the teacher providing direct instruction to the
medically fragile student.

When a teacher is assigned a student in or from a Special Education program for
severely impaired students (POHi, SXI, SMI, EMI, TMI, autistic, medically fragile), the
teacher shall not be expected to perform routine scheduled care or maintenance of
exceptional bodily functions related to the student's impaired condition. The classroom
instructor or any other adult who may be present at any time when instruction or any
other services are being provided, will be instructed by a medical professional with
written instructions provided as to any emergency measure which may be necessary on
occasion due to a student's impaired condition. No teacher will be expected to perform
any non-emergency care or be required to administer any non-emergency medications
unless otherwise provided in an IEP or section 504 plan. Prior to beginning work with the
student(s), principals will ensure that if there are any non-emergency medications
incorporated into an IEP or 504 all staff serving the student will be made aware of these
needs.

The addition of a student with a disability or otherwise medically fragile student to the
education classroom will not, in any way, disrupt nor have a negative impact on the
educational process for either the student with disability or the other students in the
class. Class size may be adjusted in inclusive education classrooms in order to
accommodate increased individualized attention for the student with a disability or
medically fragile students and for the students in the program.

The receiving classroom teacher must be invited in writing to be party to any IEP
involving any medically fragile student in their charge. If any teacher has a reasonable
basis to believe that a student's current IEP is not meeting the student's unique needs,
as required by law, the teacher will advise his/her principal of that opinion in writing.

No bargaining unit member will be threatened, disciplined, reprimanded, punished,
discharged, or denied any professional advantage, directly or indirectly, by the Employer

due in any way to the bargaining unit member having:

1. Filed a complaint in good faith under Part 8 of the Michigan Special Education



Rules or with the Office of Civil Rights, U.S. Department of Education, or

2. Asserted his/her rights or those of a student with or without a disability with respect
to the provision of the Least Restrictive Environment mandate as provided for in this
Article or by law.

a. If a NTPSM has been evaluated at least once with the Standard Evaluation
NTPSM Form an effective rating, then the supervisor and NTPSM can mutually
agree to use the following process: One to three professional growth goals
mutually determined by the NTPSM and supervisor will be turned in no later than
November 1 for current school year.

b. The parties will meet to review the goals and progress toward goals at least twice
during the year.

c. There will continue to be observations of the NTPSM within their work assignments,
followed by informal discussion in a conference setting to provide feedback on
performance.

d. A copy of the goals with progress noted will be submitted at the end of the school
year to be placed in the NTPSM's personnel file. It is understood that goals may or
may not be fully achieved.

H. NTPSM SPLIT ASSIGNMENT/SHARED STAFF_- Shared Staff (Building to Building shared
staff)

When the Board determines that a split assignment is necessary for a NTPSM assignment, the
assignment will be posted. Ifthere are no qualified internal applicants, the district will assign
the least senior qualified employee or recall a qualified employee. If a vacancy remains
unfilled (per the terms of this agreement, an external applicant may be hired.
1. By the start of the school year such teacher in a split assignment shall be informed in
writing which administrator is considered the teacher's primary supervisor/evaluator
and any secondary supervisory and or evaluator.

2. ANTPSM assigned to multiple buildings will be scheduled to work the same contractual
day, attend staff meetings, trainings, professional development, and/or parent teacher
conferences the same as other teachers assigned to the building where the split teacher
spends the majority of the time. Split assignment teachers concerned with the details of
their assignment shall
discuss such concerns with their immediate supervisor and if not resolved can utilize the
grievance procedure for resolution.

3. Adequate travel time shall be arranged in the teacher's schedule to travel from one
worksite to the next.

J. Team-teaching

1. A Special Education or General Education teacher whose assignment includes teaching
with other teachers, to meet the needs of student accommodations, will be considered
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in a team-teaching situation.

2. When the Board determines that ateam-teaching assignment is necessary, administration
will try to schedule regular daily common planning period, if it cannot be scheduled, the
building principal will work with affected teachers to arrange time each month for
collaboration.

3. For purposes of Article X., any team-taught classroom will be considered one classroom
In addition, during the professional development time before school starts the team
teachers will meet to discuss various ways to distribute workload. Appendix X provides an
example for distribution of the workload in a team-teaching environment. This Appendix
is an example only, and not intended to be all-inclusive.

5. Inthe event that the team teachers are unable to agree on an equitable distribution of
workload and duties, either teacher can request the building administrator to assist the
teachers in developing a mutually agreeable workload distribution.

6. If a resolution cannot be reached, the building administrator will assign duties for the

team, and the resulting assignments will be summarized in writing and signed by the
team.

ARTICLE X: VACANCIES, PROMOTIONS AND TRANSFERS
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A. Whenever any permanent vacancy exists in a NTPSM position in the district, or if a vacancy

shall occur, the Board shall publicize the same by giving written notice of such vacancy to
the President of the Association and by posting the vacancy within seven (7) days of the
occurrence of the vacancy. The position will not be filled until seven (7) calendar days
following the date it was posted. Postings of permanent NTPSM vacancies, which occur
during the summer months, shall be emailed to all staff. After August 1 of each year,
vacancies which occur shall be posted for three (3) calendar days, following the day of
posting.

1. Permanent vacancy for a NTPSM [bargaining unit position] position shall mean a
NTPSM bargaining unit position newly created positions or a NTPSM bargaining
unit position the Board intends to fill because of a resignation, retirement,

dismissal for cause or death of a NTPSM employee

2. Temporary NTPSM vacancy shall mean a NTPSM unit position held by a NTPSM on a
leave of absence which vacancy the Board intends to fill.

3. The Board shall not be required to post temporary vacancies.

. The Board declares its support of a policy of promotions from within its own NTPSM staff,

including promotions to supervisory and executive levels. Assignments will be made,
however, in the best interest of the students of the school district, in accordance with the
judgment of the Board.

. Any NTPSM may apply for a vacancy. In filling NTPSM vacancies the Board agrees to give

due weight to the professional background and attainments of all applicants including but



not limited to:
1. NTPSM employee experience, degrees and certificates held.

2. NTPSM employee ability, student rapport, and discipline as reflected in all
written evaluations and memos of which the teacher receives a copy.

A NTPSM employee with less seniority shall not be awarded the vacancy unless their
credentials are substantially superior. In the event two or more candidates are deemed
equally qualified, the candidate with the most seniority shall be awarded the position.

All NTPSM not awarded the vacancy applied for shall receive notification as to the
specific reasons why he/she did not receive the vacancy.

D. Transfers of NTPSM employees during the school year are to be minimized and avoided
whenever possible so as to affect a minimum of disruption to students and staff. Transfer

shall mean a change in work assignment:
Involuntary transfers of NTPSM's will only occur after consultation with the

Association at which time the parties will discuss and explore other options that will
impact less senior NTPSM. Any teacher who shall be transferred to a supervisory or
executive position after 9.1.10 shall retain unit seniority and rights to their former
position for 1year from the date of transfer to an administrative position. Seniority
shall continue through the second year of transfer and the employee may exercise this
seniority to apply for a posted vacant position. Beginning the third year after transfer the

employee's seniority in the bargaining unit will be forfeited.

ARTICLE XI: LEAVES OF ABSENCE

A. PTO

All teachers shall be credited with twelve (12) days of Paid Time Off (PTO) at the beginning
of every school year. These days will accumulate to a maximum of one-hundred twenty-

five (125) days. The teacher is responsible for notifying the school of an absence as soon as
possible.

1. Uses of these days shall be for:

a.

®© oo

Personal sick days.

Taking care of a sick family member.

Personal business that cannot be conducted outside of the school hours.
Attending funerals outside of immediate family as defined within the contract.
Paid Time Off (PTO) shall not be used to extend a vacation period unless
specifically given written permission by the Superintendent.

The District can request written reasoning for any absence requested for more
than two (2) consecutive days.

2. For anyone who is retiring or is leaving employment after working at GPS for over 20
years, payout for unused PTO days will be paid out as follows:
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a. You will be paid under the “contractual” per diem rate (of step 10, of the lane you
are at, of the scale you were hired in at), capped at 30 days.

b.This request for the payout would need to be submitted to the Administrative
Building by March 1.

B. Bereavement, Family Iliness and Emergency Leave:
Death in the immediate family: The teacher may take a maxim um of five (5) days for the death
of mother, father, spouse, children, spouse's children, brother, sister, grandmother,
grandfather, grandchildren, mother-in-law and father-in-law. Additional leave granted beyond
five (5) days shall be deducted from the teachers paid time off (PTO) days.

C. Grant Public Schools shall allow a teacher who has a serious health issue the ability to
increase their paid time off (PTO) days by allowing other teachers within the District to
donate up to three (3) of their days to the teacher in need. The requesting teacher needs
to enter a written request to the Superintendent. The Superintendent shall review the
request and as long as it falls under the spirit of this section shall allow the request to go
out to the teaching staff. No staff member is required to give days they have accumulated,
nor shall the District release the names of the members who did.

D. Other leaves of absences from classroom duties will be granted with pay for the
following reasons:

1. When a teacher is called forjury duty during school hours, the Board shall
make up the difference in pay.

2. Court appearance as a witness in any case connected with the teacher's
employment in the Grant Public Schools or whenever the teacher is subpoenaed
to attend any proceedings, the Board shall pay this difference in pay.

3. Approved visitation at other schools or for attending educational conference or
convention, two (2) days may be allowed, and a report will be submitted to the
superintendent. Additional days may be granted upon the approval of the
administration.

4. When a teacher is required to take a selective service examination or appear
before the draft board, such time will be granted with full pay.

5. Any teacher who is absent because of an injury or disease compensable under the
Michigan Worker's Compensation Law shall receive from the Board the difference
between the allowance under the Worker's Compensation Law and his regular
salary for the duration of the absence or until the end of the school year,
whichever is less.

6. At the beginning of every school year, the Association shall be credited with seven
(7) days to be used by teachers who are officers or agents of the Association. The
Association agrees to notify the Board no less than forty-eight (48) hours in advance
of the date for intended use of said leave. The first two (2) Association days shall be
paid by the Board. The Association will pay the substitute teacher for the remaining
five (5) days.




E. Leaves of absence without pay shall be granted for the following reasons:
Except as provided for under FMLA, the Board agrees to allow individuals on unpaid
leave to continue their fringe benefits under the group plan at the employee's expense
for the duration of the leave.

1. Professional Leave
Leaves of absence without pay may be granted upon application for study, research

of special teaching assignment involving probable advantage to the school system.

2. Child Care Leave
An unpaid leave of absence of up to one (1)year shall be granted to any male or female
bargaining unit member for the purpose of caring for a newborn or adopted child who
needs care. Said leave will require as much advance written notice as possible, but no
less than thirty (30) days except in an emergency. The notice shall specify the
beginning, duration, and return date of the leave. Seniority will accrue during the
leave. Upon return from leave, the teacher may be placed in their former position if
available or will be placed in a position within his/her certification and qualifications at
the Superintendent's discretion. Except as provided under FMLA, upon return from the
leave, salary schedule movement will be determined as per Article IIE.

3. Elective Leave
Teachers who have been employed for five (5) years or more at Grant Public Schools
may, at the discretion of the Board, be granted a leave, without pay, for one (1) year.
Upon return from leave, the teacher may be placed in their former position if
available or will be placed in a position within his/her certification and qualifications
at the Superintendent's discretion.
Seniority and placement on the salary schedule shall be frozen until the teacher
returns from elective leave.

4. Military Leave
A military leave of absence shall be granted to any teacher who shall be inducted for
military duty in any branch of the armed forces of the United States. Upon return
from such leave, the teacher shall be placed at the same position on the salary
schedule as he/she would have been had he/she taught in the system during such
period, subject to the time he/she is required to stay in the service.

5. Medical /Disability Leave
Any teacher who is unable to teach because of personal illness as covered in Article XI,
Section A. Medical leave shall be with pay until the teacher has exhausted all paid time
off (PTO). The teacher may use accumulated paid time off (PTO) days beginning
immediately after the date listed in the physician's statement, including date of return.
In the case of pregnancy and/or childbirth recovery, the use of paid time off (PTO) shall
carry through the period of time until the physician has released the teacher to return
to work from the teacher's medical condition. During a leave for recovery from
Childbirth it is agreed to that a doctor note is not needed for the staff member to be
off for up to five (6) weeks for natural birth and up to seven (8) weeks for Cesarean
delivery from the date of childbirth. For the time to be paid the employee must have
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F.

the number of paid time off (PTO) days in their bank.

A request for a medical leave longer than two (2) weeks, shall be made in writing, with
as much advance notice as possible, to the direct supervisor and to the Board as
supported by physician's statement including date of return. A request to extend an
existing medical leave shall be made in writing, with as much advance notice as
possible, to the direct supervisor and to the Board as supported by physician's
statement, including date of return. Unpaid leave is to commence after accumulated
paid time off (PTO) leave has been exhausted.

After the teacher has exhausted all paid time off (PTO) days available and/or FMLA
leave, the teacher shall be granted a leave of absence without pay for the duration of
the illness up to two (2) years with annual written request to the Board. In the case
where a medical leave has been granted for one year, an employee can request an
extension up to a second year by submitting a request in writing to the Board within
30 days or earlier of the anniversary date of the initial medical leave as supported by
physician's statement, including date of return.

The Board reserves theright to require a second opinion of a Board appointed
physician at the Board's expense. Should the second opinion from the Board's
physician conflict with the opinion from the teacher's physician, the Board and
teacher will mutually agree on a third physician to provide an opinion of the necessity
of such absence. Upon return from a leave of two years or less, the teacher may be
placed in their former position if available or will be placed in a position within
his/her certification and qualifications at the Superintendent's discretion. Seniority
shall continue to accrue during the two (2) year leave period.

If the teacher is unable to return to work at the end of the two (2) year unpaid
medical leave, he/she may apply in writing to the Board for an extension of the
unpaid medical leave.

Extensions may be granted at the discretion of the Board.

FMLA Leave

The Board, in conformance with the Family and Medical Leave Act of 1993, shall grant
unpaid leaves of up to twelve (12) weeks during any twelve (12) month period, for the
following reasons:

1. To care for the employee's spouse, parent, or child who has a serious health
condition.

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

4. The employee's own serious health condition as defined by FMLA. (Employees may
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use accumulated personal illness paid time off (PTO) leave for FMLA leaves involving
their own serious health condition as described below.)

5. Injured military service member leave (26 weeks leave to care for a spouse,
child, parent or next of kin of a covered service member).

6. Qualifying exigency leave arising out of spouse, son, daughter, or parent is
on active duty or has been notified of an impending call to active-duty
status. (12 weeks).

It is understood that these FMLA Leaves run concurrently with leaves already provided
herein. FMLA leaves are subject to all provisions including notification, physician
certification etc.

Employee's uses of paid time of (PTO) leave during FMLA:

Any paid leave provided for in the Master Agreement for the employee's serious health
condition must be exhausted first and concurrently with FMLA leave before unpaid leave
time is used. For example, an employee who requests 12 weeks of FMLA leave and has
accumulated over twelve (12) weeks of unused paid time off (PTO) days will use twelve
(12) weeks concurrently with FMLA Leave.

Additional information/clarifications:

Upon return from the leave, the employee shall be returned to the position held
immediately before the leave began. If the position no longer exists, the employee shall
be returned to a position equivalent in pay, benefits, hours, and other terms and
conditions of employment. Notwithstanding the foregoing, the Board may elect to have
the employee continue his/her leave until the end of the term, unless other existing
leave provisions under this Article permit other ending times, if the leave begins:

MORE THAN FIVE WEEKS PRIOR TO THE END OF THE ACADEMIC TERM. When the
leave is at least three (3) weeks in duration, and the return to employment would occur
during the three (3) week period before the end of the term.

LESS THAN FIVE WEEKS PRIOR TO THE END OF THE ACADEMIC TERM. When the
leave is greater than two (2) weeks in duration, and the return to employment would
occur during the two (2) week period before the end of the term.

LESS THAN THREE WEEKS PRIOR TO THE END OF THE ACADEMIC TERM. When the
leave is greater than two (2) weeks in duration, and the return to employment would occur
during the two (2) week period before the end of the term.

Health benefits will be continued during the leave under the same conditions and at the same
level as if the employee were still at work. Seniority shall continue to accrue during the leave.
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The employee shall have the right to take on a reduced or intermittent schedule.

Whenever practicable, the employee will provide the employer at least thirty (30) calendar
days written notice of the request for the leave. It will include the reason for the request, the
expected beginning date, and the expected ending date.

G. Other Related Provisions

1.

Realizing that poor mental or physical health of ateacher is detrimental to an educational
program, all persons covered by this document will submit to mental or physical health
examinations that are job related if this is felt to be necessary by the Board of Education
or its representative. Itis further agreed that persons found to be mentally or physically
incompetent to fulfill his/her essential functions of the job may be relieved of his duties,
upon the consensus of two (2) examinations by appropriately licensed medical persons.
Itis further understood that the Board of Education will pay for the cost of such
examination as well as for any loss of time during which the examination might occur,
and that the teacher will have the option of selecting one (1) of the examiners involved. If
consensus is not reached,the third (3rd) doctor will be consulted.

Absences not covered in this Article shall be chargeable against the teacher's pay.

In a leave of absence described in E. 1, 3, and 4, teachers will return to the same
position, if available, or a substantially equivalent position.

Military caregiver leave
The employer shall grant unpaid leaves of up to twenty-six (26) weeks (inclusive of the
twelve (12) weeks granted under "A" above) in a single twelve-month period to care for
a covered service member. Covered service members include members of the armed
forces, including the National Guard or Reserves, with a serious illness or injury incurred
in the line of duty on active duty.

1. Determination of "in the line of duty on active duty" shall be as determined

by the department of defense or its authorized healthcare representative.

2. "Serious illness or injury" shall be defined as a condition that may render
the service member medically unfit to perform the duties of his/her office,
grade, rank, or rating in the military.

3. "Family member" is defined as the spouse, child, parent, grandparent, siblings,
or next of kin (defined in FMLA regulations to be: "nearest blood relative").

Family o f National Guard/Reserves
Family members of service members in the National Guard or Reserves shall be
allowed upon request, the use of up to twelve (12) weeks of their FMLA leave to
manage the affairs of the service member while s/he is on active duty, whether
current, or prospective (call-
up). Such "qualifying exigency leave" will be unpaid and may be taken for:

1. Short notice deployment

2. Military events

3. Child-care and school activities




Financial and/or legal arrangements

Counseling

Rest and recuperation

Post-deployment activities

Additional activities agreed upon as qualifying between the employer
and employee.

Itis agreed that the above provisions shall be applied in accordance with FMLA
regulations.
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ARTICLE Xll: NTPSM EVALUATION
A. Itshall be a major administrative responsibility to assist NTPSM employees to become
oriented and improve in their work assignment. The administrator will notify the NTPSM
with recommendations that the administrator may have for the NTPSM especially in the case
of a NTPSM who is having problems. The formal evaluation process of a NTPSM will consist
of the following:

B. A formal evaluation will consist of the following:

1. A pre-conference between the evaluator and NTPSM to discuss the evaluation process.

2. A written evaluation of the NTPSM based upon two (2) or more observations of at least
twenty (20) minutes duration by the evaluator. (Probationary observations shall be at
least 60 calendar days apart unless mutually agreed otherwise in writing)- see below

3. A personal conference between the evaluator and teacher.

The NTPSM will be evaluated by the building principal, assistant principal, or his/her
designee. Observations if applicable, shall be conducted openly and with the full
knowledge of the NTPSM. Ifapplicable, two (2) or more observations will be conducted
by the evaluator.
e Probationary observations shall be at least 60 calendar days apart unless
mutually agreed otherwise in writing.

5. At least once before December 1 and a second time before April 1,the evaluator will
provide a summary evaluation report including recommendations for improvement and
identifying available administrative support, at the NTPSM request, a meeting will be
arranged to discuss the report and recommendations. This meeting/timeline may be
extended in the event of illness of NTPSM or evaluator.

6. Formal evaluations for NTPSM will be completed at least once every three (3) years
after three years of effective ratings, starting in the 2024-25 school
year, or as required by the School Code and shall be provided by May 1 of the year
in which they are evaluated. All probationary teachers will still be evaluated annually.

7. Not more than ten (10) days following each formal evaluation, which shall include a
conference with the evaluator, a NTPSM shall sign and be given a copy of the
evaluation report prepared by his/her evaluator. A NTPSM's or bargaining unit
member's signature shall indicate he/she has received and read his/her evaluation.

8. Each NTPSM upon his/her employment or at the beginning of the school year, whichever
is later, shall be advised of the general criteria on which he/she will be evaluated. All
formal evaluations for NTPSM shall include but not be limited to, the following areas:

a. Knowledge of work assignment skills.
b. Performance of the work assignment skills.
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c. Strategies related to work assignment and/or job skills performance.

d. Student behavioral management if applicable.

e. Workplace management.

f. Relationships with pupils, parents, support staff and professional colleagues.

9. Areas of work that need improvement or areas of unsatisfactory work will be included
in the formal evaluation. Recommendations will be made for improvement.

10. In the event that the NTPSM feels that his/her evaluation was incomplete or unjust,
he/she may timely put his/her objections in writing and have them attached to the
evaluation report to be placed in his/her personnel file. The NTPSM may request an
additional evaluation.

ARTICLE XIIl: PROTECTION O F TEACHERS

A.

F.

The Board recognizes its responsibility to give all reasonable support and assistance to
teachers with respect to the maintenance of control and discipline in the classroom.

Whenever it appears that a particular pupil requires the attention of special counselors, social
workers, law enforcement personnel, physicians or other professional persons, the Board will
take reasonable steps to assist the teacher in his respective responsibilities with respect to
such pupils.

Any case of assault upon a teacher shall be promptly reported to the Board or its designated
representative. The Board will advise the teacher of his rights and obligations with respect to
such assault and shall render all reasonable assistance to the teacher in connection with
handling of the incident by law enforcement and judicial authorities.

Except as may be necessary to immediately protect the health, welfare, and safety of other
persons, no disciplinary action shall be taken toward a teacher, nor shall any notice thereof
be included in said teacher's personnel file unless such matter is promptly reported to the
teacher concerned. Ifany question of breach of professional ethics is involved, the
Association shall be notified.

Consistent with the requirements of Section 1309 of the Michigan Revised School Code, MCL
380.1309, when the behavior of a student warrants special attention, a teacher may
temporarily exclude that student from class. Prior to that student being allowed to return to
class, a discussion shall take place between the building administrator and the teacher as to
the disposition of the problem encountered.

The evaluation tool will be distributed to all staff before September 15%.

ARTICLE XIV: NEGOTIATION PROCEDURES
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A.

It is contemplated that terms and conditions of employment provided in this agreement shall
remain in effect until altered by mutual agreement in writing between the parties or unless
the parties have reached a bargaining impasse. Nevertheless, because of the special nature of
the public educational process, it is likewise recognized that matters of vital mutual concern to
the parties, which have not been fully or adequately negotiated between them, may arise from
time to time. Itis in the public interest that the opportunity for mutual discussion of such
matters be provided. The parties accordingly undertake to cooperate in arranging meetings,



selecting representatives for discussion, furnishing necessary information, and otherwise
constructively considering and resolving any such matter.

B. Neither party in any negotiations shall have any control over the selection of the negotiating
or bargaining representatives of the other party and each party may select its representatives
from within or outside the school district. While no final agreement shall be executed
without ratification by the Association and the Board, the parties mutually pledge that their
representatives shall be clothed with authority to make concessions and counter-proposals
in the course of negotiations.

C. Ifthe parties fail to reach an agreement in such negotiations, either party may invoke the
mediation machinery of the Michigan Employment Relations Commission or take any
other lawful measure it may deem appropriate.

ARTICLE XV: CONTINUITY OF OPERATIONS

A. Both parties recognize the desirability of continuous and uninterrupted operation of the
instructional program during the normal school year and the avoidance of disputes which
threaten to interfere with such operations. Since the parties have established a comprehensive
grievance procedure under which unresolved disputes may be settled by an impartial third
party, the parties have removed the basic cause of work interruptions during the period of this
agreement. The Association accordingly agrees that it will not, during the period of this
agreement, directly engage in a strike, slow-down, or work stoppage against Grant Public
Schools.

Nothing in this article shall require the Board to keep schools open in the event of severe
inclement weather or when otherwise prevented by an Act of God. When schools are
closed, teachers shall not be required to report for work and shall be paid for all such
periods, except otherwise stated in this section.

A delayed start day due to an act of God/inclement weather is equal to one quarter (1/4) of one
full day.

In the event that school is canceled as noted above, the following shall apply:

1. There is no make-up day for first (1st) the fourth day (4th) missed unless required to meet
the state requirement of days/hours as well as to maintain revenue from the state or
federal government. It is understood that if the district does not have the set number of
canceled days there is no increase in compensation.

2. Any additional days missed shall be made up during or at the end of the school year
without additional pay. These days will be used to meet, or exceed, the minimum
instructional days/hours and /or for professional development as determined by the
District. The District reserves the right to determine if staff will be required to make up
all days on a year-by-year bases. If the district decides staff do not have to make up all
of the days there will be no effect on compensation for the reduced days.
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ARTICLE XVI: PROFESSIONAL GRIEVANCE PROCEDURE

28

A. Aclaim by a teacher, the Association, or the Board of Education, that there has been a

violation of the express terms of this agreement may be processed as a grievance as
hereinafter provided.

In the event that a teacher believes there is a basis for a grievance, he shall first discuss the
alleged grievance with his building principal either personally or accompanied by his
Association representative.

In the event that the Board believes there is a basis for a grievance, the same procedure
shall be followed as stated below substituting the words "building representative" for
"building principals," "GEA president" for "superintendent" and "Association" for "Board".

If,as a result of the informal discussion with the building principal, a grievance still exists, the
grievant may invoke the formal grievance procedure on the form signed by the grievant and
also signed by the Association if the Association is requested by the grievant to participate in
the grievance procedure and if the Association agrees to participate.Grievance forms shall be
available from the Association building representative. A copy of the grievance form shall be
delivered to the principal. If the grievance involves more than one (1) school building, it may
be filed with the superintendent, or a representative designated by him. This first step shall be
completed within fifteen (15) working days of the teacher's knowledge of the incident causing
the grievance.

Within ten (10) calendar days of receipt of the grievance, the principal shall meet with the
grievant or the grievant and the Association in an effort to resolve the grievance. The
principal shall indicate his disposition of the grievance in writing within ten (10) calendar
days of such meeting and shall furnish a copy thereof to the Association.

If the Association is not satisfied with the disposition of the grievance or if no disposition has
been made within ten (10) calendar days of such meeting (or ten (10) calendar days from the
date of filing, whichever shall be later), the grievance shall be transmitted to the
superintendent within ten (10) days of the date that the disposition of the grievance is
rendered by the principal. Within ten (10) calendar days, the superintendent or his designee
shall meet with the Association on the grievance and shall indicate his disposition of the
grievance in writing within ten (10) calendar days of such meeting and shall furnish a copy
thereof to the Association.

If the Association is not satisfied with the disposition of the grievance by the superintendent
or his designee or if no disposition has been made within ten (10) calendar days of such
meeting (or ten (10) calendar days from the date of filing, whichever shall be later) the
grievance shall be transmitted to the Board by filing a written copy thereof with the secretary
or other designee of the Board within ten (10) days of the date that the disposition of the
grievance is rendered by the superintendent. The Board, no later than its next regular meeting
or two (2) calendar weeks whichever shall be later, shall meet with the Association on the
grievance. Disposition of the grievance in writing by the Board should be made no later than
ten (10) calendar days thereafter. A copy of such disposition shall be furnished to the
Association.



Within ten (10) calendar days after receiving the disposition from the Board or within ten (10)
days of the expiration of the Board's time limit for rendering a decision, the grievance may be
submitted to arbitration before an impartial arbitrator if the Association is not satisfied with
the disposition. If the parties cannot agree as to the arbitrator within ten (10) calendar days
from the notification date that arbitration will be pursued, he shall be selected by the
American Arbitration Association in accord with its rules which shall likewise govern the
arbitration proceeding. The Board and the Association shall not be permitted to assert in such
arbitration proceeding any ground or to rely on any evidence not previously disclosed to the
other party. The arbitrator shall have no power to alter, add to subtract from the terms of this
agreement. Both parties agree to be bound by the award of the arbitrator and agree that
judgment thereon may be entered in any court of competent jurisdiction.

Ifa grievance is sustained by the arbitrator, the fees and expenses of the arbitrator shall be
paid by the Board. If the grievance is not sustained by the arbitrator, such fees and
expenses of the arbitrator shall be paid by the Association. Ifthe arbitrator decides in favor
of neither party, the parties shall equally share the arbitrator's fees and expenses.

The time limits provided in this article shall be strictly observed but may be extended by
written agreement of the parties. In the event a grievance is filed after May 15 of any year
and strict adherence to the time limits may result in hardship to any party, the Board shall
use its best efforts to process such grievance prior to the end of the school term or as soon
thereafter as possible.

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

Itshall be the function of the arbitrator, and he shall be empowered except as his 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. He shall have no power regarding the
termination of tenure and non-tenure teachers or in any other cases that are covered by the
Teacher Tenure Act. He shall have no power to change any established practice, written
policy or rule of the Board nor to substitute his judgment for that of the Board as to the
reasonableness of any such established practice, written policy or rule taken by the Board as
long as such established practice, written policy or rule are not in violation of this agreement.
The Board shall not be required to pay back wages prior to the effective date of this
agreement. Any grievance occurring during the period between the termination date of this
agreement and the date of signing of the new agreement shall be processed on the basis of
the prior agreement.

ARTICLE XVII: NTPSM LAYOFF AND RECALL

29

A.

Itis recognized that reduction of school programs due to economic necessity is a Board
decision. In order to promote an orderly reduction in NTPSM when such a reduction is
necessary, the Board or its designee will meet with the GEA leadership to review and discuss
the District's staffing needs and share the plans for any projected NTPSM reductions. Ifthe
District still plans to reduce staff after the meeting, the following procedure will be used to



carry out the reductions/lay-offs. The Board will provide lay-off notice to the least senior
NTPSM (s) in the bargaining unit as long as there are more senior NTPSM employees who are
qualified to fill the positions that will be needed after the layoff. If the least senior teacher(s)
cannot be laid off due to qualification needs, as stated above, the Board or its designee and
the GEA leadership shall meet to develop a staffing plan that ensures that more seniored
NTPSMs retain employment and the staffing needs of the district are met. NTPSMs shall be
notified of layoffs in writing sixty (60) calendar days prior to the effective date of layoff.

1. For purposes of this provision transfer of NTPSM (voluntary and involuntary) shall
be defined and implemented as provided in Article X. D.

2. For purposes of this provision only, reassignment shall be defined as any change in the
NTPSM employee's work assignment for which the NTPSM is qualified as defined under
the NCLB and per Michigan Department of Education.

B. In the event that specific positions are being reduced or eliminated, the NTPSM(s) in the
specific position(s) being reduced or eliminated shall be the NTPSM(s) notified of layoff. A
NTPSM notified of layoff shall have the right to replace (bump) another member of the
bargaining unit who is the least seniored NTPSM within the NTPSM 's certification/license,
provided the more senior NTPSM is qualified to fill the position in question.

1. NTPSM notified of layoff will have five (5) work days or seven (7) calendar days
from receipt of notice to indicate in writing their desire to bump another NTPSM.

2. Changes in a NTPSM’s certification/license after the first workday of the next school
year following layoff, shall not perm it the NTPSM to be recalled by bumping.

C. Seniority is defined to mean the amount of time continuously employed in any bargaining
unit position that requires teacher certification/license. Time spent on layoff shall not be
construed as a break in continuous service and seniority shall continue to accrue. Seniority
shall be computed from the last date of hire. The last date of hire shall be determined for the
individual bargain unit member from one (1) of the following dates, whichever is earliest:

1. Letter of intent for hiring

2. Board approval for hiring

3. The recorded date and time of the signing of the individual teacher contract
The district shall prepare and present to the Association, a current seniority list of bargaining
unit members prior to October 15" of each year. Accompanying the names of each teacher on

the list shall be the date of last hire and each teacher's certification.

Objections to the seniority list must be made within thirty (30) calendar days of the list
being presented to the Association.

D. Recall of NTPSM
1. NTPSM employees will be recalled by registered mail in reverse order of layoff when
positions become available for which laid off teachers are certified and qualified as



5.

previously defined, and when the vacancy is in their teaching area of certification as
defined in Section B., paragraph 1.

The NTPSM employees- shall have seven (7) calendar days from the receipt of the
registered mail or confirmed receiptof email noticed to notify the Board of acceptance of
the position or to request a hearing with the Board to state why they should not be
terminated. A hearing will be held within ten (10) days of the last day of notification of
acceptance of the position to determine termination status. Notice of recall and
resolution shall be transmitted to the Association at the same time as the NTPSM.

Refusal or acceptance of a position which is less than full time shall not affect a NTPSM
's rights to a full-time position. Part-time NTPSM shall be eligible for full-time positions,
however, they are not obligated to accept a full-time position. Refusal of a full-time
position shall not void their recall rights.

No new hire NTPSM employees shall be employed by the Board while there are NTPSMs
of the district who are still eligible for recall unless the NTPSM employee on layoff is no
longer qualified. Any NTPSM recalled must be certified/licensed and qualified based upon
the standards established by the accreditation agency(s) subscribed to by the Board.

NTPSM employees having been laid off for a period of three (3) years shall no longer be
considered for recall. However, a NTPSM shall be continued for a fourth year of recall if
the NTPSM has provided the district with a letter indicating his/her interest in retaining

recall rights for an additional year and has updated his/her mailing address prior to the

fourth year of recall.

All bargaining unit employees laid off shall keep the administration informed of any
change in address if they desire to be recalled.

E. Any bargaining unit employee laid off at the end of a school year who is then recalled the
succeeding school year without any loss of pay shall reimburse the District for the total cost of
unemployment benefits received during the summer denial period. Reimbursement shall be

made by payroll deduction in equal amounts throughout the year in which recall occurred
unless the bargaining unit employee and the District mutually agree to a different
reimbursement schedule in writing.

During layoff, bargaining unit employees shall receive no insurance and/or other fringe
benefits at Board expense, except as they qualify for unemployment insurance.

Upon recall, the bargaining unit employee's previously accumulated paid time off (PTO)
leave shall remain in effect. Additional paid time off (PTO) leave days shall not accrue while
on layoff.

ARTICLE XVIIl: MISCELLANEQUS PROVISIONS
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A. To provide teachers access to this document a copy of this agreement will be posted on

the district’s website.



B. An outgoing mailbox will be placed in each school and there will be a daily pickup. This
mailbox may be used for any school mail, films, materials, and first-class mail that the teacher
wishes to send.

B. Free postage will be available at each school for school business.

D. All retiring GEA members may participate in and shall select from vendors available through
the District’s 403b plan.

a. The agreement to participate in this benefit program, by the GEA and the Grant
Public Schools, is not precedent setting. Renewal of participation in the program will
be on a yearly basis and with the mutual consent of both parties. The agreement to
continue will be made by September 1st of each year.

b. Third Party Administrator for Employee 403b Plans
The GEA shall be timely notified of Third Party Administered (TPA) plan amendments
or renewals in order to have an opportunity for input prior to adoption. In the
event the current TPA charges for its services, the parties will meet to negotiate the
impact of such a change."

E. Employees may accumulate up to a maximum of 125 paid time off (PTO) days. However,
throughout the employee's lifetime of District service the maximum days that will be paid
under the "contractual" per diem rate (step one of lane one) are 90 unused days, based on a 3
to 1ratio. Ninety (90) days of unused paid time off (PTO)-pay will be converted into 30 paid
PTO days, pursuant to the following requirements:

= The employee must have a minimum of 60 unused paid time off (PTO) days to
convert 30 unused paid time off (PTO) days into 10 paid PTO days to be paid
for in a single school year.

= The PTO days cannot be used for in place of workdays.

= The employee must maintain at all times a minimum of 30 unused paid time off
(PTO) days.

= An employee can use 10 paid PTO days for no more than three times throughout
their career with the District.

= No more than 5 employees can receive the 30 paid time off (PTO) days as 10 paid
PTO days in any single year. Ifthere are more than 5 employees that submit
requests for payout of PTO days, they will be granted on a first come first served
basis. The superintendent has discretion to extend the number of employees
beyond 5 on a year-by-year basis.

F. If any provision shall be found to be contrary to law, then both sides agree to meet and
negotiate that illegal portion of the contract.



G. This agreement may be altered,changed, added to, deleted from or modified only
through the voluntary, mutual consent of the parties in a written and signed
amendment to this agreement.

H. Inthe event that school transportation is not available, teachers required in the course
of their work to drive personal automobiles shall receive a car allowance of the maximum
amount allowable by IRS regulation without a 1099 form being filed by the district. This
allowance shall be given for the use of personal cars for field trips or other business of
the district. The Board shall provide liability insurance protection for teachers when their
personal automobiles are used as provided in this section.

I.  The GEA may set up an In-service Committee to serve during the current school year.
This committee may submit professional development recommendations for
consideration by the Superintendent. The purpose of the Committee is to suggest
professional development topics for the following school year.

J.  Grant Public Schools' facilities may be used during the regular instructional day for
community activity if the Association building representative, the teacher(s) involved,
and the building principal can agree on scheduling.

K. A conference committee comprised of Association leadership and superintendent's
administrative team shall meet to discuss various issues.

L. MENTORING In accordance with PA 335 of 1993, section 1526, for the first three (3)
years of employment in classroom teaching, a teacher shall be assigned one (1) or more
master teachers who shall act as a mentor or mentors to the teacher. The building
principal shall make the assignment. The parties have agreed to the following principles
as the basis of operation for mentoring:

1. Participation as a mentor teacher shall be voluntary.

2. Mentors and mentees may be allowed release time for observations.

3. If the building principal, mentor, or mentee finds that the mentor/mentee
relationship is not satisfactory, it can be severed at the end of the semester or
year by mentee, mentor or building principal.

4. Neither the mentor nor mentee shall be called upon to evaluate the other nor be called
upon as witness in any grievance or administrative hearing involving the other. The only
exception to the foregoing will occur if the mentor or mentee has firsthand knowledge of
alleged professional misconduct (i.e., section 1230b of the Michigan Revised School
Code).

5. Training for the role of mentor shall be provided by the school district without cost
to the mentor.

6. Bargaining unit members who serve as a teacher mentor will receive a stipend of $250
per semester (5500 per year.)

M. CONTINUED EDUCATIONAL GROWTH AND TUITION REIMBURSEMENT
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1. The Board and the Association recognize the need for continued educational

growth of teachers. This program will provide for reimbursement for the cost of
tuition for graduate credits earned from accredited institutions. Applicants will
be reimbursed at the rate of 50% of the actual per hour tuition fee, not to exceed
the aggregate sum of $500.00 per teacher, per fiscal year (July 1 through June 30).
Reimbursement will not be made for credits leading to the teacher's continuing
certificate, and up to the first 12 hours. If the state increases the required credit
hours above 12 this provision will apply to the corresponding hours, with cap of 18
credits.

Candidates for tuition reimbursement must request prior approval from the
Superintendent of Schools. The form requesting participation in the Tuition
Reimbursement Program should be completed and returned to the
Superintendent's office a minimum of ten (10) days prior to taking any course
work. Course work must be directly related to the candidate's present teaching
position or be in an area of professional growth that would potentially benefit the
school district, as determined by the administration.

Classes must be taken from the program or university that is accredited by North
Associate of Colleges and Schools the Higher Learning Commission (NCA-HLC) or one
of the other regional accreditors: Middle States Commission on Higher Education
(MSCHE), New England Association of Schools and Colleges Commission on Inst. Of
Higher Education (NEASC-CIHE), Northwest Commission on Colleges and Universities
(NWCCU), Western Ass. Of Schools and Colleges (WASC), Southern Ass. Of Colleges
and Schools (SACS).

When a teacher receives tuition reimbursement from a scholarship or grant, the
Board shall not make duplicate payment. Itis the teacher's responsibility to report
all scholarships and grants to the Board.

Reimbursement will be processed by the business office when documentation of
successful course completion and tuition paid has been received and will be
charged against the fiscal year in which the reimbursement is paid to the teacher.

Criteria for lateral movement on the salary schedule.

The compensation for lateral movement on the salary schedule will be for hours taken
beyond the Bachelor's Degree. Advancement to the MA+12 lane requires 12 credits to
be completed after the completion of an approved Master's program. This
compensation is for semester hours of successful graduate or equated approved
undergraduate study deemed valuable in the teaching assignment by administration
and meeting the conditions described in section 1. Only those approved courses taken
after the teacher has acquired a provisional, life or permanent teaching certificate, will
apply. The intent of this is to reimburse teachers for work, which is taken for their
Master's Degree or their teaching area. Undergraduate courses that are counted
toward a graduate program may be approved also. Courses taken for hobbies, personal
relaxation or non-related fields are encouraged for personal enhancement and
enjoyment but are not compensated. Classes will not be reimbursed if they are similar,



or a repeat of a class already taken at the same or a different institution.

During times when step advancement can take place, to qualify for movement to the
BA + 36 salary column, the 36 semester hours must be taken as follows: (any
combination of)
A. Hours taken in areas of teacher certification as listed on the teacher
certificate from the state of Michigan.

B. Hours taken in reading or computers.

3. Staff who wish to pursue a defined specialized training or Master 's program, such as, to
become a K-8 reading specialist, K-8 math specialist, K-8 Dual Immersion/ELL or 9-12
interventionist may apply to the superintendent, prior to entering the program, to be
eligible for an additional $250 a year in tuition reimbursement for the length of the
program or four (4) years, whichever is shorter. It is the discretion of the
superintendent to determine the number of members who may be involved in this
program at any given time.

4. Continuing education for staff members on the MA+12 lane.
To assist staff on this lane the district will pay up $100 annually toward
classes/SCECHS/P.D. that are approved by the state for the maintenance of their
teaching certificate. These class/SCECHS/P.D. sessions may be provided by way of
third-party providers, such as Leaders Edge, but need to be valuable to the district.
Tuition Reimbursement Program forms are to be completed and returned to the
Superintendent's office a minimum of ten (10) days prior to taking any course work for
approval by the superintendent. Classes will not be reimbursed if they are similar, or a
repeat of a class already taken at the same or a different institution.

ARTICLE XIX: CALENDAR STRUCTURE
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A.

The contractual workday calendar for teachers is based on 185 days teacher report days. Within
those days the district will schedule student report days, and staff report days, which will include
professional development days. These days are intended to meet or exceed the state
requirements for instructional days and hours to provide the district access to all possible State
Aid.

Within the 185 days there are:
1.  Five (5) report professional development days.
2. 180 student report days.

As a part of the teacher work calendar there are a evening events consisting of 12 hours that will
be scheduled by the district/building principal. The following are examples, but not limited to:
Parent/Teacher Conferences, graduation, open houses, and Freshman Orientation.

The District will discuss the structure of the calendar for the following year with the GEA President
by April 30*" each year.

It is important to remember that the State requirements for start dates and county wide common
calendar must be followed.
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Probationary teachers will be required to report and fulfill at least 3 additional days prior to the
established work calendar for the GEA start of their first year for Professional Development.
Probationary teachers may be required to fulfill 4 days of Professional Development in the summer
after the first, second and third year in the district. This is to support them as they work to
complete MCL 380.1526, which requires at least 15 days of intensive professional development to
induct and prepare them for the teaching profession and is a requirement for continued
employment. This is a part of their contract work year.



17,21 NON-REPORT PD DAY
18-20 PD REPORT DAYS

24  FIRST DAY OF SCHOOL

4 NO SCHOOL

7 NO SCHOOL -LABOR DAY
8 SCHOOL RESUMES

23 EARLY RELEASE DAY

7 COUNTDAY
9 HOMECOMING
14 & 28 EARLY RELEASE DAYS

30 NO SCHOOL

17,18, 19 CONFERENCES
11 & 18 EARLY RELEASE DAYS

25 2 DAY FOR
STUDENTS & STAFF

26-27 NO SCHOOL -

THANKSGIVING BREAK

9 EARLY RELEASE DAY
18 2 DAY FOR STUDENTS - (END
OF 1t SEMESTER - RECORDS FOR
STAFF)

21-31 NO SCHOOL

CHRISTMAS BREAK

1 CHRISTMAS BREAK CONT.
4 SCHOOL RESUMES

20 EARLY RELEASE DAY

GRANT PUBLIC SCHOOLS | 2026-27 CALENDAR
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3 & 17 EARLY RELEASE DAYS
10 COUNTDAY

19 NO SCHOOL - MID-WINTER BREAK
- POSSIBLE MAKE-UP DAY IF NEEDED

22 NO SCHOOL - MID-WINTER BREAK

10 & 24 EARLY RELEASE DAYS
16,17,18 CONFERENCES

19 '2DAY FOR STUDENTS

1 '2DAY FOR STUDENTS & STAFF
2-9 NO SCHOOL - SPRING BREAK
12 SCHOOL RESUMES

14 & 28 EARLY RELEASE DAYS

12 & 26 EARLY RELEASE DAYS
27 GRADUATION

28 NO SCHOOL
— POSSIBLE MAKE-UP DAY IF NEEDED

31 NO SCHOOL

4 LAST DAY OF SCHOOL
/= DAY FOR STUDENTS
(END OF 2nd SEMESTER
RECORDS FOR STAFF)

Start & End Times
Early EL: 8:00 — 3:00
Upper EL: 7:45 - 2:45
Jr./Sr. HS: 7:50 - 2:51

Half Day

Early EL: 11:30
Upper EL: 11:13
Jr./Sr. HS: 11:20

Early Release
Early EL: 1:06

Upper EL: 1:15
Jr./Sr. HS: 1:20




2026-2027 Schedule A for Hires After 7/1/2023

26-27 Hires After 7/1/2013
BANW BA18NW MANW MA12NW
2026/27 2026/27 2026/27 2026/27
Index 2.50% Index 2.50% Index 2.50% Index 2.50%
STEP

1 1.0600 $47,421 1.0634 $47,574 1.1018 $49,291 1.1402 $51,009
2 1.1100 $49,658 1.1177 $50,003 1.1579 $51,801 1.1983 $53,608]
3 1.1600 $51,895 1.1721 $52,435 1.2140 $54,310 1.2564 $56,207
4 1.2100 $54,132) 1.2263 $54,861 1.2701 $56,820 1.3146 $58,811
5 1.2600 $56,369 1.2806 $57,289 1.3262 $59,330 1.3726 $61,405
6 1.3150 $58,829 1.3645 $61,042 1.4119 $63,164 1.4604 $65,333
7 1.3700 $61,289 1.4188 $63,472 1.4680 $65,672 1.5185 $67,933
8 1.4225 $63,639 1.4731 $65,902 1.5199 $67,994 1.5765 $70,526
9 1.4750 $65,987, 1.5274 $68,331 1.5802 $70,693 1.6347 $73,130
10 1.5275 $68,334] 1.6108 $72,062 1.6363 $73,202 1.6927 $75,724
11 1.5800 $70,683 1.6652 $74,494 1.7215 $77,013 1.7799 $79,625
12 1.6050 $71,802 1.6833 $75,305 1.7760 $79,451 1.8380 $82,224
13 1.6300 $72,919 1.7014 $76,114 1.7789 $79,583 1.8410 $82,360
14 1.6550 $74,039 1.7195 $76,923 1.7819 $79,714 1.8440 $82,494
15 1.6800 $75,156 1.7287 $77,335 1.8008 $80,561 1.8634 $83,359
16 1.6850 $75,380 1.7379 $77,748 1.8198 $81,409 1.8827 $84,223
17 1.6900 $75,604 1.7471 578,158 1.8387 $82,257 1.9020 $85,088
18 1.6950 $75,827 1.7563 $78,570 1.8576 $83,103 1.9213 $85,953
19 1.7000 $76,052, 1.7655 $78,982 1.8766 $83,951 1.9407 $86,820
20 1.7050 $76,276 1.7733 $79,329 1.8843 $84,297 1.9485 $87,167
21 1.7100 $76,499 1.7811 $79,677 1.8920 584,642 1.9563 $87,514
22 1.7150 $76,723 1.7888 $80,026| 1.8998 $84,988) 1.9640 $87,862
23 1.7200 $76,946 1.7966 $80,374 1.9075 $85,332 1.9718 $88,211
24 1.7250 $77,169 1.8044 $80,721 1.9152 $85,678 1.9796 $88,559
25 1.7300 $77,393 1.8122 $81,070 1.9217 $85,969 1.9872 $88,898]
26 1.7350 $77,617, 1.8200 $81,419 1.9282 $86,258] 1.9947 $89,236|
27 1.7450 $78,064 1.8278 581,768 1.9346 $86,548 2.0023 $89,574
28 1.7550 $78,512 1.8356 $82,118] 1.9411 586,838 2.0098 $89,912
29 1.7650 $78,960 1.8434 $82,467 1.9541 $87,418 2.0250 $90,590
30 1.7775 $79,519 1.8434 $82,467 1.9541 $87,418 2.0250 $90,590
31 1.7775 $79,519 1.8434 $82,467 1.9541 587,418 2.0250 $90,590
32 1.7775 $79,519 1.8434 $82,467 1.9541 $87,418 2.0250 $90,590
33 1.7775 $79,519 1.8434 $82,467 1.9541 $87,418 2.0250 $90,590
34 1.7775 $79,519 1.8434 $82,467 1.9541 587,418 2.0250 $90,590
35 1.7775 $79,519 1.8434 $82,467 1.9541 $87,418 2.0250 $90,590

*Uncertified staff get hired in at Step 1 and stay at that rate until certification is obtained.




2026-2027 Schedule A for Hires Before 7/1/2013

26-27 HIRE BEFORE 7/1/2013 BA36/MA
BA BA18 MA MA12
2026/27 2026/27 2026/27 2026/27
Index 2.50% Index 2.50% Index 2.50% Index 2.50%
STEP

1 1.0000 $44,732

2 1.0771 $48,181

3 1.1294 $50,521

4 1.1816 $52,857

5 1.2339 $55,197 1.2806 $57,285 1.3262 $59,326) 1.3726 $61,401
6 1.3156 $58,851 1.3645 $61,038 1.4119 $63,160 1.4604 $65,329
7 1.3680 $61,196 1.4188 563,468, 1.468 $65,668| 1.5185 $67,929
8 1.4201 $63,527, 1.4731 $65,898 1.5199 $67,990 1.5765 $70,522
9 1.4723 565,862 1.5274 $68,327, 1.5802 $70,689 1.6347 573,126
10 1.5537 $69,502 1.6108 $72,058, 1.6363 $73,198, 1.6927 $75,720
11 1.6058 $71,834 1.6652 $74,490 1.7215 $77,009 1.7799 $79,621
12 1.6579 $74,164 1.7195 $76,919 1.776 $79,447 1.838 582,220
13 1.6579 $74,164 1.7195 $76,919 1.8325 $81,975 1.8956 $84,797
14 1.6579 $74,164 1.7195 $76,919 1.8325 $81,975 1.8956 $84,797
15 1.7020 576,136 1.7655 $78,978 1.8766 $83,947 1.9407 586,816,
16 1.7020 $76,136 1.7655 $78,978, 1.8766 $83,947 1.9407 586,816
17 1.7020 $76,136 1.7655 $78,978 1.8766 $83,947 1.9407 586,816
18 1.7020 576,136 1.7655 $78,978 1.8766 $83,947 1.9407 586,816,
19 1.7020 $76,136 1.7655 $78,978, 1.8766 $83,947 1.9407 586,816
20 1.7405 $77,859 1.8044 $80,717 1.9152 $85,674 1.9796 588,555
21 1.7405 $77,859 1.8044 $80,717, 1.9152 $85,674 1.9796 588,555
22 1.7405 $77,859 1.8044 $80,717, 1.9152 $85,674 1.9796 588,555
23 1.7405 $77,859 1.8044 $80,717 1.9152 $85,674 1.9796 588,555
24 1.7405 $77,859 1.8044 $80,717, 1.9152 $85,674 1.9796 588,555
25 1.7849 $79,845 1.8434 $82,463 1.9541 587,414 2.025 $90,586)
26 1.7849 579,845 1.8434 $82,463 1.9541 587,414 2.025 $90,586
27 1.7849 $79,845 1.8434 $82,463 1.9541 $87,414 2.025 $90,586
28 1.7849 $79,845 1.8434 $82,463 1.9541 $87,414 2.025 $90,586)
29 1.7849 579,845 1.8434 $82,463 1.9541 587,414 2.025 $90,586
30 1.7849 579,845 1.8434 $82,463 1.9541 $87,414 2.025 $90,586
31 1.7849 $79,845 1.8434 $82,463 1.9541 $87,414 2.025 $90,586
32 1.7849 $79,845 1.8434 $82,463 1.9541 $87,414 2.025 $90,586
33 1.7849 579,845 2.8434 $82,463 2.9541 $87,414 3.025 $90,586,
34 1.7849 $79,845 3.8434 $82,463 3.9541 $87,414 4.025 $90,586
35 1.7849 579,845 4.8434 $82,463 4,9541 $87,414 5.025 $90,586)
36 1.7849 $79,845 5.8434 582,463, 5.9541 587,414 6.025 $90,586,

An off-schedule payment of $500 will be paid during the final pay period of December 2026 for all
teachers employed by the district and covered under the collective bargaining agreement.




SCHEDULE B: EXTRA ACTIVITY COMPENSATION

Extra Activity Contracts
Individuals filling the positions listed below will be issued supplemental contracts by the Board. Work
performed under a supplemental contract is not subject to tenure and the assignment of individuals to
such duties is at the discretion of the Board. The Board will give due consideration to the professional
background and attainments of all applicants, including but not limited to:

1. Experience in the field

2. Qualifications regarding the vacancy

If the criteria above are deemed equal by the Board for two or more applicants, the most seniored
applicant will be awarded the position. All applicants not awarded the vacancy applied for shall receive
notification as to the specific reasons why he/she did not receive the vacancy.

A. Athletics
Coaches will be paid the following percentages for the assignment shown, which will be applied to the
first six (6) steps of the BA schedule.
Each coach will begin at the step on the BA schedule which coincides with the number of years (up to
the maximum identified in the preceding paragraph) he/she has coached in that particular sport at the
interscholastic level. The pay scaled titled Schedule A for hires BEFORE July 1,2013 will be used

for the calculation process.

F'alrl SeaébH gpi Brts

Cross Country (Boys/GirI's)r i Varsit"{/NH'éké"d Coach H 10.0%
L - ~ Program Assistant - . 5.0%
- ’ " ' MSHead Coach ' - . 5.0% ’
Football o ~ VarsityHead Coach  130%
- : ~ Varsity Program Assistant O 9.0% -
) - ~ VHeadCoach I 9.0% R
- ~ Program Assistant#1  60% ’
o ~ ProgramAssistant#2  6.0% ’
- - ~ Program Assistant #3 -  60%
Golf (Girls) ~ VarsityHead Coach  100%
- - Program Assistant . 5.0% B
Sideline Cheer ~ VarsityHead Coach  &5%
~ ProgramAssistant o S 25%
‘Soccer(Boys)  VarsityHead Coach  100% o
- - Program Assistant - C6.0%
Tennis(Boys)  VarsityHead Coach - 100%
- ~ ProgramAssistant . 5.0% o
Volleyball Varsity Head Coach ’  13.0%
- - ~ JVHeadCoach 9.0% ’
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Vollzzyba Il cont.

9t Grade Head Coach

8" Grade Head Coach B ; 4.0% T
- S - 7 Grade Head Coach 4.0% ’
’ - ~ WinterSports Season -
Basketball 7(7870ys) - Val;sit); Head Coach 7 i 13.0%
- - IVHead Coach o 90%
- - 9t Grade Head Coach 7.0% ’
- ~ Program Assistant - 50%
- 8" Grade Head Coach C4.0% ’
T T 7%GradeHead Comch T so%
Basketball (Girls) - Varsity Head Coach -  13.0% ’
.~ WNHeadCoach 0%
- - : ' Pfogram Assistant . 5.0% -
- _Program Assistant  50%
. hGradeHesd Conch | a0%
© J%GradeMeadCoach  ao%
Competitive Cheer Varsity Head Coach . 65%
S Program Assistant Co25%
‘Wrestling ~ \Varsity Head Coach S 130%
- . B 'V‘arsitryr P%bgfam Assistant R 7 7.0% 7
S “MSHead Comch so0%
o ~ springSeasonSports -
‘Baseball © Varsity Head Coach ~ 100%
-  WVHeadCoach  70% -
- 7 o Program Assistant g a 5.0% o
zéifm’ﬁi - \}érsity Head Coach - 100%
. N W'Program Assistant 5.0% .
Soccer (Girls) - Varsity Head Coach T 10.0% -
- ~ Program Assistant - e0%
Softball o 7 ﬂ\/arsity Head Coach - 100%
- IV Head Coach 7.0%
-~ Pprogram Assistant - s0%
Tennis (Girls) Varsity Head Coach 10.0% :
T P}E)Eram Assistant . 5.0% -
Track & Field (Boys/Girls) ~ Varsity Head Coach - 100%
e Erogram Assistant#1 6.0%
- ﬂErogram Assistant #2 - 6.0% -
~ MSHeadCoach 5.0%
S Ms Program Assistant #1 - 3.0% o
T N MS Program Assistant #2 3.0% -




Note: The district administration will make final decisions regarding the number of coaching positions that can
be filled each year, not the program’s head coach. As a guide, but not a requirement, the ratio of 15 to 1 will be
considered in the determination of the number of coaching positions.

Note: There is a variation in the percentages paid due to the length of season and number of participants.

B. Extracurricular Activity Compensation (applies to Step 1 of the BA salary schedule).

Primary Center/Elementary

Middle School

Annual 4.0%
Student Council 1.0
High School
Art Club 4.0
Class Advisors:
9th Grade 1.0
10th Grade 1.0
11th Grade 3.0
12th Grade 1.0
Drama Club/Plays 10.0
Instrumental Music (Secondary) 9.0
National Honor Society 1.0
Quiz Bowl 3.0
Ski Club 1.0
Student Council 2.0
Vocal Music (Secondary) 9.0
Yearbook (if outside of regular school day) 6.0
Yearbook (if in conjunction with a class) 2.0
Chess Club as a league academic group 3.0

Other
Lead Teacher/Department Head $400 - (PLC Teacher)

Mentor $500 per yr.
Outside of regular day beyond or school year, preapproved requested activities, teachers

will be paid at an hourly rate of .06% x-post July 1,2013 B.A. Base salary step 1. Time
sheets are required to be submitted and approved by the principal for payment.
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GRANT PUBLIC SCHOOLS
NTPSM PERFORMANCE REVIEW

Note: The parties will meet to revise/edit the form here to address bargaining unit members who
do not fall under the Michigan Teacher Tenure Act. The final form to be ratified by the parties.

The purpose of this document is to improve and maintain effective instruction. Itis based upon
our mission and belief statements about education. Itis hoped that this instrument fosters
positive two-way communication for the improvement and effectiveness of instruction. Please
feel free to add pertinent data and comments as necessary.

DISTRICT MISSION STATEMENT

The mission of the Grant Public School district is to provide a school system
that is committed to excellence in teaching and learning for all students.

Teacher Grade/Subject

Probationa . . : 4 .| Tenure at4 if 3 consecutive
ry Istyr. 2ndyr 3rdyr thyr years had an effective rating Tenure

Observation Date(s)

Lesson(s) Observed

Conference Date(s)

Evaluator
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GRANT PUBLIC SCHOOLS
PROFESSIONAL STAFF PERFORMANCE REVIEW

PROFESSIONALISM AND CONDUCT

Professional enthusiasm .............cccooivieiiiereiiiceecninen.
Collaborative WOIKEr .........ccccovmreoemviimeerieecsrererceeeeeens
Interacts positivey with peers ...........ccccocvveveivviceceenennnn,
Shares professional 10ad ........ccccovevvniieeiceiicercee,
Discretion in confidential matters ............ccceceerrerererenenen.
Policy complianee ........c.cccoeoeovevenvinieien e
Innovative and adaptable to change .................cc.cceenne.
Poised, well-mannered , confident .............ccoccovvevvveerennn.
AIABIE  cissmnismosin s i
Appropriate grooming and clothing ............ccccceceveeennnnn.e.
Punctual ........cooiiiiiiniii e
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PERFORMANCE AND CLASSROOM CLIMATE

a. Conveys high expectations............ccccoeoveevieeicureieececeen,
b. Knowledge of subject .... R
c. Organization ..o

d.  Follows district curriculum .........c.ccccooueeuiiieiiieereriennnn
€. Lesson plans ...
f.  Records and grade boOK ........ccccocovviiiiiieieiciricccnan,
g. Preparations for substitutes ..........ccccoeoeviiiiiiininenieceen.
h. Teaching techniquUes ..........cccooeiermeeireireiereecereeeeens
i. Provides for individual differences

j.  Uses pupil performance data .........c.cccooeoiniiiniievininnnnne.
k. Student interaction & participation .........c.ccccceceeeriernnne.
I.  Rapport with Students .........ccccoceimerireerirreeeeeieeeiee e
m. Safe and attractive classroom ...........ccccovrvvrecverirereecnnee.
n.

0.

p.

INSTRUCTIONAL EFFECTIVENESS
Students demonstrate:

a. Application ofclassroom content...........cccoceeeeeriuieennenenn.
b. Communication SKillS .......ccccoovreirniiiiniceseicine,
c. Collaborative working skills ........cccoveieiiieiiiiviiicreinee.
d. Problem solving sKills .......c..cccooorivmiiiniiiicicccie
e. Understanding of technology ...........cccceveviiiiiveiecnnnnne.
f.  Creation of quality products ...........cccoeveviviviieeeeneerenen,
g.  Self-directed learning .......c..ccoccoevovieineininenncecieeneee.

PROFESSIONAL DEVELOPMENT

a. Demonstrates professional growth ............ccccovviemnnnn,
b. Seeks/uses assistance of specialists ..........ccccccoervrirennne.n.
c. Keeps current in subject areas taught ..........c.c.ooevrvininnnns
d. Participates in in-service activities ...........cococoveiirieeirnnne.
e. Shares new methods, materials, ideas ..........ccccoceeueeevenen.

NON-CLASSROOM PERSONNEL
a. Complies with and implements attached job description .

Improvement
Plan Required
Areasto — Doesn't
Satisfactory Strengthen Unsatisfactory Not Observed  Apply




This is a reference page for the evaluator's comments page of the evaluation. This is how the
page will be set up. The words in bold are the words that will be included in an actual teacher
evaluation.

EVALUATOR'S COMMENTS
The comments of the evaluator will follow the headings on the previous page:
PROFESSIONALISM AND CONDUCT
PERFORMANCE AND CLASSROOM CLIMATE
INSTRUCTIONAL EFFECTIVENESS
PROFESSIONAL DEVELOPMENT
SUMMARY
At the end of the evaluator's comments will be the following:
Based on this evaluation, the performance of this teacher is considered:
Satisfactory
Unsatisfactory (improvement plan needed)
Signaturesignifies only that the teacher has received and discussed the evaluation with
the evaluator.

Teacher's signature Date Evaluator's signature Date
Teacher comments may be attached on a separate sheet.

This actual page should not be attached to the evaluation. Itis to be used for reference
only. The evaluator will complete this page.

GRANT PUBLIC SCHOOLS
NTPSM PERFORMANCE REVIEW
ASSISTANCE/IMPROVEMENT PLAN

The assistance/improvement plan shall consist of the following: 1. The improvement(s) expected 2.
The reason(s) why the improved is required 3. The specific steps to be taken by the teacher 4. The
procedures and/or resources to be used for improvement 5. The criteria for determining adequate
progress 6. The date by which the improvement(s) must be demonstrated 7. Signatures of the teacher
and evaluator

The final evaluation shall be signed by both the teacher and the evaluator and a recommendation
regarding the employment status of the teacher shall be made at this time.

This actual page shall not be attached to the evaluation. Itis to be used for reference only.
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DURATION OF AGREEMENT

This agreement shall be effective for two (2) years covering the 2025-26 school year and shall continue in
effect until June 30, 2027. This agreement shall not be extended, and it is expressly understood that it
shall expire on the date indicated. The salary schedule and compensation pieces shall be effective for one (1)

year, covering the 2025-26 school year.

GRANT EDUCATION ASSOCIATION BOARD OF EDUCATION
(//mbc‘m /% 04/ CZ%/IMJA/ %A’—'
CHAIRPERSON OF NEéOTIATION CcO ITTEE SUPERINTENDENT
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