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2:01.0
A.

RECOGNITION

The Board recognizes OSAS as the exclusive collective bargaining representative
of personnel employed in classifications set forth as follows for the purpose of
bargaining with the Board with respect to rates of pay, wages, hours of

employment, and other conditions of work:

Accountant; Administrative Manager; Assistant Chief of Security; Assistant
Department Head; Attendance/ Department Head; Auditor; Budget Analyst;
Business Manager; Coordinator; Curricular/Administrator; Curriculum
Leader; Curriculum Coordinator; Fiscal Coordinator; Department Head/Unit
Head (or); Director; Director, (Non-Educational); Director, Communications;
Elementary Staff Coordinator; Field Supervisor - Security; Head Commercial
Foods Teacher; Head Apprentice Teacher; Investigator; Junior
Administrative Assistant (10 month); Principal Accountant; Specialist, Day
School for Deaf; Supervisor; Guidance Department Head; Program
Supervisor; Program Associate I, Program Associate II, Academic
Engagement Officer.

Excluded from the unit are all personnel emploved in classifications not
specifically listed above as well as all confidential, managerial and executive

employees. (Moved from below.)

The 12-month OSAS employees will be placed in the following classifications:-in

the Detroit Public Sehools Reorganization1990:

Classification IV Director

Classification V Program Supervisor

Classification VI~ Program Associate I
Program Associate II
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2.0 NON-DISCRIMINATION

The Board and the Union agree to continue their policy of non-discrimination against
any administrator on the basis of race, creed, color, physical handicap, age, national
origin, marital status, sex, sexual orientation or membership, participation in, or
association with the activities of any professional educational organization.

3.0  UNION SECURITY

The Employer and the Union agree that the Union’s duties to persons employed in the
bargaining unit require that each unit member share the costs associated with the
negotiation of and administration of this collective bargaining agreement. Therefore,
each person employed in the bargaining unit shall either become a member of the
Union and pay dues required of members or agree to pay a service fee in an amount
determined by the Union. A service fee will be deducted from the paychecks of persons
who fail or refuse to do either. This Article describes the process used to accomplish
these goals.

+A. Promptly after approval of their hiring by the Board of Education the Union will
be notified of the name(s) of each person newly employed by the Employer who
will be assigned to a position in this bargaining unit. Upon hire, the Employee

9 Proprietary and Confidential



will receive a notice of rights and will have 14 calendar days to decide whether to
become a Union member or pay a service fee.

The employer will deduct dues or service fees from the paychecks of persons
who have agreed to such deductions or who have not responded to a request for
election as described here. The form for deduction is attached. Dues or service
fees will be withheld on the schedule approved by the employee. Employees
may have dues deducted from each paycheck.

A Union member or service fee payer may pay either dues or service fees directly
to the Union in such a manner, in on such a schedule, as the Union may approve.

The Union will determine the amount of the service fee in accordance with
prevailing law. Presently, the law permits the Union to allocate its expenses as
chargeable or non-chargeable based on their relationship to negotiation and
enforcement of the collective bargaining agreement. The Union, alone, will
determine the amount of the service fee to be deducted. The Employer may
request, and receive, information explaining which fees or expenses the Union
has determined to be chargeable to service fee payers.

The service fee will be deducted from the compensation of any person who fails
or refuses to either become a Union member, approve deduction of a service fee
or pay a service fee (“the Non-Payer”).

a1. The Union will notify the Employer of the name(s) of any Non-Payer. The
Employer will, within 7 days, provide such person a notice that they must
comply with this Section or the service fee will be deducted in the amount
determined by the union. Such notice will require the Non-Payer to
comply within 7 days after service of the notice.

b:2. The Union will notify the Employer if the Non-Payer continues to fail or
refuse to comply. The Employer will commence deduction of the service
fee within 7 days thereafter.

e3. This Article may be enforced via the grievance procedure.

é-4. This Article shall not apply during the pendency of any Objection that any
Non-Payer may have initiated under the Union’s Process for Resolution of
Objections; it may be invoked 14 days after the conclusion or termination
of the process for resolution of an Objection.
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e:5.  The Union shall hold harmless and indemnify the Board of Education and
its employees against claims from any member of the bargaining unit who
brings an action challenging the enforcement of this procedure. The Union
shall defend the action, using counsel of its choice and shall pay any costs
associated with the defense of the action and any judgment that shall be
levied.

The Union will provide the Employer a copy of its Process for Resolution of
Objections, and any changes to the Process.

INDIVIDUAL CONTRACT

Except as provided in Paragraph E, below, eEach administrator shall be given a
one (1) year individual contract of employment. However, an administrator
employed following the commencement of the school year shall be given a
contract for the balance of that school year.

The individual contracts of employment shall provide that administrators are not
granted tenure as an administrator, but will retain tenure previously granted as a
classroom teacher if applicable.

Non-renewal of an administrator’s contract is subject to the requirements
specified in the Michigan School Code.

The Union may submit to arbitration a challenge to the non-renewal of a unit
member. Should the Union and the unit member make that election, the
arbitration remedy is exclusive and the person receiving the notice is precluded
from commencing any action in the circuit court with respect to the non-renewal.
Should the Union decline to make that election, the unit member has such rights
as are granted by law. The arbitration will be conducted in accordance with the
procedure described in Article 14.3 of this Agreement. The Arbitrator shall be
confined to applying Article 471 (arbitrary and capricious) of the Michigan
School Code and determining whether the employer has complied with that
Article. The decision of the Arbitrator is final and binding on all parties
including the unit member.

PERSONAL SERVICE CONTRACTS ISSUED AFTER JUNE 30, 2010

Individual contracts issued after June 30, 2010 shall expire on June 30, 2013
subject to renewal for the following year. The non-renewal process as described
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5.0

in MCL 380.471a or 380.1229 shall not be applicable during the 2010-2011 and
2011-2012 fiscal years.

This provision does not affect the District’s inherent right to terminate for just
cause and to lavoff for economic necessity, elimination of position or

reorganization/realignment. Any laid off administrator shall retain bumping
rights as provided in Article 7.3.

Persons newly hired into the bargaining unit after June 30, 2010 shall be
provided with a contract which will expire on June 30, 2013, however such

persons may be separated without cause or grievance during the first six months

of employment in the bargaining unit.

ADMINISTRATIVE TENURE, DISCIPLINE AND EVALUATION

ADMINISTRATIVE TENURE

Individuals promoted to administrative positions prior to December 13, 1966,
shall retain administrative tenure rights in position(s) held prior to that date.
Individuals promoted to administrative positions after December 13, 1966 shall

not be granted administrative tenure.

5.2 DISCIPLINARY ACTION

+A.When warranted, subject to the grievance procedure (14.0) contained in this

Agreement, and in accordance with due process, nothing contained in this
Agreement shall restrict management from suspending, with or without pay, or
transferring and/or demoting, or discharging any bargaining unit member where
good cause for such action exists. This Article will not be used to circumvent the
evaluation procedures specified in Article 5.24-3.

2.B.In the event expected areas of administrative responsibility not included in the
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process described in Article 5.243 are not achieved, further action may be
initiated under the provisions of sub Article #1 above.

5.3 QUALITY PERFORMANCE EVALUATION

The Board and OSAS affirm their commitment to a planned way for addressing key
issues of quality education through personnel effectiveness, performance excellence and
system-wide and individual accountability. The parties recognize their responsibility to
support the development and implementation of the district-wide quality performance
evaluation system that:

involves each employee in self-appraisal assessment;

fosters understanding, creating and sustaining a customer service,
customer satisfaction focus; and

establishes appropriate measures and information systems necessary to
obtain valid data useful for sound managerial and organizational
decision-making and improvement.

The purpose of the Quality Performance System shall be to maintain the educational
effectiveness and managerial efficiency of administrative staff of the Detroit Public
Schools. All members of the OSAS bargaining unit shall participate in the Performance
Review System.

+A. The administrator/supervisor responsible for direction and supervision of other
administrators and supervisors shall be responsible for the evaluation of these
individuals. In schools, the primary administrator/supervisor is the principal.

2.B. Key objectives shall be taken from the mission, goals and objectives of the school
district. A<The General Superintendent will distribute the district's mission, goals
and objectives to administrators and supervisors represented by OSAS.
Administrators/supervisors transferred or newly assigned during the year shall
participate in the review system in the new assignment.

3-C. The final performance review session shall be conducted at the end of the school
year for 10-month administrators/supervisors and at the end of the fiscal year for

12-month administrators/supervisors.

The parties will utilize the Employee Performance Evaluation Process, which will be
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placed in the employee’s personnel file professional-evaluationlanguage now-contained

Comprehensive evaluation tools and an evaluation process for school curriculum based

members will be jointly developed by the District and the Union. The tool shall be used
to evaluate all administrators and supervisors, both in terms of providing development
and growth for all employees and for determination of an employee’s effectiveness.

The evaluation tool and process shall be jointly developed and implemented for the
2011-2012 school vear.

5.4 PROBATIONARY EMPLOYEES

Except as otherwise provided in this Agreement, Eemployees appointed or promoted to
regular positions in the unit shall be considered probationary employees for the first
two (2) years of employment. During the first year, employees shall have a midyear
conference with their immediate superiors. In instances where it is anticipated the
employees are not meeting their standards, the immediate superiors will provide
notification at the midyear conference or not less than ninety days prior to final

evaluation for the year.

Performance standards shall be based upon the administrator/supervisor's position
description, current situation, professional skills, interpersonal relationships and
personal qualities. The standards will be taken from the mission, goals and objectives
provided by the General Superintendent. The evaluation format under 4.3 will be used
for this purpose.

Grievances regarding an employee's evaluation and/or demotion can only be filed

based on the Board's action being arbitrary or capricious.
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6.0 RECORDS
+A. Personnel records shall continue to be confidential and carefully guarded in the
interest of the individual employee. They are available only for administrative
and supervisory use, but they are accessible, with the exceptions noted below, to
the individual employee concerned.

2.B. The individual employee shall have all rights as provided in the Bullard-Plawecki
Employee Right To Know Act, which include the right to may examine his/her
own personnel file and the right to notice of requests from third parties to review
disciplinary reports, letters of reprimand or other disciplinary action. recerd-with
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7.0 TRANSFERS, DETACHED DUTY, RELEASES AND PROMOTIONS

7.1 TRANSFERS

+A. In recognition of the commitment by both the School District of the City of Detroit
and OSAS to the principle of total involvement in seeking solutions to
educational problems, it is acknowledged by both parties that the District retains
the right to transfer unit members covered by this Agreement from one position
to another.

2:B. The following procedures will be followed when administrators are transferred

= N O ha  nyro on a A a [ O h o 08 ava A 0Q

Siesas ot S PTOVISIO S 6 S tHY—510 = 5 S6;

Collective BargainingAgreement: a- In the case of individual transfers: a-Unit
members being transferred shall be notified in writing at least thirty+36) ten (10)

calendar days before the date the contemplated transfer is to become effective.
The notice shall set forth the expected date of transfer and the new work location.
OSAS shall be furnished with a copy of the notification at the same time. The
parties recognize that emergency situations may arise in which the thirty36} ten
(10) day notice period is not feasible.

meeting:_ Transfers may not be undertaken for arbitrary reasons and
employees transferred under this provision will not suffer a diminution of
compensation as a direct result of the transfer

16 Proprietary and Confidential



7.32 RELEASES

+—In the event the number of persons assigned to administrative/supervisory
positions exceeds the actual number of positions needed due to a decline in
student enrollment, budget constraints, and/or termination of programs, the
reclassification of designated administrators/supervisors will be effectuated as
provided below:

aA. The designated number of excessive administrators/supervisors will be
reclassified for pay and other purposes on the basis of the present
classification seniority as an administrator/supervisor.

bB.If it is determined that reassignments are necessary, unit members will be
reassigned in the following order, provided education, experience and special
skills are met:
1t vacancies

2nd “acting” positions
3 bumping least senior in current classification
4% bumping to the next lower classification

If the reassignment generated bumping pursuant to the present classification
seniority, the administrator/supervisor with the least seniority shall be
reclassified, but only to the next lower classification for which he/she is
qualified. Irrespective of his/her lack of seniority for the new position, he/she
will bump the administrator/supervisor in the new position who has the least
classification seniority.

eC.If a twelve-month administrator/supervisor is bumped out of his/her
classification, he/she shall have the option of moving to the next lowest staff
classification or election to return to a line position previously held, provided
that such employees who have not yet completed their probationary period
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shall not have the ability to bump employees with greater District seniority.
The person so subjected to reclassification will be placed in the new

classification with seniority accumulated since his/her appointment date into
OSAS.

dD.If a ten-month administrator/supervisor is bumped out of his/her
classification, he/she shall have the option of moving to the next lowest line
classification or electing to return to a staff position previously held. The
person so subjected to reclassification will be placed in the new classification
with seniority accumulated since his/her appointment date into OSAS.

eE. In the event appointment dates are the same, seniority will be determined by
the appointment date to a previous OSAS-represented administrative
classification. If identical appointment dates still exist, system seniority will
be the tiebreaker. If there is no previous OSAS-represented administrative
position, system seniority will be used.

{F. If an administrator/supervisor voluntarily takes a demotion, staff or line, then
that person will be placed in the new classification with seniority
accumulated since his/her appointment date into OSAS.

£G.As administrator/supervisor positions become available, administrators/
supervisors reclassified pursuant to the provisions of this Article will be
returned to their former classifications for which they are qualified on a
priority basis according to former classification seniority as an
administrator/supervisor.

hH.Whenever there are excessive administrators/supervisors in a classification
covered by this Agreement, access to the eligibility pools for that
classification will be frozen until such time that excess personnel that meet
education, experience and special skills have been assigned.

il. Employees determined to be excess based upon the above, shall be laid off.
No bargaining unit member shall be laid off for bona fide economic reasons
with less than sixty—60) thirty (30) calendar days written notice except in
instances of strikes by other bargaining units.

jJ._Employees laid off shall be maintained on a recall list for a period of three (3)
years. Notification of recall shall be forwarded to the employee at the
employee’s last known address by regular mail with a copy sent to the Union.
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It shall be the responsibility of the employee to notify the District of any
change of address immediately after such change.

kK. Employees on layoff status as of August 1 of any given year and who are
recalled prior to October 1 of that year may be laid off with two days notice
prior to the end of the 8" week of school.

jL. Administrators/supervisors subject to provisions of this Article will be given
ten (10) working days notice prior to reclassification and/or reassignment
outside of their schools or departments. The parties recognize that
emergency situations may arise in which the ten (10) day notice period is not

feasible.

IcM.In the event the District deems it necessary to lay off employees covered by
this agreement due to a work stoppage by another bargaining unit or other
group of District employees, unless notified to the contrary, 10-month OSAS-
represented employees shall be considered laid off at the end of the third (39)
working day of a work stoppage by another bargaining unit or other group of
District employees. OSAS reaffirms the option of the General Superintendent
to schedule work or layoff of OSAS-represented employees in the event of a
work stoppage of any other bargaining unit, provided the total work year and
the annual salary are maintained.

Twelve-month OSAS-represented employees shall be provided five{(5) three
(3) working days advance written notice of any layoff.

The Employer shall not be required to provide an additional notification of
layoff in the event that an employee is temporarily recalled and again laid off
during the same strike by the same labor organization.

743 PROMOTION PROCEDURES

Management reserves the right to continue to define the qualifications/ competencies,
and assessment tools for all classifications in order to meet the challenges and needs of
the changing environment. Management shall not reduce the classification of an
approved vacant position without prior notification being given to the Union.

1A Upon-—requestfrom—a—principal-orsite—administrater;_In the event the District
desires to fill a vacancy, the District Department—of Human Reseuree
Management-andPlanning shall post an announcement for a specific vacancy.

This posting will include all qualifications necessary to fill the vacancy. Persons
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wishing to apply must submit applications in accordance with the directives
outlined in said announcement.

(Note: A prospective candidate can apply for a vacancy that demands a lower
classification, but cannot apply for a vacancy for which he/she is not deemed
eligible.)

Unit members currently employed by the District, who wish to apply for a
vacancy will be placed in the eligibility pool for that specific position. In
addition to the eligibility requirements identified in the announcement, a current
employee’s eligibility will also be predicated on the following:

* He/she must not have been penalized for a disciplinary infraction for
at least one year (12 months prior to the date of posting the
announcement); and,

* He/she must have received a satisfactory job performance evaluation
during the last rating period.

Applicants who are not currently employed by the District must satisfy the
District’s employment policy requirements for employment in addition to the
eligibility requirements identified in the announcement.

2-B.Selections for each vacancy will be as follows:
* Once eligibility has been determined, candidates for a single position

will be in the pool for that position only.

 Eligibility for any one (1) position will not automatically qualify the
candidate for any other position. The position in question will be filled
from pool candidates only.

* If no one is selected from the original pool, the district has the right to
re-post the position.

20 Proprietary and Confidential



8.0 SALARY

8.1 GENERAL PAY SCHEDULES

+A. For 12-month employees, salary adjustments when applicable, will be effective at
the beginning of the first full pay period which starts in July.

1. Summer school-and—werkshep-rates: Thegeneral Agreed to percentage
increase shall be applied to all OSAS-werkshep-and summer school rates.
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2. Workshop rates: Bargaining Unit members shall be paid the workshop
rate paid to members of the Detroit Federation of Teachers.

6-C. Beginning—with—the 1999-2000-sehoolyear—aAll DPS Community Use permit-

based programs (Boy Scouts, Girl Scouts, etc.) will be conducted without
administrative compensation, except for those programs that specifically provide
for compensation for unit members (e.g., 31A and Title I, etc.).

8.2 SALARY STEPS (Effectivefuly 12001

+A.A unit member’s right to receive the salary range increases provided for in
Schedule C of this Agreement, or in the case of any unit member who is paid at
the maximum the right to receive any pay adjustment that has been negotiated
for the next school year, shall be contingent upon satisfying the following
prerequisite:

The employee must meet the School District of the City of Detroit Attendance
Standard of 96%.

The employee will be notified prior to his/her ninth day of non-exempt absence.

2.B.A unit member shall be restored to his/her correct salary range or in the case of
an employee who is paid at the maximum step the member will be given the
following year’s pay adjustment upon the satisfaction of the following
conditions:

The employee is in compliance with the School District of the City of Detroit
Attendance Standard for a period of 12 months.

3:C.The following shall not count as absences under the School District of the City of
Detroit Attendance Standard for purposes of this Article: (1) absences which
qualify as entitlements under either the Family and Medical Leave Act (FMLA)
or Workers” Compensation; (2) death leave; (3) recognized religious holidays; (4)
jury duty; (5) military service; (6) union release time; (7) police reserve time; (8)
absences due to childhood diseases of chickenpox, measles, mumps, diphtheria,
whooping cough, impetigo and conjunctivitis; and (9) two (2) emergency days as
defined in Article 11.1. When a unit member’s qualifying absence under the
FMLA extends beyond the FMLA period, the additional absences shall not count
as absences under the School District of the City of Detroit Attendance Standard.

4D.Disputes about absences arising from FMLA claims may be appealed to the
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District’s medical or civil rights offices.

Disputes about absences arising from Workers” Compensation claims may be
appealed to the District’s Office of Risk Management.

All other disputes about absences may be appealed through the grievance
process identified in the collective bargaining Agreement.

If a unit member is denied a salary range increase and based on some further
determination, it is found that the employee is not in violation of the School
District of the City of Detroit Attendance Standard, then the employee will be
made whole for any previous salary range increases which the employee was
denied under this provision.

5:E.The above also pertains to performance bonuses.
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Base Salary Rates for Curriculum Coordinators and Curriculum Leaders

H-F.Curriculum Coordinators and Curriculum Leaders shall be paid according to

the following schedule: Fhe—efteetivedatetorimplementation—ot-thefollowine

Increment Steps Salary
DPS Minimum 1* Step $51,670

DPS Step 2 $56,729
DPS Step 3 $61,788
DPS Step 4 $66,846

13-G.Effeetive July1,2008-Step 4 of the Masters, Masters plus 30, and Doctorate
salary tracks for Curriculum Leaders and Curriculum Coordinators shall be

increased to be $100 greater than the Masters, Masters plus 30, and Doctorate
steps contained in the collective bargaining agreement between the Employer
and the Detroit Federation of Teachers.
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H-H. Commeneing-with-the 2007-2008-sehoolyrear+The Curriculum Coordinator
stipend shall be $2,000, and shall be paid by the end of the school yearby-August

Salary Rate for Members Other than Curriculum Coordinators and Curriculum Leaders

1~1.The wage rate for ubnit members, other than Curriculum Coordinators and
Curriculum Leaders, for the duration of this Agreement shall be the wage rate

that was in effect for the 2008-2009 year, which includes an 8% wage reduction.
O,

19-. Wage Concessions

Members of the bargaining unit who are not Curriculum Leaders or Curriculum
Coordinators have agreed to assist the District by a reduction in compensation.
The District acknowledges this contribution to the students of the Detroit Public
Schools. The concession shall be computed as follows:
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A:].The Base Wage Scale contained in the 1999-2004 collective bargaining agreement
is the scale applicable to members of the bargaining unit who are not Curriculum
Leaders or Curriculum Coordinators.

&K.For the period commencing on January July 1, 20089 and ending on June 30,
2013 69, the Base Wage Scale shall be reduced by eight percent (8%)-with-the

wage-concesstonreduecedaecordinehy.

approved-here—All salary increments shall be frozen for the length of this
agreement, with such increments to begin again effective July 1, 2013 unless
the parties have agreed otherwise.

8.3 ADVANCED PREPARATION - MASTER'S DEGREE PLUS 30 HOURS

+A. A candidate who has earned thirty semester hours (or equivalent) or more
beyond the Master's degree at an accredited university at the graduate level will be
eligible for salary credit for the Master's Degree Plus 30 Hours provided the
courses taken have been directed toward his/her major field, or in cognate studies
designed to increase effectiveness in a present or subsequent assignment and taken
after the granting of the Master's degree.

2.B. Candidates must be certain that the cognate studies be a well-balanced program.
Duplicate courses, although taken at different universities, will not be allowed.

3:C. Eligibility for salary credit for advanced preparation will be determined by the
Office of Administrative and Instructional Personnel after an application on the
form provided for that purpose has been filed. Once eligibility has been
determined, procedures for payment will be immediately implemented.

4D. An administrator or supervisor already at Schedule 3 or 4 maximum salary,
when he/she receives his/her M.A. + 30, shall receive the full additional payment
for advanced preparation in one step in biweekly payments following filing of the
evidence of successful completion of the required hours and approval of said
hours by the Office of Administrative and Instructional Personnel.

5:E. For administrators not at maximum salary, additional payment for advanced
preparation beyond the Master's degree shall be made in biweekly payments over
a two year period: the first part being paid the first year, and the second part in the
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second year. The new rate shall be effective with the payroll service period
following the filing of evidence of successful completion of the required hours and
approval of said hours by the Office of Administrative and Instructional
Personnel.

An increase of $300.00 will be paid the first part of the first year for 10-month
positions ($369.23 for 12-month positions) and $400.00 will be paid the first part of
the second year for 10-month positions ($492.31 for 12-month positions). Payment
shall commence with the payroll service period following the filing of evidence of
successful completion of the required hours and approval of said hours by the
Office of Administrative and Instructional Personnel. It shall not be necessary for
the administrator to be at maximum salary in his/her present classification to so
qualify.

8.4 DOCTORATE

Administrators/supervisors who have earned a Doctorate degree at an accredited
university shall be eligible for an additional salary increase over that for the Master's
Degree Plus Thirty Hours in the amount of $300.00 for 10-month positions ($369.23 for
12-month positions). Payment will be made following filing of the transcript covering
the degree and approval by the Office of Administrative and Instructional Personnel.
This additional salary shall be paid in biweekly payments.

9.0 ADMINISTRATION

9.1 ASSIGNMENTS PRIOR TO OPENING OF SCHOOL

In order to prepare for the opening of school, all 10-month employees will may be
assigned to work the week immediately prior to the opening of the new school year
in order to: review and work on curriculum, preschool enrollment, overall program
and organization; identify need for modification of existing programs; plan direction
of efforts to improve programs; plan with available school personnel, constellation
staff, and community for effective school organization and program; develop,
submit to, and discuss with the appropriate administrator a semester plan
identifying priority responsibilities and key factors in the discharge of such priority
and responsibilities, stating specific objectives toward which resources will be
directed and setting criteria for evaluation of the achievement of these objectives;
confer with parents, students, and central staff as needed; and orient available staff.
Employees will be provided notice of the start date as soon as possible.

The Board and Union recognize the need for experimentation and innovation in
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instructional programs and techniques and agree to cooperate in the planning and
implementation of pilot programs that will enhance the effectiveness of the delivery
of educational services to all students in our schools.

OSAS reaffirms its firm commitment for implementation of plans adopted by the
Board such as semester plans, city-wide plans, constellation plans, staff evaluation
plans, accountability plans, deployment plans and other plans which are designed to
improve the achievement of pupils and the performance of staff. The regularly
scheduled weekly teacher meetings will be used, in part, to implement the plans for
improvement of achievement of pupils and performance of staff. Agendas for these
teacher meetings and other school related activities as assigned will be forwarded to
the appropriate administrator for review and discussion with the principal, as
necessary.

9.3.2 ASSIGNMENTS

+A. When vacancies occur and it has been determined by the Board that the vacancy
shall be filled, the Board shall advise OSAS of the same. A position description
shall be developed for each new position title and submitted to the Office of
Administrative and Instructional Personnel for approval, evaluation and recording
of wage levels prior to the assigning of an employee to the new position.

2.B. When employees are officially assigned to positions represented by OSAS in an
acting capacity, appropriate promotional salary adjustments will be implemented

in a timely manner.

3:C. When a member of the bargaining unit is voluntarily reduced in classification,
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the employee will be placed at the maximum pay level for the lower pay
classification, provided the salary in the higher classification is equal to or higher
than the maximum salary for the lower classification.

9.43 SUMMER SCHOOL

The Office of Administrative and Instructional Personnel shall assign summer school
administrators within the following guidelines:

The summer school administrator shall be available for the full session. Shared
administrative assignments are not encouraged, however, when necessary, they
shall be coordinated by the appropriate administrative unit with the approval
of the Office of Administrative and Instructional Personnel.
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The Curriculum Leader is to provide academic leadership by assisting the organization
in the implementation of the district’s instructional program to assure measurable
student achievement.

The four (4) core curriculum areas that curriculum leaders must lead are:

. English
. Social Studies
. Mathematics
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. Science

One (1) of those individuals assigned to these four (4) areas will be selected to act as the
school’s Curriculum Coordinator.

The responsibilities of the Curriculum Coordinator will include, but not be limited to
the following:

. Perform as full-time administrator without instructional responsibilities.

. Observe and evaluate teachers.

. Organize school professional development activities.

. Analyze and report student data.

. Organize programs to support student achievement (e.g. tutorials,

internships, etc.).

. Make recommendations to teachers for instructional interventions based
on student data.

. Work at the direction of the principal.

The position of Curriculum Coordinator is not a classification that can be applied for or
bumped into. The designation of being a Curriculum Coordinator at each school will be
for one (1) academic year. At the conclusion of that year, the designation of Curriculum
Coordinator may be extended for an additional year, or another Curriculum
Coordinator may be selected from the other Curriculum Leaders.

Curriculum Leaders may be required to teach up to three (3) classes per day.

Curriculum Leaders and Curriculum Coordinators shall not be regularly required or
expected to perform duties that are not associated with their primary functions. As
examples only, except in an emergency, a Curriculum Leader shall not be regularly
required to monitor lunchrooms or hallways (except during passing time), substitute
for absent teachers, or monitor entry to or egress from the building.

Work historically performed by persons who held the job title of Curriculum/
Administrative Unit Head or Department Head at either a middle school or a high
school may not be performed by a person, other than a Principal or Assistant Principal,
who is not a member of the bargaining Unit represented by the Union. However, OSAS

acknowledges the existence of an agreement between the Detroit Federation of Teachers

and the District relating to Peer Assistance and Review. The District has informed
OSAS that persons providing peer assistance will counsel and mentor teachers to

improve performance. Peer review will not require a member of the bargaining unit
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represented by the Detroit Federation of Teachers to produce or sign a formalized
evaluation. No grievance or other objection to the Peer Assistance and Review process
will be lodged so long as this continues in effect.

10.0 HOURS OF WORK

In order to attain ultimate efficiency in the operation of the Detroit Public Schools and
to provide the best possible educational program to the pupils served thereby, it is
essential for administrative and supervisory personnel to work a schedule that
reasonably permits the flexibility necessary for the achievement of such goals. Such a
schedule may, at times, involve work in and out of the school building and, at times,
frequently outside the regular school day. The professional discretion of good
administrators and supervisors in scheduling their hours of work shall be respected
insofar as such discretion is reasonable and is consistent with the school program and
the afore stated aims. Professional discretion may be denied for good and sufficient
reason. It is understood that this provision does not preclude the setting of hours by the
District or the General Superintendent when necessary, and is not intended to
supersede the requirements of any leave policy. In instances where the General
Superintendent or Administrative Heads have established regular work hours, prior
approval for any deviation by administrators and supervisors is required.

Notwithstanding the above, Units or Departments may establish a flexible time
schedule when bargaining unit members are required to work additional hours

significantly above their normal hours during critical needs periods

12.011.0 LEAVE POLICY

112.1 PERSONAL BUSINESS LEAVE DAYS

SiekLeave Provisionspages-G31-G32-G33allewing All bargaining unit memb
shall have five (5) days per year for specified non-illness emergency absence shall
continue in effect, along with the policy permitting two (2) of these five (5) days to
be used for personal business which does not fall into presently designated
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categories but which cannot be conducted at any time not in conflict with the
normal school working day.

2.B. For leave in case of death:

member of the emplovee’s immediate family. Immediate family shall be
defined consistent with 29 CFR 825.122.

b-2. The working days allowed must be consecutive scheduled working days:

a. If employee works on day of death: the days allowed do not include
day of death but begin with the first scheduled working day
immediately following the day of death.

b. If day of death is a scheduled workday and employee does not work
on that day: the days allowed begin with and include the day of death.

c. If day of death is not a scheduled workday or occurs during vacation
periods: the days allowed are those scheduled working days (or actual
working days following vacation period) which fall within seven
consecutive calendar days including day of death.

3:C. An administrator may be granted up to five (5) service leave days within a seven
calendar day period for his/her own wedding. This entitlement shall include the
wedding day and days subsequent.

112.2 SICK LEAVE

EA. Sick leave shall accumulate in a single bank at the rate of .6818 (10-month 22
pays) for 10-month employees and .6538 (12-month 26 pays) per year for 12-
month employees, with a limit of 200 days. This will be effective for current
employees beginning July 1999.

2.B. When an employee's sick leave bank has reached the current allowable
maximum, as set forth in this Agreement, there shall be established a
"Catastrophe Bank" into which all days over the maximum shall be placed. When
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an employee has used all days accumulated in his/her sick bank for an
illness/disability extending more than six months, he/she may then draw from
the "Catastrophe Bank" to the extent he/she has made contribution to said bank.
(The Employer may require medical evidence of the illness/disability.)
Administrators/Supervisors will be provided an annual update on the number of
days in their catastrophe bank.

Employee absences from school-related assault resulting in physical injury only

shall not be charged against sick leave, although the employee’s regular gross
earnings shall be maintained. The maintenance of regular gross earnings, termed
“assault pay,” is subject to the following provisions:

al.

The Report of Industrial Injury shall be filled with the Principal within
tive (5) business days of the incident giving rise to the claim or no later
than five (5) workdays after the claimant first sought medical treatment
for the claimed injury.

The employee must file for Workers” Compensation benefits when
eligible, no later than thirty (30) calendar days from the date given rise to
the assault claim.

When the employee presents medical documentation that they are unable
to return to work then, or for the foreseeable future, and are seeking
benefits under this article, they will be notified by the School District of
the City of Detroit that they must file no later than five (5) business days
for MPSERS retirement (disability).

When the employee presents medical documentation that they are unable
to return to work then, or for the foreseeable future, and are seeking
benefits under this article, they will be notified by the School District of
the City of Detroit that they must file no later than five (5) business days
for social security benefits (disability).

Failure of a unit member to apply for such benefits, within the time limits,
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shall disqualify the unit member from receiving further benefits under
this Article.

£6.  Failure of a unit member to notify the School District of the City of Detroit
of the result of applying for these benefits, acceptance or denial, within
tive (5) business days from the date the result was received by the unit
member shall also result in immediate disqualification from further
receipt of assault pay.

Offset

If the weekly Workers” Compensation and/or Social Security disability benefits
are awarded or paid voluntarily by the employer, said amounts shall be
deducted from an employee’s assault pay.

Benefit Termination or Limitation

If retirement is granted through MPSERS (regular or disability), entitlement to
assault pay shall terminate even if the employee continues to receive weekly
Workers” Compensation benefits.

If the employee rejects the report of the specialist and pursues a Workers’
Compensation claim any recovery shall be Workers” Compensation benefits
only. The employee shall not receive assault pay benefits.

The sick leave bank of administrators employed in schools shall not be charged
for necessary absences of up to five (5) days resulting from the following
childhood diseases: chicken pox, measles, mumps, diarrhea, whooping cough,
impetigo, pink eye (conjunctivitis). The statement of a licensed physician shall
be required as proof of the cause of such absence.

G.6- An employee not able to return to work following eight{8) five (5) consecutive

days of absence for personal illness must have a medical examination by the
District’s medical examiner and present Form 431. Return to employment:
physician’s certificate, completed by his/her own physician before returning to
his/her assignment. This regulation also applies to illness absences in June,
regardless of whether they extend into September. If procedures are followed,
delays in scheduling the medical examination shall not be charged to the
employee’s sick bank.
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H?Z The decision of the Medical Office in this article is binding, except that if an
employee is not satisfied with the decision of the District’'s Medical Office, as to
his/her ability or inability to work, the employee must appeal the decision of the
Medical Office within three (3) business days from the receipt of the medical
report under the following conditions:

a1. A person who disputes a decision regarding his or her right to sick leave,
assault pay or other benefits granted by this article will notify the Medical
Office of the dispute and explain the reasons why the person believes they
are entitled to benefits.

b:2. The Medical Office will notify the person and the Union if the Office
continues to disagree with the person.

e3. The Union and the Medical Office will jointly select a physician or other
expert licensed to practice in the State of Michigan, to resolve the dispute.

é4. The fees of the expert will be divided equally between the Medical Office
and the person requesting the review.

e5.  The person will cooperate fully with any examination(s) required by the
expert. The failure of the person to cooperate will be a basis for denial of
the person’s request for benefits.

£6. The expert will furnish the Union and the Medical Office a report as
promptly as circumstances permit, but no later than twenty (20) business
days from the date the examiner has received sufficient information to
make a decision providing the expert’s opinion regarding the person’s
right to benefits under this article.

7. The decision of the expert is binding on the Medical Office (and, thereby
the District and the General Superintendent), the person making the
request for benefits, and the Union.

I8- After eight(8) five (5) consecutive workdays of sick leave, an employee must furnish
a statement from his/her physician on Form 432, Release Paycheck: Physician’s
Certificate, in order to secure his/her next paycheck.

I9: The Department of Human Resources may require a medical examination by the
district’'s Medical Screening Office, whenever there is reasonable cause to
question the maintenance of health standards of an employee in a school or
department.
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Benefit Continuation

1.

Oetober5-_Employees who are laid off with an effective date after June 1
shall continue to receive health benefits until the following October 5.

2. Lploveesontavottoriorto-theend-obtheseho ecetve
benefitsuntitthe-end-of the-month-inwhich thedavotfoecurs: Emplovees
who are laid off with an effective date prior to June 1 shall continue to
receive health benefits until the end of the month in which the layoff is
effective.

3. Employees who resign shall continue to receive benefits until the end of
the month in which the resignation occurs.

4. Employees who retire shall receive insurance benefits until the day
preceding the effective date of retirement.

5. Employees on approved leaves of absences shall receive benefits until the

day preceding the effective date of the leave of absence.

112.3 VACATION DAYS

Twelve-(12) month employees shall receive twenty-five (25) days of vacation each fiscal
year (July 1 - June 30). 15 vacation days may be accumulated in a bank to a maximum of
40. Employees who separate from employment with the District on or before June 30,
2011 may be paid for a maximum of 40 vacation days upon separation. Employees who
separate from employment with the District after June 30, 2011 and on or before June
30, 2012 may be paid for a maximum of 35 vacation days upon separation. Employees
who separate from employment with the District after June 30, 2012 may be paid for a

maximum of 30 vacation days upon separation. Employees terminated for cause shall
not be entitled to a payout of any vacation days.

112.4 EMERGENCY WEATHER CONDITIONS - 10-MONTHS

+A. Scheduled days of student attendance that are canceled because of conditions not
within the control of authorities shall be rescheduled when the district is unable to
meet the state mandatory requirements.

2.B. When the canceled days become less than the State requirement for student
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attendance, 10-month employees shall not be compensated for mentioned days.
Such days will be rescheduled with employees being paid the pay period
following.

3-:C. Rescheduling of days shall not affect annual salary, compensation or other
benefits provided within this Collective Bargaining Agreement.

112.5 OTHER LEAVES AND BENEFITS

+A. Request for approved absence without pay for reason of personal business shall
not require detailed information as to reason for request. Such information is to be
entirely voluntary.

2.B. An administrator who serves in the Peace Corps shall be entitled to experience
credit for Peace Corps teaching.

3-C. OSAS personnel on professional leave shall be placed, at the expiration of such
leave, in a position comparable to the position held at the time the professional
leave was granted. The individual shall be returned at the salary step level
comparable to the time the leave was granted.

4D. The estate of an administrator who dies during the term of this Agreement shall
receive terminal pay calculated on the same basis as if he/she had retired.

5.E. All employees, who as of June 30 in any year, have completed 15 or more years
of service as full-time employees of the Detroit school system (and are on the
payroll November 1) shall receive $950 added pay. For every year of recorded 975
hours of work as a former certified hourly adult education teacher, administrators
shall receive one (1) year of service credit for longevity eligibility.

This shall be paid as a lump sum each December on a special payroll,—with-the
collowi onse

6:F. The Board and the Union recognize the value of having administrators and
supervisors participate in staff development and attend appropriate conferences at
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the local, state and national levels. Members are to submit requests to their
immediate supervisors on a form provided by the Board to attend appropriate

conferences with pay.

123.0 INSURANCE

In the event changes and/or additions are made to fringe benefits granted to regular
employees in the DFT bargaining unit during the life of this contract, such changes
and/or additions shall be made concurrently in fringe benefits granted to this unit.

123.1 Health Insurance

Insurance Program

All full-time employees shall receive full family health, dental, optical and employee

only life insurance as provided below.

Employees must apply for coverage within thirty (30) days of initial employment or
during open enrollment periods.

All bargaining unit members shall be required to pay a portion of the premium for
health insurance as detailed below.

A. Health Insurance Options

Eligible employees may elect health insurance for himself/herself and eligible
dependents.

Effective January 1, 2010, bargaining unit members who elect health insurance coverage
will be eligible to receive coverage under one of two HMO plans or one of two PPO

plans.

Employees choosing HMO coverage will be required to pay 10% of the annual premium
cost via payroll deduction.
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Employees choosing PPO coverage will be required to pay 10% of the annual premium
cost of the chosen PPO plan, plus the difference in premium cost between the PPO plan
selected by the employvee and the higher cost HMO plan. Such premium cost sharing
will occur via payroll deduction.

Employees choosing PPO coverage will have the following options available:

PPO Plan 1

$250 (single)/$500 (family) annual deductible

$1,500 (single)/$3,000 (family) annual out of pocket maximum
90% (in-network)/70% (out-of-network) co-insurance

PPO Plan 2

$500 (single)/$1,000 (family) annual deductible

$3,000 (single)/$6,000 (family) annual out of pocket maximum
80% (in-network)/60% (out-of-network) co-insurance

HMO Plans
$20 office visit co-pay

B. Prescription Co-Pay

The co-pay for generic equivalent prescription drugs will be five dollars ($5) per
prescription; the co-pay for non-generic, formulary prescription drugs will be
twenty-five dollars ($25) per prescription and the co-pay for non-generic, non-
formulary prescription drugs shall be forty dollars ($40).

Employees utilizing the mail order prescription drug program will receive a
ninety (90) day supply at a cost of two (2) prescription co-pays.

C. Emergency Room and Urgent Care Co-Pay

The emergency room co-pay for non-emergency care will be one hundred dollars
($100) per visit. The urgent care co-pay shall be fifty dollars ($50) per visit.

13-412.2 DESIGNATED HOSPITALS

In case of a compensable injury, a unit employee may receive necessary medical,
surgical and/or hospital care at any of the officially designated hospitals, without cost to
the employee.
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13.512.3 DENTAL-OPTICAL INSURANCE OPTION

Eligible employees may elect dental insurance for himself/herself and eligible
dependents. Eligible employees may choose one of two dental plans. Employees
shall contribute 10% of the cost of the dental insurance selected.
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12.4 OPTICAL INSURANCE

The District shall provide a comprehensive full-family optical care program to all full time
employees.

Dependent children enrolled in school as full-time students shall receive optical coverage to age
twenty-five (25).

13:612.5 LIFE INSURANCE

+A. For the duration of this Agreement, the Board shall underwrite the cost of a
group life insurance policy for all unit employees in the amount of $20,000 per
employee.

2.B. The Board's obligation to make premium payments on behalf of an employee
will terminate upon the termination of active employment of the insured

employee. Heowever—a—retired—employeemay—continve—coverage—in—a—uniform

3-C. Premium Waiver Clause to apply to disabilities. The insurance coverage shall
terminate on the individual's date of retirement.

4.D. For the duration of this Agreement, the Detroit Public Schools shall continue to
contribute the same subsidy it presently contributed toward the cost of

supplemental group life insurance.

6:E.The Board shall provide $350.00 life insurance for employees who have retired.

13-712.6 FRINGE BENEFITS --- GENERAL
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3-A. For each school year, the mileage rate shall reflect the rate that is used by the IRS
for tax purposes. All unit members who are directed to use their own vehicles

during regular working hours will qualify for mileage reimbursement.

4B. Upon retirement with a retirement allowance in accordance with the
qualifications established by the Michigan School Employees” Retirement System —
School District of the City of Detroit, an employee will be paid an amount not to
exceed one-half his/her unused Sick Leave days, with a maximum allowance of 35

days pay.

134.0 PROPERTY

134.1 CARE OF SCHOOL PROPERTY

Administrators will be expected to provide normal care of school instructional
equipment. However, they shall not be required to do major repair or replacement work
on equipment or property.

134.2 PERSONAL PROPERTY LOSSES

A fund in the amount of $2,000 shall be established from which individual
administrators may be reimbursed for approved claims in an amount not to exceed $100
for personal property loss due to theft, burning, or willful or malicious damage.
Personal property is defined as anything normally worn or carried into the building by
the administrator or supervisor, but shall not include cash. All claims shall be submitted
promptly and shall be considered at the close of the school year. A determination shall
be made regarding the amount to be paid on each claim. In making a determination, the
extent to which the claimant has been reimbursed from other sources for said loss shall
be considered.

145.0 GRIEVANCE PROCEDURE
A sincere attempt shall be made to resolve differences by oral conference between the
grievant or grievants or the Union and the principal for employees regularly assigned
to schools or the applicable unit head for employees not regularly assigned to schools,
before the difference becomes formalized as a grievance. If an issue cannot be resolved
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informally, it shall be settled in accordance with the following procedures:

Step 1

Complaints, grievances, or disputes arising out of the violation and/or interpretation of
this Agreement shall be presented in writing to the Principal/Appropriate
Administrative Unit Head or his representative within ten (10) working days from the
time that the event took place or within ten (10) working days of the date it is
reasonable to assume that the employee or Union first became aware of the conditions
giving rise to the grievance.

Upon receipt of the grievance, the principal or the applicable unit head shall arrange for
a conference within five (5) working days after receipt of the grievance.

The grievant may be heard personally and may request representation by the Union.
The Union will be afforded the opportunity to be present at any grievance hearing.

The principal or the applicable unit head shall render a decision and communicate it in
writing to each grievant, the Union, and the DPS Office of Labor Contract Management
within five (5) working days after the completion of the conference.

Note: If the Step 1 grievance complains about the principal, the Executive Director for
Accountability assigned to that school shall take receipt of the step 1 grievance, conduct
a hearing for it, and render a decision on it following the same timelines as otherwise
stipulated.

Step 2 — Appeal to General Superintendent

Within fifteen (15) working days after receipt of the decision of the principal or the
applicable unit head, the Union may appeal to the General Superintendent (through the
Office of Labor Contract Management) the decision rendered by the principal or the
applicable unit head. The appeal shall be in writing and shall set forth specifically the
act, condition, and the grounds on which the appeal is based and shall include a copy of
the grievance and all decisions rendered. A copy of the appeal shall be sent to the
principal or the applicable unit head.

The General Superintendent or his/her designated representative shall meet with the
parties concerned within fifteen (15) working days after receipt of the appeal request.
Within fifteen (15) working days after the conference, the General Superintendent shall
render a written decision that shall be forwarded to the Union, and the principal or the
applicable unit head.
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Step 3 - Arbitration

If a grievance is not satisfactorily settled at Step 2, the Union may, within twenty (20)
working days file for arbitration under the Labor Arbitration Rules of the American
Arbitration Association, in accordance with the following;:

a. In writing, submit to the other party a Demand for Arbitration of any
grievance under this Agreement. If the parties are unable to agree upon
an arbitrator within seven (7) working days of notice to arbitrate, the party
demanding arbitration shall refer the matter to the American Arbitration
Association, which shall submit a list to the parties for the selection of an
arbitrator. The arbitrator, the Union, or the Employer may call any person
as a witness in any arbitration hearing. Each party shall be responsible for
the expenses of the witnesses it may call. The arbitrator shall not have
jurisdiction to add to, subtract from, or modify any of the terms of this
Agreement or any written amendments hereof, or to specify the terms of a
new Agreement, or to substitute at his discretion for that of any of the
parties hereto. The parties shall share the per diem fees and the expenses
of the arbitrator equally. The arbitrator shall render his decision in
writing not later than thirty (30) calendar days from the date of the close
of the arbitration hearing. The decision of the arbitrator shall be binding
upon all employees, the Employer and the Union.

b. The parties may agree to meet further to consider fairly, and in good faith,
any other method of settlement that might be mutually agreed upon,
including mediation.

Procedures for Grievances Not Under the Jurisdiction of the Principal or Applicable
Unit Head

The Union shall submit any such grievance in writing to the General Superintendent
through the Office of Labor Contract Management within fifteen (15) working days
following the act or condition that is the basis for the grievance.

The General Superintendent, or his/her designated representative, shall meet with the
concerned parties within fifteen (15) working days after receipt of the grievance. The
General Superintendent shall render a written decision that shall be forwarded to the
Union. The decision of the General Superintendent may be appealed to arbitration
under the provisions of Step 3 above.

General Grievance Powers
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If the Union fails to abide by any timeline or deadline contained in this Article, the
grievance shall be considered resolved. Timelines or deadlines may be waived or
extended only by the mutual agreement of the parties.

The resolution of all grievances shall be in accordance with the procedures, which are a
part of this Agreement. If the grievant fails to appear at a scheduled grievance
conference without prior notice, the grievance hearing may proceed, at the Union’s
request, without the grievant.

The attendance or presence at any grievance conference of any person who is not a
party to the grievance, a necessary witness, a necessary administrative staff member, or
a Union representative, shall not be permitted.

All grievances shall be processed confidentially. Neither party shall reveal information
nor make any statement concerning the grievance to any person not a party to the
grievance while the grievance is being processed.

156.0 LEGAL ASSISTANCE

In the event a Complaint and Summons is lodged against an administrator who is
named as defendant for actions taken by him/her in his/her representative capacity as
an administrator for the Board, the Board shall, upon request, provide legal assistance
and/or representation if necessary, through its Legal Affairs Office or other designated
counsel, provided that:

1A. A copy of the Complaint and Summons is transmitted to the Office of Legal
Affairs within five (5) working days of service upon the defendant administrator
together with a covering letter from the OSAS President or his designee requesting
legal assistance.

2B.Pursuant to Board investigation and determination, the administrator(s) named
was acting consistent with and within the scope of his/her proper administrative
duties and responsibilities and within his/her official representative capacity as a
Board administrator.

3C.Pursuant to Board investigation and determination, such administrator has acted
in full accord with Board policy in carrying out functions that give rise to the legal

action.

4D. There has been no illegality or criminality on the part of the administrator.
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The provision of legal advice and/or representation herein shall not apply to any
administrator who, in his/her individual capacity, engages in actions outside the
scope of his/her authorized duties. Such decision shall be promptly conveyed to
OSAS.

156.1 COMPLAINT OR CHARGES

When complaints or charges against an administrator are made, the administrator shall
be given full information with respect thereto. If the administrator is required to answer
said complaint or charge in either an administrative or Board proceeding, he/she shall
have the right to be represented by OSAS at every step of said proceeding.

167.0 SECURITY PERSONNEL: SPECIAL PROVISIONS

The basic contract applies with the following exceptions:

3:A. Vacation will be granted at such times during the year as are suitable,
considering both the wishes of the employee, the employee's seniority and the

efficient operations of the Security Department.

4-B. Vacations will be taken in a period of consecutive days. Vacations may be split
into one or more full weeks, provided such schedule does not unreasonably
interfere with the operations of the division. Once vacation schedules have been
finalized by the employer on the basis of individual requests (as per days accrued),
no vacation shall be canceled within a period of less than ten (10) working days. In
the event of an emergency, however, the employer may postpone an employee's
vacation. Said employees shall be granted vacation thereafter at the earliest
opportunity.

5:C. All rules and directives issued by the current Chief of Security dealing with the
duties and responsibilities of all security personnel will continue in effect unless
modified or revised by the Chief of Security or his/her superiors.
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6:D. Assignments and hours of operation will be as designated by the Chief of
Security or his/her superiors. In any event, assignments and hours of operation
will be designated to meet the needs of the Board.

#E. The Board will pay $300.00 per year to each unit employee as uniform allowance
that shall include maintenance and cleaning of same.

8:F. Security Supervisors required to work beyond the normal eighty hour biweekly
period shall be granted straight compensatory time or receive a rate of pay in the
amount of one and one-half (12) times their regular rate at the Board's discretion.
Supervisors working on Board paid holidays shall receive a rate of pay one and
one-half (1Y2) times their regular rate, plus their regular pay.

9:G. All other benefits shall apply as described in the basic contract.

179.0 GENERAL

The School District of the City of Detroit reserves all rights and powers conferred upon
it by the Constitution and laws of the State of Michigan and the United States. In
addition, the School District of the City of Detroit reserves the right to govern and
manage the District in all respects, except as to limitations on the right to govern and
manage that are specifically set forth in this Agreement. Subject to the District’s duty to
bargain, all District policies and procedures of which the Union has notice and which
do not conflict with the Collective Bargaining Agreement are part of the Collective
Bargaining Agreement. A temporary policy may be promulgated in emergency
situations in which prior notification is not feasible.

The parties will meet periodically to identify those practices which conflict with the
Collective Bargaining Agreement and/or District policy. Only practices identified and
agreed to may be relied upon as a defense for purposes of grievances or arbitrations.

This agreement is subject in all respects to the laws of the State of Michigan with respect
to the powers, rights, duties and obligations of the District, the Union, and employees in
the bargaining unit, and in the event that any provisions of this Agreement shall at any
time be held to be contrary to law by a final judgment or decree from a court of
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competent jurisdiction, such provision shall be void and inoperative; however, all other
provisions of this Agreement shall continue in effect.

2018.0 DURATION

This contract shall be effective upon ratification by the last party ratifying, and shall
expire on June 30, 2009 2013. The collective bargaining agreement, which expired on
June 30, 20049, is recognized to have been continued from the date of expiration until
the effective date of this agreement. Notwithstanding the foregoing, the parties agree
that the Union may notify the District in writing by June 30, 2012, but no earlier than
May 1, 2012, of the its desire to reopen the Agreement for the sole purpose of
negotiating on the issue of the restoration of increments to be effective July 1, 2012.

Except as expressly changed through collective bargaining and expressed in a written
tentative agreement or letter of understanding, the language of the collective bargaining
agreement dated 19992004-20042009 shall be retained and carried over into this new
agreement.
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LETTERS OF
AGREEMENT

between

THE SCHOOL DISTRICT OF THE
CITY OF DETROIT
and

THE ORGANIZATION OF SCHOOL
ADMINISTRATORS AND SUPERVISORS
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LETTER OF AGREEMENT

The parties agree that the Recommended Decision of Administrative Law Judge Julia
Stern, in MERC case no. C09 [.-242, shall be null and void and shall have no application
to the parties. Following ratification of the 2009-2013 Collective Bargaining Agreement
the Union with withdraw the ULP charge in MERC case no. C09 [-242. As such, the
parties agree that the District shall not be obligated to repay salary increments awarded
to bargaining unit members in that MERC Recommended Decision.
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LETTER OF UNDERSTANDING
RECONSTITUTION OF STAFFS

When a school is determined to be unaccredited (by Michigan Department of Education
guidelines) the General Superintendent has the authority to close and reconstitute a

school. When such an action takes place, future assignments will be made consistent
with relevant contract language.
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LETTER OF UNDERSTANDING

Accreditation of Schools
Date: January 18, 2001

Pursuant to Article 17.1 of the 1994-97 collective bargaining agreement between the
School District of the City of Detroit and the Organization of School Administrators and
Supervisors, the School District of the City of Detroit and the Union agree as follows:
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1. In light of the extraordinary circumstances occasioned by Article 1280 of the
revised School Code, MCLA 380.1280, relating to accreditation of schools by the
Department of Education (“Department”), after:

a. a school has been declared unaccredited by the Department for
two consecutive years, or

b. a school fails to meet district performance indices and
attendance targets for two (2) consecutive years and reasonable
supplemental services and programs have been provided by the
school district to the school, its students, their parents and the
school staff, and

C. after consideration of other reasonable alternatives,

the General Superintendent may close the school and declare all positions
vacant.

2. Positions in the reconstituted school shall be filled according to regular
procedures for filling vacancies.

3. Subject to Article 6.3.(1), Releases, and the Tenure Act, any administrator who is
relieved from a reconstituted school may apply for any vacancy for which he/she
is qualified (including the reconstituted school), either administrative or
instructional.

If such an administrator is not placed prior to the next school year, he/she will be
reassigned pursuant to Article 6.3.(1), Releases, of the OSAS Agreement.

For the Union: For the School District of the City of Detroit:
S/Diann Woodard S/Charles L. Wells I1I
EETTER OFUNDERSTANDING
Student Codeof Conduet
DaterJanuary 18,2001
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SHhiannWeoodard——————— S/Charles - WelsTH

LETTER OF UNDERSTANDING
Annual Increment Steps
Date: January 18, 2001

By their representatives’ signatures below, the parties agree to clarify the effective date
of annual increment steps as indicated below.

No unit member’s progress along the increment steps will be negatively impacted as a
result of this change.

Effective July 1, 2000 annual increment steps will be processed twice annually, on
January 1 and July 1, according to the schedule identified below.

Employees with the most recent effective date of:

July 1, 2000 -September 30, 2000 July 1, 2001

October 1, 2000 - March 31, 2001 January 1, 2002

April 1, 2001 - June 30, 2001 July 1, 2002
For the Union: For the School District of the City of Detroit:
S/Diann Woodard S/Charles L. Wells I1I
For the Union: For the School District of the City of Detroit:
S/Diann Woodard S/Lydia Barlow Jamison
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