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MASTER EDUCATION AGREEMENT 

 
This Agreement entered into this 13th day of June, 2022 by and between the Board of 
Education of the Lowell Area Schools, Lowell, Michigan, hereinafter called the “Board”, 
the Lowell Education Association-MEA-NEA and Kent County Education Association, 
hereinafter called the “Association.” 
 
Whereas the members of the teaching profession are particularly qualified to assist in 
formulating policies and programs designed to improve educational standards, and the 
Board is required by law to negotiate with the Association on wages, hours, and the 
terms and conditions of employment of teachers and ancillary staff, and the parties, 
through negotiations in good faith, have reached agreement on all such matters and 
desire to execute this document covering such agreement. 
 

ARTICLE I 
RECOGNITION 

A. Recognition 
The Board hereby recognizes the Association as the exclusive bargaining 
representative, as defined in Section 11 of Act 379, Public Acts of 1965, 
as amended, for all certified professional personnel under contract to the 
Lowell Area Schools, including personnel on tenure and probation, 
classroom teachers, guidance counselors, librarians, remedial and special 
education teachers, alternative education teachers who are in alternative 
education programs within the boundaries of the Lowell Area School 
District, psychologists, social workers, speech therapists, occupational 
therapists, teacher consultants, early childhood. Excluded are: 
supervisory, executive, confidential; office clerical; maintenance; 
operating; food service; transportation; teacher aide (paraprofessional) 
personnel, and community/adult education personnel. 

 
1. Board – The term “Board” shall include its officers and agents. 

 
2. Association – The term “Association” shall refer to the bargaining 

unit described in Section A. above.  May also be referred to as 
“employee” or “member”. 
 

3. Teacher – The term “teacher” shall refer to any bargaining 
bargaining unit member that is subject to the Teacher Tenure Act. 

 
4. Essentials Teacher - The term “Essentials Teacher” shall refer to 

any bargaining unit member that is subject to the Teacher Tenure 
Act that teaches K-5 Art, Music or Physical Education. 

 
5. Non-Classroom Certified Staff - The term “Non-Classroom Certified 
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Staff” shall refer to any bargaining unit member with required 
certification to hold the position for which they are employed. 

 
6. Ancillary Staff – The term “ancillary staff” shall refer to any 

bargaining bargaining unit member that is not subject to the 
Teacher Tenure Act. 

 
B. Exclusive Right 

The Board agrees not to negotiate with any organization other than the 
designated as the representative pursuant to Act 379, Public Acts of 1965, 
as amended, for the duration of this Agreement. 

 
ARTICLE II 

ASSOCIATION RIGHTS 
 

A. Law Pertaining to Negotiation 
The Board and the Association agree to abide by Act 379 of the Public Acts of 
1965, as amended, and to all the applicable laws and statutes pertaining to the 
Association and Board rights and responsibilities in regard to negotiations. 

 
B. Access to Board Information 

The Board agrees to make available to the Association specific information 
concerning the financial resources of the district, tentative budgetary 
requirements and allocations, and any other information that will assist the 
Association to process any grievance or complaint. All requests for currently 
available information will be provided within ten (10) days of receipt of the 
request 
 

C. Use of School Facilities and Equipment 
The Association and its representatives shall have the right to use school 
equipment, in accordance with Board policy, when such equipment is not 
otherwise in use, and to use school buildings at all reasonable hours for 
meetings. The Association shall pay for materials and supplies used from Board 
supplies.  Use of school facilities must be reserved through the normal building 
scheduling process. Such facilities shall not be used for political campaign 
purposes or other local ballot issues. 
 
Designated bulletin boards and mailboxes shall be available to the Association 
for the posting or placement of materials relating to official business of the 
Association, and by the Association. 

 
D. LEA Membership Meeting 

If PD time is held at the start of the school year, the Board agrees to allow the 
association to hold a membership meeting for a portion of the PD day. 
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E. Private Life  
Notwithstanding their employment, employees shall be entitled to full rights of 
citizenship, and no religious or political activities of any employee or the lack 
thereof shall be grounds for any discipline or discrimination with respect to the 
professional employment of such employee.  

 
F. Fair Employment Practice 

The provisions of the Agreement and the wages, hours, terms, and conditions of 
employment, shall be applied without regard to discrimination or harassment 
based on a protected class as defined under federal or state law, or membership 
in, or Association with, the activities of any employee organization. 
 

G. Board Policies 
The Board agrees to furnish the Association open access to a copy of the Board 
policies for which the Board holds the employee in the Lowell School system 
responsible.  In addition, the Board agrees to inform the Association of any 
changes or additions to Board policies. 
 

H. Curriculum Council 
The Board shall establish a Curriculum Council.  The purpose of this Council 
shall be to review and recommend proposed new instructional programs prior to 
Board consideration, adoption, implementations, or rejection.  The Council shall 
also serve to provide input regarding the district’s school improvement systems 
and plans.  
 

a. Each member of the Council will have an equal vote. 
 

b. The Council shall meet on a regularly scheduled basis.  Employees 
serving on the Council shall be given released time with classroom 
substitutes provided for any meetings scheduled during regular school 
hours.  Such meetings shall be scheduled with the prior approval of the 
superintendent. 
 

c. The operation of the Council shall be under the direction of the Curriculum 
Director, or his/her designee, who shall chair the meeting. 
 

I. Subcontracting 
Instructional bargaining unit work will not be subcontracted.  It is understood, 
however, that this does not apply to work which is now or previously has been 
performed by non-bargaining unit personnel (elementary library, study hall 
supervision, in-house suspension supervision).  Applications will be accepted for 
those extracurricular positions held by non-unit persons on an annual basis. 
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J. Association Rights 
The president of the Lowell Education Association shall be released for 
Association/district business nine (9) days per year plus six (6) days to be used 
for other Association business. The president shall notify the building principal 
before conducting business in that building. 
 
Other representatives of the Association are to be released for any Association 
business up to fifteen (15) days (total accumulative days for all representatives) 
under the following conditions: 
 

a. For days one through five, the Board pays the employee’s salary and the 
salary of the substitute. 
 

b. For days six through fifteen, the Board pays the employee’s salary and the 
Association pays the salary of the substitute. 
 

c. No more than three (3) persons shall be absent on such leave at any one 
time unless substitutes are available.  Such days shall not be used for 
purposes of engaging in demonstrations on behalf of the Association. 
 

K. Release from Assignment 
An employee engaged during the school day in negotiating on behalf of the 
Association or participating in any grievance negotiation, including arbitration, 
shall be released from regular duties without loss of salary. 

 
ARTICLE III 

PROFESSIONAL COMPENSATION 
 

A. Salaries 
1. The salaries of employees covered by this Agreement are set forth 

in Appendix A, Table 1 which is attached to, and incorporated in this 
Agreement. Such salary schedules shall remain in effect during the 
term of this Agreement.  After the expiration of this contract, there 
will be a salary freeze until negotiations are completed. 
 

2. Additional hours BA + 20; MA; MA + 15; and MA + 30. Additional 
hours as shown on the salary schedule shall be semester hours or 
the equivalent.  
 

3. All post Master’s degree credit shall be for credits earned after the 
completion of the Master’s Degree, and only for graduate level 
courses.  Special exceptions may be made with the written 
approval of central administration for courses not offered as 
graduate level courses, but necessary for teaching specialized 
classes. Correspondence school credits will not be accepted.   
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4. Any credits used for advancement on the salary schedule must be 

approved by the Superintendent or designee in advance. Graduate 
level courses may be accepted or rejected based on national 
accreditation status. 
 

5. To receive additional pay for BA + 20, MA, MA + 15, MA + 30 
employees must provide the superintendent’s office written proof of 
hours taken in the form of an official transcript of credits by the 
opening day of school or the last Friday in January of the current 
year.  If the transcript is not available, a written statement from the 
employee is an acceptable substitute.  In this case, official 
transcripts must be received by the Superintendent’s office no later 
than October 15 or March 15, respectively.  
 

a. Any unusual circumstances which prevent the employee 
from meeting this deadline must be cleared by the 
Superintendent or designee before October 15 or March 15 
of the current year. Adjustments to salary will be made with 
the first pay of the first trimester or the earliest possible pay 
in February.  
 

b. Any overpayment made by the district for lack of receipt of 
an official transcript after the above dates, shall be deducted 
from the employee’s first pay following those dates, unless 
other arrangements have been made.  This provision shall 
have prospective effect. 

 
B. National Board Certification and PhD 

National Board Certification (NBC) is a national voluntary system 
established by the National Board for Professional Teaching Standards 
designed to recognize teachers who meet the high and rigorous standards 
for what accomplished teachers should know and be able to do. 
 
All members holding a baccalaureate degree from an accredited 
institution, having three years of elementary, middle, or high school 
experience, and holding a Michigan teaching license are eligible to earn 
NBC.  All eligible members shall have an equal opportunity to earn NBC 
regardless of unsuccessful participation in the NBC program or prior 
non-participation. 
 
Any activity of a teacher related to NBC shall be voluntary.  Members 
pursuing NBC may choose to terminate their involvement at any time 
without penalty or fear of retribution. 
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NBC shall not be viewed as the only professionally acceptable measure of 
accomplished teaching. The district shall, however, recognize the 
accomplishment of each member receiving NBC by paying an additional 
three thousand ($3,000) in annual compensation for each year the 
certificate is valid. Bargaining unit members with a PhD will receive an 
additional three thousand ($3,000) in annual compensation for each year. 
 
It is the responsibility of the member to notify the Superintendent of their 
intent to apply for NBC. 
 
NBC members will be expected to assist the district in professional 
development activities.  
 
Up to three (3) days of paid leave in addition to regular sick and personal 
days shall be granted to members for time necessary to prepare for and to 
complete NBC activities. These days must be approved a minimum of 
three (3) days in advance by the building principal. 
 
All materials prepared for the NBC assessment, including videotapes, 
audio tapes, portfolios, documents, computer media, etc. shall be provided 
by the member and remain the sole property of the member. 
 
All publicity related to a member’s receipt of NBC shall give credit to the 
LEA, the individual member, and the district. 

 
C. Other Salary Benefits 

1. Employee Pay Period –Employees shall be paid every other Friday.  
The Board and the Association will agree on the first pay date of 
the year prior to the first day of school. 
 
Each employee will receive 26 pays (or 21 pays if previously 
designated), unless the payroll department is notified otherwise, no 
later than the first day of school. The Board is authorized to use 
electronic deposit to the bank account of the employee’s choice. 
 

2. Credit for Outside Experience – For salary purposes, the Board 
may credit a teacher with service up to his/her total years of 
teaching experience with a valid Provisional, Permanent or 
Continuing Certificate, when first employed in the Lowell Area 
Schools.  Only full years of experience will be counted.  
 

3. Extra Pay for Extra Duty – The Board shall pay those monies 
earned from extra pay for extra duty responsibilities during the time 
each extra-duty is taking place.  An amount equal to the extra pay 
may be withheld from an employee if an assignment is not 
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completed within two (2) weeks of the end of the activity. This 
includes inventories, care of equipment, and any necessary reports. 
 
Assignments which are beyond the description of the school day as 
described in Article IV (A. & B.) and which are in excess of the 
basic professional responsibility shall be compensated in 
accordance with the extra-pay for extra-duty schedule (Appendix A, 
Tables 2 & 3) which is attached to and incorporated in this 
Agreement. 
 

4. Other Payroll Deductions – The Board agrees to make voluntary 
payroll deductions, upon written authorization, from the salaries of 
employees for the following: (1) Insurance Benefits; (2) Approved 
Tax Deferred Annuity Plan. Any banking or credit union institution 
which participates in electronic transfer of funds; (3) United Way; 
(4) Grand Rapids city tax; (5) LEA scholarship; (6) LAS Education 
Foundation; (7) Employee purchased retirement service credit for 
eligible members; (8) Flexible Spending Accounts; (9) MESP 
(Michigan Educational Savings Plan); (10) Other mutually agreed 
upon deductions for the purposes intended must be approved by 
the Board and Association.  
 

5. Staff Entry to Events: All LEA eligible staff will be allowed free entry 
into any home school funded sporting event with valid staff ID, 
excluding MHSAA sanctioned tournaments and/or events. (See 
Appendix A - Table 2 for a listing of school funded sports) 
 

D. Medical Insurance Benefits 
1. MESSA Plan A: For each full-time employee, the Board shall pay 

the maximum hard cap annual amounts for medical plans 
beginning January 1st of each year as permitted by Section 3 of the 
Publicly Funded Health Insurance Contribution Act. This payment 
will be for benefits for each eligible employee and their eligible 
dependents (as defined by MESSA) who choose Plan A.  These 
annual Board paid amounts shall adjust annually at the beginning 
of each plan year, to the maximum payment permitted by Section 3 
of the Publicly funded Health Insurance Contribution Act.  
 

2. The employee’s premium contribution will be payroll deducted, in 
equal bi-monthly amounts from the employee’s paycheck) through 
a qualified Section 125 Plan. The Board’s “qualified Section 125 
Plan” shall include all the provisions necessary for pre-tax 
contributions to employee’s HSA accounts administered through 
HEQ. 
 

12 



 
 
 

3. Should the premium be below the hard cap, the employee is 
entitled to compensation equal to the difference between the 
Board’s maximum contribution and the premium of the plan they 
elected. The employee will receive payment during the year (19 
pays) based on the option the employee selects below: 
 

a. premium cash reimbursement  (paid out accordingly) 
b. a contribution to their Health Savings Account (HSA) 

 
4. Employees may contribute, through payroll deduction and 

electronic transfer, additional money towards their HEQ HSA up to 
the maximum amounts allowed by Federal law.  
 

5. Employees shall have the following MESSA medical plans available 
in MESSA:  
 

● MESSA - ABC 1   $1650/$3300, $0 OV, 5-Tier Rx w/ 
Mandatory Mail HEQ  

● MESSA - ABC 3 $3500/$7000, $0 OV, 5-Tier Rx w/ 
Mandatory Mail HEQ , 20% coinsurance 

● MESSA ABC 1 $1650/$3300 $0 OV, ABC Rx, 10% 
coinsurance, HEQ 

● MESSA - Balance + $1650/$3300 $25 OV, MESSA Balance + 
Rx HEQ, 20% coinsurance 
 

6. The parties understand that in the event the minimum deductible 
necessary for a medical plan to comply with HSA eligibility is 
increased beyond the current deductible level in the MESSA ABC 
Plan 1, the deductible will automatically adjust to meet the federal 
minimum requirement. 
 

7. The Board shall provide a cash option in lieu of health benefits. The 
cash amount is set at six thousand dollars ($6,000). The Board 
shall formally adopt a qualified plan document, which complies with 
Section 125 of the Internal Revenue Code. The amount of the cash 
payment received may be applied by the bargaining unit member to 
a Tax-Deferred Annuity.  
 

8. All other non-medical MESSA Ancillary benefits described below 
shall be fully paid by the Board and provided to all employees in the 
bargaining unit. 
 

9. Open enrollment will be in November of each year. A choice 
between plans will be made once per year or upon a change in 
family status. Plans are not interchangeable during the insurance 
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coverage year. 
 

10. The Board shall make payment of insurance premiums for all 
persons to assure insurance coverage for the full twelve-month 
period commencing August 1 and ending July 31 of each year. 
 

11. In the event an employee is disabled through an injury or illness 
covered by Worker’s Compensation, all employee benefits shall 
continue for the duration of the disability equal to the number of 
years the employee has been employed by the Board, but not less 
than one (1) year, and not for a duration of more than three (3) 
years.  Benefits may be extended at the discretion of the Board. 
 

12. An employee who is hired with an effective first work day after the 
first required work day of the school year shall be entitled to 
employee benefits from the first day of the employee’s report to 
work. 
 

13. In the event an employee dies during the school year, and providing 
the policy permits continued dependent coverage, the Board shall 
continue payments of the applicable premiums through the 
following July 31st. 
 

14. All employees covered by this Agreement will have the opportunity 
to establish a flexible spending account for childcare and excess 
medical expenses through the district.  
 

15. In the event a bargaining unit member dies during the school year, 
providing policy permits continued dependent coverage as defined 
by MESSA, the Board shall continue payments of the applicable 
premiums for ninety (90) calendar days. If the bargaining unit 
member dies after the completion of the school year, providing the 
policy permits continued dependent coverage as defined by 
MESSA, the Board shall continue payments of the applicable 
premiums for ninety (90) calendar days.  
 

16. The Board payment for part time employees MESSA Plan A or B 
shall be prorated as per the percentage of work as indicated by 
contract.  
 

17. Any eligible dependent child shall have coverage through the 
calendar year of the 26th birthday. 
 

E. Non-Medical Package B MESSA Benefits 
1. MESSA Life Insurance: $45,000  
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2. MESSA LTD: 66 ⅔% of max $4,000 
a. $6,000 maximum benefit 90 Calendar Days - Modified fill  
b. Pre-existing condition waiver  
c. Freeze on Offsets  
d. Alcohol/Drug – Same as any other illness  
e. Mental/Nervous – Same as any other illness  
f. Social Security offset-family. 

3. MESSA/Delta Dental Plan:  
a. 100/90/90 or 50/50/50 w/COB  
b. $3,000 annual max  
c. Ortho 75% lifetime max $4,000 
d. 2 cleanings, sealants 

4. MESSA/Vision Service Plan: VSP 3 Plus 250 CL 
 

F. Substitute Teachers 
1. Employment of Substitutes – No employee shall employ or pay 

her/his own substitute. 
 

2. Use of Substitutes – Neither a student teacher nor his/her 
supervising teacher shall be used as a substitute for another 
teacher unless by mutual agreement between the supervising 
teacher and the building administration. 
 

3. Years of Service – Night school teaching and substitute teaching do 
not count toward “years of service” for determining step 
advancement. 
 

4. Emergency Substitute Duty  – In the event adequate numbers of 
substitutes are unavailable for a duty, any certified staff may be 
requested to substitute on his/her preparation time. While 
volunteers will be sought out, administration reserves the right of 
assignment. Certified staff will not be assigned more than once per 
trimester. Certified staff will receive $40.00 every hour (or major 
fraction thereof) so worked.  
 

G. Part-Time Employees 
1. Part-time teachers at the secondary level shall be paid on the 

trimester basis of ⅕ (for high school) and ⅙ (for middle school) for 
each instructional period, including proportionate conference hour 
time; i.e., one period at high school level = 1/5; 2 periods = 2/5; etc. 
Part-time teachers at the elementary level shall be prorated on a 
regular teacher’s full day and the amount of time taught. 
 

2. Part-time employees shall receive full credit on the salary schedule. 
Such salary shall be prorated to the employee’s scheduled FTE. 
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3. Insurance and other benefits shall be prorated for all part-time 

employees on the same basis as their pay unless prohibited by the 
insurance underwriter. In such cases the Board will contribute the 
pro rata amount and the employee will contribute the balance of the 
premium necessary to receive 100% benefit coverage. 
 

4. Part-time employees shall be charged for the use of sick leave on 
the same basis as they accumulate such leave. 
 

H. Lunch Supervision 
Teachers shall not be required to supervise lunch.Teachers who are 
selected to supervise the lunchroom during their preparation time will be 
paid twenty-three dollars ($23) per hour. 
 

I. Automobile Allowance 
Employees required to drive their personal automobiles in the course of 
their employment on approved school business will be reimbursed at the 
current IRS rate. Employees using their automobiles shall have the 
approval of their principal and submit an expense reimbursement form for 
the mileage involved not later than ten (10) days after the last day of 
school for the year in which the expense was incurred. 
 

J. Professional Improvement 
The Board shall provide two thousand $2,000 in excess of any 
professional staff development funds per year for employees to attend 
professional conferences and workshops. It will be distributed on a 
first-come, first-served basis applied toward registration fees and cost of a 
substitute teacher. Attendance is subject to the approval of the 
Superintendent or designee through established application procedures. 

 
ARTICLE IV 

TEACHING HOURS 
 

A. Duty Hours 
1. Employees shall be required to spend a total of ten (10) minutes 

before and ten (10) minutes after school (except on Fridays or on 
days  preceding holidays or vacations when the total time shall be 
five (5)  minutes after school.  
 

2. Should employees not be able to arrive on time due to  
circumstances beyond their control, they shall notify the building 
principal to  that effect.  
 

3. The pupils’ school day shall be approximately 6-1/2 hours,  
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including lunch period. Employees are encouraged to remain for a 
sufficient period after the close of the pupils’ school day to attend to 
those matters which properly require attention at that time, 
including consultation with parents when scheduled directly with the 
employee. 
 

B. School Calendar  
1. Contractual Days – There shall be 182 contractual days. 

 
2. Contractual Days New Staff – New staff contractual days will be 

provided and may be scheduled by mutual agreement of the 
administration and the LEA president.  These days, shall be 
compensated according to Appendix A, Table 4 of the contract 
(Curriculum Workshop).  
 

3. The board acknowledges teachers are professionals and to that 
end, shall be able to work from home on record days as long as 
grades are turned in at the designated time. Professional 
Development time shall not be scheduled on records days. 
 

C. Planning Time 
1. Lowell GSRP teachers will be provided with planning and 

professional development time on Fridays. 
 

2. Teachers in grades K through 5 shall be provided not less than 200 
minutes of uninterrupted planning time per week built into the 
schedule to be used for parent and/or student conferences, grading 
of papers, lesson planning and other professional activities.  
Elementary Essentials in art, music and physical education, etc. 
may be used to provide some or all of this time. It is understood 
that recess time is instructional time. Recess time supervision that 
is not assigned to a classroom teacher shall count toward additional 
planning time minutes each week.  
 

3. Essentials Teachers 
a. Essentials teachers shall be provided not less than 200 

minutes of uninterrupted planning time per week built into 
the schedule to be used for parent and/or student 
conferences, grading of papers, lesson planning and other 
professional activities. 

b. A committee of Essentials Teachers and administration will 
be convened, prior to the start of the year, to provide input to 
a schedule.  

c. Every effort shall be made to provide Essential Teachers with 
transition time between all grade level changes. 
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4. Middle School teachers on a trimester schedule will be provided 

with a minimum of two hundred ninety (290) minutes per week, 
excluding passing time, to be used for parent and/or student 
conferences, grading of papers, lesson planning and other 
professional activities. 

 
5. High School teachers on a trimester schedule will be provided with 

a minimum of three hundred fifty (350) minutes, unless there is a 
flex schedule, and then the planning minimum would be three 
hundred thirty (330) minutes per week, excluding passing time. This 
time is to be used for parent and/or student conferences, grading of 
papers, lesson planning and other professional activities. Teachers 
will not be required to teach more than 4 classes each trimester.  

 
6. Alternative Education teachers shall be provided one (1), fifty-five 

(55) minute period per day, excluding passing time, to be used for 
parent and/or student conferences, grading of papers, lesson 
planning and other professional activities. 
 

D. Advisory/Flex  
Advisory / Flex periods are intended for student intervention/support. Staff 
will not be required to create curriculum in addition to their regular 
assignment for this period.  

 
E. Lunch Period 

1. Elementary teachers shall have a thirty-five (35) minute continuous 
lunch period which shall be duty-free.   

2. Secondary teachers shall have a thirty (30) minute continuous 
lunch period which shall be duty-free. 
 

F. Student Contact Time 
Student contact time in all elementary buildings shall be of equal length. 
 

G. Non-Classroom Certified Staff 
1. Duty Hours – Duty Hours for Non-Classroom Certified Staff 

requested by the district to work beyond the 182 contractual days 
and the parent-teacher conference time shall be paid at their per 
diem rate for such days. 
 

2. Lunch Period – Non-Classroom Certified Staff shall have thirty (30) 
consecutive minutes of duty-free lunch. Travel between buildings 
shall not be scheduled during the lunch period, and travel time shall 
not be counted towards their prep time. 
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ARTICLE V 
TEACHING LOADS & ASSIGNMENTS 

 
A. Recess Periods 

Teachers in grades K through 5, excluding Essentials Teachers, will 
assume recess duty on an equitable rotating basis including all staff. Each 
grade shall have thirty (30) minutes per day for recess.  It is understood 
that recess time is instructional time.  
 

B. Change in Teaching Assignment 
Teachers who will be affected by a change in grade or subject 
assignments will be notified and consulted by their principals no later than 
June 15, unless unknown. 
 

C. Assemblies 
All teachers in a building shall be expected to attend scheduled 
assemblies.  Such assemblies shall be scheduled at different hours during 
the school day, i.e., the same hour shall not be designated more often 
than twice a year, whenever possible. Such rotation shall not include "pep 
meetings." 
 

D. Educational Initiatives/Pilot Projects 
The Board and the Association recognize and endorse continuing and 
creative educational initiatives.  The parties recognize these proposed 
initiatives and pilot projects, as allowed in the school code, may on 
occasion conflict with established contract language.  Both parties 
recognize the Board rights in Article VI and agree to mutually discuss 
these initiatives and pilot projects at the request of either party or at least 
once per year as they relate to deviations from contract language. 
 

E. Job Share 
Two teachers desiring to share a teaching position may submit an 
application to the building principal/assistant superintendent.  Such an 
application shall be made by April 1 of the current school year for the next 
school year and shall include a written proposal regarding hours of work, 
job duties, in-service, conferences and division of responsibilities.  The 
Superintendent or designee and building principal shall meet with the 
applicants to discuss the proposal and a decision granting or denying the 
proposal shall be in writing within fourteen (14) school days.  This decision 
shall be final and non-grievable.  
 
Compensation for job-sharing shall be prorated as to the percentage of 
appointment at the appropriate step of Appendix A, Table 1. All fringe 
benefits, to the extent permitted by the carrier, shall be prorated as to the 
percentage of the appointment. Job-share teachers shall move a full 
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salary step on Appendix A (Salary Schedule) for each year employed, 
regardless of the percentage of appointment. 
 
Written notice shall be given to the Superintendent or designee by March 
15 of the year preceding their request to return to full time employment. 
Teachers shall be subject to assignment according to the normal 
assignment procedures of the district. 
 
All teachers who are involved in a job share position must sign a job share 
agreement which outlines responsibilities and duties. 

 
F. Distance Learning 

No distance learning class shall duplicate any class offered during the 
regularly scheduled school day. Related issues involving distance learning 
will be monitored and addressed as the need arises.  
 

G. Lowell GSRP 
 

1. Staffing Noncompliance - Lead Teachers: If an existing program 
can demonstrate to the ISD that it is unable to hire qualified lead 
teachers, persons who have significant but incomplete training in 
early childhood education, or child development, or who have five 
or more years of experience as a GSRP associate teacher, Head 
Start, or licensed child care center may be employed. Individuals 
who enroll in a child development associate credential with at least 
6 months of verified experience in early education and care may be 
employed. 
 

2. When GSRP Lead Teachers are employed without full 
credentialing, a written compliance plan must be a condition of hire. 
Progress toward completion of the compliance plan must minimally 
include two credit-bearing courses, 60 clock hours, or an equivalent 
of training per calendar year from an approved training institution or 
agency. 
 

3. See Staff Credentialing Compliance Plan Worksheet: Appendix 
Item H. 
 

4. All required coursework and credentialing must be completed within 
three years from the date of hire to continue to move on the pay 
scale. An extension may be granted to complete coursework and 
credentialing, but pay will freeze after three years until course work 
and credentialing is complete. Once coursework and credentialing 
is complete, the employee will advance to the next step at the 
beginning of the next school year. 
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ARTICLE VI 
RIGHTS OF THE BOARD 

 
A. Board Rights 

1. The executive management and administrative control of the District, its 
properties and facilities, and the activities of its employees during their 
working hours. 
 

2. Hire all employees and, subject to the provisions of law, determine their 
qualifications and the conditions for their employment or their dismissal or 
demotion and to the promotion or transfer of all such employees. 
 

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

4. Decide upon the means and methods of instruction, the selection of 
textbooks, and other materials, and the use of teaching aids of all types. 
 

5. Determine class schedule, hours of instruction, and the duties, 
responsibilities and assignments of employees with respect thereto and 
with respect to administrative and non-teaching activities. 
 

6. The exercise of the powers, duties, and responsibilities by the Board, the 
adoption of policies, rules and regulations in furtherance thereof and the 
use of judgment and discretion in connection therewith shall be limited 
only by the specific and express terms of this Agreement. 

 
B. Mutual Concerns and Issues 

The Board further recognizes the valuable assistance to be gained in its 
responsibility of determining school policies from effective communication with 
the Association. Accordingly, it is agreed that representatives of the Board and 
the Association shall meet at the request of either party to discuss mutual 
concerns and issues. 

 
ARTICLE VII 

TEACHING CONDITIONS 
 

A. Evaluation of Buildings and Equipment 
The parties recognize it is the Board's responsibility to provide appropriate 
buildings and teaching materials, while it is each employee’s responsibility to 
apply his/her professional abilities to teaching.  It is further recognized that the 
adequacy of such facilities and the size of classes are mutual concerns of both 
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parties.  It is, therefore, agreed that, within the ability of the District, and the 
planning with the staff, class size, facilities, and materials should be constantly 
re-evaluated to see that they meet satisfactory standards. 
 

B. Professional Development 
1. There will be no more than fifteen (15) hours of professional contact time 

for staff outside of school hours.  Three (3) half days for professional 
development will be scheduled during the school year.  This time will be 
used as professional development/adult learning time at the discretion of 
the District.  All dates will be added to building calendars by June 30. The 
Association will encourage prompt attendance.  The District shall provide 
enough SCECH hours in order to meet annual MDE requirements for 
certificate renewal. 

 
Part-time employees will attend proportionate time for professional 
development meetings and proportionate time for staff meetings.  
Proportionate is defined as the number of staff meeting hours scheduled 
times the employees FTE. 

 
2. A district wide professional development advisory committee shall be 

compiled annually and in place no later than October of the preceding 
year. Teachers shall be mutually appointed by the Association and the 
District. This committee will represent a variety of grades and subject 
matter specializations, including special education. The majority members 
of the committee shall be composed of teaching staff. Further, in order to 
provide quality district-provided professional development, it will be state 
continuing education clock hours (SCECHs).” 
 

3. After School Activities - Each employee is expected to attend building 
activities as scheduled by the Administration up to a maximum of three (3) 
afternoons or evenings per year. Events where the employee is expected 
to be in attendance for longer than 3.5 hours will count as two events. 
Attendance shall be mandatory with one (1) months advance notice. 
Activities which are known will be posted by September 30 and employees 
permitted to volunteer for them. Assignments shall be made by the 
building administrator from among such volunteers where appropriate. 

 
4. Parent Teacher Conferences  

a. For grades K-12, conferences will not exceed 14 hours in total 
for the school year. Conferences will be offered in-person, 
virtually and/or by phone.  When Parent Teacher Conferences 
are scheduled in formats other than onsite, contact with 
parents during the week of scheduled conferences and the 
week following will be counted as contact time.  The intent of 
offering various formats is to facilitate meaningful 
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communication with parents and ensure teachers can connect 
with parents in the most effective manner for student support. 

b. Certified special education staff must receive pre-approval by the 
building principal if requesting that IEP’s held outside of the 
contractual day are able to count toward the 14 hours of required 
conference time. 
 

C. Equipment 
The Board recognizes that appropriate educational tools are necessary for the 
teacher to teach effectively.  The Board agrees to keep the schools reasonably 
and properly equipped and maintained within the ability of the District. 
 

D. Staff Rooms 
Insofar as possible, staff rooms and lavatories shall be conveniently available for 
employees. Staff rooms shall not be used for regularly scheduled meetings 
without prior consultation with the building faculty. Telephones shall be made 
available for staff. 
 

E. Teacher Support 
The Board and the Association agree that a teacher’s primary responsibility is to 
teach, and that his/her energy should be utilized to this end. The Board and the 
Association recognize that teacher paraeducators and clerical employees are 
useful and necessary in order to implement this principle. The Association agrees 
to assist the Board in determining the needs that exist. Where other reasonable 
means can be implemented, teachers shall not be expected to perform the many 
quasi-clerical tasks that have become part of the school program. 
 

F. Class Size 
 

Regular Education Classes 

Grade Class Size Goal Class Size Limit Pro-Rata Relief 

Pre-K 17 20* NA 

K-2 23 25 26 

3-4 25 27 28 

5 26 28 29 

6-8 28 30 31 

9-12 30 32 33 

9-12 (Alt Ed) 23 25 26 

*Limit is based upon GSRP manual 
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Multi Grade (Split) Classes 

Grade Class Size Goal Class Size Limit Pro-Rata Relief 

1-2 21 23 24 

2-3 22 24 25 

3-4 23 25 26 

4-5 24 26 27 

 
1. Should class loads exceed the specified class size; the relief will be 

requested by the teacher to the administration, and if not corrected, 
pro-rata relief per Appendix F will be approved within five (5) school days 
after the request is received. 
 

2. During the first trimester and for class sizes with two (2) additional 
students above the pro-rata relief numbers above, in lieu of pro-rata relief 
a teacher may request and shall be granted paraeducator support for that 
class period.  It is understood that an assigned special education 
paraeducator is not pro-rata relief. 
 

3. During the 2nd and 3rd trimester aide requests will be granted at Board 
discretion. If a paraeducator is not provided when class size exceeds the 
pro-rata relief limits above, pro-rata relief will be given as per Appendix F. 
 

4. It is understood that the above limits do not apply to secondary music and 
secondary physical education and/or secondary work-based learning. 
 

G. Team Teaching 
1. A review committee consisting of the building principal, a representative 

from central office, a regular education teacher, and a special education 
teacher will meet to review concerns regarding the ratio of special needs 
students to regular education students in all classes where a concern 
exists. To the extent possible, adjustments will be made to provide the 
most effective learning groupings for the entire school. 
 

2. Teaming assignments will be determined as soon as possible during the 
scheduling process. When possible and practical, teams will be assigned 
a common planning period in order to maximize the effectiveness of the 
team taught classes. Release time, as approved by the building principal, 
will be provided when common planning time is not available.  
 

3. Every effort will be made to have teams that are compatible. 
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ARTICLE VIII 

VACANCIES, TRANSFERS, AND PROMOTIONS 
 

A. Vacancies 
1. Publicize Vacancies - Whenever any vacancy in any professional position 

(including administrative positions) in the district shall occur, the Board 
shall publicize the same by giving written or electronic notice of such 
vacancy to the Association and each individual teacher for five (5) 
business days, effective August 1 through the last day of school and ten 
(10) business days, effective the first day of summer break through July 
31.  No vacancy shall be filled, except in case of emergency on a 
temporary basis, until such vacancy shall have been posted as described 
above. Two weeks before the start of school the Superintendent or 
designee reserves the right to deny an internal request for transfer. 

 
2. Filling Vacancies - A vacancy shall be defined as any position which is 

open and to be filled, after the Board has exercised its rights to transfer 
(defined in Article VI A2).  Certified and qualified internal applicants shall 
be granted an interview before granting interviews to external candidates.  
An internal applicant rejected for a posted position may request an 
explanation as to why they were not selected and will be provided a 
written explanation, upon request, that includes reason(s) for denial. 

 
3. Any unit employee may submit, in writing, a request to fill any posted 

vacancy.  Said request shall be placed on file with the Human Resource 
Office. 

 
B. Transfers 

1. Unrequested transfers will not be made for arbitrary and capricious 
reasons and will only be made after discussion with the teacher and 
Association prior to such transfer.  Any volunteers will be considered first.  
Every attempt will be made to avoid involuntary transfer of the same 
teacher two (2) consecutive years. 

 
2. Teachers that desire to voluntarily transfer between buildings and/or other 

positions for which they are certified and qualified shall submit a written 
request to the Superintendent or designated representative, indicating the 
grade level, content area, and/or building to which the teacher desires 
transfer.  A voluntary change in assignment between two (2) teachers 
within a building shall be approved by the building administrator. 

 
3. Teachers who wish to transfer to another position must have an effective 

rating in their most recent year-end evaluation. 
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4. Vacancies caused by a voluntary transfer shall be posted unless that 
vacated position is eliminated or filled by another voluntary transfer. 

 
C. Promotions 

1. Administrative teaching rights - The Board declares its support of a policy 
of promotions from within its own teaching staff. Any teacher who shall be 
transferred to a supervisory or administrative position and returns within 
two years to a teacher status shall be entitled to retain such rights and 
seniority as he/she has accumulated while part of the bargaining unit. 

 
ARTICLE IX 

SENIORITY AND STAFFING 
 

A. Seniority Provisions 
Seniority - The term “seniority" as hereinafter used shall be length of continuous 
service with the Board. Seniority shall not be transferable from one bargaining 
unit to another. Starting with any new hires effective September 1, 1993, the 
employee's seniority shall begin with the signing of the contract, which will be 
date-and-time-recorded.  Current employees' (prior to September 1, 1993) 
seniority will remain as it is with the current seniority list (August, 1993). Any 
dispute as to a member's official date prior to August, 1993 will be determined by 
the earliest date that either the Board took official action to hire or the member 
signed his/her contract, whichever came first.  Any employee hired after June 1, 
1999, shall have a seniority date of the date Board action is taken to hire. If more 
than one employee is hired on the same date, a drawing will be held to determine 
placement on the seniority list. 
 
Any leave of absence granted by the Board pursuant to this contract shall not 
constitute an interruption of continuous service. Credit given for outside teaching 
experience in school districts shall not be considered for the purpose of 
accumulating seniority. 

 
B. Staffing Provisions 

1. It is hereby specifically recognized that it is within the sole discretion of the 
Board to reduce the educational program and curriculum.  Before any 
such reduction, the Board shall give the Association an opportunity to offer 
suggestions. 
 

2. The names of all laid-off teachers will be sent to each building as priority 
substitutes.  The classroom teacher may have the laid off teacher’s name 
removed from his/her priority list.  The laid off teacher may also elect to 
remove his/her name from any substitute list. 
 

3. Recalled employees shall be entitled to all sickness and leave benefits as 
they had accumulated prior to lay-off. 
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C. Furnishing a Seniority List  

The Board shall make available electronically to the Association President and 
Treasurer by September 30th the following:   
 
A complete and updated personnel list (including itinerant employees)  

● First and Last Name  
● Seniority 
● Certification 
● Current assignment/place of work 
● FTE 
● Start date of employment  
● Classification and Step  
● School email address and Personal email address (if collected)  
● Mailing address and phone number  

 
LEA President and Treasurer shall be given, electronically, the same information 
above within five (5) business days of any new hires of bargaining unit members 
that occur throughout the year.  
 
Termination of employment by any bargaining unit member shall be reported to 
the LEA President and Treasurer, including the termination date, via e-mail no 
later than five (5) business days after the member's last day of employment.  
 
Notification of any bargaining unit member placed on layoff or leave of absence 
(paid or unpaid) shall be reported to the LEA President and Treasurer via e-mail 
no later than five (5) business days after the first day of leave.  

 
ARTICLE X 

TEACHER LAYOFF AND RECALL 
 

A. Teacher Lay Off Procedures 
Retention within the school system shall be determined by using the following 
criteria: 

 
1. Professional qualifications and certification as approved by the 

Department of Education of the State of Michigan: 
a. "Certified" for purposes of this Article shall mean having a 

provisional, continuing, permanent, or official certificate, appropriate 
to the teaching level.  Certification must be held by the teacher at 
the time the lay off occurs; 

 
b. Qualified shall mean: 

i. Possessing a major or minor appropriate to the teaching 
assignment or a sufficient number of credit hours in that 
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academic area to meet accrediting agency standards; and  
ii. In the case of music, art and physical education, seniority 

shall be K-12 and not by grade level. 
 

2. Length of service (seniority) in the Lowell Area Schools. 
3. Overall Evaluation Ranking from most recent conducted year end 

evaluation. 
4. Disciplinary Record 
5. Where the above criteria are relatively equal, length of service (seniority) 

will be given primary weight in selecting the teacher(s) to be retained.  
 

B. Teacher Layoff  
The parties hereto, realizing that education, curriculum, and staff to a large degree 
depend upon the economic facilities available to the Board as provided by the public 
and the State of Michigan, and in accordance with this realization understand that in 
some instances it may be economically necessary to reduce the educational program, 
curriculum, and staff, hereby agree as follows: 
 

1. It is hereby specifically recognized that it is within the sole discretion of the 
Board to reduce the educational program and curriculum. Before any such 
reduction, the Board shall give the Association an opportunity to offer 
suggestions. 

 
2. In order to promote an orderly reduction in personnel when the 

educational program and curriculum are reduced, the following procedure 
will be used: 

 
a. The Association will be involved when any layoffs need to occur. 

The Association and Board will work together in order to ensure 
that the identified procedure is followed. 

 
b. Any teacher who has acquired tenure, and whose position has 

been eliminated, will replace a probationary teacher, if certified and 
qualified to fill the position. Seniority and certification requirements 
will be followed when considering layoffs. 

 
c. In the event teachers must be laid off, lay off will be on the basis of 

the retention criteria (Article X. A1-A5). It is expressly understood 
that the Association shall have a right to review the lay off list prior 
to notification of the individuals to be laid off.  In the event of a 
dispute concerning the lay off list, the Association may, within five 
(5) days, request a review with the Superintendent. If the dispute is 
not resolved, the Association shall have the right to file a grievance. 
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d. In the event any teacher is given notice of lay off from his/her 
position, he/she shall give notice of his/her desire to displace a 
teacher with lesser seniority on forms provided by the 
Superintendent within seven (7) calendar days after notification of 
layoff. 

 
e. Notification will be given as soon as reasonably possible but not 

fewer than 30 calendar days' notice shall be given to teachers who 
are to be laid off. Such notice shall be in writing by certified mail 
with a copy to the Association. 

 
C. Teacher Recall 

1. Laid off teachers will be eligible for recall based on the  retention criteria 
(Article X. A1-A5). No new teacher shall be hired to fill a position for which 
a laid off teacher is certified and qualified and has not been rated less than 
Effective on their most recent evaluation.   

 
2. A laid-off teacher shall be considered laid off until he/she is reinstated in 

the District. Refusal of an offer of reinstatement to a full-time teaching 
position or an equivalent part-time position if the teacher was part-time, for 
which the teacher is certified, or failure to respond within ten (10) school 
days during the school year and fifteen (15) calendar days during the 
summer of the receipt of a written offer of a position made by the Board 
shall be considered resignation. Probationary teachers will remain on a 
recall list for one school year. Probationary teachers may retain their right 
to recall and seniority for an additional school year by notifying the 
administration in writing of their desire to remain on the list, prior to the 
completion of the school year where layoffs occurred. Tenured teachers 
will remain on the recall list for three (3) years. They must also provide the 
administration with current information on address and phone number. 
The Board shall not be required to prorate a full-time position between one 
or more teachers who were laid off from part-time positions to satisfy the 
recall requirements. 

 
3. Notifications of a recall shall be in writing with a copy to the Association. 

The notification shall be sent by certified mail to the teacher's last known 
address. It shall be the responsibility of each teacher to notify the Board of 
any change in address, certification or qualification. 

 
4. The names of all laid-off teachers will be sent to each building as priority 

substitutes. The laid off teacher may also elect to remove his/her name 
from any substitute list. 

 
5. Recalled teachers shall be entitled to all sickness and leave benefits as 

they had accumulated prior to lay-off. Previous utilization of such benefits 

29 



 
 
 

shall not be considered a proper reason for failure to recall or reinstate. 
 

D. General Provision 
1. Teachers laid off during a school year shall receive fringe benefits through 

the MESSA layoff benefit plan. Any teacher not eligible for the MESSA 
layoff benefit will be covered by the District for two (2) months. 

 
2. A laid off teacher may continue his/her health, dental and life insurance 

benefits by paying monthly the normal per subscriber group rate premium 
to the Board, if permitted by the carrier, and as provided for by the 
Consolidated Omnibus Budget Reconciliation Act of 1985 (COBRA). 

 
3. During a period of impending layoffs, the Board agrees to grant all 

requests for voluntary leaves of absence to teachers who make such 
requests, in those areas that diminish the number of positions which need 
to be reduced. 

 
ARTICLE XI 

RETIREMENT/SEVERANCE 
 

A. Early Notification Incentive to Resign/Retire 
To facilitate planning and hiring for the following year, employees with a minimum 
10 years of service are encouraged to notify their superintendent or designee, in 
writing, of their intent to retire/resign at the end of the school year, no later than 
March 15 for a one thousand dollar ($1,000.00) severance payment. Insurance 
benefits will continue through the end of the contract period. 
 

B. Retirement 
Retirement/Sick Day Payout  
 
Employees who terminate employment, due to retirement under any 
circumstances under the State Retirement Act or death while employed by the 
district, shall receive a one-time payment for unused sick days by applying the 
following formula: 
 
Sixty dollars ($60.00) per day for all accumulated leave days for a maximum of 
two hundred fifty (250) days (fifteen thousand dollars ($15,000) max payment) 

 
ARTICLE XII 

LEAVES 
A. Paid Leaves 

1. Sick Leave 
Each employee shall have fourteen (14) days of sick leave (see Article III 
Section G for part-time teachers. Lowell GSRP teachers' sick leave days 
will be prorated based upon calendar days) credited at the beginning of 
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each contract year.  An employee who may leave the system because of a 
leave of absence or leaves the system due to no fault of his/her own and 
subsequently returns to work in the Lowell Area Schools shall not lose 
accumulated sick leave or other benefits. An employee whose 
employment is terminated or who is on an unpaid leave of absence at the 
end of the school year shall have the days of sick leave which were 
credited at the beginning of the school year prorated. 

 
 

2. Child Care Leave for Birth of Child/Adoption of Child 
Normally, up to six (6) weeks of sick pay may be used (holidays and 
breaks count toward the six (6) weeks), beginning with the date of birth or 
adoption of a child. This time may be extended either before or after the 
birth of a child under doctor’s orders. Under extenuating circumstances, 
an extension to the six (6) weeks may be given for the adoption of a child. 
Staff may use up to six (6) additional weeks of paid sick time if days are 
available, and the employee is FMLA eligible. The additional 6 weeks do 
not qualify for sick bank donation. 
 

3. Acceptable Use of Sick Leave 
a. Only illness or disability and emergency medical procedures of the 

employee (also see “Child Care Leave”), or the employee’s family, 
are covered by this sick leave policy.  Doctor appointments are to 
be scheduled outside the school day, whenever possible. Sick days 
may be used for all doctor visits which cannot be scheduled outside 
the school day or during vacation periods. Use of sick days for 
illness in the family shall be limited to ten (10) sick days a school 
year. The superintendent or designee may grant extended use of 
consecutive sick days if extenuating circumstances exist. 
 

b. For purposes of sick leave, “family” shall mean an employee’s 
spouse or child. Sick leave may, however, be used in the case 
where an employee’s parent, brother or sister are involved if the 
employee’s personal leave for the year has been exhausted. The 
superintendent or designee may grant the consecutive use of sick 
days for family illness if he/she determines extenuating 
circumstances exist. 
 

c. Reporting Illness - Employees shall enter the absence into the 
district absence management system at the earliest possible time 
but not later than 7:00 a.m. for elementary teachers and 6:30 a.m. 
for secondary teachers on the day of the absence. It shall be the 
responsibility of the administration to arrange for a substitute 
teacher. 
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d. Medical Verification - The administration, at its discretion, may 
require medical verification of ability to return to work for any 
absence in excess of three (3) consecutive working days.  
 

e. Misuse - Any misuse of sick leave could subject the employee to 
any or all of the following: 

1. A verbal or written reprimand and a loss of pay for the time 
missed. 

2. For serious and repeated offenses, discipline up to and 
including discharge, may occur. 

 
4. Pooling of Sick Leave 

Employees belonging to the LESPA and LEA bargaining units, 
administrators, and central office staff who have a minimum of thirty six 
(36) accumulated days may pool sick leave days and contribute them to 
another employee (including pregnancy-related disabilities) who has 
exhausted his/her accumulated sick leave days. Sick days given shall not 
exceed the number required to get an individual to qualify for long term 
disability where applicable. For purposes of this section only, all “days” 
shall be equal regardless of hours worked or rate of compensation. 
 
Guidelines for Use of Pooled Days 

a. An employee may not contribute more than two (2) of sick leave to 
an individual employee within a given school year. He/she may 
contribute to more than one (1) individual within a given school 
year. 
 

b. An employee may receive: 1) only as many donated sick days as 
they had accumulated at the onset of the illness; or 2) as many sick 
days donated up to a maximum of fifty (50) sick days, whichever is 
greater. 
 

c. The Board will act as the administrator of leave time adjustments 
and salary modifications for the sick pool awards.  Additional days 
may be authorized at the discretion of the Superintendent upon 
request by the Association President. 
 

d. Administration of sick pool day procedures shall not be grievable. 
 

e. The employee requesting days must complete all required FMLA 
paperwork in order to receive days. Days can be paid retroactively 
upon FMLA documents completed. 

 
f. Pooled sick days are for a specific intended incident. They will not 

be banked to be used in the future for that same person to use at a 
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later time. 
 

g. Pooled sick days are drawn at random, to be given to the affected 
employee. Those days not drawn are returned to the original donor. 
 

h. Original requests to use “Sick Pool” days must originate through the 
Association President or his/her designee. 
 

i. Pooled sick days are not to be used for short term, intermittent 
illness. 
 

5. Workers' Compensation - Employees receiving Workers’ Compensation 
shall be allowed to use sick leave only to supplement up to the employee’s 
normal salary. 
 

6. ESTA: In compliance with the Earned Sick Time Act (ESTA), all covered 
employees shall be entitled to use earned sick leave for qualifying ESTA 
reasons.  ESTA leave shall not be in addition to the paid leave already 
offered. 

 
 

B. Bereavement Leave 
1. Up to five (5) days, as needed, shall be granted for bereavement per 

family member death.  If extenuating circumstances exist, an extension 
may be granted to this timeline by the Superintendent or designee. Such 
days will be deducted from sick leave.  
 

2. For purposes of bereavement leave, “family” shall be defined as: fiancé, 
spouse, child, parent, brother, sister, grandparent, grandchild, or spouse’s 
parent, brother, sister, or grandparent, or immediate in-laws (i.e. 
brother-in-law, sister-in-law of either spouse) or a member of the 
employee’s household. 
 

3. For the death of non-family members, personal leave or unpaid days must 
be used. 
 

C. Personal Leave 
1. Amount of Personal Leave: Each employee shall have six (6) days of sick 

leave available to each employee for personal business.  If all personal 
days are not used in the school year, one personal day shall be carried 
over to the following year.  
 
Up to three personal days can be used consecutively to extend up to two 
weekends. 
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Personal days may not be used to extend any scheduled day off school 
unless awarded a lottery day. 
 

2. The Board agrees to allow up to two (2) unpaid days to be connected to 
no more than three (3) consecutive personal business days, with the 
following stipulations: 
 

a. Use of three (3) consecutive personal days, with the use of unpaid 
days connected, is not to exceed one occurrence per contract year. 
 

b. This section does not apply to any requests for time connected to 
any scheduled days off, or breaks of any kind.  
 

c. Any exception must be approved in advance by the Superintendent 
or designee. 
 

3. Notification 
Notification of personal leave must be received by the payroll office by 
email or appropriate form at least one (1) days prior to the leave. 
Emergencies will be handled through a telephone call to the employee’s 
supervisor prior to their reporting time. 
 

4. Personal Day Use Exceptions 
a. Up to fifteen percent (15%) of the total teaching staff covered by 

this contract will  be eligible to apply to utilize one (1) personal day 
to extend a regularly-scheduled vacation period as established in 
the school calendar. (This is intended to include all vacations, not 
fifteen percent (15%) per separate vacation period.)  Each lottery 
day will be capped at 10 staff members. 
 

b. Eligible staff must apply via electronic survey, between June 15 and 
July 31st at midnight, stating the vacation they wish to extend. A 
random drawing, to be held by the Association, will determine those 
selected.  Spots not filled will be on a first-come, first-serve basis 
following the August 1 drawing date. Staff granted vacation 
extensions will not be eligible for the following year, unless spots go 
unfilled. Staff granted a lottery day must inform Administration and 
the Association if they decide to not use the day. If this is done after 
September 15, the staff member will not be eligible to participate for 
the following year. No days will be deducted from staff if unused. 
Unpaid days may not be used in conjunction with a personal day to 
extend a holiday.  For the purposes of this section only, vacation 
period is defined as the immediate dates prior to or after any 
scheduled day off of school based on the agreed upon school 
calendar. 
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c. An additional five (5) days will be provided for emergency situations 
or an unforeseen event  and may be granted upon joint agreement 
of the LEA  President and the Superintendent or designee. 
 

D. Unpaid Leave 
1. Medical Leave 

Any employee who is unable to perform his/her duties because of a 
personal illness or disability (including for this purpose maternity) which 
extends beyond the period for which sick pay is received shall be granted 
a medical leave of absence without pay for the duration of such illness or 
disability, up to a total of one (1) calendar year. This period may be 
extended at the sole discretion of the Board.  

a. Any request for unpaid medical leave shall be in writing and be 
supported by a doctor’s statement if requested by the Board. 
 

b. If an employee on medical leave qualifies for and receives 
MESSA’s LTD benefit (including waiver of medical premiums), then 
insurance benefits are to be covered by MESSA’s policy.  If 
MESSA’s policy of waiving the medical premium while receiving a 
negotiated group LTD benefit ceases at some point in the future, 
the Board shall continue to pay the insurance premiums during the 
period of unpaid medical leave limited to the balance of any school 
year in which the employee is first granted an approved sick leave 
under this section. The employee whose illness or disability 
extends beyond the balance of the school year shall be permitted to 
continue coverage on a self-pay basis if permitted by the carrier, 
and as provided for by the Consolidated Omnibus Budget 
Reconciliation Act of 1985 (COBRA). 
 

2. Extended Unpaid Leave 
Leaves of absence without pay may be granted at the sole discretion of 
the Board to an employee who has completed a probationary period 
(except military leave). Any request for unpaid leave shall be submitted in 
writing to the Superintendent. The Board reserves the right to recommend 
the beginning and terminating dates of the leave of absence to correspond 
as nearly as possible with the beginning or ending of school or marking 
period. 
 

3. Child Care Leave 
Unpaid child care leave will be granted as provided in the FMLA for no 
less than the balance of a trimester and for up to eighteen months as 
requested by the employee. Leave which extends beyond the twelve 
weeks allowed under the FMLA shall be considered unpaid leave, and 
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shall be subject to the unpaid leave provisions as noted above. 
 

a. The employee shall be returned to his/her former position if 
returning within the current school year. 
 

b. Such leave shall be available to male and female employees. 
 

c. In the event of the death of the object child of the leave, the leave 
may be terminated by the Board upon request of the employee. 
 

4. Provisions for All Unpaid Leave 
For leaves extending beyond the current school year, the administration 
shall not be required to assign an employee returning to duty after a leave 
to the same building, position, or assignment held prior to the leave.  
 
An employee on unpaid leave shall not lose sick leave time accumulated 
prior to his/her leave.  However, sick leave time shall not accumulate 
during the unpaid leave of absence. 
 
While an employee is on unpaid leave, there shall be no advancement on 
the salary schedule in terms of experience. 
 
For all employees whose unpaid leave shall terminate at the beginning of 
a school year, a letter of availability must reach the Superintendent no 
later than the preceding April 1. For all employees whose leave shall 
terminate at times other than the beginning of the school year, such letter 
of availability must reach the Superintendent no later than sixty (60) days 
preceding the termination date of the leave. Failure to comply with this 
provision shall be interpreted as a resignation of employment. 
 
Modifications of the above procedure in specific cases may be permitted 
by mutual agreement between administration and the employee. 

 
E. Career Exploration Leave 

The Board may approve an unpaid leave of absence for career exploration 
purposes if requested by an employee. The Board shall approve any such 
request, provided that a qualified replacement for the applicant can be obtained 
from those employees who are either on layoff status or who have received 
notice of layoff. Such leaves shall be for a period of one (1) full school year. 
 

F. Short Term leave 
Short-term leaves of absence without pay or benefits may be granted at the sole 
discretion of Superintendent or designee upon the employee’s request. Such 
leaves will not be granted for vacation purposes or to extend a holiday, except in 
unusual situations. 
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G. Family and Medical Leave Act 
The leave provisions of this Agreement shall be interpreted in accordance with 
the federal Family and Medical Leave Act. See FMLA Fact Sheet (Appendix C). If 
an employee has need for such leave, he/she should contact the administrator in 
charge of personnel to determine eligibility and arrange the terms of the leave. 
 

H. Jury Duty/Subpoena 
Employees summoned for jury duty or as a witness in a legal case pertaining to 
his/her responsibilities as a school employee, or for the public good, will be 
granted leave of absence with pay as necessary. The employee agrees that any 
additional pay received for his/her appearance (excluding mileage 
reimbursement) will be remitted to the payroll office upon receipt. 
 

I. Military Leave 
Employees called up to military duty will be granted a leave of absence.  The 
employee must provide official documentation to the Superintendent or designee 
from the military specifying daily pay, housing allowance, and military orders in 
advance of the military leave of absence. 
 
The District shall supplement the daily basic pay and housing allowance received 
during the absence for each day absent from Lowell Area Schools employment 
up to a level which is equal to the per diem amount that the employee would 
have received if he/she was not called into active duty.  The District shall 
continue health benefits that he/she was receiving when called into active duty, 
for a period of 31 calendar days. 
 
Upon returning from active duty, the employee shall return to the same or similar 
position that he/she would have retained if employment had not been interrupted 
by military service. 

 
ARTICLE XIII 

TEACHER EVALUATION  
 

A. Teacher Evaluation  
Teachers will be evaluated pursuant to a performance evaluation system 
consistent with Revised School Code Section 1249 and the Teachers’ Tenure 
Act. This performance evaluation system will include, as appropriate, the 
following:  

1. Evaluates the teacher's job performance while providing timely and 
constructive feedback. 

2. Establishes clear approaches to measuring student growth and provides 
teachers with  relevant data on student growth.  

3. Evaluates a teacher's job performance, using multiple rating categories 
that take into  account student growth and assessment data or student 
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learning objectives metrics  measured using metrics after consultation with 
the local bargaining unit. Beginning July 1, 2024, the performance 
evaluation system must include the rating of teachers as effective, 
developing, and needing support.  
 

4. Uses the evaluations, at a minimum, to inform decisions regarding both of 
the following:  
 

a. The effectiveness of teachers ensuring that they are given ample 
opportunities for improvement. 
  

b. Development of teachers including providing relevant coaching, 
instruction  support, or professional development.  
 

5. A negotiated evaluation form that utilizes other objective criteria for 80% of 
the year-end  evaluation determination.  The use of student growth and 
assessment data or student learning objective metrics is 20% of the 
year-end evaluation determination. The-student growth and assessment 
data shall be determined using metrics that have been mutually agreed 
upon, if agreement can not be reached by September 30, the prior year’s 
metrics will be used. Anomalies in data can be discussed with 
administration for consideration. 
 

6. The Performance Evaluation system, including all necessary forms, are 
attached in Appendix F.  

 
B. Classroom Observations 

Classroom observations for teachers will be conducted as follows:  
 

1. The teacher shall be notified each year by September 30th who the 
administrator will be that conducts their year-end evaluation. If no 
notification is provided, that teacher shall not be evaluated.  
 

2. The formal observation used in the year-end evaluation must include, at a 
minimum, a review of the teacher’s lesson plan for the day of the 
observation and the state curriculum standard(s) being used in the lesson. 
The observation must include a review of pupil engagement in the lesson. 
Unless identified as a deficiency in performance with an existing IDP or if 
an administrator communicates reasons for such to the teacher and the 
Association, teachers will only be required to submit lesson plans to an 
administrator for the days they are being formally observed to comply with 
the provisions of the section. 
 
There shall be notice of the formal observation date given to the teacher at 
least two (2) school days prior to the observation. 
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3. Any observation, that includes scoring used toward the year-end 

evaluation, shall be no less than 15 consecutive minutes. 
  

4. Feedback will be discussed during a post-observation meeting between 
the administrator  conducting the observation and the teacher within 10 
school days after the formal observation.  At the post-observation meeting, 
the teacher will be provided written feedback on that observation. 
 

5. There shall be at least 2 classroom observations that are conducted at 
least 30 calendar days apart for a teacher in each school year the teacher 
is evaluated. One of the two observations will be a scheduled formal 
observation. 
 

6. The year-end evaluation determination and form shall be delivered to the 
teacher before the last scheduled day of school.  In the event there is no 
year-end evaluation conducted, the  teacher shall be deemed “effective” 
for that year.   
 

7. Tenured teachers with extenuating circumstances (as determined by the 
district and agreed upon by the association) or who work fewer than 60 
total days in any school year shall not be provided an evaluation for that 
year.  Said teachers shall receive the same rating they received in the 
prior year. 
 

C. Evaluation Cycle - Tenured Teachers 
If a tenured teacher is rated as effective on the 3 most recent consecutive year 
end evaluations, the district  shall conduct a year-end evaluation triennially.  If a 
tenured teacher is not rated as effective on 1 (one) of the triennial year-end 
evaluations,  the teacher must again be provided with year-end evaluations until 
receiving an effective rating for an additional three (3) consecutive years.  
 
A tenured teacher may be evaluated annually after consultation with the local 
bargaining unit and when valid reasons exist for a tenured teacher to be 
evaluated more often than on a triennial basis. 
 

D. Individual Development Plans (IDP) 
Teachers who required to have an IDP (received a “minimally effective”, 
“ineffective” prior to July  1, 2024, or “needing support”, or “developing” rating 
thereafter, and/or probationary teachers)  shall be provided the following, as 
appropriate under the Teacher’s Tenure Act:  
 

1. Specific performance goals that will be used to assist in improving 
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effectiveness developed by the evaluator and the teacher.  
 

2. Any recommended training identified by the district to assist the teacher in 
meeting the  goals of the IDP.  
 

3. A mid-year progress report (if required by law), supported with at least two 
(2) classroom  observations and completed no later than February 1, is 
used as a supplemental tool  to gauge a teacher’s improvement and to 
assist in any needed additional improvement  that is aligned with the 
existing IDP.  
 

4. A mentor teacher (for a teacher rated developing or needing support) will 
be provided with a copy of the teacher’s IDP in order to assist the mentee 
in the performance goals of the IDP.  The mentor teacher shall be placed 
by the administration in consultation with the Association. 
 

5. The LEA President will be informed of any tenured teacher being placed 
on an IDP in order to assist and monitor the process.  
 

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

E. Rights of Tenured Teachers  
A tenured teacher who is rated as “needing support” shall have the following due 
process rights: 
 

1. The teacher may request a review of the evaluation and the rating by the 
superintendent.  The request for a review must be submitted in writing 
within thirty (30) calendar days after the teacher is informed of the rating. 
Upon receipt of the request, the superintendent shall  review the 
evaluation and rating and may make any modifications as appropriate 
based  on the superintendent's review. A written response regarding the 
superintendent's findings must be provided to the teacher who requested 
the review by not later than thirty (30) calendar days after receipt of the 
request for a review and before making any modifications.  
 

2. If the written response does not resolve the matter, the teacher or the 
Association may  request mediation through the Michigan Employment 
Relations Commission and provide  a copy of that request to the 
Superintendent.   
 

a. The request for Mediation must be submitted in writing within thirty 
(30) calendar  days after the teacher receives the written response 
from the superintendent. 
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b. Within fifteen (15) calendar days of receipt of the request for 

mediation, the  Superintendent must provide a written response to 
the teacher or Association  stating that the mediation will be 
scheduled as appropriate.  
 

3. A tenured teacher who receives two (2) consecutive ratings of “needing 
support” may use the grievance procedure. 
 

4. The district shall provide training to all teachers on the evaluation system, 
reporting forms and other important components of the year-end 
evaluation process and how each reporting form is used during the 
process. 

 
 

ARTICLE XIV 
ANCILLARY - SENIORITY, PERFORMANCE APPRAISAL, AND 

OBSERVATION 
 

A. Ancillary Staff Seniority 
1. Ancillary Staff within the school system shall be determined by using the 

following criteria: 
a. Professional qualifications and certification as approved by the 

Department of Education of the State of Michigan:"Certified and 
Qualified" for purposes of this Article shall mean having appropriate 
licensing or certification for the Ancillary position at the time the 
layoff occurs. 
 

b. Length of service (seniority) in the Lowell Area Schools. 
 

c. Where other considerations are relatively equal, length of service 
(seniority) will be given primary weight in selecting the Ancillary 
Staff to be retained. The Board shall prepare a seniority list by 
classification and transmit a copy of the same to the Association on 
or before the thirtieth (30th) day of September of each year. 
 

2. Ancillary Staff Layoff: In some instances, it may be economically 
necessary to reduce the Ancillary Staff positions as follows:  In order to 
promote an orderly reduction in Ancillary Staff when the educational 
program and curriculum are reduced, the following procedure will be used: 

a. The Association will be involved when any layoffs need to occur. 
The Association and Board will work together in order to ensure 
that the identified procedure is followed. 
 

b. In the event tenure Ancillary Staff must be laid off, lay off will be on 
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the basis of seniority, provided the more senior is certified and 
qualified for the remaining assignments. It is expressly understood 
that the Association shall have a right to review the layoff list prior 
to notification of the individuals to be laid off.  In the event of a 
dispute concerning the layoff list, the Association may, within five 
(5) days, request a review with the Superintendent. If the dispute is 
not resolved, the Association shall have the right to file a grievance. 
 

c. In the event any Ancillary Staff is given notice of lay off from his/her 
position, any placement into a teaching position shall be in 
accordance with Article IX (D). 
 

d. Notification will be given as soon as reasonably possible but not 
less than 30 calendar days' notice shall be given to Ancillary Staff 
who are to be laid off. Such notice shall be in writing with a copy to 
the Association. 
 

3. Ancillary Staff Recall 
a. Laid off Ancillary Staff shall be recalled in order of seniority to the 

first vacancy for which they are certified and qualified. No new 
Ancillary Staff member shall be hired to fill an ancillary position for 
which a laid off Ancillary Staff member is certified and qualified.   
 

b. A laid-off Ancillary Staff member shall be considered laid off until 
he/she is reinstated in the District. Refusal of an offer of 
reinstatement to a full-time teaching or an equivalent part-time 
position if the Ancillary Staff member was part-time, for which the 
Ancillary Staff member is certified, or failure to respond within ten 
(10) school days during the school year and fifteen (15) calendar 
days during the summer of the receipt of a written offer of a position 
made by the Board shall be considered resignation. Probationary 
teachers will remain on a recall list for three (3) trimesters. Ancillary 
Staff will remain on the recall list for three (3) years. They must also 
provide the administration with current information on address and 
phone number.  
 
The Board shall not be required to prorate a full-time position 
between one or more Ancillary Staff members who were laid off 
from part-time positions to satisfy the recall requirements. 

 
c. Notifications of a recall shall be in writing with a copy to the 

Association. The notification shall be sent by mail to the Ancillary 
Staff member’s last known address. It shall be the responsibility of 
each Ancillary Staff member to notify the Board of any change in 
address, certification or qualification. 
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B. Monitoring 
All monitoring or observations, including the use of technology, when used for 
appraisal, shall be conducted openly with the full knowledge of the ancillary staff 
member. 
 

C. Evaluators 
An appraisal of an Ancillary Staff member’s performance shall be conducted by 
his/her immediate principal or an administrator working in the same building, 
unless an emergency requires such evaluation be conducted by a designated 
administrative replacement. Appraisals of ancillary staff may be conducted 
cooperatively between the director of educational support services and the 
building principal or an administrator working in the same building. 
 

D. Procedures 
Formal appraisals of all ancillary staff shall be in writing. Each observation shall 
be made in person for a minimum of thirty (30) consecutive minutes. 
 

E. Master Teacher/Mentor 
The parties recognize the requirement of the School Code to provide a master 
teacher as a mentor to a beginning teacher during the first three years of 
classroom teaching. The purpose of the mentor/mentee assignment is to 
acclimate the new teacher to his/her profession and provide necessary 
assistance towards attaining quality instruction. The mentor/mentee relationship 
is intended to be a collaborative growth experience and voluntary for the master 
teacher.  
 

F. Ancillary Staff 
Ancillary Staff shall be evaluated annually. 
 

G. Personal Conference 
The principal or his/her designee will hold a personal conference with the 
ancillary staff member within ten (10) school days after each formal appraisal. 
During this time, the appraisal will be discussed by both parties. 
 

H. Signed Copy 
A signed copy of the written appraisal shall be submitted to the ancillary staff 
member at the time of the personal conference. A copy shall then be signed by 
the ancillary staff member indicating completion of the conference, and returned 
to the administrator. In the event that the ancillary staff member feels his/her 
appraisal was incomplete or unjust, within fifteen (15) school days following the 
personal conference, he/she may put his/her objections in writing and have them 
attached to the appraisal to be placed in the ancillary staff member’s personnel 
file. In addition to a written response, the ancillary staff member may appeal the 
content of an appraisal to the Superintendent or designee for review and possible 
adjustment. All appraisals shall be based upon valid criteria for evaluating 
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professional performance and growth. 
 

I. Content 
Negative comments or other criticisms in the appraisal of an ancillary staff 
member should be fully discussed with the ancillary staff member. Assistance 
shall be provided to help the ancillary staff member achieve any suggested 
improvement, including the offer of a mentor. All suggestions for improvement of 
the ancillary staff member’s performance shall be included in the Ancillary Staff 
Feedback Sheet. In subsequent appraisal reports, failure to again note specific 
deficiencies shall be interpreted to mean that the ancillary staff member has 
made adequate improvement. 
 

J. Informal Observation 
Informal observations of the ancillary staff member’s performance may be made 
by administrative personnel from time to time. If any written record of such 
observation is used in connection with a disciplinary matter or the appraisal 
procedure, the ancillary staff member shall be given the opportunity to review 
such record within one (1) week of the observation and to submit a written 
response within ten (10) school days. Such response shall be attached to and 
filed with the observation. Observations as set forth in this paragraph are 
understood to be in addition to the appraisal procedure set forth above and shall 
not alone constitute just cause for discipline based on quality of professional 
services. 
 

K. Grievance of Evaluation 
It is expressly understood that the content of an appraisal shall not be the subject 
of a grievance.  However, a violation of the appraisal procedure as set forth in 
this Agreement may be grieved. 
 

L. Ancillary Staff Rights 
No ancillary staff member shall be disciplined, reprimanded, or reduced in rank or 
compensation without just cause. Any such discipline, reprimand, or reduction in 
rank or compensation shall be subject to the professional grievance procedure. 

 
ARTICLE XV 

PROTECTION OF EMPLOYEES 
 

A. Support 
Each employee is responsible for maintaining an atmosphere conducive to good 
learning. Learning environments shall be conducted accordingly. The Board 
recognizes that, through its administrative staff, it must support its employees to 
help maintain proper order, and agrees to do so. 
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B. Assault 
The definition of assault being: causing or attempting to cause physical harm 
through force or violence. In the event of an assault upon an employee, the 
District will provide support and/or legal counsel, if necessary, to defend the 
employee with respect to such assault. An employee may use reasonable force 
to protect himself/herself from attack or prevent imminent harm to the student or 
another individual.  

 
1. Communication - Any case of assault upon an employee by a student 

must be promptly reported to the principal using the district provided form. 
The district will communicate the response to the behavior accordingly.  

 
2. Legal Protection - If an employee is complained against or threatened with 

civil court action by reason of disciplinary action taken against a student, 
which is consistent with Board policy and reasonably within the scope of 
employment, the involved will receive assistance from the Board in such 
matter, including financial aid for the services of Board approved legal 
counsel. The Board will inform the Association of action being taken, 
allowing the Association representation, if requested by the employee. 

 
3. Student Discipline- It is understood that under Public Act 52L of 1988 

(MCL 380.1312), as amended, all corporal punishment or threat of 
corporal punishment is banned. The Board will develop an appropriate 
policy consistent with the above law inclusive of alternative disciplinary 
measures and provide each employee with a copy as soon as possible or 
by the beginning of the school year. 

 
4. Reporting of Incidents/Events- Any case of assault upon a bargaining unit 

member (physical, verbal, or digital - such as, but not limited to Twitter, 
Facebook, Instagram, other social media platforms, email, etc.), while in 
the performance of duties, or as an outgrowth of duties, shall be promptly 
reported to the Superintendent, or designated representative. 

 
5. De-escalation - In an effort to provide a de-escalation for all parties 

concerned, the staff member who was subject to the assault may request 
to be excused for the remainder of the day of the incident with pay without 
utilization of sick or personal time for that day, upon approval of the 
administrator. 

 
6. Time for Reporting and/or Medical Attention- Should the employee require 

medical attention and/or time to report the incident to law enforcement, the 
following work day, or the portion of the following work day, the employee 
shall be excused without loss of personal or sick time.  Any time allowed 
under this section will be limited to the remainder of the workday. Any time 
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off beyond one day may require verification from a medical professional 
approved or designated by the district. 
 

C. Lost Time 
Time lost by an employee in connection with any incident mentioned in this 
Article shall not be charged against the employee if it is determined the employee 
is not at fault by a court of competent jurisdiction. 
 

D. Liability 
Employees shall be expected to exercise reasonable care with respect to the 
safety of pupils and property, but shall not be individually liable, except in the 
case of gross negligence or gross neglect, for any damage or loss to person or 
property. 

 
E. Employee File 

Each employee shall have the right, upon request, to review the contents of 
his/her personnel file. A representative of the Association may, at the employee’s 
request, accompany the employee in this review. The review shall be made in the 
presence of the administrator responsible for the safekeeping of these files. Upon 
the district’s receipt of a FOIA request relative to information from an employee’s 
file, the Association and employee shall be notified in writing before the 
information is released. 

 
Unit employees should review and sign all materials adverse to the unit 
employee that are to be included in their personnel file. Such signing does not 
necessarily indicate agreement. The unit employee may submit a written 
statement in regard to such materials for inclusion in the personnel file. The unit 
employee may request removal of any written reprimand, or record of oral 
reprimand, which is more than three (3) years old. The removal of such records 
is conditional upon the approval of the Superintendent or designee, upon there 
having been no further problems in a similar area, and provided the record is not 
a record of unprofessional conduct as defined in MCL380.1230b. 

 
F. Complaints Against Employee 

Any complaints directed toward an employee shall be called promptly to the 
employee’s attention, if such notice is appropriate. 

 
G. Representation 

Disciplinary action shall be resolved as early, as informally, and as confidentially 
as possible. An employee will be entitled to have a representative of the 
Association present when he/she is being reprimanded, warned, or disciplined for 
any infraction of discipline. Representation afforded regarding the evaluation 
process shall be at a mutual agreement of administration and the building 
representative. When a request for such representation is made, no action shall 
be taken with respect to the employee until such representative of the 
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Association is present, except in a situation of a serious nature warranting 
immediate action by a member of the administration.  In the event of an 
emergency, the Association will be informed at the earliest possible time to allow 
representation. 

 
H. Progressive Discipline  

A process of progressive discipline shall be followed. The following progression 
of discipline for each incident shall be followed: 

1. Verbal Warning followed up by written notice, then 
2. Written reprimand, then 
3. One-day suspension without pay, then 
4. Three days suspension without pay, then 
5. Further suspensions without pay, then 
6. Discharge 

 
The parties recognize that the severity of an offense may justify the acceleration 
of the above progression of discipline. In such situations, the Association and the 
Administration will meet to discuss the appropriate level of discipline.  

 
I. Board Support for Students with Special Needs  

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

J. Hazardous or Unsafe Working Conditions 
In the event administration becomes aware of a situation that poses a health or 
safety threat to staff or students, bargaining unit members will be notified as soon 
as possible and be provided appropriate guidance. 

 
ARTICLE XVI 

NEGOTIATION PROCEDURES 
 

Resolving Problems/Letters of Understanding 
Representatives of the Board and the Association’s bargaining committee will meet on 
an as-needed basis for the purpose of reviewing the administration of the contract and 
to resolve problems that may arise. These meetings are not intended to bypass the 
grievance procedure.  
 
Letters of understanding reached by the administration and the LEA representatives will 
be in effect only for the duration of the Master Agreement in which they were made. 
Such agreements, however, may be written into future Master Agreements through the 
negotiation process. 
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ARTICLE XVII 
PROFESSIONAL GRIEVANCE PROCEDURES 

 
A. Definitions  

For the purpose of this Master Agreement, a grievance is defined as any claim or  
complaint by an employee, a group of employees, or the Association that there 
has  been a violation, misinterpretation or misapplication of any provision of this 
Master Agreement. Any such grievance must be filed in writing within fifteen (15) 
school  days after the facts are known or could reasonably have been known by 
the  grievant(s). 
  

B. Procedures 
The Lowell Education Association designates the association President or his/her 
designee as the local agent responsible for processing grievances through Level 
Three. 

1. LEVEL ONE – A member – group of members, or the Association 
believing that there has been a violation shall, within ten (10) school days 
of its alleged occurrence, orally discuss the grievances with the building 
Principal and the representative of the Association in an attempt to resolve 
the matter. If no resolution is obtained within five (5) school days following 
the discussion, the grievant shall express the grievance in writing and 
process in accordance with Level Two. 
 

2. LEVEL TWO - If the meeting is with the school principal and the parties 
cannot agree, the grievance shall promptly be transmitted to the 
Superintendent who shall have five (5) school days thereafter to approve 
or disapprove the grievance. If the grievance is transmitted directly to the 
Superintendent, he/she shall have ten (10) school days from receipt to 
approve or disapprove it. An Association, or a group grievance may be 
submitted directly to the Superintendent. If the grievance shall be denied 
by the Superintendent, either upon review of the action of the school 
principal or in the first instance, the Superintendent shall answer the 
grievance in writing and the grievance with the answer shall be transmitted 
to the Association. 
 

3. LEVEL THREE - If the decision of the Superintendent is not satisfactory to 
the Association, the grievance may be submitted within twenty (20) school 
days to arbitration before an impartial arbitrator selected by the parties. 

a. The arbitrator shall be selected by the American Arbitration 
Association in accord with its rules which shall likewise govern the 
Arbitration hearing. The Board and Association shall not be 
permitted to assert in such arbitration proceeding any ground or to 
rely on any evidence not previously disclosed to the Board and to 
the Association. The arbitrator shall have no power to alter, add to 
or subtract from the terms of this Agreement. Both parties agree to 
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be bound by the award of the arbitrator and agree that judgment 
thereon may be entered in any court of competent jurisdiction 
where such award does not conflict with or deny the powers and 
duties of the Board granted by Legislative Act. 
 

b. If any ancillary staff member for whom a grievance is sustained 
shall be found to have been improperly reprimanded or improperly 
deprived of a position, or unjustly discharged, the arbitrator will 
have authority to reinstate the ancillary staff member, with full 
reimbursement for all compensation lost. The costs of any 
arbitration under this article shall be shared equally by the Board 
and the Association. 
 

c. It is expressly understood that the grievance procedure shall not 
apply to those matters from which statute authorizes specific 
remedy, such as the Tenure Teacher Act.  
 

d. It is understood that the time limits are maximum and can be 
extended with the written mutual consent of both parties.  Both 
parties should be encouraged to process a grievance as rapidly as 
possible and within the limits and procedure as set forth herein. If 
the administration at any step fails to respond in a timely manner, 
the grievance will be considered denied and may be moved to the 
next level. Failure of the grievant to meet any time limits will result 
in the grievance being considered as withdrawn. 
 

e. In the event a grievance is filed after May 1st of any year and strict 
adherence to the time limits may result in hardship of any party, the 
Superintendent shall use his/her best efforts to process such 
grievance prior to the end of the school term or as soon thereafter 
as possible. If the grievance is processed to arbitration, the parties 
may submit the grievance to expedited arbitration under the rules of 
the American Arbitration Association. 
 

C. Building Representative 
One employees' representative for each school building, selected by the 
Association (or an alternate, if the building representative is absent), shall be 
recognized by the Board as the official representative of the Association for the 
employees in that building to receive official communications under this 
grievance procedure. 
 

D. Limitations of the Arbitrator 
The arbitrator shall have no power to rule on any of the following: 

1. The termination of services of or failure to re-employ any probationary 
employee. 
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2. The termination of services or failure to re-employ any employee to a 
position covered in the Extra Duty Activities in Appendix A. 

 
ARTICLE XVIII 

MISCELLANEOUS PROVISIONS 
 

A. Matters Contrary to Agreement 
This Agreement shall supersede any rules, regulations, or practices of the Board 
which shall be contrary to, or inconsistent with, its terms. It shall likewise 
supersede any contrary or inconsistent terms contained in any individual 
employee contracts heretofore in effect.  Individual employee contracts shall be 
made expressly subject to the terms of the Agreement covering the year of the 
contract.  The provisions of this Agreement shall be incorporated into, and be 
considered part of, the established policies of the Board. 
 

B. Matters Contrary to Law 
If any provision of this Agreement or any application of the Agreement to any 
employee or group of employees shall be found contrary to law, then such 
provision or application shall be deemed null and void, except to the extent 
permitted by law; but all other provisions or applications shall continue in full 
force and effect.  
 

C. Copies of Agreement 
Copies of this Agreement shall be made available electronically to all employees 
now employed or hereafter employed by the Board, and 5 copies to the 
Association each year of this agreement, within a reasonable time following 
ratification. 
 

D. Professional Conferences 
1. In the belief that attendance at professional meetings is desirable to 

maintain and improve professional competence and proficiency, and to 
enhance the educational program of the school district, employees shall 
be encouraged to participate in such meetings. 
 

2. A budget in each building for professional conferences shall be 
established. The Association shall have the right to request budget 
information concerning conference expenses. 
 

3. Reimbursable Expenses - Travel, meals, lodging, and registration fees 
shall be deemed appropriate expenses reimbursable by the Board, as 
pre-approved by the building administrator. 
 

4. Professional Development Committee – Building principals will work with 
their school improvement teams to plan appropriate professional 
development activities. 
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E. Current Information 

All employees must provide and maintain the current correct address and 
telephone numbers with their building principal and the Superintendent's office. 
 

F. School Closings  
Scheduled days and hours of student instruction and/or employee attendance 
that are canceled because of conditions not within the control of school 
authorities, such as severe storms, fires, epidemics, mechanical breakdown, 
power failures, or health conditions as defined by the city, county, township, or 
state health authorities shall be rescheduled by the school district to ensure that 
the state mandated number of student days/hours are met. Such rescheduling 
shall not affect, or otherwise require an adjustment of salary, compensation, or 
other benefits provided within this collective bargaining agreement.  
 
“Any Act of God Days where an employee utilized a leave day shall not be 
counted against leave day balances. By example, but not limited to, sick, 
personal, FMLA, bereavement, etc. Excludes continuous unpaid leave. However, 
any staff member that incurs an unpaid day during an Act of God day will be paid 
a per diem amount for any required make-up days. The number of eligible per 
diem paid make-up days will be equal to the number of unpaid days incurred 
during Act of God days.”  

 
 
 
If an employee attends a work-related conference or meeting on a date when school 
has been canceled due to unforeseen circumstances, attendance shall be optional to 
the employee. The employee shall not be additionally compensated for these hours.  
 

ARTICLE XIX 
NO STRIKE 

  
During the term of this Agreement, neither the Association nor any employee in the 
bargaining unit will authorize, call or participate in any strike, picketing or any other 
activity which interferes with or disrupts the customary and normal functioning or 
operation of the Lowell Area Schools. 
 

ARTICLE XX 
DURATION OF AGREEMENT 

 
A. Effective Dates 

This Agreement shall be effective as of August 1, 2022 and shall continue in 
effect through July 31, 2025. This agreement shall define the contract year to be 
effective August 1, and shall continue in effect through July 31.  
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B. Expiration Limits 
This Agreement shall not be extended orally, and it is expressly understood that it 
shall expire on the date indicated above. 

 
 
 
BOARD                   LOWELL EDUCATION ASSOCIATION 
 
By__________________________     By_______________________________ 
President      President 
 
By__________________________      By_______________________________ 
Secretary      Chief Negotiator 
 
By__________________________  
Superintendent  
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  APPENDIX A 
TABLE 1 

 
2025-2026 LEA Pay Schedule Including 3% Increase 

Step BA BA+20 MA MA+15 MA+30 
1 $48,052 $49,502 $52,668 $53,787 $56,713 
2 $49,650 $51,098 $54,540 $55,657 $58,680 
3 $51,409 $52,851 $56,563 $56,906 $60,730 
4 $53,574 $55,021 $58,827 $59,940 $63,208 
5 $55,650 $57,091 $61,017 $62,128 $65,495 
6 $57,758 $59,209 $63,570 $64,674 $68,017 
7 $60,179 $61,613 $66,180 $67,282 $70,784 
8 $62,665 $64,098 $68,857 $69,953 $73,631 
9 $65,058 $66,479 $71,489 $72,562 $76,390 

10 $67,679 $69,107 $74,522 $75,589 $79,650 
11 $69,897 $71,328 $76,963 $78,062 $82,342 
12 $71,767 $73,198 $79,755 $80,853 $85,112 
13 $72,978 $74,407 $81,782 $82,880 $87,166 
14 $73,621 $75,051 $83,307 $84,406 $88,773 
15 $74,247 $75,674 $84,572 $85,671 $90,105 
16 $75,181 $76,613 $86,101 $87,204 $91,592 
17 $75,465 $76,899 $86,913 $88,020 $92,463 
18 $75,796 $77,230 $87,450 $88,555 $93,126 
19 $76,543 $77,987 $88,483 $89,597 $94,060 
20 $76,920 $78,358 $89,242 $90,353 $94,795 
21 $77,298 $78,736 $89,822 $90,933 $95,402 
22 $77,653 $79,095 $90,226 $91,334 $95,814 
23 $78,043 $79,488 $90,812 $91,924 $96,505 
24 $78,628 $80,077 $91,551 $92,666 $97,268 
25 $79,374 $80,819 $92,424 $93,535 $98,129 
26 $79,698 $81,142 $92,906 $94,014 $98,636 
27 $80,029 $81,475 $93,317 $94,425 $99,042 
28 $80,398 $81,845 $94,038 $95,144 $99,781 
29 $80,995 $82,659 $94,793 $95,896 $100,834 

 
*Lowell GSRP salary will be prorated based upon the number of working days in the preschool 
calendar each year. 
 
**PhD will receive an additional three thousand ($3,000) in annual compensation for each year. 
 
(In order to advance on the salary schedule, the employee must have worked at least half of the 
contract days in the previous year.) 
 
2025-2026: 1% off schedule payment in December  
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2026-2027 LEA Pay Schedule Including 3% Increase 

Step BA BA+20 MA MA+15 MA+30 
1 $49,494 $50,987 $54,248 $55,401 $58,414 
2 $51,140 $52,631 $56,176 $57,327 $60,440 
3 $52,951 $54,437 $58,260 $58,613 $62,552 
4 $55,181 $56,672 $60,592 $61,738 $65,104 
5 $57,320 $58,804 $62,848 $63,992 $67,460 
6 $59,491 $60,985 $65,477 $66,614 $70,058 
7 $61,984 $63,461 $68,165 $69,300 $72,908 
8 $64,545 $66,021 $70,923 $72,052 $75,840 
9 $67,010 $68,473 $73,634 $74,739 $78,682 

10 $69,709 $71,180 $76,758 $77,857 $82,040 
11 $71,994 $73,468 $79,272 $80,404 $84,812 
12 $73,920 $75,394 $82,148 $83,279 $87,665 
13 $75,167 $76,639 $84,235 $85,366 $89,781 
14 $75,830 $77,303 $85,806 $86,938 $91,436 
15 $76,474 $77,944 $87,109 $88,241 $92,808 
16 $77,436 $78,911 $88,684 $89,820 $94,340 
17 $77,729 $79,206 $89,520 $90,661 $95,237 
18 $78,070 $79,547 $90,074 $91,212 $95,920 
19 $78,839 $80,327 $91,137 $92,285 $96,882 
20 $79,228 $80,709 $91,919 $93,064 $97,639 
21 $79,617 $81,098 $92,517 $93,661 $98,264 
22 $79,983 $81,468 $92,933 $94,074 $98,688 
23 $80,384 $81,873 $93,536 $94,682 $99,400 
24 $80,987 $82,479 $94,298 $95,446 $100,186 
25 $81,755 $83,244 $95,197 $96,341 $101,073 
26 $82,089 $83,576 $95,693 $96,834 $101,595 
27 $82,430 $83,919 $96,117 $97,258 $102,013 
28 $82,810 $84,300 $96,859 $97,998 $102,774 
29 $83,425 $85,139 $97,637 $98,773 $103,859 

 
*Lowell GSRP salary will be prorated based upon the number of working days in the preschool 
calendar each year. 
 
**PhD will receive an additional three thousand ($3,000) in annual compensation for each year. 
 
(In order to advance on the salary schedule, the employee must have worked at least half of the 
contract days in the previous year.) 
 
2027-2028: Wage reopener 
 
After the expiration of this contract, there will be a salary freeze until negotiations are 
completed. 
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APPENDIX A 
TABLE 2 

 
Athletic Activity Year 1 

(% of BA Step 1) 
Year 2 
(% of BA Step 1) 

Year 3 
(% of BA Step 1) 

Year 4 
(% of BA Step 1) 

Year 5+ 
(% of BA Step 1) 

Baseball:   
   Head Varsity 
   Assistant Varsity 
   Head JV/Head Fr 

 
9 
2.5 
5 

 
9 
2.5 
5 

 
11 
5.5 
7 

 
11 
5.5 
7 

 
13 
6.5 
9 

Basketball:   
   Head Varsity (B&G) 
   Assistant Varsity (B&G) 
   Head JV/Head Fr (B&G) 
   Middle School (B&G) 

 
13 
6.5 
8 
3.5 

 
13 
6.5 
8 
3.5 

 
15 
7.5 
10 
5.5 

 
15 
7.5 
10 
5.5 

 
17 
8.5 
12 
7.5 

Cheerleading (Sideline Fall): 
   Head Varsity 
   Head JV/Head Fr 

 
4 
2 

 
4 
2 

 
6 
4 

 
6 
4 

 
8 
6 

Competitive Cheer: 
   Head Varsity 
   Head JV/Head FR 

 
9 
5 

 
9 
5 

 
11 
7 

 
11 
7 

 
13 
9 

Cross Country: 
   Head Varsity (B&G) 
   Middle School 
   Middle School Assistant 

 
6.5 
3 
2 

 
6.5 
3 
2 

 
8.5 
5 
3 

 
8.5 
5 
3 

 
10.5 
7 
4 

Football: 
   Head Varsity 
   JV/Fr/Assistants (7 total) 
   Middle School Head (2) 
   Middle School Asst (2) 

 
13 
8 
4 
2 

 
13 
8 
4 
2 

 
15 
10 
6 
3 

 
15 
10 
6 
3 

 
17 
12 
8 
4 

Golf: 
   Head Varsity (B&G) 
   JV (B&G) 

 
6 
4 

 
6 
4 

 
8 
5 

 
8 
5 

 
10 
6 

Gymnastics: 
   Head Varsity 
   Assistant Varsity 

 
10 
5 

 
10 
5 

 
12 
6 

 
12 
6 

 
14 
7 

Soccer: 
   Head Varsity (B&G) 
   Assistant Varsity (B&G) 
   JV (B&G) 

 
8 
2 
4 

 
8 
2 
4 

 
10 
4 
6 

 
10 
4 
6 

 
12 
6 
8 

Softball: 
   Head Varsity 
   Assistant Varsity 
   Head JV/Head Fr 

 
9 
2.5 
5 

 
9 
2.5 
5 

 
11 
5.5 
7 

 
11 
5.5 
7 

 
13 
6.5 
9 

Tennis: 
   Head Varsity (B&G) 
   JV (B&G) 
   Middle School 

 
6 
4 
3 

 
6 
4 
3 

 
8 
5 
5 

 
8 
5 
5 

 
10 
7 
7 
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Track: 
   Head Varsity (B&G) 
   Assistant Varsity (B&G) 
   Middle School Head 
   Middle School Asst. 

 
9 
2 
3 
2 

 
9 
2 
3 
2 

 
11 
4 
5 
3 

 
11 
4 
5 
3 

 
13 
6 
7 
4 

Volleyball: 
   Head Varsity 
   Assistant Varsity 
   Head JV/Head Fr 
   Middle School 

 
10 
5 
6 
4 

 
10 
5 
6 
4 

 
12 
6 
8 
6 

 
12 
6 
8 
6 

 
14 
7 
10 
8 

Wrestling: 
   Head Varsity 
   Assistant Varsity 
   Head JV 
   Middle School 
   Middle School Asst. 

 
11 
5.5 
7 
4 
2 

 
11 
5.5 
7 
4 
2 

 
13 
6.5 
9 
6 
3 

 
13 
6.5 
9 
6 
3 

 
15 
8 
11 
8 
4 

 
1. Extra-duty assignments shall be based on BA, Step 1 of current year salary 

schedule. 
 
2. Positions held by non-bargaining unit staff will be posted annually. 
 
3. Non-school employees will be paid at 90% of this schedule. 
 
4. Credit may be given at the District’s discretion for experience in the same 

assignment in another school system or for a subordinate assignment in the 
same activity within the district. 

 
5. Table 2 is placed in this agreement solely for the purpose of outlining the 

coaching pay schedules.  Table 2 assignments are not subject to other articles of 
this agreement. 

 
6. In coordination with the Athletic Department, coaches may pool salaries and 

share the amount in different percentages than above.  However, no coach may 
receive more than the contracted amount for the individual position.  A coach 
affected by pooling of salaries, who is a bargaining unit member, may veto the 
change of percentage amount for that position. 

 
7. Positions will be filled by the District's determination of need.  
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APPENDIX A 
TABLE 3 

 
Non-Athletic Activity Year 1 

(% of BA Step 1) 
Year 2 
(% of BA Step 1) 

Year 3 
(% of BA Step 1) 

Year 4 
(% of BA Step 1) 

Year 5+ 
(% of BA Step 1) 

Band Director 
    High School 
    Middle School 
Assistant-HS Marching Band 

 
11 
5.5 
3 

 
11 
5.5 
3 

 
13 
7.5 
3 

 
13 
7.5 
4 

 
15 
9.5 
5 

Business Professionals 
FFA 

3 
6 

3 
6 

3 
7 

4 
8 

5 
10 

Geography Bee 1 1 1 1 1 
Math 5/6 Combined Class 5 5 5 5 5 
Model UN 
Robotics 
Spelling Bee (Attend Regional Competition) 

Technology Trainers 
Winter Guard-District 
Yearbook 

5 
3 
1 
3 
3 
3 

5 
3 
1 
3 
3 
3 

5 
3 
1 
3 
3 
5 

5 
3 
1 
3 
3 
5 

5 
3 
1 
3 
3 
7 

Musical  
    Director-High School 
    Choreographer 
    Pit Band Director 
    Rehearsal Pianist 
    Technical Director 
    Vocal Director 

 
7  
1.75 
3.5 
1.75 
3.5 
3.5 

 
7  
1.75 
3.5 
1.75 
3.5 
3.5 

 
7 
1.75 
3.5 
1.75 
3.5 
3.5 

 
7 
1.75 
3.5 
1.75 
3.5 
3.5 

 
7  
1.75 
3.5 
1.75 
3.5 
3.5 

Class Advisors-High School 
National Honors Society 
Student Leadership 
    (i.e. Interact, Student Council etc)**** 

2 
2 
2 

2 
2 
2 

2 
2 
3 

2 
2 
3 

2 
2 
4 

Orchestra Director 
    High School 
    Middle School 

 
7.5 
5.5 

 
7.5 
5.5 

 
9.5 
7.5 

 
9.5 
7.5 

 
11.5 
9.5 

Plays (After School)**** 
    High School 
    Middle School  

 
4 
3 

 
4 
3 

 
6 
3 

 
6 
3 

 
8 
3 

Science Kit Facilitator Curriculum Rate per hour. 
Science Olympiad 
    High School 
    Middle School 

 
3 
3 

 
3 
3 

 
3 
3 

 
3 
3 

 
3 
3 

Vocal Music 5.5 5.5 7.5 7.5 9.5 
Department Chair 
    High School* 
    Middle School** 

 
2.75 
2.75 

 
2.75 
2.75 

 
3.75 
3.75 

 
3.75 
3.75 

 
4.75 
4.75 

PLT - Pre-K-5 1.5 1.5 2 2 3 
Grade Level Leads 6-9 1.5 1.5 2 2 3 
District Approved Committee 
Chair**** 

3 3 3 3 3 
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Attending Approved District 
Meetings Outside Working 
Hours (as non-chair) 

Curriculum Rate per hour 

Field Trips Teachers 
Non-School Hours**** 

Curriculum Rate per hour 

 
1. Positions held by non-bargaining unit staff will be posted annually. 

 
2. Non-school employees will be paid at 90% of this schedule. 

 
3. Positions will be filled by the District's determination of need. 

 
It is preferred that District approved committee chairs and department chairs have a 
minimum of five (5) years of teaching experience and teach a majority of his/her 
assignment in the department. Positions will be posted one trimester in advance. All 
decisions will be made by the principal, after reviewing applications. Each appointment 
will be a two (2) year term, on a staggered basis. An incumbent may apply for a second 
(2nd) term, but will not be offered a third (3rd) term until the position has been offered to 
all other qualified applicants, or the committee is dissolved. 
 
* High School Departments eligible for a Department Chair Stipend: 
1. Art,  2. Business, 3. English, 4. Performing Arts, 5. Foreign Language, 6. Health/PE,  
7. Math, 8. Science, 9. Social Studies, 10. Special Ed, 11. Tech Ed, and 12. Counseling 
 
** Middle School Departments eligible for Department Chair Stipend: 
1. Exploratory; 2. Language Arts; 3. Math; 4. Science; 5. Social Studies; 6. Special 
Education. 
 
***A LEA building representative is allowed to be in attendance at all leadership 
meetings and will be compensated at the curriculum rate if such representative is not 
already being compensated for such a meeting. 
 
**** District approved activities.  These items must be initiated and pre-approved by 
Central Office. 
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APPENDIX A  
TABLE 4 

 
 

Hourly Rates  
Curriculum Workshops 
 
School year New Staff Orientation 
(held outside normal) 

$35.00 

Intramurals $18.57 
Special Assignment Stipend: 
The Board agrees to make available the amount of 
Ten Thousand Dollars ($10,000) to be used as 
stipends for employees for special assignments.  
The parties shall, by joint committee, mutually agree 
upon the criteria and procedure for determining the 
recipient of the stipends.  Examples of such 
activities are, but not limited to, school improvement, 
curriculum, department/grade level chairs, etc. 
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APPENDIX B 
CALENDAR 

 
 
 
The District calendar can be found on the District web site under the “Our District: 
Calendar” link.  A copy may be obtained upon request to the Superintendent’s Office as 
well. 
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APPENDIX C 
FMLA FACT SHEET SEPARATION AGREEMENT 

 
Fact Sheet No. 028  
THE FAMILY AND MEDICAL LEAVE ACT OF 1993 
The U.S. Department of Labor's Employment Standards Administration, Wage and Hour 
Division, administers and enforces the Family and Medical Leave Act (FMLA) for all 
private, state and local government employees, and some federal employees. Most 
Federal and certain congressional employees are also covered by the law and are 
subject to the jurisdiction of the U.S. Office of Personnel Management or the Congress. 
 
FMLA became effective on August 5, 1993, for most employers. If a collective 
bargaining agreement (CBA) was in effect on that date, FMLA became effective on the 
expiration date of the CBA or February 5, 1994, whichever was earlier. FMLA entitles 
eligible employees to take up to 12 weeks of unpaid, job-protected leave in a 12-month 
period for specified family and medical reasons. The employer may elect to use the 
calendar year, a fixed 12-month leave or fiscal year, or a 12-month period prior to or 
after the commencement of leave as the 12-month period. 
 
The law contains provisions on employer coverage; employee eligibility for the law's 
benefits; entitlement to leave, maintenance of health benefits during leave, and job 
restoration after leave; notice and certification of the need for FMLA leave; and, 
protection for employees who request or take FMLA leave. The law also requires 
employers to keep certain records. 
 
EMPLOYER COVERAGE 
FMLA applies to all: 

● public agencies, including state, local and federal employers, local education 
agencies (schools), and  

● private-sector employers who employed 50 or more employees in 20 or more 
workweeks in the current or preceding calendar year and who are engaged in 
commerce or in any industry or activity affecting commerce — including joint 
employers and successors of covered employers.  

EMPLOYEE ELIGIBILITY 
To be eligible for FMLA benefits, an employee must: 
(1) work for a covered employer; 
(2) have worked for the employer for a total of 12 months;  
(3) have worked at least 1,250 hours over the previous 12 months; and 
(4) work at a location in the United States or in any territory or possession of the 
United States where at least 50 employees are employed by the employer within 75 
miles. 
 
LEAVE ENTITLEMENT 
A covered employer must grant an eligible employee up to a total of 12 workweeks of 
unpaid leave during any 12-month period for one or more of the following reasons:  
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● for the birth and care of the newborn child of the employee;  
● for placement with the employee of a son or daughter for adoption or foster care;  
● to care for an immediate family member (spouse, child, or parent) with a serious 

health condition; or  
● to take medical leave when the employee is unable to work because of a serious 

health condition.  
 
Spouses employed by the same employer are jointly entitled to a combined total of 12 
work-weeks of family leave for the birth and care of the newborn child, for placement of 
a child for adoption or foster care, and to care for a parent who has a serious health 
condition. 
 
Leave for birth and care, or placement for adoption or foster care must conclude within 
12 months of the birth or placement. 
 
Under some circumstances, employees may take FMLA leave intermittently — which 
means taking leave in blocks of time, or by reducing their normal weekly or daily work 
schedule. 

● If FMLA leave is for birth and care or placement for adoption or foster care, use 
of intermittent leave is subject to the employer's approval.  

● FMLA leave may be taken intermittently whenever medically necessary to care 
for a seriously ill family member, or because the employee is seriously ill and 
unable to work.  

 
Also, subject to certain conditions, employees or employers may choose to use accrued 
paid leave (such as sick or vacation leave) to cover some or all of the FMLA leave.  
 
The employer is responsible for designating if an employee's use of paid leave counts 
as FMLA leave, based on information from the employee.  
 
"Serious health condition" means an illness, injury, impairment, or physical or mental 
condition that involves either: 

● any period of incapacity or treatment connected with inpatient care (i.e., an 
overnight stay) in a hospital, hospice, or residential medical-care facility, and any 
period of incapacity or subsequent treatment in connection with such inpatient 
care; or  

● Continuing treatment by a health care provider which includes any period of 
incapacity (i.e., inability to work, attend school or perform other regular daily 
activities) due to:  

 
(1) A health condition (including treatment therefore, or recovery therefrom) lasting 
more than three consecutive days, and any subsequent treatment or period of 
incapacity relating to the same condition, that also includes:  

● treatment two or more times by or under the supervision of a health care 
provider; or  
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● one treatment by a health care provider with a continuing regimen of treatment; 
or  

 
(2) Pregnancy or prenatal care. A visit to the health care provider is not necessary 
for each absence; or  
 
(3) A chronic serious health condition which continues over an extended period of 
time, requires periodic visits to a health care provider, and may involve occasional 
episodes of incapacity (e.g., asthma, diabetes). A visit to a health care provider is not 
necessary for each absence; or 
 
(4) A permanent or long-term condition for which treatment may not be effective 
(e.g., Alzheimer's, a severe stroke, terminal cancer). Only supervision by a health care 
provider is required, rather than active treatment; or 
 
(5) Any absences to receive multiple treatments for restorative surgery or for a 
condition which would likely result in a period of incapacity of more than three days if 
not treated (e.g., chemotherapy or radiation treatments for cancer). 
 
"Health care provider" means: 

● doctors of medicine or osteopathy authorized to practice medicine or surgery by 
the state in which the doctors practice; or  

● podiatrists, dentists, clinical psychologists, optometrists and chiropractors (limited 
to manual manipulation of the spine to correct a subluxation as demonstrated by 
X-ray to exist) authorized to practice, and performing within the scope of their 
practice, under state law; or  

● nurse practitioners, nurse-midwives and clinical social workers authorized to 
practice, and performing within the scope of their practice, as defined under state 
law; or  

● Christian Science practitioners listed with the First Church of Christ, Scientist in 
Boston, Massachusetts; or  

● Any health care provider recognized by the employer or the employer's group 
health plan benefits manager.  

 
MAINTENANCE OF HEALTH BENEFITS 
A covered employer is required to maintain group health insurance coverage for an 
employee on FMLA leave whenever such insurance was provided before the leave was 
taken and on the same terms as if the employee had continued to work. If applicable, 
arrangements will need to be made for employees to pay their share of health insurance 
premiums while on leave.  
 
In some instances, the employer may recover premiums it paid to maintain health 
coverage for an employee who fails to return to work from FMLA leave.  
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JOB RESTORATION 
Upon return from FMLA leave, an employee must be restored to the employee's original 
job, or to an equivalent job with equivalent pay, benefits, and other terms and conditions 
of employment.  
 
In addition, an employee's use of FMLA leave cannot result in the loss of any 
employment benefit that the employee earned or was entitled to before using FMLA 
leave, nor be counted against the employee under a "no fault" attendance policy. 
Under specified and limited circumstances where restoration to employment will cause 
substantial and grievous economic injury to its operations, an employer may refuse to 
reinstate certain highly-paid "key" employees after using FMLA leave during which 
health coverage was maintained. In order to do so, the employer must: 

● notify the employee of his/her status as a "key" employee in response to the 
employee's notice of intent to take FMLA leave;  

● notify the employee as soon as the employer decides it will deny job restoration, 
and explain the reasons for this decision;  

● offer the employee a reasonable opportunity to return to work from FMLA leave 
after giving this notice; and  

● make a final determination as to whether reinstatement will be denied at the end 
of the leave period if the employee then requests restoration.  

 
A "key" employee is a salaried "eligible" employee who is among the highest paid ten 
percent of employees within 75 miles of the work site. 
 
NOTICE AND CERTIFICATION 
Employees seeking to use FMLA leave are required to provide 30-day advance notice 
of the need to take FMLA leave when the need is foreseeable and such notice is 
practicable. 
 
Employers may also require employees to provide: 

● medical certification supporting the need for leave due to a serious health 
condition affecting the employee or an immediate family member;  

● second or third medical opinions (at the employer's expense) and periodic 
recertification; and  

● periodic reports during FMLA leave regarding the employee's status and intent to 
return to work.  

 
When intermittent leave is needed to care for an immediate family member or the 
employee's own illness, and is for planned medical treatment, the employee must try to 
schedule treatment so as not to unduly disrupt the employer's operation. 
 
Covered employers must post a notice approved by the Secretary of Labor explaining 
rights and responsibilities under FMLA. An employer that willfully violates this posting 
requirement may be subject to a fine of up to $100 for each separate offense. 
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Also, covered employers must inform employees of their rights and responsibilities 
under FMLA, including giving specific written information on what is required of the 
employee and what might happen in certain circumstances, such as if the employee 
fails to return to work after FMLA leave. 
 
UNLAWFUL ACTS 
It is unlawful for any employer to interfere with, restrain, or deny the exercise of any 
right provided by FMLA. It is also unlawful for an employer to discharge or discriminate 
against any individual for opposing any practice, or because of involvement in any 
proceeding, related to FMLA. 
 
ENFORCEMENT 
The Wage and Hour Division investigates complaints. If violations cannot be 
satisfactorily resolved, the U.S. Department of Labor may bring action in court to compel 
compliance. Individuals may also bring a private civil action against an employer for 
violations. 
 
OTHER PROVISIONS 
Special rules apply to employees of local education agencies. Generally, these rules 
provide for FMLA leave to be taken in blocks of time when intermittent leave is needed 
or the leave is required near the end of a school term. 
 
Salaried executive, administrative, and professional employees of covered employers 
who meet the Fair Labor Standards Act (FLSA) criteria for exemption from minimum 
wage and overtime under Regulations, 29 CFR Part 541, do not lose their FLSA-exempt 
status by using any unpaid FMLA leave. This special exception to the "salary basis" 
requirements for FLSA's exemption extends only to "eligible" employees' use of leave 
required by FMLA. 
 
The FMLA does not affect any other federal or state law which prohibits discrimination, 
nor supersede any state or local law which provides greater family or medical leave 
protection. Nor does it affect an employer's obligation to provide greater leave rights 
under a collective bargaining agreement or employment benefit plan. The FMLA also 
encourages employers to provide more generous leave rights.  
 
FURTHER INFORMATION 
The final rule implementing FMLA is contained in the January 6, 1995, Federal Register. 
For more information, please contact the nearest office of the Wage and Hour Division, 
listed in most telephone directories under U.S. Government, Department of Labor. 
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APPENDIX D 

GRIEVANCE FORM 
 
Grievance         Copies To:   Employee 
                  Principal 
                  Association 
 

Lowell Grievance Report 
LEA/MEA/NEA 

 
Name of 
Grievant_________________________________________Building_____________________________ 
 
Date of Alleged Occurrence_________________________________ 
 
LEVEL I (Informal Discussion with Principal/Supervisor) Date___________________________________ 
 
LEVEL II 
 
A. Statement of Grievance__________________________________________________________ 
 

 

 

 

 

 
B. Contract Article(s) and Section ____________________________________________________ 
 
C. Relief Sought__________________________________________________________________ 
 

 

 
D. Signature of Grievant(s)____________________________________Date__________________ 
 
E. Date Received by Superintendent or Designee______________________ 
 
F. Disposition of Superintendent or Designee____________________________________________ 
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Signature of Superintendent or Designee _____________________________ Date _________________ 
LEVEL III 
 
A. Date Received by Association ___________________________________ 
 
 
B. Position of Association ___________________________________________________________ 
 

 

 

 

 

 

 
 
C. Date of Submission to Arbitration_________________________________ 
 
 
 
 
Signature of LEA 
Officer__________________________________________________________Date_________________ 
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APPENDIX E 
OVERLOADED CLASSROOM REIMBURSEMENT FORMULAS 

– PAID PER TRIMESTER 
 
Elementary Formula: 
 
Contract (based on placement of individual teacher) amount divided by the number of 
student days, divided by the number of daily student contact minutes, divided by grade 
level maximum, times the number of minutes of the overload period, times the number 
of students over the maximum, times the number of days over the maximum. 
 
Example: $56,629 (MA, Step 8 in 2017-18 SY) divided by 180 student days = 
$314.61, divided by 383 contact minutes = $0.82, divided by 26 (2nd grade maximum) = 
$0.032, multiplied by 50 minutes of overload time = $1.60, multiplied by 2 students over 
maximum = $3.20, multiplied by 58 days 1st trimester days = $185.60. 
 
Secondary Formula: 
 
Contract amount divided by number of student days, divided by number of classes over 
per days times grade level maximum, times the number of student days in the semester, 
times the total number of students over. 
 
Example: $70,401 (MA, Step 22 in 2017-18 SY) Divided by 180 student days = 
$391.12 divided by 155 (5 classes x 31 max with overload for 6th grade) = $2.52, 
multiplied by 58 student days in 1st trimester = $146.35, multiplied by 3 students 
overloaded = $439.05.  
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APPENDIX F 
PERFORMANCE EVALUATION SYSTEM FORM 
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APPENDIX G 
HISTORICAL LANGUAGE 

 
1. In the case that Middle School teachers are on a schedule which involves 

teaming, they will be provided, when possible, with a minimum of ninety (90) 
continuous minutes of preparation time per week.  One block of forty-five (45) 
minutes will be used for team preparation within the grade level team to discuss 
student progress, conduct student conferences, conduct parent/teacher 
conferences, and plan grade-level activities.  The second block of forty-five (45) 
minutes will be for personal preparation to plan lessons, grade papers, and other 
professional activities.  Elective teachers will be provided with a minimum of 
eighty-five (85) minutes of preparation time per day.  One block of thirty-five (35) 
minutes will be in the morning and will not involve hall duty of the teaching of a 
Contact Class.  The second block of fifty (50) minutes will be attached to the 
thirty (30) minute duty free lunch period for a total of eighty (80) minutes 
uninterrupted.   

 
2. The Board shall have the right to choose an alternate schedule for the Middle 

School, consistent with the 2004-05 Middle School Pilot Program.  In the event 
an alternate schedule is chosen, Article IV, A2 shall not apply. 
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APPENDIX H 
STAFF CREDENTIALING COMPLIANCE PLAN 

 
 Staff Credentialing Compliance Plan (1).docx
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