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CLINTONDALE CENTRAL OFFICE ADMINISTRATORS
represented by
TEAMSTERS LOCAL 214
AND
THE BOARD OF EDUCATION OF CLINTONDALE COMMUNITY SCHOOL DI
CLINTON TOWNSHIP, MI 48035

COLLECTIVE BARGAINING AGREEMENT
INTRODUCTION

This Agreement is made by the Board of Education of Clintondale School District,
Clinton Twp, Michigan (The “Employer” or “District’) and Teamsters Local #214.
affiliated with the International Brotherhood of Teamsters, Chauffeurs, Warel

and Helpers of America (The “Union”), according to the following terms and «

The Clintondale Schools and Teamsters Local #214, the lawfully recognized bargaining
agent for the employees of Clintondale Central Office Administrators, are desirous of
promoting peaceful Employer-Employee relations, maintaining a uniform wage scale,
working conditions and hours of employees of the Employer; and of facilitating peaceful
adjustment of all grievances which may arise from time to time between the Employer
and Employees; and of promoting and improving peaceful employment and economic
relations between the parties.

RECOGNITION AND TERM OF AGREEMENT:

The District hereby recognizes and acknowledges that the Union is the exclusive
representative in collective bargaining with the District of those classifications of
employees covered by this Agreement and listed herein, as follows:
Central Office Administrators, including the following positions:
Assistant Superintendent of Teaching and Learning

Assistant Superintendent of Special Services

Assistant Superintendent of Human Resources

Director of CTE/Innovations and iCampus

Director of Human Resources

Director of Communications

Director of Technology

Director of Security

Director of Athletics

Director of Transportation

Director of Buildings and Grounds

Building and Grounds Supervisor

Special Education Supervisor

Child Care Coordinator

Accounting Coordinator

Financial Coordinator

Payroll Coordinator

Human Resources Coordinator

Technology Coordinator

iCampus Coordinator
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The term of this collective bargaining agreement (“Agreement”) shall commence on July
1, 2026, and shall terminate on June, 30, 2029. This Agreement shall apply to all
employees in the classifications of work set forth herein and shall cover all accretions to
or relocations of bargaining unit operations The District agrees not to direct or require
their employees other than the employees in the bargaining unit here involved, to
perform work which is recognized as the work of employees in said classifications.

The parties acknowledge the rights, responsibilities and prohibitions that are contained
in Michigan’s Public Employment Relations Act (PERA), and any updated amendments
thereafter. Membership in the Union is not compulsory. All Employees have the right to
join, not join, maintain or drop their membership in the Union, as they see fit, as allowed
by law. Neither party shall exert any pressure on or discriminate against an employee
in regard to such matters.

STRIKE AND LOCKOUT PROHIBITION

The Union, its officers, agents and members agree that the Union will not countenance
or condone any strikes, sit-downs, slow-downs, stoppage of work or any acts of any
nature that tend to interfere with any of the services of the District, and the Union will
use all available means at its disposal to prevent same during the life of this Agreement.

The District will not lock out employees during the length of this Agreement. The District
and Union shall comply with the strike and lockout prohibitions contained in PERA, MCL
423.201, et seq.

SUBCONTRACTING

For the purpose of preserving work and job opportunities for the employees covered by
this Agreement, the District agrees that no work or services presently performed or
hereafter assigned to the collective bargaining unit will be subcontracted in whole or in
part to any other organization, person, or non-unit employees, except as provided
herein.

The District may subcontract work when all reg‘ular employees are working, provided
that this right shall not be used as a subterfuge to violate the provisions of this
Agreement.

It is not the intent of the Board to deprive any employee of work by assigning work
normally performed by a member of the bargaining unit to a supervisor or outside
contractor. However, it is understood and agreed that supervisors and outside
contractors are specifically permitted to work in case of emergencies such as when
qualified bargaining unit employees are not otherwise available. Supervisors shall also
be permitted to perform such functions as testing equipment or methods of operation
and instructing employees for a reasonable amount of time as determined by the
District.
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EXTRA CONTRACT AGREEMENTS

The District agrees not to enter into an Agreement with another labor organization
during the life of this Agreement with respect to the employees covered by this
Agreement, or any agreement or contract with said employees, individually or
collectively, which in any way conflicts with the terms and provisions of this Agreement,
or which in any way affects wages, hours or working conditions of said employees, or
any individual employee, or which in any way be considered a proper subject for
collective bargaining. Any such agreement shall be null and void.

UNION REPRESENTATION

The members of the bargaining unit may elect one (1) Steward and one (1) Alternate
Steward who shall represent any or all employees in the representational area. If a
Steward and/or Alternate are not elected, the Union may appoint a Steward and. or
Alternate until such time one is elected by the bargaining unit members. Stewards shall
have the reasonable opportunity to conduct Union business including presenting
grievances without loss of pay.

The Employer hereby agrees to recognize a Bargaining Committee composed of
employee representatives from the bargaining unit and a Union representative. This
Committee shall act in a representative capacity for the purpose of meeting with
Employer representatives to negotiate new and modified agreements. The Employer will
authorize said Bargaining Committee members to attend negotiation sessions that
occur during their regular work hours without loss of pay.

The Union representative and/or Stewards shall be permitted to conduct official
business on school property at reasonable times, provided that the use of the District’s
building and property are cleared and preapproved by the Superintendent, provided
that there is no interference of school operations. The District will provide office space if
feasible.

The Stewards shall have the right to use school equipment at reasonable times so long
as it does not interfere with or inhibit regular school use. The Union will supply its own
materials.

The Union shall have the right to a bulletin board space and mail facilities in each
building, provided that such use complies with District policy. The Union agrees to
indemnify and hold the District harmless for the Union’s use and posting of materials on
District bulletin boards and mail facilities.

The District shall comply with the Union’s PERA requests for record and documents
pursuant to PERA, MCL 423.201, et seq.
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SECTION 1: ADMINISTRATIVE DUTIES AND MANAGEMENT RIGHTS

Administrative duties include all of those responsibilities defined by the Board of
Education, necessary for the achievement of the District's mission and the planning,
management, operation and evaluation of the educational programs and services of the
administrator's building or operational unit. It is agreed that the Board of Education has
the right to define the duties of administrators and assign their administrative
responsibilities, through the Superintendent.

The Board of Education hereby retains and reserves unto itself, without limitation, all
powers, rights, authority, duties, and responsibilities conferred upon and vested in it by
the laws of the Constitutions of the State of Michigan and of the United States. Nothing
contained herein shall be considered to deny or restrict the District of its rights,
responsibilities, and authority under the Michigan Revised School Code or any other
laws or regulations. Except as specifically stated in this Agreement, all the rights,
powers, and authority the Board had prior to this Agreement are retained by the Board.
Such rights shall include, by way of illustration and not by the way of limitation, the right:

1.01: To the executive management and administrative control of the school system and
its properties and facilities and the activities of its employees in connection with school
operations and activities.

1.02: To hire all employees and, subject to the provisions of law, to determine their
qualifications and conditions for their continued employment, or their discharge or
demotion, and to promote, transfer, and assign all such employees, including the right
to determine the size of the workforce and to lay off employees in accordance with this
Agreement and applicable law

1.03: Continue its rights, policies, and practices of assignment and direction of its
personnel, determine the number of personnel and scheduling of all the foregoing, and
the right to establish, modify or change any work or business or school hours or days.

1.04: Determine the financial policies, including all accounting procedures, and all
matters pertaining to public relations.

1.05: Contract or subcontract with a third party to perform non instructional services and
other work that is not exclusively performed by the Union and that would not directly
cause a reduction of a member’s regularly scheduled work hours.

1.06: To contract for and enter into intergovernmental agreements for educational and
other services.

1.07: To determine reasonable provisions for health, safety, and first aid of employees
during hours of employment.
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SECTION 2: APPOINTMENT TO ADMINISTRATIVE POSITIONS

All applicants for positions within the unit shall meet those qualifications established by
the Board of Education. Members of the CLINTONDALE Central Office Administrators
will first be given the opportunity to apply for transfer to vacant positions within the unit
according to the provisions of this Agreement.

2.01:

2.02:

2.03:

Where fiscal or enrollment conditions mandate a reduction in the total number of
administrative positions in the District, the District shall have the right, subject to
the provisions of this Agreement, to reassign administrators to positions to best
achieve budget reductions. Following such reductions, administrators transferred
under this section shall suffer no reduction in pay and have the option to return to
their original position prior to posting.

The District may fill any position on an interim basis for periods of less than one
year when need arises, as long as no layoffs or reduction exist in the
administrative unit.

Current members of the CLINTONDALE Central Office Administrators will first be
given the opportunity to apply for transfer to new or vacant positions prior to
external posting. Applicants for positions within the unit shall meet the
qualifications established by the Board of Education. In the event that more than
one applicant meets the Board of Education’s requirements, the District will
select the most qualified applicant for the position based on the District’s criteria.

In the event that a CLINTONDALE Building Administrator is involuntarily
transferred due to the needs of the District, or due to the bidding process, the
displaced employee shall remain at his/her current wage if the transfer is that of a
lesser classification, or shall receive an increase of the greater classification per
the Salary Schedule wage chart.

2.04: All newly hired employees shall be required to serve a probationary period
of ninety (90) calendar days. The District reserves the right to extend the
probationary period for an additional thirty (30) days. All unpaid absences shall
extend the probationary period accordingly. During the probationary period, the
employee shall have no seniority status and may be laid off or terminated at the
sole discretion of the District. Such layoff or termination shall not be subject to
the Grievance Procedure.

SECTION 3: SCHEDULES, WORKING, CONDITIONS AND SENIORITY

3:01: Schedules
A. In order to obtain ultimate efficiency in the operation of the District's schools and

to provide the best possible educational program to the pupils served thereby, an
administrator's schedule must be flexible.

B. No Administrator shall perform other employment which will be a conflict of
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3:02:

3.03:

interest or impair the administrator's performance as an employer within the
District. Written permission from the Superintendent must be obtained before any
employment or work outside the District is undertaken.

For purposes of this Agreement the daily rate shall be calculated based on 260
days.

. All administrators will be considered 52-week employees, and all pay divided by

twenty- four pays.

Central Office Administrators must work the required amount of days according
to the level written herein; however, are granted flexibility as approved by the
Superintendent.

Administrators hired, or whose pay or classification changes, after July 1 of
each year, shall have their salary prorated by dividing the number of workdays
worked by the days specified in Item C.

Working Conditions

The District agrees to promptly remedy all hazards, unsafe conditions and
accidents brought to its attention and to promptly remedy all hazards and unsafe
conditions its investigation reveals.

Seniority

District wide seniority shall be defined as an employee’s length of service with
the District commencing with his/her most recent date of hire.

. Bargaining unit seniority shall be defined as the period of employment

commencing with his/her most recent date of hire in the bargaining unit, including
any previously frozen seniority in the bargaining unit.

Classification seniority shall be defined as the period of employment
commencing from the last date of hire in his/her classification, including any
previously frozen seniority in the same classification.

Employees who are hired on the same date shall be placed on the seniority list
by draw.

No time shall be deducted from an employee’s seniority due to absences
occasioned by authorized paid leaves of absence, or unpaid leaves of absence
of less than thirty (30) days. Seniority shall continue to accrue during absences
from the District due to sabbatical leave, Family and Medical Leave Act (FMLA)
leave or involuntary military service.

Non-bargaining unit employees filling interim positions within the bargaining unit
shall not accrue seniority during the interim appointment.
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Seniority When Outside the Bargaining Unit. Bargaining Unit employees who accept
a non- bargaining unit position within the District shall have their bargaining unit
seniority frozen and shall not accumulate additional bargaining unit seniority while
working in a non-bargaining unit position.

Seniority List. After successfully completing his/her probationary period an employee
shall be placed on the seniority list as of his/her date of hire. An up-to-date seniority list
shall be prepared by the District and presented to the Union in January of each year
and in the event of layoff. The seniority list will show, by job classification, in order of
most senior to least senior the name, site location, pay grade level and seniority date.

Loss of Seniority. An employee shall lose his/her seniority for the following reasons:

A. The employee quits or retires

B. The employee is discharged. An employee shall have the right to challenge a
discharge during the term of their contract as set forth in paragraph 7.4.

C. The employee does not report for work upon notice of recall by registered mail
or telegram to his/her last known address within fifteen (15) working days;

D. The employee has been on a long-term disability (LTD) leave for two (2) years

E. The employee has been on layoff status for two (2) years.

SECTION 4: WAGES AND BENEFITS

4.01: The administrator shall be paid on annual salary as stipulated in Appendix A.
The Superintendent shall have the discretion and ability to place a newly hired or
appointed administrator at any step within the proper wage grid with notification
to the Union. Increments may be prorated for mid-year hires. The administrator
shall receive the insurance package and other benefits set forth in Appendix A.
The salary, insurance and fringe benefits shall be for the term of this agreement.

SECTION 5: RESPONSIBILITIES AND OBLIGATIONS

5.01: The Administrator agrees to faithfully perform his/her assigned duties in a
competent and professional manner subject to the established policies and
regulations of the Board and the laws of the State of Michigan.

5.02: The Administrator represents that he/she holds all certificates, credentials, and
qualifications required by law and the School Board for the assigned position. If,
at any time, an Administrator fails to possess and maintain in good standing an
appropriate Administrative Certificate for his/her position or to complete
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5.03:

5.04:

5.05:

continuing education as required by Michigan Law or Board policy, the
Administrators personal employment contract shall be automatically terminated.

The performance of each Administrator shall be evaluated in writing at least once
a year by the Superintendent of Schools or his/her designee, in accordance with
Revised School Code Sections 1249 and 1249b. An Administrator who is
evaluated and deemed “Needing Support” shall be frozen on the wage scale
until such time the Administrator receives an “Effective” evaluation.
Administrator’s subject to Revised School Code 1249b may appeal their
evaluation rating pursuant to MCL 380.1249b(1)(p). Administrators shall be
entitled to review the evaluation prior to its placement in his/her personnel file. All
evaluations shall be completed by the end of each school year. The
Administrator may provide a written response/rebuttal to any evaluation to be
appended and placed in the personnel file. The Board of Education retains the
right to terminate the Administrators personal employment contract for j any
reasons not arbitrary or capricious prior to the date of its expiration. The Board of
Education may elect not to renew Administrators personal contract upon its
expiration consistent with the terms of Revised School Code Section 1229. In
the event the Board of Education elects to terminate the Administrator’s personal
employment contract prior to its expiration the Administrator shall first be afforded
a hearing, which is consistent with due process, as provided by applicable law.
The decision to terminate an administrator's contract shall be based on charges
recommended by the Superintendent. At least seven (7) days prior to the
hearing, the Administrator shall receive a statement of the written charges or
charges which are being made against him/her, the opportunity to be
represented by counsel at the Board termination hearing. The Board hearing
shall be public or private at the option of the Administrator, as is consistent with
the Michigan Open Meetings Act.

If any clause of the Agreement becomes or is declared by a court of competent
jurisdiction to be illegal, unenforceable, or void, this Agreement shall continue in
full force and effect without said provisions; provided, however, that no such
severability shall be effective if it materially changes the economic benefit of the
Agreement to either party.

Administrators shall be entitled to notification of any infraction of rules or
delinquency in professional performance and be guaranteed an agreed upon
meeting scheduled with the Superintendent whenever any warning, reprimand or
other disciplinary action concerning the infraction of rules or delinquency in
professional performance may lead to the placement of adverse documentation
in the Administrator's personnel file. At all times, the Administrator will be entitled
to have a Union representative present at such a meeting (Weingarten Rights).

A copy of the final written document regarding any infraction or delinquency shall
be provided to the Union Business Agent or Steward.

A written reprimand shall be dated on the day it is entered into the file and a copy
of such reprimand shall be given to the Administrator. Such reprimands must be
written and documented with ten (10) school days of knowledge of the incident
that caused the reprimand. A copy of any final written communication regarding
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any infraction or delinquency shall be forwarded to the Union Business Agent or
Steward.

No Administrator shall be disciplined or receive a reprimand which would result in
suspension, reduction in compensation or termination of employment without due
process and for reasons not arbitrary or capricious. Such disciplinary action may
occur after a conference attended by the Administrator and the Superintendent,
or his or her designee.

SECTION 6: GRIEVANCE PROCEDURE

6.01: A grievance shall be defined as a claim by any employee, or group of employees,
or the bargaining unit, that there has been a violation of any provision of this
Agreement. If a grievance is unique to one individual, the grievance must be
filed by the individual who is affected.

The time limits specified hereinafter for movement of a grievance through the process
shall be strictly adhered to and may be relaxed or extended only by mutual consent of
the Union and District in writing. In the event that the bargaining unit or employee fails to
appeal a grievance or appeal a School Board answer within the particular specified time
limit, the involved grievance shall be deemed abandoned and settled on the basis of the
School Board's last answer, if any. In the event the School Board shall fail to supply the
bargaining unit with its answer to the particular step within the specified time limits, the
grievance shall be automatically positioned for appeal at the next step within the time
limit for exercising said appeal, commencing with the expiration date of the School
Board's grace period for answering.

All specified time limits herein shall consist only of Administrator work days. Employees
may be given a paid leave for purposes of appearing as necessary witnesses in
arbitration cases involving the Board, if they shall designate in writing at least three (3)
work days prior to said hearing. In the event that designated witnesses are in fact not
necessary to the arbitration hearing, then their leave shall be without pay.

No Administrator shall be disciplined or receive a reprimand which would result in
suspension, reduction in compensation, or termination of employment without due
process reasons not arbitrary or capricious. Such disciplinary action may occur after a
conference attended by the Administrator and the Superintendent.

Special Conferences will be arranged at mutually agreed upon times between the Union
and the Superintendent, or the Boards’ designated representative, upon the request of
either party. Arrangements for such a special conference shall be made in advance, and
an agenda shall be presented at the time the conference is requested. Matters taken up
in special conferences shall be confined to those included on the agenda.

Each grievance shall have to be initiated within ten (10) work days of the occurrence

which is the cause for complaint, or, if neither the aggrieved nor the bargaining unit had
knowledge of said occurrence at the time of its happening, then within ten (10) work
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days of the first such knowledge or should have reasonably had knowledge, by either
the aggrieved or the bargaining unit. Appropriately published School Board notices
relating to rules and regulations, which are not in conflict with this Agreement, shall be
binding on the bargaining unit and all members of the bargaining unit. Settlement of
delayed grievances, as provided, shall be retroactive to the date of incident.

STEP ONE: Any employee, having an alleged grievance as herein above defined, may
process the complaint in the following manner. The aggrieved employee
or employees shall take the matter up with the employee’s immediate
supervisor on an informal conference within ten (10) work days following
the act or condition which is the basis of this grievance.

STEP TWO: In the event the matter is not resolved informally, a written grievance may
be filed with the Superintendent in which the grievance arises within ten
(10) work days following the informal meeting. The written grievance shall
set forth a specific Article or Paragraph of the Article allegedly violated, ,
along with a written statement of the relief sought on the Union’s
Grievance Form. The Superintendent shall have ten (10) working days to
issue a written decision.

STEP THREE: Within ten (10) work days after receiving the decision of the
Superintendent, the aggrieved party has the option to request mediation
through the Board Grievance Committee in a further attempt to resolve the
grievance.

STEP FOUR: Within ten (10) work days after receiving the decision of the Board
Grievance Committee, the aggrieved party has the option to request
mediation through the Michigan Employment Relations Commission
(MERC) in a further attempt to resolve the grievance. The Union or
School District shall notify the District of its intent to utilize Mediation . The
Union shall request MERC to provide the assistance of a Mediator, and
the parties shall work cooperatively to set up subsequent Mediation.

STEP FIVE: If mediation is not successful, the Grievant may move the grievance to
arbitration within forty-five (45) calendar days. The demand for arbitration
shall be filed with the Michigan Employment Relations Commission in
accordance with the current applicable rules and regulations set forth by
MERC, sending a copy of such demand to the opposite party. MERC will
only be used for selection of the arbitrator, unless agreed otherwise. In
lieu of the parties using MERC, they may mutually agree to the use of
another Arbitrator arbitration service.

The arbitrator shall have no authority to arbitrate any complaint that is not
an alleged violation of specific and expressed provisions of this
Agreement. The Arbitrator shall not have the power to modify, amend, add
to, or subtract from this Agreement. If the grievance sought to be
arbitrated is not specifically covered by this Agreement, then said
arbitrator shall have no authority in connection therewith. The arbitrator’s
authority shall be as limited in this Agreement. The arbitrator shall have
no power to hear any grievance or rule on any dispute regarding the
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decision of the Board of Education not to extend or renew the contract of
any Administrator, or any decision involving the District’s placement,
assignment, layoff, or recall of an Administrator. The arbitrator’s authority
shall be set forth in paragraph 7.04 of this Agreement. The expenses of
the arbitrator shall be paid one-half (}2) by the Union and one-half (%2) by
the School District, and all other expenses shall be borne by the party
incurring them. So long as said arbitrator does not exceed his or her
authority as provided herein, his or her decision shall be final and binding
on the Union, all members of the bargaining unit, and the District.

It is understood between the parties that only the Union, not the individual
member has the right to proceed to arbitration.

Expedited Grievance. In the case of discharge, or by mutual agreement, other
grievances, the Grievance Process will start at Step Il — Superintendent.

Definition of Days. For purposes of this Article, working days shall include Monday
through Friday, excluding Saturdays, Sundays, holidays, and District recess days.

SECTION 7: WORKING CONDITIONS AND MISCELLANEOUS

Emergency Manager Provision. An emergency manager appointed under the Local
Financial Stability and Choice Act, MCL 141.1541, et seq.may reject, modify, or
terminate this Agreement.

Complete Agreement. This Agreement constitutes the entire understanding between the
parties and supersedes all prior discussions, negotiations, and agreements, whether
written or oral, related to the subject matter herein.

Wage and Benefit Increases. No increases in benefits or compensation, including wage
step and lane adjustments, beyond that allowed in this Agreement will be permitted after
its expiration unless ratified by both parties in a successor collective bargaining
agreement.

Page | 12




IN WITNESS WHEREOF, the parties have executed this Agreement on the dates
noted below:

CLINTONDALE SCHOOL DISTRICT
BOARD OF EDUCATION:

-

By: | @ BY:

J7éd Maynard, Dresident kéin Knobloék, Interim Superintendent

Date: C'?/'J) 5/)9/

TEAMSTERS LOCAL #214:

oy XL % BY: SW

Bill Hart, Business Agent Shauna Hemler, Steward

Date: LD\ ‘7/ l 7/(@
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APPENDIX A

INSURANCE BENEFITS, BENEFITS, AND CLASSIFICATIONS

CENTRAL OFFICE ADMINISTRATORS

Classification:

Assistant Superintendent of Teaching and Learning
Assistant Superintendent of Special Services
Assistant Superintendent of Human Resources
Director of CTE/Innovations and iCampus
Director of Human Resources

Director of Communications

Director of Technology

Director of Security

Director of Athletics

Director of Transportation

Director of Buildings and Grounds

Building and Grounds Supervisor

Child Care Coordinator

Accounting Coordinator

Financial Coordinator

Payroll Coordinator

Human Resources Coordinator

Technology Coordinator

iCampus Coordinator

Special Education Supervisor

BENEFITS - LEAVES OF ABSENCE WITHOUT PAY

Family and Medical Leave.

A. The District will comply with the Family and Medical Leave Act ("FMLA"),
as well as District policies and procedures, with regard to requests for
unpaid leaves of absence submitted by eligible bargaining unit employees.

B. A bargaining unit member may, while on an FMLA leave, have the
opportunity to apply, interview, and accept posted positions, provided that
such activity does not contravene the orders of the treating physician.

Military Leave. Consistent with the Uniform Services Employment and Reemployment

Rights Act (USERRA), 43 U.S.C. § 4301, et seq., and applicable state law, a Military
Leave of Absence will be granted to employees, to attend scheduled drills or training or
if called to active duty with the US Armed Services.

Employees will receive partial pay for training assignments and shorter absences. Upon
presentation of satisfactory military pay verification data, employees will be paid the
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difference between their normal base compensation and the pay (excluding expense
pay) received while on active military duty. The portion of any military leaves of absence
in excess of two weeks will be unpaid. However, employees may use any available paid
time off for the absence.

‘Subject to the terms, conditions and limitations of the applicable plans for which the
employee is otherwise eligible, health insurance benefits will be provided by the District
consistent with applicable law.

PTO benefits will continue to accrue during a Military Leave of Absence up to 30 days.
Employees on two-week duty training assignments or inactive duty training drills are
required to return to work for the first regularly scheduled shift after the end of training,
allowing reasonable travel time. Employees on longer military leave must apply for
reinstatement in accordance with all applicable state and federal laws.

Consistent with applicable law, every reasonable effort will be made to return eligible
employees to their previous position or a comparable one. They will be treated as
though they were continuously employed for purposes of determining benefits based on
length of service, such as the rate of vacation accrual and job seniority rights.

Personal Leave. Any Union member may receive a one-year leave without pay for
exceptional reasons. The Administrator shall submit a letter of application identifying
the exceptional reasons for requesting said leave. The leave shall coincide with the
school year. Approval must be granted by the Superintendent of Schools and Board of
Education.

Other Leaves. All other requests for unpaid leaves of absence are at the sole
discretion of the District. Such leaves shall be without pay and benefits.

Responses to Leave Requests. Response to a discretionary leave request shall be
communicated to the Administrator as soon as possible or within forty (40) calendar
days. Verification of reason for absence may be required.

BENEFITS - LEAVES OF ABSENCE WITH PAY

PERSONAL TIME OFF (PTO). Administrators shall receive thirty (30) days annually to
be used for vacations, iliness or personal business. PTO may accumulate to a
‘maximum of seventy-five (75) per administrator. Upon reaching this cap, no additional
accumulation shall be permitted. PTO earned above the capped amount shall be
reimbursed at 50% of the administrator's daily rate, prior to June 30th of each year.
Upon termination or resignation, either voluntary or involuntary, accumulated sick days
shall be reimbursed at fifty percent (50%) of the employee's current daily rate.

All PTO used for vacations scheduled shall be approved by the Superintendent of
Schools at a minimum of fourteen (14) calendars days prior to the requested vacation.
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Holidays. Central Office Administrative staff shall be granted holiday time off that align
with the adopted school calendar, as follows:

Martin Luther King Day ,

Two days of Mid-winter break (as determined by the school calendar)
Memorial Day

Juneteenth

The week of Independence Day (If July 4" falls on a Saturday or
Sunday, the holiday observance will occur during the following
week.)

Labor Day (Two (2) days as determined by the school calendar)
Thanksgiving (Three (3) days as determined by the school calendar)
The week of Spring Break

Winter holiday break to align with the CEA member break schedule
New Year (Three (3) days as determined by the school calendar)
Summer Schedule — Four-day work week established from mid-June
through the first week of August

o Any other holidays approved by the Superintendent.

O O O O O

O O O 0 O O

Whenever any of these holidays fall on the sixth and/or seventh day of the employees'
regular work week, and state authorities transfer its observance to another day, that day
shall then be considered a holiday. If the Superintendent requires an administrator to
work additional time during the normal school year or over summer break, the
Administrator shall be paid the current daily rate for extra days worked.

There is PTO for unpaid leaves or short-term disability/long-term disability leaves. In the
event of a sustained illness or injury, an employee may utilize his/her bank of sick leave
for the extent of the illness (if the employee's bank has sufficient number of
accumulated PTO days) or the employee may opt to initiate to short-term disability

benefits (see Benefits) at the fifteenth (15 ) consecutive calendar day of illness or
injury. Should the absence due to iliness or injury extend beyond a period of ninety (90)
calendar days, said employee may opt to initiate long-term disability (see Benefits) at

t .
the ninety-first (91S ) consecutive calendar day of iliness or injury.

Administrators will not be charged sick leave due to absence from their jobs for reason
of illness definitely established as contracted as a result of their employment from the
following list:

Mumps Scarlet FeverConjunctivitis
Measles Impetigo Scabies
Chicken Pox Rubella Ringworm
Head Lice Covid 19

A physician’s statement shall be submitted to Human Resources.
COVID-19 with a written statement from the health department or a qualified health care

provided of a dated positive COVID-19 test result (not self-administered) or a dated
written order to isolate/quarantine due to COVID-19.

Page | 16



If the Board authorizes the development or subsequent revision of Board policies
dealing with communicable diseases, the District will provide the Union notice and
opportunity to bargain on said policies, prior to adoption and implementation on said
policies as they impact the working conditions and health and safety of bargaining unit
members. This paragraph shall not set precedent in future proceedings or negotiations.

Short-Term Disability. Weekly benefits are provided subject to proof of loss
requirements, payable to insured when an employee is disabled due to illness or injury.
Weekly benefit applies on the date the period of disability begins. However, the benefit
is payable for the period the disability continues after the elimination period of fourteen
(14) calendar days. Accumulated sick days, if any, will be used to satisfy the fourteen
(14) calendar day elimination period for short-term disability benefits. The benefit will not
be payable for longer than the maximum duration of thirteen (13) weeks for one (1)
continuous period of disability whether from one (1) or more causes.

Notification of intent to file for STD must be received in the District (verbal or in writing)
within ten (10) working days of the employee's first day off work, except in the case of
an emergency.

Benefits are payable only while under continuous care of a licensed physician. The
District reserves the right to designate a licensed physician in order to conduct an
independent medical exam. A bargaining unit member may, while on a short-term
disability leave, have the opportunity to apply, interview, and accept posted positions,
provided that such activity does not contravene the orders of the treating physician.

Sick and vacation days do not accrue while on short-term disability. The minimum
benefit level provided for a base salary work week shall be 70%.

Long-Term Disability. Long-term disability (LTD) benefits provide income if a
bargaining unit member is unable to work for a prolonged period. Monthly income
benefits are paid when totally or permanently disabled because of iliness or injury. Upon
recovery, payments stop.

If a bargaining unit member becomes disabled and is eligible for benefits, he or she will
continue to receive health, dental, vision and life insurance coverage for a period not to
exceed two (2) years or the duration of LTD payments, whichever is less. After two (2)
years on LTD, the District may post and fill the position, at which time the employee’s
employment will be terminated.

The monthly benefit is seventy percent (70%) of base monthly earnings at the date of
disability subject to carrier maximum (current benefit maximum is eight thousand dollars
[$15,000 per month). Benefits begin after a qualifying period which is the greater of
ninety (90) days or the applicable period of paid leave. Accumulated sick days may be
used to satisfy the ninety (90) day elimination period for long-term disability benefits.
Benefits continue throughout the period of disability pending required proof of disability
from your physician. The duration of benefits is as follows:
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Aage at Disability Benefit Duration

Under age 60 to age 65 but not less than 5 years
60-64 5 years

65-69 to age 70 but not less than 1 year
70 and over 1 year

The District reserves the right to designate a licensed physician in order to conduct an
independent medical exam.

A survivor's benefit is paid to spouse or children under age twenty-five (25) when proof
is received that the insured died while receiving benefits and if disability had continued
for one hundred-eighty (180) consecutive days. The benefit will be an amount equal to
three (3) times the insured's gross monthly benefit.

Death: In the event that employees of the District should die while actively employed,

the District shall compensate the estate in an amount equal to the number of earned
PTO days in the deceased’s accumulated bank at the time of their death.

LTD benefits are coordinated with other benefits such as social security, and workers’
compensation

Sick and vacation days do not accrue while on long-term disability.

Workers’ Compensation. Workers’ compensation will be provided as required by the
Michigan Workers’ Compensation Act. PTO shall continue to accrue during a workers’
compensation leave.

Health insurance benefits (medical, dental, vision) shall be paid for each employee and
their family, on workers’ compensation up to a maximum of two (2) years from the date
the employee began receiving workers’ disability compensation payments. After two (2)
years on workers’ compensation, the District may post and fill the position, at which time
the employee’s employment will be terminated.

Bereavement Leave. Administrative staff who wish to take time off due to the death of
an immediate family member should notify their supervisor immediately.

Paid bereavement leave for a period of five (5) days with pay shall be available to the
employee in the case of death of any member of the employee's or spouse's immediate
family.

The District defines "immediate family" as the employee's spouse, mother, father, son,
daughter, brother, sister, mother-in-law, father-in-law, grandparents, spouse's
grandparents, grandchildren, or any relative living in the employee's immediate
household. In special circumstances, Bereavement Leave may be extended to the
employee in the case of death to significant others who have either lived with the
employee for a period of years or who have provided an in loco parentis relationship
over the years.
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Jury Duty. Jury duty leave shall be available to the employee who is summoned as a
juror or subpoenaed as a witness in any judicial proceeding not of his/her own initiative.
The term of the leave shall be the length of the judicial proceedings if the employee
serves as a juror, or the time spent testifying if the employee is called as a witness.
Employees summoned as jurors shall advise their supervisors as far in advance as
possible as to the service dates and provide a copy of the court documents ordering
their appearance.

Personnel File. Each Administrator shall have the right, upon request, to review the
contents of his/her own personnel file. A representative of the Union may, at the
employee’s request, accompany the employee to this review. Each personnel file,
exclusive of confidential employment and university credentials, shall contain the
following minimum items of information:

TB Report and required medical information

All annual evaluation reports

Copies of annual contracts

A transcript of academic records

Copy of former teaching credentials and documentations (if applicable)

No material may be placed in the file without allowing the Administrator an opportunity
to file a response thereto, and said response shall become part of the file. Personnel
files are confidential and only duly authorized personnel may have access thereto.

If an Administrator is requested to sign material placed in his/her file, such signature
shall be understood to indicate his/her awareness of the material, but shall not be
interpreted to mean agreement with the content of the material. An Administrator who
can satisfactorily demonstrate that incorrect or inappropriate material has been placed
in his/her file may file a written request for the correction or deletion of the incorrect or
inappropriate portion of such material with the Superintendent or designee.

Any disciplinary actions against an Administrator that have been placed in his/her
personnel file that will only be removed from the Administrators personnel file and
destroyed, in accordance with applicable law.

Inclement Weather. When schools are closed to students due to inclement weather, as
determined by the District, Administrators shall have the option to work from home. The
availability to work from home is not guaranteed, and is subject to the District's
operational and other needs.

BENEFITS — INSURANCES AND OTHER

All insurance coverage shall be in accordance with the provisions and requirements of
the group policies. A bargaining unit member or spouse cannot be enrolled in any
District benefit both as the subscriber and as a spouse. In the case of both parents
being eligible for district benefits, dependents are eligible for coverage under only one
parent.

Life Insurance: Term Life. Term life insurance is effective the first (1St) day of
employment for bargaining unit members and their eligible dependents. The benefit will
be paid to the bargaining unit member's designated beneficiary. In the event of
accidental death, the insurance will pay double the specified amount. See benefit
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summary included in Appendix A.

A) Additional Optional Term Life. Optional term life insurance is available at the
bargaining unit member's expense through payroll deduction at rates
established for the bargaining unit member's specific age group. Optional term
life insurance will require evidence of insurability and may be obtained only
during regularly established enrollment periods.

Employees shall have the right to convert their group term life insurance to
Ordinary Life Coverage at their expense within thirty-one (31) days following
termination or retirement.

t
Medical Insurance. Medical insurance is effective the first (15) day of employment for

bargaining unit members and their eligible dependents. See benefit summary included
in Appendix A.

The District and Union agree to review the current health care coverage with the
understanding that the Union and District may change the current health care coverage,
effective January 1, 2025, if a mutually agreed upon benefit package is available.

Each year the District shall fund each member’s Health Savings Account the amount
the medical benefit plan costs for that year is below the hard cap for that year as
published by the Michigan Department of Treasury pursuant to the Publicly Funded
Health Insurance Contribution Act, PA 152 of 2011. This amount shall not exceed
$1,450 for single subscribers, and $2,900 for two person and family subscribers.

The medical coverage plan options provided for the bargaining unit staff will be provided
to employees as plan options for elected coverage. These medical plan options will
include at least one PPO plan option and at least one High-Deductible (HSA
accompanied) plan option. Summary Plan Descriptions for each medical coverage plan
option offered by the District will be provided to existing employees during the annual
health insurance open enroliment period and to new employees upon hire. At any point
during the term of this Agreement, the Union may request the District to seek quotes
from reliable medical carriers/providers for the existing deductible, co-pay, co-insurance
and/or prescription drug card levels or alternative medical coverage plan designs. Upon
request, representatives for the Union agree to meet with the District to review and
discuss these quotes with the understanding that any change(s) in benefit level(s) is/are
subject to negotiation by the parties. ’

Cash-in-Lieu Opt Out - $3,000.00 cash payment annually with $1,500.00 paid on
the first pay period of December and the remaining $1,500.00 paid on the first pay
period in June. If the Cash-in-lieu opt out increases district wide, the contract shall
reflect an opt out increase.
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. . st
Dental Insurance. Dental care insurance is effective on the first (1 ) day of

employment for bargaining unit members and their eligible dependents. See benefit
summary included in Appendix A.

- - , . , , st
Vision Insurance. Vision care insurance is effective on the first (1 ) day of

employment for bargaining unit members and their eligible dependents. See benefit
summary included in Appendix A.

Flexible Spending/Reimbursement Account. Employee Flexible Spending

Reimbursement Accounts may be established effective on the first (1St) day of
employment. An employee in a bargaining unit position may utilize the Employee
Flexible Spending/Reimbursement Account to pay a portion of his/her out-of-pocket
uninsured Health Care, Dependent Care, and Adoption expenses with employee pre-tax
dollars.

The Flexible Spending Accounts are administered in accordance with applicable IRS
regulations and restrictions and the annual minimum and maximum dollar contributions
for allowable expenses will be consistent with the limits established by the IRS.

Tax Deferred Annuities (Salary Reduction Plan). Employees may reduce their salary
for contribution in accordance with the Internal Revenue Code.

Retirement:

A. Michigan Public School Employees Retirement Fund Paid in full by the
District, exclusive of MIP payment benefits and eligibility as provided by law.

Direct Deposit. Direct Deposit of employees' paychecks into their account at their
financial institution is required for all bargaining unit employees. Employees' paychecks
are posted to their account at the beginning of each payday. Complete earning
statement listing gross pay, deductions, and net amount deposited into an employee's
account is available through online services.

Out-District Mileage. Out-of-District mileage shall be reimbursed at the current IRS
rate or Board of Education established rate. Employees shall document out of District
travel and provide such documentation and receipts to the District for reimbursement.

Cell Reimbursement. Employees shall be provided an allowance for cell phones paid
on the first pay period of January in the amount of $500 per year. Executive level
administrators may opt for a district provided cell phone in lieu of the above stipend.

Evaluation _Stipend. Employees shall earn a $1,500 evaluation stipend, upon
successful overall evaluation rating of “effective” and the achievement of three identified
goals. Payment will be made in the first pay of June.
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Additional Duties, Education Differential and Tuition Reimbursement. An
Administrator who assumes, with approval in advance by the Superintendent, an
additional administrative responsibility of a multi-building or District-wide nature, such as
organizing, directing, or supporting an ad hoc or continuing program not normally
defined within his/her job description, so long as the additional work was approved in
advance by the Superintendent, will qualify for a merit award from $1,000 to $2,000.
Each newly hired Administrator will be assigned a mentor who will be given a merit
award of $1,000 unless the newly hired Administrator declines a mentor. First
consideration for assignment of mentors will be given to members of the Clintondale
Central Office Administrators Union. The Superintendent will determine the incentive
amount not to exceed $2,000 per goal.

The District shall provide Tuition reimbursement of $2,500.00 per year, provided the
employee meets the eligibility and grade requirements established by the District, and
such course work is preapproved by the District and related to the employee’s
professional employment

A. Subject to prior approval by the Superintendent the District shall pay
membership for an employee to enroll in a professional organization related
to their job assignment.

B. The tuition reimbursement period will be for the fiscal year (July 1 to June 30).

C. Upon request, any Administrator who has accumulated over sixty (60) days of
PTO shall be given the sum of one hundred dollars ($100.00) per each
unused day over sixty (60), payable on the last pay of June. The Administrator
may receive such incentive up to fifteen (15) days per year.
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WAGE CHART — APPENDIX A

WAGE CHART - APPENDIX A

For Fiscal Year 2026-2027

Coordinator:
Childcare Coordinator, Accounting Coordinatar, Financlal Coordinator, Payroll Coordinator,
Human Resource Coordinator, Technology Coordinator, iCampus Coordinator

step | 1 T 2 [ 3 a 5 1 3 | 7 []

Base | se1231] $63220| $65268[  $67.377|  $69.,551 $71,788 | $74,094 | 576,467
Supervisor:
|Building and Grounds Supervisor, Technalogy Supervisor

step | 1 2 i 1 [ 4 5 6 7 8
Base | s67860 | 570,047 | 572,300 |  $74,.620|  $77,010| 79472 $82,008 | $34,620
Supervisor Ii:

Special Education Supervisor

Step 1 2 3 4 5 6 7 8
Base $81,758 $84,211 $86,737 $89,339 $92,019 594,778 597,623 $100,552
MA*15 585,845 $83,421 $91,074 $93,806 §96,620 $99,518 $102,504 $105,579
MA+30 $90,132 $92.841 $95,628 $98,495 $101.451 $104,495 $107,629 $110.858
PHD $94,645 $97,483 $10,038 $103,421 $106,524 $109,719 $113,010 $116,401
Director:

Director of Human Resources, Director of T logy, Director of and Grounds,
Director of Security, Director of Communications, Director of Athletics,
Director of Career di and Alts Ed.

Step 1 2 3 4 5 6 7 8
Base $84,211 $86,737 $89,339 $92,019 $24,779 $97,623 $100,552 $103,568
MA+15 $88,420 $91,074 $93,608 596,620 $99,518 $102,504 $105,579 $108,747
MA+30 592,842 $95,627 $98,495 $101,450 $104,495 $107.,630 $110,858 $114,184
PHD $97,484 $100,408 $103,621 $106,524 $109,719 $113,011 $116,400 $119,893
|virector i:

of Career i ducati tion and At ive Ed.

Step 1 2 3 ) 5 6 7 8
Base $95.411 $98.273 | $101,231 $104.257 $107,385 $110,607 $113.925 517,343
IMA+1S $100,181 5103,187 106,282 $109.470 $142,784 $116.137 $119.621 $123,210
IMA +30 $105.18% $108 346 111,596 $114,944 $118,392 $121 344 $125,603 $129.370
PHD $110,450 $113,762 117,176 $120,651 $124.312 5128041 $131,883 $135,339
|Assistant Superintendent
Assistant Superintendent of Teaching and Learning
Assistant Superintendent of Special Services
Assistant Superintendent of Human Resources

Step 1 2 3 4 | ] 6 2 8
| ——F
Base $108,100 $111,342 $114,683 $118,124 $121,668 $125,318 $129,077 $132,949
MA+15 113,505 $116,910 $120,417 $124,030 $127,751 $131,583 $135,531 $139,597
MA+30 $119,180 §122,755 §126,438 $130,231 §134,138 $138,162 5142,307 $146,576
Central
Office End., $122,160 $125,825 $129,599 $133,487 $137,491 $141,616 $145,865 $150,241
PHD $125,139 $128,893 $132,760 $135,743 $140,846 $145,070 5149,422 $153,906
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WAGE CHART - APPENDIX A

For Fiscal Year 2027-2028

Caordinator:

Childcare C A g Coord| , Financtal Coord , Payrall Coordil
Human Resource Coardinator, Technology Coardinator, iCampus Coardinator

Step | 2 I 2 | 3 1 4 5 3 1 7 ] 8
Base | se18a3| se3852| 565921 568,051 |  $70247| S72506|  S74835|  $77232
Supervisor:

Building and Grounds Supervisor, Technology Supervisor

Step 1] 2 { 3 | 4 I 5 3 8
Base | “sessas|  S70747] 573023 |  $75366|  $77,780 1 580,267  $82.828 | 585466
Supervisor Il;

Spectal Education Supervisor

Step 1 2 3 4 5 6 7 B
Base 82,576 $85,053 $87,604 $50,232 $92,939 $95,727 $98,599 101,558
MA+1S 86,703 $89.305 $91,985 594,744 597,586 $100,513 103,523 $106,635
MA+30 91,039 $93,769 396,584 $99,430 $102,466 $105,540 108,705 111,967
PHD $95,591 $98,458 $10,138 $104,455 $107,589 $110,816 114,140 117,565
Diractor:

Director of Human Resources, Director of Technology, Director of Bullding and Grounds,
Director of Securlty, Director of Ci , Director of Ath

Step 1 2 3 4 5 13 7 8
Base $85,053 $87,604 $90,232 $92,939 $95,727 $98,599 $101,558 $104,604
MA+15 $83,304 $91,985 $94,744 $97,586 $100,513 $103,529 $106,625 $109,834
MA+30 $93,770 $96.583 $99,431 $102,465 $105,540 $108,706 $111,967 $115,326
PHD 598,459 | $101,412 | §104,455 $107,589 $110,816 $114,141 $117,564 $121,092

|Director H:
of Career i e tion and Alt Ed.

Step 1 2 3 L 5 6 7 8
Base $96,365 $99,256 $102,233 $105,300 108,459 $111,713 115,064 $118,516
MA#+15 $101,183 104,219 107,345 $110,565 $113,882 $117,298 $120,817 124,341
MA+30 $106,241 109,429 112,712 116,093 119,576 $123,163 $126,859 130,664

IPHD $111,555 114,900 $118,348 121,898 $125,555 $129,321 $133,202 $137,197
|Assistant Superintendent
|Assistant Superintendent of Teaching and Learning
|Assistant Superintendent of Special Services
Assistant Superintendent of Human Resources

Step 1 2 3 4 s ) 7 8
Base $109,181 $112,455 $115,830 $119,305 $122,885 $126,571 $130,368 $134.278
MA+15 $114,640 | $118,079 | 3121621 $125,270 $129,029 $132,8939 $136,886 $140,993
MA+30 $120,372 | $123,583 | $127,702 $131,533 $135,479 $139,544 $143,730 $148,042
Central
Office End. $123,382 $127,083 $130,895 5134.,822 $138,866 $143,032 $147,324 $151,743
PHD $126,390 | $130,182 | $134,088 $138,110 $142,254 $146,521 $150,916 $155,445
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WAGE CHART - APPENDIX A

For Fiscal Year 2028-202%

Coordinator;
Chitdcare Coordinator, g Co , Fi al C , Payrall G N
Human Resource Coordh , Technology Coord| , ICampus Coord

Step | 1 I 2 I 3 4 | 5 6 1 7 | 8
Base | $e2,461 [ $64,491 | 566,580 | 568,732 $70,949 |~ §73231] 475583 |  $78,004
Supervisor:

Bufding and Supervisor, hnol Supervisor

Step | 1 | 2 [ 37 a 1 s I 6 I 7 8
Base | ses22a| s71asa| 872753  876120| 78,558 |  $81,070 | 583,656 | $86,321
Supervisor Il
Spedal Education Supervisor

Step 1 2 3 4 5 & 7 13
Base 83,402 $85,904 488,480 $91,134 $93,368 $96,684 $99,585 102,574
MA+15 87,570 §90,198 $92,905 $95,691 $98,562 $101,518 $104,564 107,701
MA+30 91,949 594,707 $97.550 $100,475 $103,451 $108,595 $109,792 113,087
PHD $96,547 $99,443 $10,239 $108,500 $108,665 $111,924 $115,231 118,741
Director:

Director of Human Resources, Director of Technology, Director of Bullding and Grounds,

Director of Security, Director of C Director of

Step 1 2 3 4 5 6 ? ]

|8ase 585,904 588,480 $91,134 $93,868 $95,684 $99,585 $102,574 $105,650

MA+15 $§90,197 §92,905 $95,691 $98,562 $101,518 $104,564 5107,701 $110,932

MA#+30 594,708 $97,549 $100,476 $103,490 $106.595 $109,793 5113,087 $116,479

PHD $99,444 $102,426 $105,500 $108,665 $111,924 $115,282 5118,740 $122,303

Director H;

Director of Career d I tion and Ed.

Step 3 2 3 4 5 5 7 a2
Base $97,329 100,245 | $103,255 $106,353 109,544 $112,830 S115215 113,701
MA+1S $102,195 |  $105,261 108,418 111,671 115,021 $118,471 $122,025 125,686

lﬁAﬂo 107,303 | $110.573 | $113,839 117,254 120,772 $124,395 $128,128 131,971
[PﬂD 112,671 $116,049 $119,531 $123,117 5126,811 $130,614 $134,534 138,562
{Assistant Superintendent
| Assistant Superintendent of Teaching and Learning
|Assistant Superintendent of Special Services

’ dent of Human

Step 1 2 3 4 5 6 7 ]

Gase 110,273 | $113,580 | $116,988 120,498 124,114 $127,837 $131,672 $135,621
MA+15 115,786 $118,260 122,837 126,523 130,318 $134,228 5138,255 $142,403
MA+30 121,576 | $125223 128,979 132,348 126,834 $140,933 $145,167 $149,522
Central

Office End. $124,616 | $128,354 ) $132,204 $136,170 $240,255 $144,462 $148,797 $153,260
PHO $127,654 | $131,484 | $135429 $139,491 $143,677 $147,986 $152,425 $156,999
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TERM LIFE INSURANCE SCHEDULE OF BENEFITS
CLINTONDALE ADMINISTRATOR'S Union

ELIGIBLE CLASSES: Each active, Full-time employee, except any person employed on a
temporary or seasonal basis, according to the following classifications:

CLASS 1: Administrative Office (Director, Executive Director)

CLASS 2: Supervisor, Coordinator

WAITING PERIOD:

CLASS 1,2 & 3: None

INDIVIDUAL EFFECTIVE DATE:

CLASS 1, 2 & 3: The day the person becomes eligible.
INDIVIDUAL REINSTATEMENT:

CLASS 1, 2 & 3: Not Applicable

MINIMUM PARTICIPATION REQUIREMENTS: Percentage: 100%
AMOUNT OF INSURANCE:

Basic Life and Accidental Death and Dismemberment:

CLASS 2: $250,000, not to exceed five (5) times Earnings.

The Life amount will be reduced by any benefit paid under the Living Benefit Rider.

SCHEDULE OF BENEFITS
NAME OF SUBSIDIARIES, DIVISIONS OR AFFILIATES TO BE COVERED: NONE

ELIGIBLE CLASSES: Each active, Full-time employee, except any person employed on a
temporary or seasonal basis, according to the following classifications:

CLASS 1: Assistant Superintendent, Director, Principal, Assistant Principal, Supervisor, Assistant
‘Supervisor and Coordinator

WAITING PERIOD:

CLASS 1: None

INDIVIDUAL EFFECTIVE DATE:

CLASS 1: The day the person becomes eligible.
INDIVIDUAL REINSTATEMENT:

CLASS 1: Not Applicable

MINIMUM PARTICIPATION REQUIREMENTS: Percentage: 100%
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LONG TERM DISABILITY BENEFIT ELIMINATION PERIOD:
CLASS 1: 60 consecutive days of Total Disability.
MONTHLY BENEFIT: The Monthly Benefit is an amount equal to:

CLASS 1: 70% of Covered Monthly Earnings, payable in accordance with the section entitled
Benefit Amount.

MINIMUM MONTHLY BENEFIT: In no event will the Monthly Benefit payable to an Insured be less
than $100.

MAXIMUM MONTHLY BENEFIT:
CLASS 1: $8,000 (this is equal to a maximum Covered Monthly Earnings of $11,429).

MAXIMUM DURATION OF BENEFITS: Benefits will not accrue beyond the longer of the Duration of
Benefits; or Normal Retirement Age; specified below:

Age at Disablement Duration of Benefits {in years)
61 or less To Age 65
62 3%
63 3
64 2%
65 2
66 1%
67 1%
68 1%
69 or more 1
OR

Normal Retirement Age as defined by the 1983 Amendments to the United States Social Security
Act and determined by the insured’s year of birth, as follows:

Year of Birth Normal Retirement Age
1937 or before 65 years

1938 65 years and 2 months
1939 65 years and 4 months
1940 65 years and 6 months
1941 65 years and 8 months
1942 65 years and 10 months
1943 thru 1954 66 years

1955 66 years and 2 months
1956 66 years and 4 months
1957 66 years and 6 months
1958 66 years and 8 months
1959 66 years and 10 months
1960 and after 67 years

CHANGES IN MONTHLY BENEFIT: Increases in the Monthly Benefit are effective on the first of the
month coinciding with or next following the date of the change, provided the Insured is Actively at
Work on the effective date of the change. If the Insured is not Actively at Work on that date, the
effective date of the increase in the benefit amount will be deferred until the date the Insured
returns to Active Work. Decreases in the Monthly Benefit are effective on the first of the month
coinciding with or next following the date the change occurs. However, changes in the Monthly
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Benefit because of a change in Earnings are effective as explained in the definition of Covered
Monthly Earnings.

CONTRIBUTIONS: Insured: 0%
Premium contributions will not be included in the insured’s gross income.
For purposes of filing the insured’s Federal Income Tax Return, this means that under the law as

of the date this Policy was issued, the insured’s Monthly Benefit might be treated as taxable. It is
recommended that the Insured contact his/her personal tax advisor.
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