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This Agreement entered into this 1st day of July 2024, by and between the Board of Education of
the Redford Union School District No. 1, (the District or the Employer) and the Wayne County
MEA/NEA, (the Union), which shall designate the Redford Union Education Association
MEA/NEA as its representative capacity for the employees of the Redford Union School District
No. ! in the batgaining unit recognized in Article 1.

WITNESSETH

WHEREAS, the Board and Union recognize and declare that providing a quality education for the
children of the Redford Union Schools is their mutual aim and that the character of such education
depends predominately upon the quality and morale of the teaching service, and

WHEREAS, the members of the teaching profession are qualified to assistin formulating policies
and programs designed to improve educational standards, and

WHEREAS, the Board has a statutory obligation, pursuant to the Michigan Public Employment
Relations Act and the election held by the State Labor Mediation Board to bargain with the
Union as the representative of its teaching personnel with respect to wages, hours, and other terms,
and conditions of employment, and

WHEREAS, the parties, following extended and deliberate professional negotiations, have
reached certain understandings,

NOW, THEREFORE, in consideration of the following mutual covenants, it is hereby agreed as
follows:

ARTICLE 1: RECOGNITION

A, The Board recognizes the Union as the exclusive and sole bargaining agent as defined in
the Michigan Public Employment Relations Act, as amended, for all personnel who are
within the appropriate bargaining unit, described and defined as:

~ All certified contractual personnel including psychologists, counselors,
social workers, speech pathologists, audiologists, and teacher consultants =
under contract or on approved leave of absence, excluding substitute
personnel, all supervisory, administrative and executive personnel such as:
superintendent, assistant superintendents, principals, assistant principals,
Presidents, supervisors, vocational education coordinators, coordinators of
emotionally impaired, coordinator of alternative education, and all other
employees.

B. The terms Teacher or Employee singular or plural, when used in this Agreement, shall refet
to all employees represented by the Union in the bargaining unit as defined above, and
references to one gender shall include the other gender. The term “non-teacher professional
employee” refers to all professional employees as identified in Article 1.A. whose
employment is not regulated by the Michigan Teachers’ Tenure Act.

C. The Employer agrees not to negotiate with or recognize any teachers’ organization other
than the Union for the duration of this Agreement.
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D. All teachers shall have signed an individual contract to which the terms and conditions of
the Agreement are incorporated by reference. To the extent that the provisions of any
individaal contract and this Agreement may be inconsistent, the provisions of this
Agreement shall be controlling,

ARTICLE 2: BOARD AND ADMINISTRATION RIGHTS

It is recognized that Michigan law makes the Board legally responsible for the operation of the
Redford Union School system in all respects. In meeting such responsibilities, the Board acts
through its administrative staff. Such responsibilities include, without being limited to, the
establishment of educational policies, the construction or acquisition and the maintenance of
school buildings and equipment, the hiring, transfer, assignment, supervision, promotion, and
fermination of the services of staff members, and the establishment and revision of rules pertaining
to the work and conduct of staff members. Michigan law gives the Board authority necessary to
discharge all of its responsibilities. The Board and adminisirative staff shall be free to exercise all
such rights and authority to the extent permitted by law; provided, however, that no actions shall
violate any of the express terms of this Agreement.

ARTICLE 3: TEACHERS RIGHTS

A. Pursuant to the Michigan Public Employment Relations Act, the Board agrees that every
teacher as herein defined shall have the right to frecly organize, join, and support the Union
for the purpose of engaging in collective bargaining or negotiation and other concerted
activities for mutual aid and protection. As a duly-elected body exercising governmental
power under law of the State of Michigan, the Board undertakes that it will not directly or
indirectly discourage or deptrive or coerce any teacher in the enjoyment of any rights
conferred by the Act, or other laws of Michigan or the Constitutions of Michigan and the
United States; that it will not discriminate against any teacher as to wages, hours, or other
terms and conditions of employment by reason of membership in the Union, participation
in any activities of the Union, or in order to encourage ordiscourage membership in the
Union, contrary to the provisions of the Act as amended.

B.  liisthe policy of the Board and the Union that members have the right to join organizations

of their own choice including organizations of classroom teachers scekmg improvement of
teaching conditions, but excluding willful and knowing membership inan organization
advocating the overthrow of the United States Government.

ARTICLE 4: RIGHTS OF THE UNION

A. The Union shall have the right to use school building facilities for meetings without charge
subject to Board Policy. The Union shall be considered under the same policy as all other
applicants for its use. Union activities that are specified in the District calendar shall take

—— —precedence-over-all-other reservations for-the high-school auditorium, -+




The Union shall have an accessible space in each school building to post information for
its members in a mamner that complies with federal, State, and local law, as well as
applicable Board policy.

The Union through its building representatives shall have the right to place materials in the
mailboxes of teachers. The Union agrees to identify properly and to stamp all materials not
otherwise identified as originating from the RUEA, the MEA, or the NEA., The Board shall
not be responsible for this material in any manner. Materials placed in mailboxes shall not
violate federal, State, or local law, or Board policy.

The Union shall have the right to reasonable vse of interschool communications. The Board
shall not be responsible for any material or the loss thereof. All interschool communication
is subject to the District’s Technology Acceptable Use Policy and shali further comply with
federal, State, and local law, as well as applicable Board policy.

Consistent with its obligation under the Michigan Public Employment Relations Act, the
Board agrees, upon written request from the Union, to provide information that is relevant
and necessary to conduct negotiations with the Board with respect to mandatory subjecis
of bargaining and necessary and relevant in the processing of grievances pursuant to the
grievance and arbitration provisions of this Agreement. The Board may assess and charge
the Union for the costs of retrieval, compilation and copying according to the costs charged
by the Board for providing information to the public in response to information requests
under the Michigan Freedom of Information Act, MCL 15.231 ef segq.

The RUEA President shall be relieved of three consecutive periods per day, which includes
a teaching preparation period, if he/she is a secondary teacher, and an equivalent time if
he/she is an elementary teacher, The Union agrees to remit, upon request, to the Board on
a quartetly basis the proportionate amount of the District’s cost for the MPSERS
retirement contribution and the FICA payment for the teacher attributable to the time the
teacher is relieved as reimbursement of these costs for this release. The President shall
make every effort to conduct Union business during the release time. If scheduling permits,
the release time for the RUEA President will occur in the afternoon.

The Union shall be granted the opportunity to purchase, based on school substitute costs,
up to sixty (60) leave days per school year for professional activities. A teacher shall be
authotized to use such Association business leave provided be/she submits written notice
to the Supetintendent no later than 4:30 p.m. of the day prior to the proposed use, which
notice shall bear the approval of the RUEA President.

The Union will not authorize more than fifleen (15) absences for any one teacher in the
course of the school year, except for those responsible for processing grievances, and the
Union will not authorize more than nine (9) teachers on any one day. No union member
may use these days for activities outside the District for more than eight (8) days per year.

When bargaining with both teams is scheduled during the school day, no Union time will
be charged to release the Union bargaining team.




The President will work with the Administration to minimize the cost impactto the District
of his/her release, However, the final authority for the President’s assignment is retained
by the Superintendent.

The principal shall recognize the elected Union representative as the official representative
of the Union in the school. The principal shall meet at reasonable intervals with the Union
representatives, or upon request of either party, to discuss school problems and policies as
they telate to established Board policies and procedures and this Agreement.

Any employee who is elected President of the WC/MEA/NEA may be granted a leave of
absence for up to one (1) year without pay.

The President or his‘her designee shall have the right o determine who the Union
representative will be in each case where Union representation is provided in this
Agreement, provided the notice is given in a timely manner.

ARTICLE S: TEACHER RESPONSIBILITIES

A high degree of professionalism and educational service requires the cooperative efforts of all
concerned. Responsibilities of the teachers in such an enterprise shall include among others:

A.

Each teacher shall strive for excellence in teaching and shall be encouraged to take
advantage of opportunities for improving his/her ieaching skills and his/her relationships
with the students and staff, and to cooperate professionally to develop and maintain a
quality instructional program. The latter would include, for example, such activities as
committee participation in research and development of educational programs.

All teachers employed by the Board for regular teaching assignments shall have a valid
teaching certificate, license, permit, and/or authorization issued by the State of Michigan
Department of Education. Each teacher shall have the responsibility for securing and
maintaining full State certification. Any individual who does not have on file with the
District, proof of the above valid certificate, license, permit and/or authorization by June
30 of the year prior to the upcoming school year WILL BE TERMINATED. Proof of

current certificate, license, permit, and/or authorization shall consist of at least one (1) of

the following:

¢ Original copy of the State of Michigan certificate, license, permit, and/or
authorization;

e 90-day approval letter from an accredited institution indicating that a State of
Michigan certificate, license, permit and/or authorization has been applied for;

" s “Posting on the State of Michigan Departinent of Education website.

The Board shall pay any necessary application and rencwal fees if the Board employs or

agrees to assign a teacher to a position in which the teacher needs an emergency certificate.




In cases of emergency, to ensure the safety of the children within the building, teachers are
expected to remain on duty until dismissal by the principal.

Teachers will be available for parent or student conferences during regularly scheduled
working hours. Conferences will be pre-arranged with the teacher.

Teachers are encouraged to coniinue to volunteer services in supervising student related
activities, which enhance the effectiveness of the total school program and for which
there is no remuneration. Such activities may be initiated and sustained only with
administrative approval but are necessarily dependent upon student interest and the
effective leadership of qualified teachers in the atfainment of their goals.

Teachers are expected to be in class on time, to maintain control of their classes, and to be
aware that their prime concern is for the educational growth and development, safety, and
well-being of the students in their charge.

The teachers® responsibility to the student is not limited to the classroom but extends to
corridors. The teachers’ professional responsibility may also extend to after-school
activities, field trips, and other such fimetions if in attendance.

Teachers are expected to be aware of the contents of the teacher handbook and to follow
the procedures that have been established by each individual school except as limited by
this Agreement. Any future revisions in individual building handbooks shall be designed
by the principal in conjunction with a committee of staff members while the final decisions
remain with the principal. Whenever problems arise concerning the implementation of this
section, teachers shall be entitled to a conference with the Superintendent. Teacher
handbooks may be in electronic or non-electronic form.

No teacher shall be required to supervise a student teacher.

Teachers are responsible for obtaining appropriate documentation and submission of proof
of fingerprinting prior to their first day of employment.

~ Each teacher shall have the responsibility for completing evaluations of District Provided
Professional Development (DPPD) hours for certification renewal in a timely manner,
Teachers must sign-in to all DPPD with their Personal Identification Number (PIC) and
complete the subsequent evaluation in the Michigan Online Education Certification System
(MOECS). The District will enter the required information into MOECS within thirty (30)
days of the date of the DPPD. Any discrepancies must be brought to the attention of the
Executive Director of Curriculum and Technology by June 1 of the year in which the DPPD
was provided, The district will not be responsible for correcting discrepancies after June
I of each school year.




ARTICLE 6: PROFESSIONAL COMPENSATION
The salaries covered by this Agreement are set forth in Schedule A.

All non-contractual compensatory assignments shall be compensated according to the
provisions of the extra pay schedule as set forth in Schedules B, C, and D, which are
attached to and incorporated in this Agreement, Unless otherwise stated, remuneration or
extra pay schedule shall be at the rates indicaied in the extra pay schedules. The maximum
is arrived at after five (5) years. Payment for Schedule B assignment shall be made at the
conclusion of the activity’s season.

ARTICLE 7: CLASS SIZE

The Board agrees to maintain a total teacher student ratio not to exceed 1:31 in each
building in the District within the limitations and availability of personnel, facilities, and
funds. (This is a building, not an individual class average.) The Board will, in addition to
the building ratio of 1:31, maintain & class maximum of thirty-five (35) for academic
classes. In addition, the Board will maintain a class size maximum of thirty-two (32) for
academic classes in grades K-3 and a class size maximum of thirty-five (35) for academic
classes in grades 4-12. A building-teacher ratio shall not limit the different types of
grouping for instructional or experimental programs in which the teacher has agreed to
participate. These provisions will be effective upon the student count day of the semester.

Within a particular grade level, a concerted effort will be made to see students distributed
equally amongst the grade level teachers. The intent of the concerted effort is to keep class
sizes as balanced as posgible. If a teacher is asked to take exira students noficeably more
than other classrooms, a meeting with the Association, Administration, and affected
teacher shall be held. The extra students shall only be placed in the classroom if the teacher
agrees to it. It is understood this provision must be in compliance with the law.

State reimbursed special education classes shall be l{mited in accordance with the rules and
regulations of the Department of Education for these programs. Prior to requesting a

deviation in class size and/or caseload for special education, the Administrator shall meet'

with the Union and the teacher,

At the secondary level, counselors, librarians, and special education teachers who do not
contribute to the reduction of class size shall not be included in computing the building
ratio.

If the maximum is exceeded in a given class, then the teacher will be compensated at the
rate of $325.00 per semester per student over the maximum on a pro-rata basis. The

- -District may-use this-eption-to-realign-staff. -




ARTICLE 8: TEACHING HOURS AND RESPONSIBILITIES

HOURS

1.

The middle and high school teachers’ nermal teaching day shail begin ten (10) minutes
before the beginning of the student day and end ten (10) minutes after the end of the
student day. A teacher with a split-building assignment shall follow the school
schedule for the building at which the teacher first reporis. In such circumstances,
teacher preparation time may include time before or after the teacher day, not
including the ten (10) minutes before and after the student day.

The elementary teachers' normal teaching day shall begin ten (10) minutes before the
beginning of the student day and end ten (10) minutes after the end of the studentday.

Special education teachers who are regularly assigned full time to a building shall
have the same working hours as other teacher personnel in that building. Special
education ieachers, except those who work additional time and receive extra
compensation under Schedule C, shall observe the same working hours as other
teacher personnel in the building they serve.

When it becomes necessary to make changes to the student day, the time on duty for
staff before and afier will be adjusted accordingly.

Subject to the conditions set forth below in this Subsection, as part of their contract
obligation, without additional compensation, teachers shall provide the minimum
required hours and days of student instruction and teacher professional development
required by State law for the District to receive full basic per student foundation
allowance (or its functional equivalent), for each school year of this Agreement. The
manner by which these required hours and days will be impiemented shall be subject
to good faith negotiations between the Union and the Board.

It is understood employees covered by this Agreement shall not be required to make
up those days or the commensurate number of hours considered Act of God and which

the District is allowed to-count for the -purposes- of full funding-under-the State-

School Aid Act.

It is further understood if days or hours are not allowed to be counted by the District
for the purposes of full funding under the State School Aid Act because the level of
student attendance does not meet the required percentage, the District shall have the
discretion to schedule makeup days or hours, which teachers will be required to work,
in order for the District to receive full funding. In such case, teachers shall be
compensated at their per diem rate for the additional days/hours they are required to
work. If the District chooses not to make up such days/hours, teachers shall suffer
no loss of compensation.




B.

DAILY ASSIGNMENTS

L.

Teachers in the junior high or high schools shall be assigned five (5) or six (6)
periods of instruction. In addition, each teacher shall be entitled to one (1)
preparation period per day equivalent in time to one (1) teaching period. The above
time schedule does not include lunch periods, passing periods, and the ten (10)
minutesspent before and after the student day.

In the 2021/2022 school year, full-time teachers in elementary grade-level
classroom teaching assignments shall be entitled to a minimum of two hundred five
(205) minutes of planning time per full school week of instruction [i.e., 5 firll (AM
and PM) school days of student instruction]. Beginning in the 2022/2023 school
year, full-time teachers in elementary grade level classroom teaching assignments
shall be entitled to a minimum of two hundred fifteen (215) minutes of planning
time per full school week of instruction fi.e., 5 full (AM and PM) school days of
student instruction]. In the 2021/2022 school year, full-time teachers in elementary
non grade-level classroom teaching assignments shall also be entitled to a minimum
of two hundred five (205) minutes of planning time per full school week of
instruction [i.e., 5 full (AM and PM) school days of student instruction] with the
understanding that this planning time may be provided in full to such teachers over
a two-week period, iffwhen necessary. Beginning in the 2022/2023 school year,
full-time teachers in elementary non grade-level classroom teaching assignments
shall also be entitled to a minimum of two hundred fifteen (215) minutes of
planning time per full school week of instruction [i.e., 5 full (AM and PM) schoot
days of student instruction]| with the understanding that this planning fime may be
provided in full to such teachers over a two-week period (430 minutes), iffwhen
necessary. (Exceptions by agreement between the District and the Union may be
made to accommodate building-specific schedules and/or scheduling needs.} Lunch
periods, passing periods and the time referenced in Article 8, Section A, Paragraph
2 shall not be included in preparation periods.

Teachers who are required in the course of their employment to travel between
buildings shall be provided sufficient time for travel in excess of their preparation

time, Travel time between in-District buildings shall be no longer than fifieen (15)

minuies. Exceptions to the fifteen (15) minutes may be made at the discretion of
the administration.

Preparation time is part of the teacher’s workday and is reserved for school
business. Teachers are expected to be in the school building during preparation time
unless permission to leave is granted by the building administrator.

Non-teacher professional employees as identified in Article 1.A. shall not be
assigned a preparation period.




LUNCH HOUR
1. Every teacher at the high school shall have a duty-free lunch period of not less than
thirty-five (35) minutes (including passing periods).

2, Every teacher at the junior high school shall have a duty-free lunch period of not
less than thirty (30) minutes (including passing periods).

3. Every teacher at the elementary school level shall have a duty-free lunch period of
not less than forty (40) minutes (including passing time).

EXTRA DUTY ASSIGNMENTS

Teachers and non-teacher professional employees may be assigned no more than two (2)
extra-duty assignments without compensation. Whenever possible, these assignmenis will
be distributed to all teachers during the first week of school in September in an equitable
and uniform fashion. In no case will a teacher be given less than two (2) weeks” notice of
an exira-duty assignmeni. When an evening open house is scheduled, which teachers are
required to attend, this shell constitute the above extra-duty assignment. Compensation for
extra-duty assignments in excess of the above will be given in accordance with Schedule
D (exira duty) of this Agreement, At the secondary level, teachers may be assigned two (2)
duties which may include an open house/curriculum evening or graduation ceremony. All
efforts will be made to hold the graduation ceremony on Monday through Friday.

When feasible, all system-wide curriculum meetings may be held on released time.

Speech and language therapists will be provided two and one-half (2 %) hours per week
for coordination work. In weeks that consist of less than five (5) full workdays, this time
shall be prorated.

MEETINGS

1. The Union, the Administration, and the Board recognize that teachers' meetings,
departmental meetings and grade level meetings, which teachers must attend, are
essential to the fimctioning of the school. However, all parties agree that the number
of such meetings should be held to a minimum.

2. Each building, by October 1, will establish a specific day for regularly scheduled
monthly teachers' meetings. (These meetings will usually not exceed one (1) hour.)

3. Building administrators shall publish an agenda of regularly scheduled faculty
meetings at least one (1) school day prior to each such meeting. Other items may
be presented and discussed by either party as needed. Principals have the option
of disallowing the discussion of any item of a confidential or personal nature.

4, Teachers within each building shall have the right to place items on the building
agenda up to two (2) school days prior to the building meeting. Principals have
the option of disallowing the placement of any item of a confidential or personal
nature on the agenda.

5. Special meetings may be called to handle matters of urgency.

6. Each RUEA employee will receive additional meeting time pay (coliaboration, PLC’s, grade-
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B.

level, subject area/department, etc.) for two (2) additional houss per month at his/her/their

houtly per-diem rate for meetings held beyond the contractual workday.

7. Should concerns about the length or frequency of meetings arise in a building; the
President will meet with the principal about the concemns, If the concerns are not
resolved between the parties, then they will be addressed in a meeting involving the
RUEA President and the Superintendent or designes.

Except for the minimum number of teachers necessary to supervise school programs and
to ensure student health and safety, teachers shall be relieved of cafeteria, patrol, and bus
duties, In addition:

1. Lay persons may be utilized as aides on playgrounds and in funchrooms.

2. Efforts will be made to relieve secondary teachers of the duties of selling books,
supplies and equipment,

3. Teachers shall be given proper and adequate notice of all non-classroom duties
required of them during the school day.

4, Whenever teachers are utilized in supervising the lunchroom, the following
considerations will be observed:

a. Whenever possible, teachers will be assigned to funchroom duty as part of
their regular teaching day on a voluntary basis.

b. Teachers may be assigned to lunchroom duty as patt of their regular teaching
day.

ARTICLE 9: TEACHER EVALUATION

A. Evalyations:

Beginning with the 2024-25 school year, the negotiated petformance evaluation system shall include a
rigotous, transparent, and fair performance evaluation system that includes:

1,

2.
3.
4

Specific performance goals identified by the teacher to improve their effectiveness in the upcoming
school year. _

An evaluation of the teacher’s job performance with timely and constructive feedback.

Clear approaches to measuring student growth with relevant data on student growth.

Multiple rating categories that take into account student growth and assessment data or student
learning objective metrics that have been negotiated with the Association,

The use of student growth and assessment data or student learning objective metrics as 20% of the
year-end evaluation determination. _Student growth and assessment data shall be determined using a

mutually approved district assessments or mandated state testing. Testing will occur at least twice a

year.

Use of the 2022 Charlotte Danielson evaluation system that utilizes other objective criteria for 80%
of the year-end evaluation determination.

Evaluation Process:
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The negotiated performance evaluation system and all forms shall be included in Appendix I of the
Collective Bargaining Agreement. a Post-Observation Feedback Form, Walk Through Form (less than 10
minutes) SMART Goal form, Year-End Summative Form, and Individual Development Plan (IDP) Form.

1. Classroom observations that are intended to assist in the yeat-end performance evaluation for teachers
will be conducted as follows:

a.

The teacher shall be notified no fater than September 30 of each year (or within two wecks for an

employee hired after the start of the school year) who the administrator will be that conducts their
year-end evaluation. In buildings where there is a principal and an assistant principal, both

adminisirators may conduct the evaluation.

Teachers assigned to multiple buildings will work with the building

administrators to ereate a plan for observations which may entail being observed by both
administrators (one will do the formal, one the informal), alternating years for evaluations (one
administrator evaluates one year, the other evaluates the next) or another plan agreed to by all
parties the decided upon plan should be in writing no later than --September 30" of the year in
question.

. Bargaining unit employees shall not evaluate other bargaining unit employees.

Observations conducted by other bargaining unit employees shall not inctude any type of written
feedback provided to the adminisirator.

There shall be one (1) scheduled and one (1) unscheduled classroom observation of a teacher in
each school year that the teacher is evaluated. The obsrvations will be conducted at least sixty (60)
schoo! days apart. One (1) observation shall occur in each semester of each school year.

The classtoom observations used in the year-end evaluation must include a review of the teacher’s

lesson plan for the day of the observation and the state curriculum standard being used in the lesson.

The lesson plan shall be available to the administrator no more than two (2} school days before the
scheduled classroom cbservation,

If the evaluation includes any rating below effective as a result of the observation, a writien memo
must be prepared and given to the employee within ten (10) school days of such observation. The
evaluator shall inform the employee of performance area(s) that need to be improved together with
suggestions for improvement. A Union representative may be present at the conference a the
employee’s request.

The observation must include a review of pupil engagement in the lesson that is observed.

The scheduled and unscheduled observations shall be no fess than fifteen (15) minutes and no
longer than sixty (60) minutes or the equivalent to a full class period at the secondary level.

There shall be notice of the planned observation date given to the teacher at least two (2) school
days prior to the observation, Upon such notice, the teacher will provide information relative to 1.f
before the observation occurs.
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2. Meetings

a. Pre-Observation Meeting: The evaluator shall meet with the employee before the planned
evaluation obsetvation for a pre-observation conference, which shall include discussion relating
to explanation of the evaluation form, the employee's explanation of the activity to be observed,
what specific things the evaluator will be locking for, and any concerns the employee may have.
This conference will not be used for employee self-evaluation or evaluation of other employees.

b. Post-Observation Meeting: Feedback on 1.f will be discussed during the post observation
meeting between the administrator conducting the observation and the teacher. The post-
observation meeting shall be held no later than thirty (30) school days after the observation
occurred, but no later than the last regularly scheduled school day of the year. At the post-
observation meeting, the teacher will be provided written feedback on the Post~-Observation
Feedback Form,

¢. A midyear performance meeting shall be provided to for a teacher who is in the first year of the
probationary period, or who received a rating of minimally effective, meffectwe, needing support,
or developing in the teacher’s most recent year-end evaluation.

d. End of Year Meeting: During this meeting, teachers shall present Danielson Domains Evidence
and SMART Goal data. If discusions and evidence do not warrant an improvement in the reburic
score for targeted elements, the administrator shall provide rationale in writing on the Summative
Form, including strategies the teacher can implement the following school year.

Beginning July 1, 2024, the annval performance evaluation system will assign a year-end rating of
"effective”, "developing” or "needing support”. The year-end evaluation determination and form shall
be delivered at a meeting with the observing administrator and the teacher no later than the last day of
school each year. In the event there is no year-end evaluation as described above, the teacher shall be
deemed "effective” per the year-end evaluation determination. The rating scores ate as follows:

a. LEffective —2.60—4.0

b. Developing: 2.1-2.59

¢. Needing Support: Less than 2.1

Teachers who work less than sixty (60) days in any school year, who have an accumulated leave of
absence from work during the school year amounting to a iotal of thirty (30) days or more, who
have their evaluation results vacated. through the grievance procedure or are otherwise not
evaluated due to extenuating circumstances the district deems applicable for exempting a teacher
from the annual evaluation process, as agreed upon by the Union, shall not be provided an
evaluation for that year. Said teachers shall receive the same rating they received in the prior year
for the current year if it was conducted by the district.

Beginning in the 2024—2025 school year, if a tenured teacher has been rated "highly cﬁ‘ective" or

thereafter. Year-end-evaluation-ratings--will be ﬂﬂnmderec}retroaehvelymthe2021~2022 school -
year: Teachers that are not evaluated will still have 2 SMART goal to work on yearly and will
discuss their goal at the end of the first semester and the end of the second semester. If the
subsequent year-end rating is not "effective” on an evaluation following the third year, the teacher
shall be evaluated annually until receiving an "effective” rating for an additional three (3)
consecutive years.
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6.  Inaddition to the above procedutes (Sections B. 1-4), teachers who are evaluated with an IDP
(received a "minimally effective”, "ineffective” prior to July 1, 2024, or "needing support”, or
"developing” rating thereafter, and/or first year teachers) shall be provided the following:

d. Specifically identified areas that need improvement.

e. Specific performance goals, in writing, will be used to assist in improving effectiveness for
the next school year developed with consultation and agreement by the teacher. Specific
performance goals shall be stated in behavioral terms that are measurable and observable.

f. Training to be provided by the district to assist the teacher in meeting the goals of the IDP.

g. Assistance which may include time during the school day, material, resources, and/or
consultant services to assist in meeting the goals of the IDP.

h. A mid-year progress report, supported with at least one (1) classroom observation conducted
congistent with Section B. 1 above and completed no later than February 1, that is used as a
supplemental tool to gauge a teacher's improvement from the preceding school year aud to
assist in any needed additional improvement that is aligned with the existing IDP.

i. A Mentor teacher may be informed of the conditions and requirements of the IDP in order to
assist the mentee in the described performance goals of the IDP.

7. Any non-compliance with the evaluation process as described above shall be subject to the grievance

process. !
8.  All teachers shall have the right to submit a rebuttal to their evaluation which will be included in
their personnel file and attached to the year-end evaluation. '

C. Rights of Tenured Teachers.

1. A tenured teacher who is rated as "needing support” shall have the following due process rights to
challenge said rating: - :

a. The teacher may request a review meeting of the evaluation and the rating to the Superintendent.
Such request must be made in writing within thirty (30) calendar days afier the teacher is informed
of the rating and a meeting with the Superintendent shall be held no later than five (5) calendar
days afier receipt of the request for review. A written response to the review meeting with any
modifications of the year-end performance rating shall be provided to the teacher within thirty (30)
calendar days after the meeting.

b. If the written response does not resolve the matter, the teacher or the Union may request mediation
though the Michigan Employment Relations Commission and provide a copy of that request to the
administration.

i. The request must be submitted in writing within thirty (30) calendar days after the teacher
receives the written response from the Superintendent.

13




D.

ii.  Within fifteen (15) calendar days of receipt of the request for mediation, the district shall
provide a writien response to the teacher and the Association confirming the mediation will be
scheduled as appropriate.

2. Atenured teacher who receives two (2) consecutive ratings of "needing support” may demand to use

the grievance procedure as outlined in Article 21. While a teacher has the right to arbitration after
receiving two (2) consecutive ratings of "needing support,” the Union will determine whether
arbitration will be pursued and paid for by the Union. A decision by the Union not to pursue
arbitration shall not restrict the right of the teacher, pursuant to statute, to pursue and pay for
arbitration,

Training on evaluation system, tools, and reporting forms:

1. The district shall provide training to all teachers, being evaluated in that school year, on the
cvaluation system, reporting forms, and other important components of the yeat-end evaluation
process and how each reporting form is used, This training will take place before the pre-
observation meeting can oceur.

2. The District shall comply with the law as it pertains to evaluators and what is required.

ARTICLE 10: TEACHER FILES

A. Official teacher personnel files shall be maintained in the administrative offices of the
District. The personnel files of each teacher shall contain copies of all evaluation reports
and recommendations.

B. Upon appropriate request by the teacher, he/she shall be permitted to examine his/her file
and shall be permitted to reproduce any maierials in the file. Pre-employment evaluations
and recommendations and credentials may be removed from the teacher's file prior to the
examination. The teacher may request that a representative of the Union accompany
him/her any time he/she reviews his/her file. Review of the file shall be made in the
presence of the administrator responsible for the safekeeping of the files.

“C. No material related to a teacher’s conduct or performance will be placed and maintained in

a teacher’s personnel file without notification thereof being provided to the teacher no later
than 5 working days thereafier. The teacher shall be provided the opportunity to submii a
written comment after reviewing the material, which will be attached to and included with
the material in any subsequent consideration or disclosure. The writien comment submitted
by the teacher shall conform to the criteria for such statements allowed under the Bullard-
Plawecki Right to Know Act, MCL 423.501 ef seq. A teacher’s signature appearing on
any such material to be included in the teacher’s personnel file shall only acknowledge that
the teacher has read the material and has received a copy of the matenal, unless OthEI'WlSC
- ———expressly stated.- e - e

ARTICLE 11: MENTORS

A, Probationary teachers during their first three (3) years of teaching shall be assigned a
mentor. Al mentors will receive training for mentoring through the Wayne County
RESA, if available, or through a comparable training program. If approved by the District,
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the training of a mentor from the bargaining unit shall occur during release time and shall
be provided without costs to the mentor. Teachers may also seek training on their own tite
and be considered by the administration for any costs involved in the training. The duties
and responsibilities of a mentor shall be developed in consultation with a commitiee of
bargaining unit members appointed by the RUEA President, not to exceed three (3)
members.

When a teacher is newly assigned to a department or building and will not be assigned a
mentot, the principal may assign a teaching coach to the newly assigned teacher for the
first year in the new department or building. Assignment as a teaching coach shal} be
voluntary. It shall be the duty of the teaching coach to assist and counsel the teacher in
procedures and policies.

Upon request of the teacher, a teacher shall be entitled to have a Union representative
involved in the development of an individualized development plan and/or present in any
meeting with the administration for discussion of ineffective performance. Teachers shall
be advised of their right to request such representation.

ARTICLE 12: ASSIGNMENTS, VACANCIES, AND TRANSFERS

ASSIGNMENTS

1. Students are entitled to be taught by teachers who are working in their area of
competence. Teaching assignments at all levels shall be made in accordance with
the standards prescribed by the State Certification Code and Every Student
Succeeds Act (ESSA) requirements. Within these limits, teachers shall be assigned
where there is need for their service. All teachers shall be subject to assignments
by the Superintendent, subject to approval by the Board. As changes in Every
Student Succeeds Act (ESSA) requirements occur, teachers will be notified and
given eighteen (18) months to comply with the new standards.

2. The following principles concerning secondary teachers' programs should be

followed:

a. The number of consecutive teaching assignments shall be kept at a
minimum.

b. Normally the number of different rooms in which assignments occur shall

not exceed three (3); however, this may be waived when a teacher must, of
necessity, travel between two or more buildings or when the teacher's
classes involve special equipment.

c. The maximum number of different class preparations at junior high school
and high school may be kept at three (3). Situations may arise whereby the
provisions of this section limit a teacher to less than a full teaching load.
In such instances, the Board shall consult with the Union to seek a solution
to the problem. Class preparations in combined courses may count as one
(1) preparation period.

An abbreviated class period may be added at the middle school and high
school levels to facilitate improved student learning opportunities in the
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core subjects. This additional period will be an exception io the three (3)
preparation periods.

a  Teachers may, within their building, choose to submit preference sheets, as
provided in Appendix G-1, for the purpose of scheduling for the
forthcoming school year. Such preference sheets shall be in writing and
submitted no later than January 31 and shall include preference of:

1. Subject to be taught.
2. Grades of subject to be taught.

3. Any special or unusual classes or assignments that he/she will be
required to teach or supervise.

4. The session to which the teacher is assigned if the school operates
on more than one session.

5. All non-teaching duties he/she is to perform for which there is no
compensatory allowance,

Preference sheets for this purpose shall be available at the school office
and these requests shall be honored whenever feasible; provided, however,
if there is a vacancy as defined in Section B, the provisions of Section B
shall be the method to be followed. Such preference sheets shall not
constitute formal or informal applications for transfer or applications for
posted positions. Preference sheets are available on the shared drive.

b. Teachets may notify the Superintendent of their interest in a possible
transfer. Forms for this notification shall be provided at the -
Superintendent’s Office and are provided in Appendix G-2. Such
applications shall be delivered to the Superintendent’s office, the teacher’s
current administrator and the office of any potential receiving administrator
no later than April 1 for the following school year. Submission of this form -
shall not be construed as automatic acceptance of a transfer.

In considering filling any vacancy, the Superintendent or designee shall
- review such applications along with any responses to the postings for such
positions.

All teachers shall be given written notice of their tentative teaching assignments for
the forthcoming year no later than May 31. Every teacher shall be given said notice,
which shall designate building, grade level, and/or subject where applicable.

 If one _or more of the following changes in_asgignment is proposed after the
notice of assignment is given by the fourth Friday of May, such changes shall be
based on criteria outlined in this Article. Every teacher affected shall be notified
promptly and shall have the right to meet with the building principal regarding the
change.

a. Reassignment to a different building.
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b. In elementary and middie school, assignment to a different grade.

c. In the secondary, reassignment of class loads in which more than one
additional preparation will be required. (Total preparation not to exceed
three [3].)

d. In the secondary, reassignment to another department.

After August 25, until the seeceeding May assignments, no involuntary change of
assignment as defined above shall be made without the consent of the teacher except in
cases of emergency or to prevent undue disruptions of the instructional program or for
changes in staff requirements or for changes in student distribution, ox for the recall of a
laid-off employee. The administration shall notify the affected teacher in writing of reasons
for such changes.

B. VACANCIES AND TRANSFERS FOR REGULAR TEACHING POSITIONS
L. The Board declares its support of the policy of filling teacher vacancies, by giving
first consideration to candidates from within the system. Among the factors the
Superintendent shall consider in filling transfer requests shall be seniority as
defined in Article 19 Seniority, State certification standards, and written
evaluations.

2. Vacancies shall be defined as all newly created additional teaching positions within
the bargaining unit and all teaching positions which are to be filled and were
vacated by reasons of death, resignation, leaves in which the position is not held
open, and reassignment to administrative position, different building, or different
program. At the elementary level, said positions will be posted by building and
grade; and at the secondary level by building and departrent.

3. Vacancies occurring after August 15 and before April 1 will be posted in each
school building and administrative office for ten (10) working days, and if possible,
by District e-mail to each employee. A copy of said notice shall be provided to the
Union. Any teacher may apply for the posted vacancy during the period of the
posting. Consideration shall be given to all internal applicants regardless of the
position they are holding at the time of the posting. If a teacher is selected, the
principal losing the teacher and the principal gaining the teacher shall meet
with the teacher to determine the best time for the transfer to occur. If the principals
cannot agroe, the Superintendent shall make the final decision. The transfer must
occur no later than June 30 of the year in which the position becomes vacant.

4, For the ten (10) working days following April 1 of each school year, the Board shall
post in each school building and administrative office, and if possible, by District
e-mail to each employee, notice of all known vacancies which need to be filled for
the following school year. A copy of said notice shall be provided to the Union.
Teachers may submit applications for any posted position to the Human Resources
Office until the fifteenth (15™) working day following April 1. Vacancies, which
develop between April 1, and the end of the school year will be posted and teachers
may apply within five (5) working days of the date set forth in the posted notice.

5. To be efigible for vacancies which occur from the end of the school year until
August 15, teachers must have on file in the Superintendent's office a transfer
request indicating those positions the teacher would be interested in applying for
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should an opening occur. A request for transfer shall be continuous until August 15
prior to the first day of school in the forthcoming school year unless the request is
withdrawn in writing, or a transfer request is met. When a teacher makes more than
one (1) transfer request, unmet requests will remain active only by resubmission of
a request for the unmet transfer.

Any teacher who is eligible for tenure status for the forthcoming school year may
apply for a vacancy and/or request a transfer. The Board shali judge all applications
and/or requests on the basis of the criteria established in Section B-1 above.

An applicant who does not receive the desired position(s) shall upon request be
given written reasons for not having been selected.

The Employer shall notify the Union of all vacancies.

Teachers may request a part-time or shared agsignment position as indicated in
Appendix F.

C. NON-CONTRACTUAL COMPENSATORY ASSIGNMENTS

1.

7.

The Board agrees to make available to each teacher a position preference form in
June on which he/she may indicate those Schedule B, C, and/or D appointments
he/she would be interested in applying for should an opening occur.

A list of vacancies and qualifications should be posted in all buildings concerned
as soon as the vacancy is known. In no case shall it be posted any later than
twenty (20) school days after it is known, No position shall be filled until ten (10)
calendar days afier nofice thereof has been posted. In cases of emergency, the
posting of vacancies will be waived, and the Union so notified.

A written application must be made to the Superintendent through the principal of
the building.

Consideration will be given first to candidates within the building in which the
vacancy occurs, If candidates are not available within the building, candidates from
other buildings will be considered next.

Job descriptions shall be a matier for administrative decision. They are to be putin
writing and made available to the total staff.

All applicants will be notified of the filling of vacancies within seven (7) days after
the decision has been reached.

An applicant for assignment who does not receive the desired assignment shall,

—————upon-request; be-given-written reasons-fornet-having been-selected:

When qualified candidates are available, existing vacancies will be filled byFriday
of the first week of school.

In cases in which changes become necessary, a reasonable attempt will be made
as soon after the change becomes apparent to the administrator to notify the teachers
who will be affected by the change.
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10.

1.

12.

13.

In cases where a teacher is removed from a Schedule B-C-D assignment, he/she
shall be given, upon request, written reasons for his/her dismissal.

Openings occurring during the summex recess will be posted on the District’s web
site. The teacher may then apply for the position if he/she so desires.

Any assignments which are in addition to the normal teaching schedule during the
regular school year and which are included as extra duties enumerated in Schedule
B shall not be obligatory but shall be with the consent of the teacher.

The Board and the Union agree that assignment transfers to another building may
occur after the deadline for notice of non-reassignment has occurred. If the transfer
occurs after the Monday of the last week in June and the Union member’sretention
in the Schedule B-C position is no longer feasible, the Union member will forfeit
the position and compensation for the position.

ADMINISTRATIVE VACANCIES

L.

Vacancies involving administrative contractual positions other than those that will
be filled by a transfer or promotion of a currently employed administrator, will be
filled only afler being posted in the buildings and by District e-mail to each
employee, when possible, for a minimum of fourteen (14) calendar days to allow
for applications from those teachers interested in applying for the vacancy. The
posting will be concurrent with the posting of the position in the Administrator’s
bargaining unit. A copy of said notice shall be provided to the Union.

Qualifications for the various administrative positions within the system shall be
established by the Board, put in writing, and made available to interested teachers.

Upon request, the Superintendent, in writing, shall give all candidates for an
administrative position the name of the person selected to fill such vacancy.

In filling administrative vacancies other than by a transfer or promotion of a
currently employed Administrator, applications from internal applicants from the
bargaining unit shall be reviewed before reviewing applications from other
applicants.

Openings occurring during the summer recess will be posted on the District's web
site and sent to the Union, A teacher may then apply for the position if he/she so
desires. :

EXTERNAL HIRES

1.

A teacher who resigns a teaching position in the District and later returns shall be
entitledto full eredit for all expetience within the Redford Union system plus all
allowable outside teaching experience in determining his/her level on the salary
schedule.

Teachers hiring into the system initially may, at the discretion of the Board, be
allowedup to eight (8) years of outside teaching or other related experience on
Salary SchedulesA and B. The Board may request the President of the Association
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to agree to allow a teacher hiring into the system more than eight (8) years of outside
teaching or other related experience. The agreement must be in writing and signed
by both the Executive Director of Human Resources and the President. The Board
shall not grant more than eight (8) years of outside experience to a teacher hiring
into the system without such written agreement. The Executive Director of Human
Resources shall notify the President of the name, position, and starting salary step
of any newly hired teacher within two (2) weeks of the date of hire.

3. Teachers hiring into the system initially shall be allowed one (1) years’ experience
on the Salary Schedule A for honorable service of twelve (12) months or more in
the UniformedServices or Peace Corps.

ARTICLE 13: MISCELLANEOUS PAY ISSUES

DEDUCTIONS
L The Employer will make all deductions required by law from all paychecks.
Voluntaty deductions authorized by the employee will be made from regular two
(1) week pays upon signed authorization.

2. The Employer will designate, with consultation of the Union, consistent with
Internal Revenue Services (TIRS) Regulations, a designated organization(s) as the
Custodial and Record Keeper for the 403B Plan provided as an option io teachers
in the Bargaining Unit,

3. Teachers participating in the Tax-Deferred Service Credit Purchase Plan through
the Michigan Office of Retirement Services may elect to participate in a plan at any
time. Changes to deduction amounts are permitted twice annually within the thirty
(30) day period prior to the start of the school year and again within the thirty (30)
day period prior to the start of the second semester.

Before the end of the school year, employees may exercise the option of having their salary
distributed over twelve (12) months for the next school year. Employees opiing for the
twelve (12) month distribution shall have paychecks distributed equally, to the extent
possible, bi-weekly, over the twelve-month period beginning with the first paycheck in
September. Employees opting for the ten (10) month distribution shall have their
paychecks distributed equally, to the extent possible, bi-weekly, over twenty-one (21) pay
periods beginning with the first paycheck in September, New employees shall be placed
on twenty-one (21) pay option unless they submit their request for the twelve (12) month
option prior to the opening of school. Employee option decisions shall be coniinued from
year to year unless the employee requests a change in the time period mentioned above.

The Board and the Union agree that all contractual RUEA personnel that_are receiving .

direct deposit will access pay vouchers provided online through Wayne County RESA.

The Board agrees to protect the privacy of the Union member by providing online vouchers
that do not contain the complete social security number of the employees, and that access
to pay vouchers is accessible through an employee’s personal access security code.

The Board agrees that use of the District’s electronic network during non-instructional time
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is allowable for the purpose of viewing/printing of an employee’s personal pay voucher
and is not a violation of Board Policy #5901: Acceptable Use Policy of Technology and
Electronic Resources.

All new employses will be required to have their pay direct deposited effective
September 1, 201 1.

The per diem rate for teachers shall be the current Schedule A salary rate of the respective
teacher divided by the number of teacher workdays specified in the school calendar,

When a teacher is absent for jury duty or due to a subpoena, he/she will reimburse the

District for the amount paid by the court or attorney for the day(s) in which the absence(s)
ocourred within thirty (30) days. The teacher shall retain the amount paid for mileage.
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ARTICLE 14: RESIGNATION, DISCHARGE, AND DEMOTION

The procedures, regulations, standard/s of review, and penalties of the Michigan Teachers® Tenure
Act MCL 38.71 et seq., as amended, and the Michigan Revised School Code, MCI, 380.1 et seq., asamended,
shall govern all subjects of this Article,

A teacher leaving the District afier completing a school year, shall submit written notice of
resignation, including resignation for the purpose of retirement, to the District as soon as
possible, and in no event later than July 1, except by the consent of the District. A teacher
who provides the District with written notice of resignation for the purpose of retirement
on or before April 15 shall receive a $500 one-time payment for the provision of this
notification by that date.

Teachers are expected to comply with reasonable rules, policies, regulations, and directions
from time to time adopted by the Board or its representatives, which are not inconsistent
with the provisions of this agreement. A copy of policies adopted by the Board of
Education shall be made available to all teachers.

Discipline shall be corrective and rehabilitative in nature. It is understood, however, that
the level of discipline imposed may be at a high level based upon the severity of the offense
and/or circumstances.

If requested, a teacher shall be entitled to have a Union representative present in any case
involving discipline, a reprimand, a reduction in rank or compensation, or when deprived
of any professional advantage. When a request for representation is made, no action shall
be taken until a representative of the Union is present provided that a representative of the
Union will be made available within two (2) business days unless otherwise mutually
agreed upon by the District and the Union.

ARTICLE 15: PROTECTION OF TEACHERS

The Board recognizes its responsibility to give all reasonable support and assistance to
teachers with respect to the maintenance of control and discipline. Whenever it appears
that a particular student requires the attention of special counselors, social workers, law
enforcement personnel, physicians, or other professional persons, the Board will take
reascnable steps to assist the teacher with respect to such students,

No polygraph or lie detector device shall be used in any investigation of any teachers.
Teachers will be expected to provide normal care of instructional school equipment;
however, they will not be required to do major repair or replacement work on equipment

_or property. Teachers shall not be beld responsible for loss or damage of school or student
property unless a teacher intentionally damages such property.
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ASSAULT OR BATTERY

L. Principals shall report io the Superintendent all cases of assault or battery suffered
by teachers in connection with their employment in which injuries have been
suffered or in which there appears to have been malicious intent. If requested by
the teacher, such assault or battery against teachers shall be reported to the police
by the principal.

2. Upon request of the teacher to the Superintendent, the School District attorney shall
in any such reported assault or battery case:

a. inform the teacher of his/her rights under the law in connection with the
assault or battery,

b. assist the teacher by acting as liaison between the teacher, lawenforcement,
and the courts.

3. The Board agrees to pay up to $75 for the cleaning or damage to clothing incutred
by reason of assault or battery upon a teacher while in the performance of his/her
duties. Bills should be submitted to the Assistant Superintendent of Business and
Finance within ten (10) days of the occurrence.

4, The above provision does not apply to civil suits for damages.

Worker’s compensation insurance coverage shall be maintained as required by law. All
claims, complaints, or disputes related to such coverage shall be pursued through the
established statutory claims process and shall not be processed as a grievance under the
grievance and arbitration provisions of this Agreement.

ARTICLE 16: STUDENT DISCIPLINE

A copy of the Student Code of Conduct will be placed in each teacher's handbook or be
available on the District or school website.

Each teacher bears the primary responsibility for maintaining proper control and discipline
in the clagsroom. However, a teacher may remove from his/her class a child who is causing
a serious disruption and/or violating Board policy and refer him/her to the administration.
At the earliest opportunity, the teacher shall confer with the principal to provide the
necessary information concetning the problem, Teachers shall have the right, as provided
by State law, to suspend a child from his/her class for one day, provided the teacher contacts
the administrator and parent, and takes the necessary steps to assure the implementation of
the follow-up required by law.
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Recognizing that the final disposition of any such case rests with the principal, whenever
a teacher removes a child from his/her class and refers him/her to the administration one of
the following courses of action will be taken, and it will be communicated to the concerned
teacher.

1. The child may be returned to class with the understanding that he/she will correct
his/her behavior. -

2. Depending on the seriousness of the infraction, the child may be returned to class
while his/her case is being referred to one of the special services.

3. The child's schedule may be readjusted.

4, The child may be suspended from class or school by the principal and may be
referred to the Board of Education for disciplinary suspension or expulsion.

A continuous record of student discipline cases will be maintained.

There will be in each building a form that will provide for communication between teachers
and administraiors concerning the problems of discipline.

There will be included in each teacher's handbook a written standard operating procedure
for each building concerning student discipline.

ARTICLE 17: PROFESSIONAL GRIEVANCE PROCEDURE

DEFINITIONS _

1. A grievance is a written complaint by a teacher, group of teachers, or the Union
concerning a violation, misinterpretation, or misapplication of any provision of this
Agreement.

2. For the purpose of professional grievance procedures, school days are defined as
teacher attendance days.
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GENERAL PRINCTPLES OF GRIEVANCE PROCEDURES

L.

10.

The primary purpose of the procedure set forth in this Article is to secure at the
lowest level possible equitable solutions to the problems of teachers. Both parties
agree that the proceedings under this Asticle shall be kept as confidential as may be
appropriate.

The Board designates as its representative for the grievance procedure purposes,
the principal of each building, the President of Special Education, or the
Superintendent or designated representative.

It shall be the policy of the Board to assure every teacher an opportunity fo have
the unobstructed use of this grievance procedure without fear of reprisal or without
prejudice in any manner to his/her professional status.

Nothing contained in this gtievance procedure shall be construed to deny any
teacher his/her constitutional rights or his/her rights under the laws of the State of

Michigan.

No employee shall have to meet with any administrative officer at any stage of the
formal grievance procedure without representation from the Union.

All grievances must be filed by June 30 of the school year in which they occur. Ifa
grievance is filed on or after the first of June, the grievance, if unresolved, will be
held over until the opening of the next school year.

The failure of an aggrieved person to proceed to the next step of the grievance
procedure within the time limits set forth shall be deemed to be an acceptance of
the decision previously rendered and shall constitute a waiver of any future appeal
concerning the particular grievance.

The failure of an administrator to communicate his/her decision to the teacher
within the specified time limits shall permit the teacher to proceed to the next
step. In cases of necessary absence by either party, time limits of this grievance
procedure may be extended in wriling by mutual consent.

It shall be the general practice to process grievance procedures during times which
do not interfere with assigned duties. When by mutual agreement it becomes
necessary for parties to the grievance procedure, including the representative of the
aggrieved party who is employed by the Board to be involved during school hours,
they shall be released with no loss of compensation or leave time.

The costs of any arbitration under this Article shall be shared equally by the Board
and the Union.
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11,

12,

1.

Any grievance shall be recorded on a grievance form developed by the Union. The
original and responses shall be passed between theduly appointed administrative
officer and the aggrieved person at each step of the grievance procedure. The
original copy with all attached responses shall be placedon file in the central office.

Efforts will be made to deliver all grievances and responses to the appropriate party
by hand with the time of delivery noted on the form. If the teacher or the appropriate
administrator is not available to receive the grievance or responses, the grievance
or responses may be delivered to either the Superintendent or to the Union building
reptesentative, whichever is appropriate.

PROCEDURES

Informal Procedure

The parties acknowledge that it is usually most desirable for an employee and
his/her supervisor to resolve problems through free and informal communications,
Therefore, if an individual teacher has a personal complaint, which he/she desires
to discuss with a principal, he/she is free to do so without recourse to the grievance
procedure. The parties shall make arrangements for such informal processing upon
request, and the exhaustion of such informal procedutes is urged as a condition
precedent to invoking the formal grievance procedure.

Formal Procedure
If the matter is not resolved informally, the Union may file a formal grievance, the
processing of which shall be accomplished through the Union under its jurisdiction.

The Union assumes the responsibility for processing the formal grievance for
teachers.

A formal grievance shall not be adjusted without prior notification to the Union and
for an opportunity for a Union representative to be present; nor shall any adjustment
of a formal grievance be inconsistent with the terms of this Agreement.

. Step One
A grievance must be stated in writing on a copy of the grievance form as
set forth in Appendix A and submitted to the principal or appropriate
administrative officer within thirty (30) working days following the
teachet's knowledge or awareness of the incident or condition which is the
basis of the grievance. Within five (5) workdays of the receipt of the
grievance, the principal or appropriate supervisor shall meet with the
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D.

grievant and the representative of the Union in an effort to resolve the
grievance. (However, both parties by mutual consent may waive further
discussion on Step 1 and move the grievance to Step 2.) The principal or
supervisor shall indicate the disposition of the grievance in writing within
five (5) workdays of such meeting and shall furnish a copy thereof to the
Union.

Step Two
If the grievant and the Union are not satisfied with the disposition of the

grievance, the grievance may be transmitted to the Superintendent or
his/her designee by filing a written notice within ten (10) workdays
following the receipt of the principal's written disposition. The
Superintendent or his/her designee shall meet with the Union in an effort
to resolve the grievance and indicate his/her disposition thereof in wiiting
within ten (10} workdays of the described notice and shall furnish a
written copy of the disposition to the Union.

Step Three
If the Union is not satisfied with the disposition made by the

Superintendent or his/her designee, the grievance, at the option of the
Union may be submitted to arbitration before an impartial arbitrator. The
Union exercises its right of arbitration by giving the Superintendent or
his/her designee written notice of its intention to arbitrate within
twenty (20) workdays of receipt of the written disposition of the
Superintendent or his/her designee.

If the parties cannot agree as 1o the arbitrator within one (1) week of the
described Union notice of arbitration, any party may request that the
American Arbitration Association select an arbitrator in accordance with
its rules, which shall likewise govern the arbiiration proceedings. Both
parties agree to be bound by the award of the arbitrator and agree that the
judgment thereon may be entered in any court of competent jurisdiction.

POWERS OF THE ARBITRATOR

L. Hey/she shall have no power to add to, subtract from, disregard, alter, or modify any
of the terms of this Agreement or Board rule, order, policy, or regulation.

2. He/she shall have no power to rule on any matter which is a prohibited bargaining
subject.

3. His/her powers shall be limited to deciding whether the Board has violated the
express articles or sections of the Agreement.

4. If either party disputes the arbitrability of any grievance under the terms of this

Agreement, the arbitrator may have the jurisdiction to act on the matter if he/she
determines that it is within the scope of his/her authority, provided, however, that
such scope may be subject to judicial review by either party.
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3. There shall be no appeal from an arbitrator’s decision if within the scope of
his/her authority as set forth above. It shall be final and binding on the Union, its
members, the employee or employees involved, and the Board.

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

7. All claims for back wages shall be limited to the amount of wages that the employee
would otherwise have earned, less any wages, unemployment benefits, or school-
sponsored insurance that he/she may have received during the period of the back
pay. This limitation shall not include any compensation for part-time employment
begun prior to the period in question.

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

ARTICLE 18: SUMMER SCHOOL ASSIGNMENT

The Board and the Union recognize that the special needs of the students in summer school
programs requite optimum classroom conditions for the most effective learning,
Accordingly, the Board and the Union agree to the following priority objectives for
summer school programs:

L. Limitation of class size
2. Adequate teaching materials suitable for the programs offered.

Teaching positions in summer schoof shall be filled on a voluntary basis by regular certified
teachers in the Redford Union Schools, if available, working insofar as possible within
their areas of certification and current assignments.

Teachers shall be highly qualified in their areas of summer school assignment with the
exception of Online Learning Courses and other summer school assignments that do not
requite highly qualified status. An online Learning Mentor will develop and supervise
summer school online learning programs and be assigned and compensated under Schedule
D. Assignment to a summer school position will continue unless notification of his/her
temoval is given by the last Monday in May. A teacher may request the reason forhis/her
removal.

The District shall invite staff to apply for potential summer school positions by May 15th
of each year. Applications for summer school positions shall be submitted in writing to the

-Superintendent prior to-the first-day of May-each year.-Notification-of tentative-summer—- -

school assignments, subject to adequate enrcllment, shall be made as soon_as student .
enrollment numbers are determined.
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ARTICLE 19: REDUCTION IN PERSONNEL

A. In the event of a reduction in personnel, the District shall first retain those teachers
possessing current teaching certificates who are certified to teach in those positions 1o be
maintained. Second, those teachers with the highest numerical score shall be retained.

B. If two (2) or more teachers have the same evaluation numerical score, the following process, in order,
shall be used to determine retention, ie. if all requirements remain equal between teachers,
progressing from steps 1 through 4 of this Section, successive steps will be ufilized until the
requirements are not longer equal and retention is determined:

I.
2.

3.
4,

The teacher who has most recently taught the grade level (lower elementary (k-3)/upper
elementary (4-6))/subject area/program within the last three (3) years;

The teacher who received relevant special training in the grade level (lower elementary (k-
3)upper elementary (4-6)/subject area/program;

The teacher who has not been disciplined or received discipline of a less sevete nature; and
Length of service within the district.

C.  No teacher shall be laid off for the next school year, unless he/she has been notified of the layoff on
or before May 31*. No teacher shall be laid off without being given a minimum sixty (60) day notice.
No teacher shall be laid off unless there is a substantial decrease in student enrollment, a substantial
decrease in revenue, or there are other substantial budgetary considerations that have a detrimental
effect on the district.

D. A teacher on layoff may continue his/her current health insurance at the current group rate by
forwarding the appropriate premium payment to the District on a monthly basis by the first day of the
month for which the premium is due, Coverage shall last as long as allowable by the Consolidated
Omnibus Budget Reconciliation Act (COBRA) o as allowed by the insurance catrier, not to exceed

cighteen (18) months.
E.  Reecall

1. Teachers shall be recalled based on certifications and qualifications required for the vacancy
in reverse order of layoff (last laid off shall be the first recalled). Notice of recall shall be
sent to the last known address of the teacher on file with the district via certified mail.

2. Any teacher on Jayoff who refuses a written offer of employment from the district for a
position he/she is qualified for or fails to respond, in writing, to accept such position within
seven (7) calendar days, shall be considered to have resigned and shall not have further rights
under this Agreement.

3. A teacher recalled may choose to reject the recall in an area of his/her certification. Once the

rejection is made, the teacher shall not be eligible for recall/assignment to the area of
certification rejected for the duration of his/her employment with the district.

F. Lavoffs and Involuntary Transfers

1.

2.

If an involuntary transfer is necessary to comply with this Article, such transfer shall take
place at the beginning of the semester.

If any Schedule C position becomes vacant as a result of layoffs, the position shall be posted
and preference shall be given to teachers presently on staff. Inno event shall involuntary
transfers be made to cover vacancies in Schedule C positions.

The recall provisions of this Article shall extend for a period of time not to exceed three (3)
years foliowing the date of layoff.
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ARTICLE 20: SENIORITY

The Board shall prepare and publish a seniority list of certified and licensed petsonnel
indicating areas of certification or licensure on or before November 15 of each school year.
The seniority list shall be posted to the Union on that date, and the Union shall take
responsibility for consulting with each teacher on accuracy. Seniority will be based on
actual years of dues paying membership in the RUEA. The date used for senjoritypurposes,
after membership years, shall be the first compensable day for the teacher in his/her
position or the date on which the teacher's employment was acted upon by the Board,
whichever comes first. '

However, if a teacher takes a leave of absence in which he/she does not acquire additional
seniority, his/her seniority date shall be adjusted accordingly. The seniority listshall have
both the original seniority date and, for those who take leaves where no seniority is
accumulated, an adjusted seniority date. If changes are made to the seniority list by the
administration, the Union shall be notified of each change as soon as possible.

If'more than one individual teacher beginning employment on the same date, all individuals
so affected will participate in a drawing, by lot, to determine position on the seniority list.
The Union and teachers so affected shall be notified in writing of the date, place, and time
of the drawing. The drawing shall be conducted openly and at a time and place which will
reasonably allow affected teachers and Union representatives to be in attendance.

Seniority is based on the most recent continuous contractual employment in Redford
Union. However, seniotity shall be retained and, except for all pay purposes, shall be
accrued during a layoff.

A teacher who has been granted a leave of absence during which seniority is not
accumulated shall, upon termination of said leave, be placed at the bottom of the seniority
list of all teachers whose senjority date is the same as the new seniority date of the returning
teacher and his/her reinstatement to a teaching position will be subject to the provisions of
this Article.

A teacher on leave for which seniority is accumulated shall be maintained at that position
on the seniority list as if he/she had been teaching in the district. Reinstatement to a
teaching position shall be subject to the provisions of this Article.

A teacher who takes an employment position outside of the bargaining unit loses his/her
bargaining unit seniority and all other contractual rights of the bargaining unit upon
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A.

leaving the bargaining unit, A teacher’s return to a bargaining unit position may be
governed by applicable provisions of the Michigan Teachers’ Tenure Act.

Resignations from the school District shall terminate seniority and all other bargaining unit
contractual rights.

ARTICLE 21: CALENDAR

The School Calendar shall be found in Appendix C-1. The School Calendar for sach year
of this Agreement shall be determined through negotiations between the RUEA President
and the Superintendent or designee. The School Calendar for each year of this Agreement
shall contain the following:

1. Up to two half days shall be set aside each year as Union days.

2. One day following the last day of students may be designated as teacher workdays.
All required records shall be completed by the end of the day of the last teacher
workday.

The Professional Development Calendar shall be found in Appendix C-2. The Professional

Development Calendar for each year of this Agreement shall be determined through

negotiations between the RUEA President and the Superintendent or designee.

L. A district-wide professional development day shall be held from 8:00 - 3:00 pm,
with a one-hour (1) lunch period.

2, The District may hold professional development sessions at an alternate location,

The Board and the Union agree that the conditions as set forth in this Article are valid only
if the number of attendance days and hours of the District are in accordance with the
minimum number of attendance days and hours required by law for receipt of the full
foundation allowance State Aid. If the minimum number of days and/or hours is not met,
the calendar must be re-negotiated.

ARTICLE 22: LEAVES OF ABSENCE

GENERA]J,

1. All requests for leaves of absence must be in writing on the Leave Request Form
(Appendix I) and directed to the Executive Director of Human Resources and Labor
Relations. '

2. Employees with four (4) or more years of expetience are eligible for Sabbatical,

Professional Growth, and Public Office leaves-of absence. All other leaves of
absence are available to employees regardless of experience.

3. The Board shall grant leaves of absence for Health Leave, Family and Medical
Leave Act, Uniformed Services Leave, and the first year of a Childcare Leave upon
application. Approval of all other leaves, upon application, is at the discretion of
the Board.
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10.

A teacher on a leave for a school year shall notify the district of his/her intent to
return from a leave of absence in writing to the Executive Director of Human
Resources and Labor Relations or shall request in writing an extension of a leave
by March 1 preceding the expiration of his/her leave of absence. If no such
notification is received from the teacher on leave by March 1 preceding his/her
return, it shall be assumed that the teacher is returning, and the teacher shall be
assigned accordingly. Returns from other leaves shall be governed by the
provisions for that specific leave.

Seniority shall continue to accrue during the entirety of a uniformed services leave
and medical leave. Seniority shall not accrue during the years of any other leave,
and the seniority date shall be adjusted accordingly upon application to return,

Salary credit shall not accrue on leaves except for uniformed services leave or
where provided in the specific provisions of other leaves.

The teacher’s tentative assignment shall be sent by certified mail return receipt
requested to the last address on file with the District. It shall be the responsibility
of the teacher to keep the District informed of any change in his/her mailing address
and to obtain his/her mail. The teacher must respond in writing to the Executive
Director of Human Resources and Labor Relations or to his/her designee accepting
the assignment for his/her return within ten (10} calendar days from the mailing
date of his/ber assignment.

A teacher who refuses assignment to a position for which he/she is qualified or fails
to accept such assignment within ten (10) calendar days of the mailing date of said
offer shall be considered to have resigned and shall have no further rights under
this Agreement. The Superintendent shall have the authority to waive this provision
if the teacher is on uniformed services duty.

A teacher on leave, if not provided with insurance by the provisions of the specific
kind of leave, shall have the option of continuing the current health insurance by
forwarding the appropriate premium payment in a manner as determined by the
Board to the Board by the first day of the month following the month in which the
leave is effective according to the provisions of law. Persons on leave shall not be
entitled to any other benefits set forth in this agreement except as expressly
indicated.

To be eligible for a subsequent leave of absence after the expiration of a leave of
absence and any extensions thereof granted under the provisions of this Article, a
teacher must have returned to work for a period of at least one (1) full school year

in_his/her assignment, except. where_the leave_of absence is_otherwise required to . -

11.

be granted by state or federal law.

Positions from which teachers leave under this provision shall be considered
vacancies and not held open for the teacher except in leaves of under forty-five
(45) days where a substitute is used.

SABBATICAL LEAVE
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2.

The Board policy on sabbatical leave as presently written shall remain in effect for
the duration of this Agreement.

The Sabbatical Policy is provided in Appendix B.

HEAILTHILEAVE

i.

Quality education necessitates regular teacher attendance. In cases where ill health
necessitates frequent and/or lengthy absences, the teacher is required to request a
leave of absence for health reasons. The teacher may choose to utilize all or a part
of his/her paid leave before requesting the leave of absence.

A health leave of absence without pay shall be granted for a period up to one (1)
year to a teacher for illness, and/or physical disability upon written request from
the teacher. Such a request shall be accompanied by a recommendation from a
physician. A period of up to a second year may also be granted upon submission of
proper documentation with an application. Upon written request from the teacher,
the health leave of absence may, at the discretion of the Board, be extended for up
to an additional one (1) year period beyond the second year.

A teacher may be placed on an involuntary health leave in accordance with Article
5, Section 2 of the Michigan Teachers’ Tenure Act after the teacher has exhausted
histher accrued paid leave days or the income protection program. A teacher placed
on said leave by the Board shall not be eligible for return prior to the date when the
leave is scheduled to expire.

For leaves lasting more than forty-five (45) school days, a teacher who has
requested and been granted a health leave may, after giving notice of at least ten
(10) school days of his/her intent fo return from said leave be assigned to an
available position, for which he/she is certified and qualified, as determined by the
administration, whenever he/she is capable of fulfilling histher professional
obligations.

If a teacher applies for a less than forty-five (45) school day leave, and is able to
return in that period, and the position is filled by a substitute teacher, the teacher
will be assigned to an available position for which he/she is certified and qualified,
as determined by the administration, , A letter from a physician shall be required as
verification of the teacher’s ability to perform professional obligations, If the
position is filled by a regularly contracted teacher, the teacher’s return will be
treated as in number 4 above.

Health insurance and other insurance granted under the provisions of Article 23
Supplementary Benefits shall remain in force for a period of up to one (1) year
during the health leave of absence. Any extension of the health leave of absence
beyond one year shall be without health insurance or other insurance granted under
the provisions of Article 23 Supplementary Benefits. The employee can continue
healthcare coverage at histher expense subject to the permission of the insurance
carrier.
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D.

E.

E.

EMERGENCY LEAVE

1. A leave of absence for up to one (1) year, without pay or supplementary benefits,
may at the discretion of the Board, be granted to a teacher for personal emergency
reasons, upon a written request and appropriate documentation by the teacher.

2. For leaves lasting more than forty-five (45) school days, a teacher who has
requested and been granted an emergency leave may, after giving notice of at least
ten (10) school days of his/her intent to return, and returns from said leave will be
assigtied to an available position for which he/she is certified and qualified, as
determined by the administration, whenever he/she is capable of fulfilling his/her
professional obligations.

3. If a teacher applies for a leave of less than forty-five (45) school days, and is able
to return in that period, and the position is filled by a substitute teacher, the teachet,
upon return, will be assigned to an available position, as determined by the
administration. A letter from a physician may be required as verification of the
teacher’s ability to perform professional obligations, If the position is filled by a
regular contract teacher, the teacher’s return will be in the same manner as in C-4
above.

PROFESSIONAL GROWTH LEAVE

L. A leave of absence for one (1) year, without pay or supplementary benefits,
renewable for a second year, may be granted at the discretion of the Board for
professional development opportunities, study, teacher exchange programs and
other activities that the Board may determine appropriate. Professional Growth
Leave will not be granted for the purposes of employment in another school district.

2. Whenever possible, such a leave shall commence at the beginning of a school year
or at the semester change.

3. Return from Professional Growth Leave shall be at the beginning of a school year,
provided such leave does not conflict with seniority as defined in this Agreement.

UNIFORMED SERVICES LEAVE

1. Leave of absence without pay or supplementary benefits shall be granted to any
teacher for the purpose of fulﬁlling his/her obligations for uniformed service in any
branch of the uniformed services of the United States according to applicable state
and federal law.

2. A teacher returning from. a leave of absence for uniformed service shall be
reinstated to an available position for which he/she is certified and quahﬁed
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"PUBLIC QFFICE

1. A leave of absence without pay or supplementary benefits for one (1) year,
renewable for up to four (4) years duration may be granted to a teacher for the
purpose of campaigning for or serving in any full time public office.

2. Whenever possible public office leaves will be granted to commence at the
beginning of & school year or at a semester change.
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Such leave may be terminated upon the teacher’s written request at which time the
teacher will be placed at the botiom of the placement list for the next available
position for which he/she is certified and qualified.

Completed applications for public office leave specifying the intended length of the
requesied leave shall be filed with the Superintendent not later than April 1 for
leaves beginning the following school year.

H. CHILD CARE LEAVE

1.

A leave of absence for up to one (1) year, without pay or supplementary benefits,
shall be granted to a teacher for the purpose of childcare of the teacher’s child, at
birth or adoption, or for a serious health condition, according to and in conjunction
with the provisions of the Family and Medical Leave Act. The leave may be
renewable for a second year upon request and at the discretion of the Board.

Return from Child Care Leave shafl only be at the beginning of a school semester.
A teacher on this leave may, under changed circumstances, apply to return prior
to the designated end of the leave, but such a return shall be at the discretion of the
Board.

Upon return from Child Care Leave, a teacher shall be placed in an available
position for which he/she is certified and qualified.

L FAMILY AND MEDICAL LEAVE ACT

1.

Except as expressly conditioned by the terms of this provision, an eligible ieacher
shall be granted a leave under the Family and Medical Leave Act for the purposes
and subject to the terms and conditions of said Act and its implementing
regulations.

Any unpaid leave, which is otherwise available under the provisions of this
Agreement for the same purposes for which leave is required to be provided under
the Family and Medical Leave Act, shall be used concurrently with the leave
provided under the Family and Medical Leave Act and credited toward the leave
entitlement of an eligible teacher under the Family and Medical Leave Act to the
extent permitted by said Act and its implementing regulations. An eligible teacher
shall not be required to substitute his/ber paid leave days for any period of leave
provided through the Family and Medical Leave Act but shall not be able to use
paid leave to extend the twelve (12) weeks of benefits provided under said Aet.

If a teacher fails to return from an vnpaid leave during which the teacher received
a continuation of paid benefits under the Family and Medical Leave Act, the
amount paid for continuation of these benefits shall be repaid to the Board unless
the teacher was otherwise entitled to the continuation of the benefits under other
sections of this Agreement. Repayment shall be made within fifteen (15) days after
a demand for payment or according to a repayment plan agreed upon between the
teacher and the Board. The repayment amount, or any portion thereof, will be
deducted from any wage or other payments owing to the teacher. Any deficiency
shall be collectible by initiating legal action if not remitted within fifteen (15) days
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after demand for payment is made.

ARTICLE 23: MISCELLANEOUS

There shall be established in each building a procedure that will provide for
communications and consultation between teachers and administrators concerning
problems of mutual concern.

In the case of the temporary closing of a school for inclement weather, mechanical
difficulties, or Acts of God, the teachers of that building shall not be required to attend
school on that day. In those cases where a school or schools are closed for two (2) or more
consecutive days, the teachers will be subject to reassignment to other professional duties.

The Board shall make available in each school, lunchroom, restroom, and lavatory facilities
exclusively for use of teachers, other school personnel, and other authorized persons, and
one room shall be reserved for use as a faculty lounge. Parking facilities shall be
provided and maintained for teacher use.

Telephone facilities shall be made available to teachers for school business.

When a teachet's preparation or planning period must be assigned for emergency reasons,
the assignments shall be rotated so that all the staff share these burdens equitably.

Substitute coverage shall be defined as: the periodic instruction ot supervision of one (1)
or more students by a teacher who is not the regularly scheduled Teacher of Record.

In such instances, the District shall pay the teacher at a rate of $40 per scheduled class
period at the secondary level or $75 per day ai the elementary level (as documented on a
timesheet developed for such instances).

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

The Board shall furnish the RUEA President via e-mail the agenda and complete minutes
of all regular and special meetings of the Board of Education.

ARTICLE 24: SUPPLEMENTARY BENEFITS

~REQUIRED COURSES/STUDENT LOAN REIMBURSEMENT———— -

1. . . The Board shall reimburse the teachers for the cost of tuition and books for courses. .
specifically required by the administration, which are necessary for the teacher to
maintain his/her position (excluding the hours necessary for permanent certification
and those to meet North Central requirements.) All such courses must be requested
to the Superintendent and approved by him/her in writing for the individual teacher

prior to taking the course.
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2. District creation of a Student Loan Reimbursement Fund for access by qualifying
teachers annually. Fund would provide reimbursement to teachers for any type of
documented student loan payment(s) made by such teacher for himself/herself
through accounts payable. Reimbursement for such documented payments made
would be available to a qualifying teacher up to $350 following his/her completion
of the first semester of the school year (payable in February) and an additional §350
following his/her completion of the second semester of the school year (payable in
July).

3. Credits shall be shown by an official transcript from a fully accredited university
or college. All transcripts must be in the Human Resources Office not later than
October 31 in order to receive salary credit for the full year or by Match 15 to
receive one-half salary credit for the year.

VOCATIONAL CERTIFICATES

1. High School teachers who successfully completed requirements and hold a valid
vocational certificate in the areas of Trade and Industry, Office Education, Health
Occupations, Distributive Education, and Cooperative Education, in addition to
their regular teacher's certificate, shall be paid an additional stipend of 6% based on
the bachelor’s minimum yearly salary on a pro-rata basis only when the teacher is
assigned an instructional workload that is vocationally reimbursed.

2. Teachers who have voluntarily chosen to transfer out of vocstional certificate arcas
will not be eligible for the additional stipend.

3. All certificates must be in the Human Resousces Office not later than October 31
in order to receive this credit for the full year or March 15 to receive one-half salary
credit for the vear.

Teachers who teach six (6) classes, as an interim assignment shall be paid at the rate of
one-fifth of their contractual salary for such sixth-class assignment.

LONGEVITY

Upon completion of an employee’s twenty-seven (27) years of service with the District,
the employee shall receive at the start of his/her 28% year, an additional amount per year
equal to a percentage of the 12th step of the applicable Salary Schedule level as follows:

> 3% Start of 28" year of District service

LEAVE DAYS

Leave days are eamed at the rate of one (1) day per month for a maximum of up to ten
(10) days per school year, All of the days are granted at the beginning of the school year.
However, if a teacher has been on a leave at the end of the previous school year and takes
a leave which is not medically necessitated during the current school yeat, the days will be
pro-rated each month and not granted at the beginning of the school year.
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If more than five (5) consecutive leave days are used for other than emergency or medical
reasons, prior approval must be given by the District designee, otherwise they will be
counted as unpaid days. If it is for emergency or medical reasons, appropriate
documentation must be provided.

If a member works less than ten (10) days in any month, the member will not qualify for
a paid leave day for that month and any paid leave day attributable to and used in any month
within which the member worked less than ten (10) days will be docked from the member's
pay or deducted from the member's bank of accumulated leave days. Any member being
compensated shall qualify for paid leave days and shall not have pay or accumulated leave
day deductions.

Any member that takes more than ten (10) days in a 30-day period must be pre-approved
or they will be deemed as unpaid leave days and will be docked accordingly. In addition,
any member taking three (3) or more consecutive leave days must get pre-approved.

Leave days will be granted to teachers as follows:
1. Each teacher shall receive ten (10) leave days per year accumulated to a maximum
of sixty (60) days.

2. The first responsibility of all school employees is the orderly conduct of the school.
Although leave time may be used for various purposes, the absence of anyemployee
could interfere with our school services. Therefore, requests for use of leave days,
except in cases of sickness or emergencies, should be made in advance to the
school principals so that substitutes can be provided.

3. No extended vacations will be granted except as authorized by the Board of
Education or their designee. A request for using leave days for such purposes
shall be made at least thirty (30) days in advance.

4. Each teacher shall receive two (2) bereavement days which are non-accumulative
and non-compensated.

Beginning with the 2022/2023 school year, existing teachers and newly hired teachers
must individually elect from either OPTION A or OPTION B for leave days.

At the beginning of each school year, teachers shall have the option to change their election
of either Option A or Option B until September 30th. After September 30th, if no change has
been selected by the teacher, the choice will default to the previous year's election of A or B,
Additionally, a teachet's election to move from Option B to Option A is a one-time election.

New hires wili have 30 calendar days after. their employment start date or September 30th
whichever is later to make their election of Option A or Option B.

F. PAID LEAVE DAYS

OPTION A
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Nine (9) paid leave days will be granted to each teacher at the beginning of the school
year. Following the scheduled spring break each school year, a teacher who has
utilized four (4) paid leave days or fewer through the end of the first scheduled
workday following spring break will receive two (2) additional paid leave days for use
during the remainder of the school year.

At the conclusion of the school year, the District will make a $90 payment to the
teacher for any earned, but unused, paid leave days, up to 2 maximum of eleven

(11) days, remaining within the teacher's paid leave bank. Teachers shall elect for the
lump sum payment of the unused leave days to the District provided Tax Sheltered
Annuity or his/her pay. Further, any used, but unearned, paid leave days will be
deducted on a prorated basis from the final pay of a teacher who does not fulfill his/her
teaching assignment for the entire school year. In a similar manner, & teacher who
begins his/her teaching assignment after the start of the school year will have his/her
initial allotment of paid leave days prorated based on his/her start date during the
teacher’s initial school year of employment.

The paid leave days provided by the District are primarily intended to be used for
instances of sickness/illness/injury of the teacher, sickness/illness/injury of the
teacher's immediate family member(s), and/or personal business (ex. attending to
financial, legal, preventative or routine healthcare appointments that cannot be
scheduled outside of the school day, and/or business matters). Accordingly, when
requesting and/or entering a paid leave day absence or absences into the absence
reporting system, a teacher will designate the reason for the leave day(s) as being for
either sickness/illness/injury, personal business, or other.

The first responsibility of all school employees is the safe and orderly conduct of the
school. Although available paid leave days may be used for various putposes as
designated by a teacher per paragraph 2 above, the absence of any teacher could
interfere with our school services. Therefore, requests for use of paid leave days,
except in emergency instances, should be requested/reported in advance so that
substitute or alternative coverage might be secured/arranged.

In addition to the paid leave days provided by the District per paragraph 1 above, each
teacher shall receive up to two (2) paid bereavement days per school year. These paid
bereavement days will not accumulate and will not be paid out to the teacher, if
unused.

For teachers who elect leave day OPTION A, the District will either pay or reimburse
such teachers who elect to secure individual short-term disability coverage at group
rates through a District designated provider up to one half (1/2) of the cost for such
coverage.

OFTION B

I.

a.

Each teacher shall receive ten {10) leave days per year accumulated to a maximum of
sixty (60) days. '

Terminal pay will be granted teachers who leave the District for purposes of
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resignation or retirement. Such compensation will be paid for accumulated sick
leave days upon the teacher's resignation and/or retirement using the following
formula:
e One (1) to five (5) years of employment within the District shall be compensated
for all unused days at the rate of $75 per day.
Six (6) to fifteen {15) years of employment within the District $100 per day.
Sixteen (16) to twenty-five (25) years of employment within the District, $125
per day.
* Twenty-six (26) years and above within the District, $150 per day.
Subsections 2-4 same as proposed above for OPTION A.

Any teacher who elects to move from Option B to Option A before retirement or resignation
shall receive the pay-out using the following formula with the understanding such teacher will
not receive any terminal pay under Option B in the future upon his/her resignation or
retirement if the teacher elects to return to Option B:

1 For teachers with fifteen (15) yeats or more of District service in a teaching position,
any accumulaied paid leave days will be paid out to the teacher by the District asa
contribution to either a District provided Tax-Sheltered Annuity or his/her fisst
scheduled pay in December of the year the change occurs, based upon the following:

Total # of Accumulated Leave Days Payout
60-70 $125
40-59 $100
20-39 $90
1-19 $75
2. For ieachers with less than fifteen (15) years or more of District service in a teaching

position, any accumulated paid leave days will be paid out to the teacher by the District
as a contribution to either District provided Tax-Sheltered Annuity or his/her-first
scheduled pay in December of the year the change occurs at a rate of $90 per day.

G. The estate of a teacher who dies during the school year shall receive a pro rata amount of

H.

L

the present year's leave day allowance based on the length of his/her employment during the
school year plus the full amount of any leave day allowances accumulated.

JURY DUTY

6. A teacher called for jury duty including time for assignments and orientation and
for whom the District is not able to gain deferment shall not have any leave days
deducted but will reimburse the District for compensation paid by the court minus
mileage,

T.. - A teacher who is-absent for purpeses-of complying-with a subpeena shall-not-be -~
charged leave days for an absence(s) up to five (5) days per school year for
compliance with the subpoena. The teacher must submit appropriate documentation
to support this absence.

MEDICAL SERVICE PLAN
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The current health insurance carrier shall be MESSA with coverage available in
one (1) of three (3) plans determined by the Association with each eligible member
choosing the plan of their choice. The Association shall advise the Employer if they
wish to obtain quotes to change preferred carriers for health insurance prior to
January 1, 2019, and Jamuary 1, 2020, after current insurance carrier rates are
available for each respective year. The Employer shall assist the Association in
obtaining quotes of potential carriers.

The Board shall maintain compliance with the Publicly Funded Health Insurance
Contribution Act (PA 152 of 2011) and teacher payroll deductions are authorized
as necessary for this purpose. The Employer shall pay the annual maximutm amount
allowable by PA 152 toward the total cost of the medical and prescription premiums
for the plans offered.

It is understood MESSA will have a renewal on July 1, 2017, for which thelanuary
1,2017, PA 152 raies shall be applicable, It is further understood MESSAwill have
a renewal on January 1, 2018, for which the January 1, 2018, PA 152 rates shall be
applicable.

Eligible employees electing health insurance coverage shall only be responsible for
the PA 152 portion of their tespective premium. There shall be no smoothing of
rates. '

Employees shall pay for the portion of their respective insurance premiums
incurred during the months of July and August beginning with the first paycheck
of the new school year. As such, employees shall pay for insurance premiums from
July 1 through June 31 in twenty (21) equal installments during the school year,

An eligible employee who elects not o receive coverage under the medical service
plan as provided herein shall receive one hundred dollars ($100.00) per month,
maximum of one thousand two hundred dollars ($1,200.00) per year, to be paid as
additional compensation in lieu of the health insurance coverage. Should the
Association change insurance carriers in 2019 and/or 2020, the Association shall
have the opportunity to negotiate increasing the amounts delineated in this
Subsection.

The Board and Association agree to convene annually to review plan coverage
offerings and employee premium contribution amounts consistent with PA 152,

The Board shall pay the premium cost of MESSA long-term income protection coverage
that maintains at least a salary guarantee of 60%, a maximum thirty (30) day waiting period
for eligibility, and 2 maximum monthly benefit of $3,000.00 per month. During the time
income protection insurance benefits are being collected, accrued leave days shall
neither be paid nor forfeited.

The Board agrees to continue the present liability coverage or its equivalent for all teachers.
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The Board shall pay to the carrier the full premium cost of MESSA term life insurance
coverage of $50,000 (w/AD & D) for each teacher eligible for coverage under the termsof
this Agreement.

The Board shall make payment of all appropriate insurance premiums for each employee
through August 31 for all employees who complete their contractual obligations except that
income protection shall terminate as of the end of the school year for retirees and teachers
who resign as of the end of the school year.

If an employee terminates his/her employment before the end of the school year, coverage
of health insurance shall terminate at the end of the month in which termination occurred
and income protection coverage and life insurance coverage shall terminate on the last day
the teacher is actively employed.

The failure of an insurance company to provide any of the benefits for which it has
contracted, for any reason whatsoever, shall not result in any liability of the Board or the
Union, nor shall such failure be con31dered a breach by either of them of any obligation
under this Agreement.

Subject to the terms of the contracts with the respective insurance carriers it is the intent of
the parties that insurance benefits provided for in Atticle 23: Supplementary Benefits of the
Agreement shall commence on the first compensable working day of teachers and that
coverage shall remain in effect continuously for the duration of this Agreement so long as
the teacher is actively employed by the Board. The parties further intend that except where
explicitly provided there will be no coverage for teachers on any type of leave of absence.

The Board shall pay to the carrier the full premium cost of a comprehensive MESSA-~
sponsored dental and vision plan for each eligible teacher and his/her dependents.
Negotiated benefits are listed in Appendix D.

At the request of the Union, the Board will meet with the Unioo Insurance Committee a
minimum of three (3) times per year to review present insurance policies, future
considerations or carriers and additional benefits available.

All benefits are subject to the terms and conditions of the insurance policies and any claims
shall be made against the insurance carrier. The employee must comply with all
requirements for coverage specified by the insurance carrier, including those for enrollment
and active employment. The employee must, within thirty (30) days of the change, notify
the Employer of any change in marital status and/or number or age of dependents, which
would result in an adjustment of premiums paid by the Employer for insurance coverage.
Any failure to so notify the Employer shall make the employee liable for any overpayment

- -of premiums:-Any-overpayment of premiums shall- be-deductedfrom-the-salary-of the - - - —-—

teacher,

All benefits under the terms of this Agreement including health care benefits are
independent of any other benefits provided to employees outside of the RUEA Bargaining
Unit.

A teacher who is laid off and who is paid unemployment compensation benefits (associated
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with his/her regulsr teaching assignment) during the summer immediately following the
layoff and who is subsequently recalled to the teaching position at the beginning of the next
school year, will be paid according to an annual salary rate, such that his/her unemployment
compensation plus that annual salary rate will be equal to the rate of salary he/she would
have earned for the school year had he/she not been laid off, subject to the following
conditions:

The total unemployment compensation plus salaty earned by employment in the District
shall not be below that which the employee would have received had he/she been employed
the entire school year.

The salary earned through employment in the District shall not be less than his/her salary
from same for a similar period during the preceding school year.

ARTICLE 25: ANNEXATION, CONSOLIDATION, OR
OTHER REORGANIZATION OF THE DISTRICT

This Agreement shall be binding upon the Board and its successor personnel and upon any
school district into which or with which this District shall be merged or combined.

If this District shall be combined with one or more school districts, the Board will use its
best effort to assure the continued employment of its teaching staff without reduction in
position in such consolidated district.
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ARTICLE 26: DURATION OF AGREEMENT

A. This Agreement shall be effective as of July 1, 2024, and shall continue in effect until June
30, 2026.
B. Either party may submit a written request to the other party to begin negotiations eight

(8) months prior to expiration. Such negotiations shall commence within thirty (30) days
after the receipt of such written request by the other party.

C. This Agreement shall be binding on the parties, their executors, administrators, successors,
and assigns. If any provision or any application of the Agreement to any employee or group
of employees shall be found contrary to law by a court of competent jurisdiction or by a
registered opinion of the Michigan Attorney General, then thatportion of the Agreement
shall be opened for immediate negotiation so as to conform with law, but all other
provisions or applications shall continue in full force and effect.

D. It is further agreed that the Board will pay all benefits incorporated within this Agreement
subject, however to applicable Federal law, or rules, regulations or orders under such laws.

E. An emergency manager appointed under the local Financial Stability and Choice Act shall
have the authority to reject, modify, or terminate the collective bargaining agreement as
provided in that Act.

IN WITNESS WHEREQF, the parties have set their hands and seal on the day and year first
written above.

IN THE PRESENCE OF:
REDFORD UNION SCHOOLS, DISTRICT NO. 1

C fondiy Ve

ng Nachmaan

Executive Director of Human Resources and Labor Relations

pate:_ &= b= 2024 2024
REDFORD UNION EDUCATIONASSOCIATION

MEA-NEA

= Ta A Solidraual

Lisa Hildebrandt
RUEA Chief Negotiator/President

Date: 8!{9,"/202“! , 2024
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SALARY SCHEDULE A
JULY 1, 2024, THROUGH JUNE 30, 2025, SCHOOL YEAR

BACHELOR’S MASTER’S THIRD
STEP DEGREE BA+20 DEGREE MA+15 LEVEL

I $46,682.23 $48,396.17 $52,543.70 $54,257.66 $55,971.61
2 $48,847.03 $50,563.40 $55,667.09 $57,383.49 $59,099.90
3 $51,011.83 $52,730.64 $58,790.48 $60,509.34 $62,228.18 -
4 $53,176.63 $54,897.89 $61,913.88 $63,635.18 $65,356.47
5 $55,341.44 $57,065.12 $65,037.27 $66,761.02 $68,484.76
6 $57,506.24 $59,232.36 $68,160.66 $69,886.86 $71,613.05
7 $59.671.04 $61,399.61 $71,284.05 $73,012.69 $74,741.33
8 $61,835.84 $63,566.85 $74,407.45 $76,138.54 $77,869.62
9 $64.,000,65 $65,734.09 $77,530.83 $79,264.38 $80,997.91
10 $66,165.45 $67,901.33 $80,654.22 $82.390.22 $84,126.20
11 $68,330.26 $70,068.57 $83,777.61 $85,516.06 $87,254.48
12 $70,495.06 $72,235.81 $86,901.01 $88.,641.89 $90,382.77
13 $72,659.87 $74,403.05 $90,024.40 $91,767.74 $93,511.06
14 $74,824.67 $76,570.29 $93,147.79 $94,893.57 $96,639.35

Employees moving up the salary steps will receive no less thon their current salary.

GRADUATE HOURS

Third Level Includes Double Masters, Ed. Specialist, MA+43

Doctoral Level $800 above Third Level

VOCATIONAL CERTIFICATE:  $2,000 (Assignmment must be vocationally reimbursed.)

1. All staff covered under schedule A on Steps 1 - 13 will receive a fulf step increase at the start of the year plus a one-

time, off-schedule payment equal to %-step increment which will be paid out over the remaining pay periods for the
2024/2025 schoal year beginning with the first pay pericd in the 2 semestes.

2. All staff in positions covered under Schedule A on the top step (Step 14) of thg BA & BA+ 20 degres lanes in
2023/2024 school year will receive a $4,000 payment for the 2024/2025 school year. $2,000 to be paid on the second
scheduled pay in September 2024 and $2,000 to be paid on the firsi scheduled payment in February 2025,

3. All staff in positions covered under Schedule A on the top step (Step 14) of the MA, MA+15, and Third Level degree
lanes in the 2023/2024 school year will receive a $5000.00 payment for the 2024/2025 school year, $2,500 paid on the
second scheduled pay in September 2024 and $2,500 paid on the first scheduled payment in February 2025.

4, The partics agree that all payments made under Schedule A per the above are intended as base salary compensation for
staff in positions covered by Schedule A. for the 2024/2025 school year.
5. On June 30, 2025, all staff on Step 14 will move to the new Step 14. It is understood it is on paper only and on July 1,

2025, all staff covered under schedule A on Step 14 will move o the new Step 15.
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SALARY SCHEDULE A

JULY 1, 20235, THROUGH JUNE 30, 2026, SCHOOL YEAR

* A
STEP IS | BA+20 %?&ES MA + 15 Eﬂ,ﬁ

1 $48,847.03 $50,563.40 $55,667.09 $57,383.49 $59,099.90
2 $51,011.83 $52,730.64 $58,790.48 $60,509.34 $62,228.18
3 $53,176.63 $54,897.89 $61,913.88 $63,635.18 $65,356.47
4 $55,341.44 $57,065.12 $65,037.27 $66,761.02 $68,484.76
5 $57.506.24 $59,232.36 $68,160.66 $69,886.86 $71,613.05
) $59,671.04 $61,399.61 $71,284.05 $73,012.69 $74,741.33
7 $61,835.84 $63,566.85 $74,407 45 $76,138.54 $77.869.62
8 $64,000.65 $65,734.09 $77.530.83 $79,264.38 - $80,997.91
9 $66,165.45 $67,901.33 $80,654.22 $82,390.22 $84,126.20
10 $68,330.26 $70,068.57 $83,777.61 $85,516.06 $87,254.48
11 $70,495.06 $72,235.81 $86,901.,01 $88,641.89 $90,382.77
12 $72,659.87 $74,403.05 $90,024.40 $91,767.74 $93,511.06
13 $74,824.67 $76,570.29 $93,147.79 $94,893,57 $96,639.35
14 $76,989.67 $78,735.29 $96,272.79 $98.018.57 $99,764.35
15 $79,157.00 $80,871.00 $99,418.00 $101,132.00 $102,846.00

Employees moving up the salary steps will receive no less than their current salary.

GRADUATE HOURS

Third Level Includes Double Masters, Ed. Specialist, MA+45

Doctoral Level $800 above Third Level

YOCATIONAL CERTIFICATE: $2,000 (Assignment must be vocationally reimbursed.)

1. At the start of the 202.5/2026 school year, all staff in positions covered under Schedule A during the 2024/2025 school
year on Steps 1-13 will receive an increase and be placed on the 2025/2026 Schedule A salary step reflecting an increase
beyond the 2024/2025 school year salary.

2. At the start of the 2025/2026 school year, all staff in positions covered under Schedule A during the 2024/2025 school
year on Step 14 will receive a full-step increase by placement onto Step 15 of the new 2025/2026 Schedule A.

—3x--All-staff in- pesitions-covered-under-Schedule-A-during the- 202472025 -school year will receive-a-one=time; off-schedule
payment equal to 1/2-step increment which will be paid out over the remaining pay periods for the 2025/2026 school
~ year beginning with the first pay period in the 2™ semester.

4. The parties agree that all payments made under Schedule A per the above are intended as base salary compensation for
staff in positions covered by Schedule for the 2025/2026 school year,

5. The parties fuither agree any other base salary compensation changes under Schedule A beyond the 2025/2026 school
year are subject to the good faith negotiation of the parties.
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SCHEDULE B
EXTRA PAY SCHEDULE

LEVEL

COMPENSATION
(% of base salary)

6% *of base salary

7% *of base salary

8% *of base salary

9% *of base salary

10% *of base salary

11% *of base salary

12% *of base salary

OO~y SN [ DD

13% *of base salary

*Base salary = Step 1 of the bachelor’s schedule
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SCHEDULE B

Assignment and reassignments to Schedule B positions shall be made aanually and are subject to
yearly review by the District, who shall make the final determination as to the continuation or
deletion of each of these positions and the services of the person appointed to the position.
Teachers shall not be deemed to be granted continuing tenure with respect to Schedule B
assignments by virtue of the Agreement or for any other reason whatsoever.

A teacher, once given an agsignment, will be automatically reappointed to the assignment for the
forthcoming school year unless notification of his/her removal is given him/her by the Monday
of the last week in June of the current school year. Failure to so notify an individual will be
conclusive evidence of his/her reappointment for the next school year. Teachers intending to
resign such positions shall notify the appropriate administrator no later than the first Monday in
June.

Unless given prior written approval from the District, a coach can’t receive two (2) stipends
for two (2) coaching positions in the same season.

Assighment transfers to another building may occur after the deadline for notice of non-
reassignment has occurred, If the transfer occurs afier the Monday of the last week in June and
the staff member or teacher retention in the Schedule B-C position is no longer feasible, the
Union member will forfeit the position and compensation for the position. If the staff member
or teacher is on leave, from the district, and is unable to perform the duties of the position,
the staff member or teacher will forfeit the position and compensation for the position for.
the season in which he/she is on leave.

Bargaining unit members who serve as Schedule B coaches in the district will receive an
additional stipend per sport/season coached as follows:

Seven Hundred Fifty Dollars ($750) for all staff member or teacher high school
coaches. :
Five Hundred Dollars ($500) for all staff member or teacher Middle School Coaches

Teachers involved in the exira duty assignments set forth below are required to expend additional

time beyond the normal teacher day and, therefore, the District shall pay each teacher an
additional renumeration as indicated below:
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POSITION PLACE LEVEL COMPENSATION
(% of base salary)
BASEBALL
Head Coach High School 8 13%
JV Coach High School 3 8%
Assistant Coach High School 1 6%
BASKETBALL
Boys Head Coach High Schoot 8 13%
Boys JV Coach High School 3 8%
Boys Freshman Coach High School 1 6%
Boys Assistant Coach High School 1 6%
Boys Assistant Coach High School 1 6%
Boys 7-8 Grade Coach Junior High 1 6%
Girls Head Coach High School 8 13%
Girls JV Coach High School 3 8%
Girls Freshman Coach High School | 6%
Girls Assistant Coach High School 1 6%
Girls Assistant Coach High School 1 6%
Girls 7-8 Grade Coach Junior High I 6%
CHEERLEADING
Head Coach High School 3 %
CROSS COUNTRY
Boys Head Coach High School 3 8%
Girls Head Coach High School 3 8%
Co-ed Head Coach High School 3 8%
Co-ed Assistant Coach High School 1 6%
FOOTBALL
Head Coach High School 8 13%
TV Coach High School 3 8%
Freshman Coach High School 1 6%
Assistant Coach High School 1 6%
Agsistant Coach High School 1 6%
Assistant Coach High Schoeol i 6%
Assistant Coach High School 1 6%
7-8 Grade Coach Junior High 1 6%
GOLF
Head Coach High School 3 8%
SOCCER
Boys Head Coach High School 8 13%
Boys Assistant Coach High School 1 6%
Girls Head Coach High School 8 13%
Gitls Assistant Coach High School 1 6%
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POSITION PLACE LEVEL COMPENSATION
(% of base salary)
SOFTBALL
Head Coach High School 8 13%
IV Coach High School 3 8%
Aggistant Coach High School 1 6%
SWIMMING |
Boys Head Coach High School 8 13%
Boys Assistant Coach High School 1 6%
Girls Head Coach High School 8 13%
Girls Assistant Coach High School 1 6%
TENNIS
Boys Head Coach High School 3 8%
Girls Head Coach High School 3 8%
TRACK
Boys Head Coach High School 8 13%
Boys Assistant Coach High School 1 6%
Girls Head Coach High School 8 13%
Girls Assistant Coach High School 1 6%
Co-Ed 7-8 Grade Coach | Junior High 1 6%
VOLLEYBALL
Head Coach High School 8 13%
JV Coach High School 3 8%
Assistant Coach High School 1 6%
7-8 Grade Coach Junior High 1 6%
BOWLING
Boys Head Coach High School 3 8%
Girls Head Coach High Schoof 3 8%
Co-Ed Head Coach High Schoot 3 8%
Co-Ed Assistant Coach High School 1 6%
WRESTLING
Head Coach High School 8 13%
Assistant Coach High School 1 6%
7-8 Grade Coach Junior High 1 6%
ATHLETIC
COORDINATOR Junior High 4 9%
ATTACHED UNITS :
Color Guard High School 1 6%
Majorettes High School 1 6%
Drurzline Coach High School 1 6%
MARCHINGBAND — F—— ] —— -+
.DIRECTOR___.. . ... . High_Schggl_ o3 8% - I
ESPORTS
Season 1 High School 5 10%
 Season 2 High School 5 10
FLAG FOOTBALL High School 1 6%
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SCHEDULE C

A teacher, once given an assignment, will be automatically reappointed to the assignment for the
forthconting school year unless notification of his/her removal is given him/her by the first
Monday in June of the current school year. Teachers intending to resign such positions shall
notify the appropriate administrator no later than the first Monday in June. Ifa staff member is
transferred or is on leave and it is impractical or impossible for hir/her to continue in this
position, he/she must be notified at the time of the transfer or during the leave if the leave will
interfere with the position. Mentors will not be subject to the automatic renewal to a specific
assignment to a mentee but will be continued on the mentor list unless notified as described

above.
POSITION LEVEL COMPENSATION
(% of base salary)
5t Grade Class Coordinator 1 6%
*Counselors 1 6% + 2 weeks extra duty
Department Representative Chair
High School { 6%
Department Representative Chair
Middle School 1 6%
8 13% high schoot
. gh schoo
SKt:;zegtr S&Jel;ncil Advisor 4 9% middle school
1 6% elementary school
National Honor Seciety Adyisor 3 8% high school
6-8 Grades 2 7% middle school
Drama 6 11%
Instrumental Music
Secondary 3 8%
Vocal Music Director
Secondary 8 13%
Performing Arts Additional Fnsembles
High School 1 6%
Menftor Teacher 3 8%
4 9% high school
504 Coordinator 4 9% middle school
(Applies ONLY to the 2021-22 school year) 4 0% elementary school
Vocal/Musical Theater Director 1 6%
Building Technology Leader 4 9%
Teacher Leaders (1-2 per building) 8 13%
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*Extra Duty assignments under Schedule C will be determined by the building administrator in
consultation with the counselors and will require a minixmum of 50 hours of additional time.
This time must be in increments no shorter than 60 minutes.

SCHEDULE D

Asgsignment and reassignment to Schedule D positions shall be made as necessary and are subject
to review by the District, who shall make final determination as to the continuation or deletion of
each of these positions and the services of the person appointed to the position. Teachers shall
not be deemed granted continuing tenure with respect to Schedule D assignments by virtue of
this agreement or for any other reason whatsoever.

Teachers involved in the extra duty assignments set forth below are required to expend additional
time beyond the normal teacher day and, therefore, the District shall pay each such teacher an
additional renumeration as indicated below:

POSITION HOURLY RATE
Extra Duty (Per Teacher Contract) $40.00
Summey School Teacher $40.00

After-School Credit Recovery Teacher | $40.00
Before/After School Academic Sapport | $40.00

Vocal Music Elementary $40.00

Instrumental Music Elementary $40.00

School Spirit Coordinator $40.00

1 Per Building

Parent Involvement Coordinator $40.00

1 Per Building

Club Sponsors $40.00

Grades K-12 Approval subject to the discretion of
the building principal

COVID-19 Remediation Services $45.00
As designated by the District
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APPENDIX A-1
REDFORD UNION
SCHOOLS, DISTRICT No. 1
GRIEVANCE REPORT
FORM
STEP 1%

Name of Grievant

Building _Date Presented

STEP 1

A. Date cause of grievance occurred

B. Section(s) of Agreement alleged to be violated

C. Statement of grievance

D. Relief requested

Sighature Date

*Submitted to Principal or President
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APPENDIX A-2

REDFORD UNION SCHOOLS, DISTRICT No. 1

GRIEVANCE REPORT FORM

STEP 2

A. Date received by Superintendent or designaied representative:

B. Response of Superintendent or designated representative:

SIGNATURE:

DATE:
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APPENDIX B
SABBATICAL LEAVE POLICY

AUTHORIZATION

Sabbatical leave of absence may be granted to members of the professional staff of the Redford
Union Schools subject to the approval of the Board of Education upon the recommendation of the
Superintendent of Schools, when in their considered judgment, the professional competence of the
staff member and the general welfare of the public schools will be benefited.

The policies and administrative regulations of the Redford Union Sabbatical Leave Program are
authorized and shall be interpreted in accordance with the following Michigan statutory provisions
and any amendments thergio:

Any Board, after a teacher has been employed at least seven (7) consecutive years
of employment, may grant said teacher a sabbatical leave for professional
improvement for not to exceed two (2) semesters at any one time: Provided, that
the teacher holds a permanent or life certificate, or is engaged in teaching in a
college maintained by the Board. During said sabbatical leave, the teacher shall
be considered to be in the employ of the said Board, shall have a contract, and
may be paid compensation as provided in the rules and regulations of said Board:
Provided, however that said Board shall not be held liable for death or injuries
sustained by any teacher while on sabbatical leave.

Teachers on sabbatical leave shall be allowed credit toward retirement for time
spent on such leave in accordance with rules and regulations established by the
boards of control of public school employees' retirement funds.

Said teacher shall be entitled to participate in any other benefits that may be
provided for by rules and regulations of the Board made pursuant to law.

PURPOSES

Sabbatical leave is given to professional personnel, to permit them to improve their ability to
render educational service. Such improvement is usually achieved by formal study, research and/or
writing and travel. Applications for sabbatical leave for other types of experience shall be
considered on their merits and may be approved by a Board of Education upon the
recommendation of the Superintendent.

*Legal Reference - Sec. 1235 of the Revised School Code, MCL 380.1235
The following information shall be presented in the application as evidence of the employee's plan
to fulfill the purposes of the leave:

1. Formal Study
A program of work should be outlined which will qualify the applicant for a highercredential

in his/her profession, or a program of recognized courses relating to the present or
prospective service of the applicant to the District. A minimum of eight (8) semester hours
of graduate credit, or its equivalent, is required for each semester of sabbatical leave.
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2. Research and/or Writing
The proposed project shall be outlined and approved in relation to the present or prospective

service of the applicant to the District.

3. Travel
A plan, including the proposed itinerary, shall be submitted stating professional objectives,
which are sought through such travel, and also stating the expected value to the school
system,

4. Other Reasons
A plan shall be submitted stating the professional objectives, which are sought through the
opportunities afforded by the leave, and also stating the expected value to the District.

ELIGIBILITY AND QUALIFICATIONS

Any professional employee of the District who meets the qualifications shall be eligible to apply
for sabbatical leave, A professional employee may apply for sabbatical leave subject to the
following conditions and requirements:

1. Applicant must hold a valid Michigan teaching certificate.

2. Applicant must have seven (7) consecutive years of satisfactory service as a full time
employee in the District. Absence from service in the District for a period of not more than
one (1) year under a leave of absence without pay, granted by the Board of Education, shall
not be deemed a break in the continuity of a service in computing the seven (7) consecutive
years.

3. Subsequent sabbatical leaves may be authorized after eligibility has been reestablished by
service of an additional seven (7) consecutive years of satisfactory service as a full time
employee.

4. A maximum of two percent {2%) of the professional employees may be granted sabbatical
leave each year. Insofar as possible a proportionate division of leaves will be granted to the
vations groups of the professional staff. Approval of a sabbafical leave by the Board of
Education shall be contingent upon securing an employee qualified to assume the
applicant's duties.

5. A sabbatical leave may be granted for a petiod of not less than one (1) full semester nor
for more than two (2) full consecutive semesters. A sabbatical leave once granted may not
be terminated before the date of expiration except as otherwise provided herein or
otherwise agreed upon by the Superintendent and Board of Education.

- e —--6:—AS-a-condition to-reeeiving-final-approval for-a-sabbatical-leave, & staff member-shall file
.. with the secretary of the Board of Education, a written agreement stipulating that he/she

will remain in the service of the District for a period of two (2) years after the expiration
of said leave. '
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REQUIREMENTS AND STATUS WHILE ON SABBATICAL LEAVE

The compensation for the staff member on sabbatical leave shall be one-half (1/2) of the
contractual salary he/she would receive if on active staff status for the period in which the
leave is effective unless in combination with a grant or fellowship or other remuneration
the total should exceed the amount of his/her regular contractual salaty. The details
pertaining to any remuneration in excess of the contractual salary shall be worked out
with the Superintendent. Any monies a teacher would ordinarily receive if hefshe were
teaching in the District shall be exempt from the above provision.

Payment of salary to a staff member on sabbatical leave shall be made in accordance with
the provisions of the Board for payment of salary to other members of the professional staff.

An employee on sabbatical leave will receive an allowance of five (5) leave days and will
receive the benefits of the regular medical care policy. If a sabbatical leave is for less than
a yeat, the above leave days will be prorated.

A sabbatical leave granted to a regular employee of the professional staff shall also operate
as a leave of absence without compensation from all other school activities.

An employee granted a leave of absence pursuant to this policy may be required to perform
such services and to engage in such activities during the leave as the Superintendent, with
the approval of the Board of Education, and the employee may agree upon in writing. If the
Superintendent finds that the employee is not fulfilling the agreement or is dilatory in any
respect, he/she will report his/her findings to the Board of Education, which shall render a
judgment in the case. If it finds the employee dilatory, the entire sum or any portion thereof
paid to the employee by the Board of Education shall become immediately due and all future
payments shall cease. An employee shall not be considered as having completed the
requirements of the sabbatical leave until a final report has been approved by the
Superintendent.

REQUIREMENT AND STATUS UPON RETURNING FROM SABBATICAL LEAVE

1. At the expiration of a sabbatical leave, the employee shall be assigned to an available position,
for which he/she is certified and qualified, as determined by the administration provided that
the employee remains eligible for reinstatement under the rules and regulations of the Board
of Education.

2. When an employee completes the planned program of the leave, but does not return to service
in the District, he/she shall within two (2) years repay to the Board of Education the amount
received by him/her during the sabbatical leave. If an employee does not remain in the District
for two (2) years immediately following his/her sabbatical leave, he/she shall within two (2)
years after leaving the system repay the Board of Education an amount of money, which will
bear the same relation to the amount granted as the unexpired period of setvice bears to two
{2) years. This rule does not apply to cases wherein the person becomesincapacitated to work
or in cases wherein the rule is waived by the Boatd of Education.
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APPLICATION REQUIREMENTS AND PROCEDURES

. The applicant should review the policy before proceeding with this application.
. Prescribed application forms are available at the central administration office.
. Applicant shall file with the application a detailed pian for the period of the sabbatical leave,

This plan shall be on the prescribed form and shall be in accordance with the criteria listed
on that form.

. Completed applications shall be filed with the Superintendent not later than April 1 for leaves
beginning the first semester and November 1 for leaves beginning the secondsemester.
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APPENDIX C
PART-TIME/SHARED ASSIGNMENT POSITIONS

Any teacher presently on staff who desites a part-time or shared assignment position for the
following school year should contact the Human Resources Office by March 15. If the application
is approved, the Master Agreement between the Redford Union Board of Education and the Wayne
County-MEA/NEA will prevail, with the following exceptions:

I. Wages will be on a pro-rata basis.

2. Insurance benefits will be limited to a single subscriber. However, the- insurance may be
extended to cover additional family members by the employee assuming the additional
Costs.

3. Leave days will be prorated.

4. The part-time or shared assignment if granted will be for only one (1) year. Teachers may
reapply. Teachers may be returned to full ime positions if they desite for the next school
year in accordance with provisions in Articles 11 Assignments, Vacancies & Transfers and
18 Reductions in Personnel of the Master Agreement.

5. Attendance at all staff meetings and professional development meetings shall be required.

(See the following application format)
PART-TIME/SHARED ASSIGNMENTS

The District will consider teachers for part-time or shared teaching assignments for the next school
year. Fill out the form, shown below, if you desire either of these assignments. (Forms can be
secured in the school office or from the Human Resources Office.

PART-TIME ASSIGNMIENT
A part-time assignment is for any position that is less than full time. (¢.g. 1/2 kindergarten, 1/2
social worker, 3/5 foreign language, etc.)

SHARED ASSIGNMENT POSITION

PLEASE NOTE: Options can only be changed once o year by July 31%,

To be considered for a shared, assignment position, a teacher should join with a partner and submit
a plan for working togsther to the Human Resources Office. The plan should include, but not be
limited to, the following considerations: -- who makes up the partnership -- when each partner will
teach - how the curriculum will be divided -~ when joint planning will take place -- how various
duties will be handled such as teacher meetings, marking records, etc. -- how parent/teacher
conferences will be handled.

Shared assignment teachers must work very closely together in planning the educational programs
for their students. The principal or President must also be involved and must give his/herapproval.
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I would be interested in the following pari-time or shared assignment position for the

school year:

PART-TIME ASSIGNMENT

Area

(Elementary/Middle/High School/Special Services)

SHARED ASSIGNMENT

Area

{Subject and/or grade level)

(Elementary/Middle/High School/Special Services)
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APPENDIX D-1

INTERNAL ASSIGNMENT PREFERENCE SHEET
# School Year:
SOt
el
Name: Email: @redfordu.k12.mi.us
Certification: Grade Level:
Endorsement(s): Major(s):
Minor(s):
Highly Qualified:

Current Assignment (grade & subject if applicable)

Please indicate your interest in the following:
(Give priority, with #1 being highest, if you choose more than one)

Change grade level (at elementary) to

Change grade level (MS) to

Change subject (MS or HS) to

I am interested in changing jobs to

gignature

This must be submitted to your principal no later than January 31 to be considered for the
following year.
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sg}’:lo?)';.'.s APPENDIX D'2
T REQUEST FOR VOLUNTARY TRANSFER
School Year:
Name: Email: @redforduk12.mi.us
Certification: Grade Level:
Endorsement(s):  Major(s): Minor(s): Highly Qualified:

Any additional information you wish to conclude regarding your education and/or experiences:

Bxplain your reason(s) for requesting this transfer:

__ EDT __PreK _ Classroom
_ McGowan K _ Art
___ Bulman R ___ Music
__ Stuckey _ ond __ Physical Ed
__ 34 _____Media Center
4 __ Other
Sth
Are you willing to teach a split grade? Yes No
Are you willing to take an itinerant position? Yes  No
__ADT __6n ___Oth
___HMS _Tth __ 10th
___RUHS __ 8th _ 11th
___Pearson —_12th
__ELA —_Social Studies ____ Science ——_ Soc Worker
___Journalism ___Civies/Govt ___Biology ____ Teacher Consultant
__Math - ___ History ___ Chemistry
____Business Ed _Geography __ Earth Science
___Ind, Arts ___ Psychology ___ Health
___ESL __ Sociology __ Physics
__ Media _ Forcign Lang ___ Special Ed
specify: )
____Physical Ed _French __ _VocEd
(specify: }
_ Art - ____ German
s —gmamishi e e
co——Life Mgt . Counselor .
___Computer Science
Comments:
Signature:
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APPENDIX E

PAYROLI/SALARY OPTIONS

Employees who wish to have paychecks in the summer have two options available. If you do not
select an option, you will automatically have Option A.

OPTION A:
Twenty-one (21) consecutive paychecks will be issued with each check representing 1/21 of the

annual contract salary, commencing with the first pay date after the start of the school year. (If
you select this option, you will not receive any pay during the summer months).

Employee Signature Date

OPTION B:

Twenty-six (26) consecutive paychecks will be issued with each check representing 1/26 of the
contract salary, commencing with the first pay date after the start of the school year. In the event
thete are 27 paydays, your check will represent 1/27 of your annual salary. This occurs
approximately once in every 10 years.

Employee Signature Date

PLEASE NOTE: Options can only be changed once a year by June 15,
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REDEORS APPENDIX F

e REQUEST FOR LEAVE OF ABSENCE
(All requests for leaves must be subntitted to the Human Resources Department)

I hereby request a leave of absence in accordance with Board policy and/or applicable collective
bargaining agreement.

Name: Location:
Bargaining Unit: Classification:
Seniority Date:

Last Day Worked; Return to Work Date:
LEAVE DAY BALANCE:

__Deduct days from my leave day balance. Number of Days to be deducted:
__ DONOT deduct days from my leave day balance

LEAVE CATEGORY

___ Health Leave _ FMLA __Childcare
____Sabbatical _ Military ____Public Office
.._Professional Growth ___Peace Corp ____Emergency

DATES OF LEAVE

Start Date; End Date: Number of Days:

Reason for Request:

Please submit a statement from your physician if the leave request is related to a medical

condition for yourself or a family member. Statement should include the medical reason a leave
is necessary and the anticipated date the leave is required, including an anticipated date yos can
return to work.

~Employee Sigmatnre: - T - Date:
Building Administrator Approval: Date:
Superintendent Approval: ' Date:
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Appendix F

Page 2
Leave of Absence
Early
Years Board | Seniority | Salary Return
Leave Needed | Replacement | Approval [ Accrnal | Credit | Insurance | Option
Type
Professional 4 Contract Yes 1% Year | No No No
Growth Only
Public 4 Contract Yes 1% Year No No No
Office Only
Peace Corp 4 Contract Yes No Limit [ Yes No No
Uniformed 0 Contract Yes No Limit | Yes No No
Services
1 Year
Sabbatical 7 Contract Yes Only No Yes No
1% Year
Health 0 Sub Yes Only No Yes Yes
Leave
12
FMLA 1 Sub Yes Weeks No Yes Yes
Only
1* Year
Child Care 0 Sub Yes Only No No Yes
1% Year
Emergency Sub Yes Only No No Yes

63




APPENDIX G

Non-Teacher Professional Employee
Discipline and Reduction in Personnel

The term “non-teacher professional employee” refers to all professional employees as defined in
the Agreement’s Recognition Clause whose employment is not regulated by the Michigan
Teachers’ Tenure Act. The following language about discipline and reduction in personnel
applies to those employees only,

Discipline

Any reprimand, discipline, demotion, or dismissal of a non-teacher professional employee shall
be for just cause.

Reduction in Personnel

Changes in student population, progtam offerings, financial considerations, or other conditions
may make necessary a reduction in the number of non-teaching professional employees. It is within
the Board’s sole discretion to reduce the District’s programs when watranted by the foregoing
circumstances.

When a reduction in non-teaching professional employees is necessary, the Board will first retain
those non-teaching professional employees having the greatest seniority in the District in their
respective job classification. Seniority is determined by the critetia described in Article 19. Notice
of lay-off shall be provided in writing to the affected non-teaching professional employee at least
thirty (30) calendar days before implementation unless this notice is mutually waived, in writing,
by the Board and the Association.

The Superintendent will offer available openings to those qualified persons with the longest
sentority on the list of non-teacher professional employees awaiting reinstaiement to active service.
A non-teacher professional employee who refuses a recall to a position for which he/she is
qualified has waived his/her right to all positions for the school year. A non-teacher professional
employee will remain on the layoff list a thaxiraum of three (3) years. It is the tesponsibility of the
laid off employee to notify the Superintendent’s Office of his/her current address and telephone
mumber. Failure to respond to the written notice of recall within ten (10) calendar days of the notice
date shall be considered a forfeiture of the right to recall for that position,

66




APPENDIX H
OPTIONS FOR RUEA PAID LEAVE DAYS

Beginning with the 2022/2023 school year, existing and newly hired teachers must individually elect from either
OPTION A or OPTION B for leave days.

At the beginning of each school year, teachers shall have the option to change their election of either Option A or
Option B until September 30", After September 30, if no change has been selected by the teacher, the choice will
default to the previous year’s election of A or B. Additionally, a teacher’s election to move from Option B to Option
A is a one-time election each year.

Option A Synopsis:

Cash out all existing accumulated unused leave days

Employee will receive 9 days at the beginning of each school year.

f 4 or less leave days are used by the end of spring break, you receive two additional days.

At the end of the school year, you are paid out up to 11 earned but unused paid leave days at $90/day.

Payout can be placed in a District provided tax sheltered annuity or his/her pay.

Bereavement days (2) are non-accumulative and non-compensated,

District will pay or reimburse teachets up to one-half of the cost for coverage of a District designated short-term
disability provider.

Option B Synopsis:
e Teacher will receive 10 leave days each year to a maximum of 60 days.
e Upon separation (retirement or resignation), employee will receive the following payout amounts:
» 1-5 years = $75/day
»  6-15 years = $100/day
» 16-25 years = $125/day
» 26 plus = §150/day

'Yeachers who elect to move from Option B to Option A before retirement or resignation shall receive the following payout
amounts with the understanding that this is a one-time payont and shall not receive another payout if teacher elects to
return to Option B, '

» Employees with 15 ysars or more, the payout will be in December at the following amounts:
» 1-19 days =3$75/day
»  20-29 days = $90/day
» 40-59 =$100/day
»  60-70 = $125/day
» Employees with Iess than 15 years, will receive $90/day for all accumulated leave days.
e Bereavement days (2) are non-accumulative and non-compensated

Teachers shall elect for the lump sum payment of the unused days to his/her pay or the District provided Tax Sheltered
Annuity.

Employeec Name: Date:

Position: Bldg.:

Please select an Option and return to Human Resources by September 30, 2022,

OPTION A OPTION B




APPENDIX X -1

Teacher Post-Observation Reflection

Name:
Grade/Subject:

Date:

1. In general, how successful was the lesson? Did the students learn what you intended for them to learn?
How do you know?

2. If you were able to bring samples of student work, what do those samples reveal about those students’
levels of engagement and understanding?

3. Comument on your classroom procedures, student conduct, and your use of physical space. To what extent
did these contribuie to student learning?

4. Did you depart from your plan? Ifso, how, and why?

5. Comment on different aspects of your instractional delwery {e.g. activities, grouping of stutlents materials,
and resources) To what exient were they eifective"

6. If you had a chance to teach this lesson again to the same group of students, what would you do
differently?
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Wilkthrough Form

APPENDIXI-2

Name: Date:

Class:

Classroam Activity Observed:

O Teacher Led Large Group

O Independent Seatwork [ Group Activities

O Teacher Led Small Group [ Assessment

[ Transition [ Other

Domain 2: Classraom Environment

2a - Creating an Environment of Respect and Rappott
2b — Establishing a Culture for Learning

2c — Managing Classroom Procedures

2d - Managing Student Behavior

2e — Organizing Physical Space

Domain 3: Instruction

3a - Communicating with Students

3b -~ Using Questioning & Discussion Techniques
3¢ —Engaging Students in Learning

3d - Using Assessment in [nstruction

3e -~ Demonstrating Flexibility & Responsiveness

Domain 2; Classroom Environment
2a - Creating an Environment of Respect and
Rapport
O Teacher-student interactions are friendly and
demonstrate general caring and respect.

1 Student-student interactions are friendly and
demonstrate general caring and respect.

2b - Establishing a Gulture for Learning
[ Classroom interactions support learning and hard
work

2¢ = Managing Classraom Procedures

[ Teacher has established effective classroom
routines and procedures.

O Transitions occur seamiessly.

2d -~ Managing Student Behavior

O Teacher has established clear classroom
expectations as evidenced by student behavior

O Teacher monitoring of student behavior is subtle
and preventative.

2e - Organizing Physlcal Space
1 Teacher has organized classroom in a safe
configuration that promotes learning.

Domain 3: Instruction
3a - Communicating with Students

[ The instructional purpose of the lesson is clearly
communicated to students.

01 The teacher’s explanation of content connects with
students’ knowledge and experience.

3b. Using Questioning and Discussion Techniques
O The téacher poses guestions designed to promote
student thinking and understanding.

[ The teacher creates a genuine discussion among
students.

3¢~ Engaging Students in Learning

{1 The teacher engages most student in the lesson

1 The lesson has a clearly designed structure, and the
pacing of the lesson is appropriate.

3d - Using Assessmentin Instruction

[1 The teacher elicits ovart responses from the students
to0 monitor and adjust instruction.

O Teacher provides accurate and specific feedback to
students.

3e - Demonstrating Flexibility and Responsiveness
0 The teacher succassfully accommodates students’
guestions and interests,

O The teacher adjusts and differentiates instruction to
address individual student needs.
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Recommendations/Questions

Recommendations/Questions
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APPENDIXI-3

SMART Goal Development

Name:
Grade/Subject:

Date:

SMART Goal:

Speciﬂc: ‘What is the desired result? (who, what, when, why, how)

Measurable: How can you quantify (numerically or descriptively) completion? How can you measure
progress?

Achievable: What skills are needed? What resources are necessary? How does the environment impact
goal achievement? Does the goal require the right amount of effort?

Relevant: Is the goal in alignment with the everall mission or strategy?

Time—bound: ‘What is the deadline? Is the deadline realistic?
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APPENDIX |-4

Teacher Summative Evaluation

; . A \ .
aoo e 7@ .
s S AU I .

Rubric . Progress Score Criteria  Avg Last Completed

Domain 1 Observation Average:

Rubric Progress Score  Max Criteria Avg Last Completed

Domain 2 Observation Average:

Rubric Progress Score Criteria Avg Last Completed

Domain 3 Observation Average:

Rubric Progress Score  Max Criteria Avg Last Completed

Domain 4 Observation Average: !
LS ===

Classroom Ohservation Score:

viliScore 0%

NWEA Building Growth Score: I - = iy

SMART Goal:

Student Growth Score:

Overall Evaluation Rating

: Summative Rating
= Effective
2.6-4.0
7 Developing
S 2.1-2.59
% { = Needs Support
Iess than 2.1




APPENDIX I-5
REDFORD UNION SCHOOLS, DISTRICT NO. 1
INDIVIDUALIZED DEVELOPMENT PLAN
Employee Name: Building:

Date: Grade/Subject:

CONCERNS:
T :

GOALS: | - | | TIMELINE

ADMINISTRATIVE SUPPORTS: TIMELINE
L

FUTURE MEETING DATES:

Teacher Signature Date Administrator Signature Date
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REDFORD UNION SCHOOLS, DISTRICT NO. 1
AND
WAYNE COUNTY MEA/NEA
MEMORANDUM OF AGREEMENT

RE; IEPT Special Education Teacher Assignments

Re: Individualized Education Program Team Meetings and Preparation of Individualized Education Programs
for Special Education Students Currently Being Taught by Special Education Teachers with Temporary
Emergency Certification or Substitute Teachers in the Long-Term Absence of a Certified Classroom Teacher.

1. Fully certified Special Education Teachers shall be offered equal opportunity to prepare and complete all
|EPT’s required for Special Education students currently being taught by Special Education teachers with
temporary emergency certification or substitute teachers in the long-term absence of a certified classroom
teacher.

2. Fully certified Special Education teacher shall be compensated as contained herein for preparing and
completing required IEPT’s for Special Education students that are beyond their caseload of 18 for
categorical, 25 resource room, 10-day treatment, and 60 speech and language.

3. Fully certified Special Education teachers participating in this assignment shall be expected to be paid at
the rate of $40.00 per hour with a maximum of 2.5 hours per |IEPT. Payment for this assignment shall be
made within two (2) pay periods after submitting the completed IEPT to the Executive Director/Director of
Student Services. Approval by the Executive Director/Director both as to content and form with respectto
each IEPT must be obtained for authorization before payment will be issued.

4. Certified Special Education teachers on an Individualized Development Plan (IDP) for any reason are not
eligible to participate in this assignment.

REDFORD UNION SCHOOLS REDFORD UNION EDUCATION ASSOCIATION (RUEA)

@w&qﬂu WW D
éﬁ}é Nachifan Lisa Hildebrandt

ecutive Director of Human Resources RUEA President
and Labor Relations

Date: 5/50/0200?‘/ Date: S?/ C.ﬂ. /Z—f/




