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MASTER AGREEMENT 

(2025-2028) 

 

This Agreement is entered into this 28th day of April, 2025, by and between the Marquette-Alger Regional 

Education Service Agency, Marquette, Michigan (the "Agency") and the Marquette-Alger Education 

Association, a chapter of the MEA/NEA (the "Association)". 

 

The Board and the Association recognize and declare their mutual aim to provide quality service as well 

as quality education for the learners of the Marquette-Alger Regional Education Service Agency and the 

areas that the Agency serves. 

 

It is their mutual belief that the quality of services provided by the Agency staff directly impact the learning 

outcomes for all learners. 

 

Educators are particularly qualified to assist in formulating policies and programs designed to improve 

educational standards. 

 

The parties have a statutory obligation, pursuant to the Michigan Public Employment Relations Act, as 

amended, to bargain as to hours, wages, terms and conditions of employment. 

 

The parties have reached certain understandings which they desire to confirm in this Agreement. 

 

This Agreement is in effect from July1, 2025 through June 30, 2028. 

 

THEREFORE, the "AGENCY" and the "ASSOCIATION" agree to the following: 

 

Article 1 – Recognition and Definitions 
 

A. The Agency recognizes the Association as the exclusive bargaining agent for all Teachers and 

Consultants who perform services on a regular basis for the Agency. This may include the following 

positions: 

 

● Classroom Teachers; 

● Special Education Teacher Consultants as defined by MDE;  

● Behavior Consultants with an MDE endorsement; 

● Education Consultants in the areas of Visual Impairments, Hearing Impairments, Autism, and 

Behavior 

● Mobility and Orientation Consultants with an MDE endorsement; 

● Licensed School Social Workers; 

● Licensed School Psychologists;  

● Licensed mental health service providers in the position of Mental Health Specialist; 

● Licensed Speech Language Pathologists;  

● Licensed Physical Therapists; 

● Licensed Occupational Therapists; 

● Licensed RNs, LPNs, and NPs as Health Resource Advocates; 

● Early Childhood Specialists who meet GSRP Requirements, 

● Assistive Technology Consultants; 

● Literacy Consultants with a valid Teaching Certificate; 

● Math Consultants with a valid Teaching Certificate; 

● Health Education and Wellness Consultants; 

● McKinney-Vento Consultants; 

● Nutrition Consultants; 

● Instructional Technology Integration Consultants; 
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● Technology Support Consultants 

 

The following positions are excluded from the bargaining unit represented by the Association: 

Superintendent, Deputy Superintendent, Chief Financial Officer, Assistant(s) to the Superintendent, 

Executive Director(s), Director(s), Staff Supervisor(s), Business Office Manager(s), Medicaid 

Compliance Coordinator(s), Special Education Compliance and State Reporting Coordinator(s), 

Grants Specialist(s), Payroll & Benefits Coordinator(s), Early Middle College Coordinator(s), 

Network/Systems Specialist(s), Accountant(s), Human Resources Generalist(s), Communication 

Specialist(s), Help Desk Specialist(s) other central administrative staff, therapy assistants, and new 

non-affiliated positions similar to those listed above. In addition, the following groups of employees 

are excluded from the bargaining unit represented by the association: individuals employed through 

the State Performance Plan & Implementation Grant, individuals employed through the Talent 

Together Consortium, employees represented by other bargaining units, temporary employees, and 

substitutes.  

 

• “Employee” or “Bargaining Unit Employee” refers to all members of the bargaining unit. 

• “Teacher” refers to any member of the bargaining unit who is covered under the Teachers’ 
Tenure Act. 

• “Consultant” refers to any bargaining unit employee who is not covered under the Teachers’ 
Tenure Act. 

•  “Probationary consultant” refers to any consultant with up to four (4) consecutive, full school 
years of employment with the Agency, regardless of their length of employment in another 
district. A probationary consultant may be terminated for a reason that is not arbitrary or 
capricious, and such termination is not subject to the grievance process. 

• “Senior consultant” refers to any consultant with more than four (4) consecutive, full school 
years of employment with the Agency. 

 

B. As used in this Agreement, the terms “Employer,” “Agency,” or “Board” refer to the Marquette-Alger 

Regional Education Service Agency, unless otherwise specifically stated. 

 

C. As used in this Agreement, the terms “teacher”, “consultant”, “employee”, or “member” refer to 

members of the described bargaining unit unless the context requires otherwise. 

 

D. “Year” or “school year” as used in this Agreement means July 1 through June 30 unless otherwise 
specifically stated. “Days” as used in this Agreement refer to calendar days unless otherwise 
specifically stated. 

 
Article 2 - Association and Employee Rights 
 

A.  Pursuant to the Michigan Public Employment Relations Act, employees of the Agency shall have the 
right freely to organize, join, and support the Association for the purpose of engaging in collective 
bargaining or negotiation and other concerted activities for mutual aid and protection, or to choose 
not to do so. The Parties will not directly or indirectly discourage or deprive or coerce any employee 
in the employment of any rights conferred by the Act or other laws of Michigan or the Constitutions of 
Michigan and the United States, such as rates of pay, wages, hours of employment, or other 
conditions of employment, by reason of membership or non-membership in the Association, 
participation or non-participation in any Association activities or collective professional negotiations 
with the Agency, or institution of any grievance, complaint or proceeding under this Agreement or 
otherwise as to any terms or conditions of employment. 

 
B.  Nothing contained in this Agreement shall be construed to deny or restrict to any employee rights 

they may have under the Michigan Revised School Code or other applicable laws and regulations. 
(The rights granted to employees in this Agreement shall be deemed to be in addition to those 
provided elsewhere.) 

 
C. Each employee shall have the right upon request to review the contents of their personnel file in 
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accordance with the Bullard-Plawecki Employee Right to Know Act, Board Policy and other 
applicable law. A representative of the Association may, at the employee’s request, accompany the 
employee in this review. 

 
D. An alleged violation of Michigan or federal laws (including Constitutions) is not subject to the 

grievance process. Instead, that alleged violation may be processed through judicial or 
administrative enforcement of the law(s) in question. 

 
E.  The Association and its representatives shall have the right to use the Agency Administration 

Building Conference Rooms for local Association matters when available during nonworking hours 
for meetings, provided that it does not interfere with prescheduled uses or student activities, and that 
when special custodial service is required, the Agency may make a reasonable charge for that use.  

 
F.  Duly-authorized representatives of the Association and their respective affiliates shall be permitted to 

transact official Association business in the Agency Administration Building at reasonable times, 
provided that this privilege does not interfere with or interrupt normal office operation, and provided 
any such transacting of business be mutually agreed upon in advance by the Superintendent and 
President of the Association. 

 
G. The Association shall have the right to use office facilities and equipment not otherwise in use and 

must conform to the Agency “Acceptable Use Policy.” The Association shall pay for the cost of all 
materials and supplies incidental to such use.  

 
H. The Association shall have the right to post notices of Association concern on its bulletin board in the 

Agency Administration Building Office. The Association may use the Marquette-Alger RESA internal 
mail service for communications to employees, but there is no expectation of privacy. No employee 
shall be prevented from wearing insignia pins on or off office premises.  

 
I. The Association leadership (i.e., president, vice-president, secretary, and treasurer) will be granted a 

combined total of five (5) days per contract year to be used for Association business, excluding 
collective bargaining agreement negotiation sessions. The Association will notify the Superintendent 
or designee, at least three (3) days before the use of the day(s), as to the individual who will 
represent the Association. The Association shall reimburse the Agency on a current basis those 
sums paid to the Office of Retirement Services for Association release time. 

 
J. The Association and the Agency recognize and acknowledge the importance of open communication 

in maintaining mutually supportive and constructive labor and employment relationships. 
  

Article 3 - Board's Rights Clause 
 

The Board, on its own behalf and on behalf of the electors of the Agency, retains and reserves unto itself 

without limitations, all powers, rights, authority, duties, and responsibilities conferred upon and vested in it, 

or permitted, by the laws and the Constitutions of the State of Michigan and of the United States, including 

but without limiting the generality of the foregoing, the right to: 
 
A. The executive management and administrative control of the Agency and its properties and facilities, 

to determine the location or relocation of its facilities and operations, including the establishment or 
relocation of buildings, offices, departments and other facilities and operations, to determine financial 
policies including all accounting procedures, to determine matters pertaining to public relations, to 
determine the size of the management organization, its functions, authority, amount of supervision 
and table of organization, and to determine the size of the work force; 

 
B. Hire all employees and, subject to the provisions of law, to determine their qualifications and the 

conditions for their continued employment, health and safety, discipline, dismissal or demotion, to 
promote and transfer employees, and to establish, amend, and enforce policies, procedures and 
work rules, including but not limited to rules concerning discipline and concerning possession or use 
of alcohol, drugs, or other controlled substances; 
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C. Determine goals and objectives for the Agency, as well as policies affecting educational, consulting, 
and other Agency programs and services, to determine the supplies and equipment for Agency 
operations and to determine the methods and processes of carrying on the work of the Agency, to 
establish, alter, and/or terminate programs and educational, consulting, and other services, and to 
decide upon the means and methods of instruction, consultation, and provision of other services, 
and the selection of textbooks and teaching, consulting, and other materials and aids; 

 
D. Determine schedules, hours of instruction, and performance of services, the duties, responsibilities, 

assignments and other activities of employees, and other terms and conditions of employment. 
 

The exercise of the foregoing powers, rights, authority, duties, and responsibilities by the Board, the 

adoption of policies, rules, regulations, and practices in furtherance thereof, and the use of judgment 

and discretion in connection therewith shall be limited only by the express terms of this Agreement and 

then only to the extent such specific and express terms conform with the Constitutions and laws of 

Michigan and the United States. Employees will be provided access to Board policies through the 

Agency’s website. This agreement does not in any way limit the Board from participating in or 

administering any cooperative educational or operational programs with any other governmental entity, 

including but not limited to any public school, public charter school, ISD, community college or college 

or University, provided such programs or actions do not violate the terms of this collective bargaining 

agreement. 

 
Article 4 - Continuity of Operations 
 

A. Both parties recognize the desirability of continuous and uninterrupted operations of the Agency and 

the avoidance of disputes that threaten to interfere with such operations. Since the parties have 

established a comprehensive grievance procedure under which unresolved disputes may be settled by 

an impartial third party, the parties have removed the basic cause of work interruptions during the 

period of this Agreement. The Association will not, directly or indirectly, engage in any strike and the 

Employer will not institute a lockout, as provided by the Public Employment Relations Act. 

 

Article 5 - Miscellaneous Provisions 
 

A. This Agreement shall constitute the full and complete commitments between both parties and may be 

altered, changed, added to, deleted from, or modified only through the voluntary, mutual consent of the 

parties in a written and signed amendment to this Agreement.  

  

B.  This Agreement supersedes and cancels all prior practices, whether oral or written, and expresses all 

obligations of and restrictions imposed upon the Board and the Association. This Agreement is the 

result of extensive negotiations in which both parties had the right and the opportunity to submit 

proposals and to negotiate their proposals with the other party. This Agreement sets forth the parties’ 

full and entire understanding as to the matters expressed herein. This Agreement may be modified, but 

only in writing, upon the mutual consent of the parties. All past practices and understandings between 

the parties not memorialized and incorporated in this Agreement are not enforceable. 

 

C.  If any provisions of this Agreement or any application of the Agreement to any employee or group of 

employees is found contrary to law, then such provisions or application shall not be deemed valid and 

subsisting except to the extent permitted by law, but all other provisions or applications shall continue 

in full force and effect.  

 

D. This Agreement shall be applied to all employees without unlawful discrimination.  

 

E.  Copies of this Agreement shall be posted on the Agency’s website and electronically forwarded to all 

new bargaining unit employees upon hire and the Association leadership (i.e., president, vice-

president, secretary, and treasurer). 

 

Article 6 - Negotiation Procedures 
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A. A reasonable time before expiration of this Agreement and not later than March 1st, upon request of 
either party, negotiations will be undertaken for a successor Agreement. 

  
B. Neither party in any negotiations shall have any control over the selection of the negotiating or 

bargaining representatives of the other party, and each party may select its representatives from 
within or outside the Agency service area. While no final agreement shall be executed without 
ratification by the Association and the Board, the parties mutually pledge that their representatives 
will be clothed with all necessary power and authority to make and consider proposals in the course 
of negotiations. 

  

Article 7 – Individual Contract of Employment 
 

A. Every bargaining unit employee is required each school year to sign an individual contract of 

employment and every such contract shall state: “This contract is subject to a collective bargaining 

agreement negotiated by the Board and the exclusive bargaining representatives of Education 

Association employees employed by the Board. The terms of the collective bargaining agreement are 

incorporated herein and by accepting this contract, you agree to be bound by all such terms.” 

 

B.  Any individual contract between the Agency and the individual employee shall be subject to and 

consistent with this Agreement and shall be expressly made subject to the terms of this or subsequent 

Agreements, as to mandatory subjects of bargaining. If an individual contract contains any language 

pertaining to mandatory subjects of bargaining that is inconsistent with this Agreement, this Agreement 

for its duration, shall control to the extent this agreement is lawful and to the extent of such conflict or 

inconsistency. 

 

C. To enable bargaining unit employees to make employment decisions in the best interest of their 

families, the Agency will communicate contract status for the upcoming contract year to bargaining unit 

employees by the end of the second full work week of May. While this notice of contract status will be 

based on information known to administration at the time, the parties acknowledge that circumstances 

may change before or during the upcoming contract year which may result in a change. Bargaining unit 

employees shall notify the Agency of their intent to accept or reject their contract as communicated by 

the end of the third full work week of May. 

 

D. Individual employment contracts will be offered at the following levels based on local district needs 

and/or funding availability: 183 Day Contract, 187 Day Contract, or 200 Day Contract. 

 

Article 8 - Professional Grievance Procedure 
 

A. Definition  
 

A claim or complaint by a bargaining unit employee or a group of bargaining unit employees or the 
Association that there has been a violation, misinterpretation, or misapplication of any provision of 
this Agreement may be processed as a grievance as hereinafter provided.  
 
For the purposes of this Agreement, “business day” is defined as any day on which the Agency 
administrative offices are open. 
 

B. Purpose 
 

 The primary purpose of this procedure is to secure, at the lowest level possible, equitable solutions 
to the problems of the parties. These proceedings shall be kept as confidential as may be 
appropriate at each level of the procedure. 
 

C. Grievance Procedure  
 
 Other than for matters subject to the procedures specified, where recourse is available through 

another remedial procedure or forum established by law or by regulation having the force of law, this 
Grievance Procedure is the sole means for settlement of disputes concerning application or 



9 

 

interpretation of this Agreement which are not resolved between the bargaining unit employee and 
the Administrator/Supervisor. Employees and the Association (“grievants”) are required to follow this 
procedure for any grievance which they wish to have addressed.   

 
 Any grievance must be presented as soon after the occurrence or nonoccurrence of the event upon 

which the grievance is based, or after the occurrence or nonoccurrence comes to the attention of the 
grievant, as is reasonably possible without interruption of work. The term "occurrence or non-
occurrence" is defined as the time at which such action is effectively taken by the Board or 
Administration notwithstanding that actual implementation of such action may take place at some 
future date.  

 
 To become the basis for a claim, the grievance must be presented at Step 1 using the Grievance 

Report Form found in Appendix D within twenty (20) business days after the grievant knew or should 
have known if they exercised reasonable diligence and attention of such occurrence or 
nonoccurrence. In no event shall the grievance be presented more than twenty (20) business days 
from the date of such occurrence or nonoccurrence.   
 

 An individual employee may present a grievance and have the grievance adjusted without the 
intervention of the Association or its representatives as long as the adjustment is not inconsistent 
with the terms of this Agreement. The Association, on behalf of the membership, may file a class 
action grievance. A class action grievance is appropriate only if it involves more than one (1) 
bargaining unit employee.  

 
This procedure shall not be construed to limit the right of any bargaining unit employee with a 
complaint to discuss the matter informally with any appropriate member of the administration or 
proceeding independently without recourse to the grievance procedure. Step 1 of the grievance 
procedure would be initiated if no resolution is reached between administration and the employee or 
Association regarding the occurrence or nonoccurrence. 
 
Grievances will be presented in the following steps:  

 
D.  STEP 1 – Immediate Supervisor 
 

1. Within twenty (20) business days of the alleged violation the employee must submit a Grievance 
Report Form to their immediate supervisor, having fully completed Step 1 items A, B, and C of 
the form. The written grievance shall contain the following: (1) the section or subsections of this 
Agreement alleged to have been violated; (2) a synopsis of the facts giving rise to the alleged 
violation; (3) the date(s) of the alleged violation; (4) the relief requested; and (5) signature of the 
grievant. No Grievance Report Form may contain more than one grievance. 
 

2. The immediate supervisor shall establish a meeting date with the employee and Association 
representative within four (4) business days of receiving the completed Grievance Report Form. 
 

3. The immediate supervisor shall complete Step 1.D of the Grievance Report Form (i.e.,  
Disposition by Supervisor) and provide a copy to the grievant within three (3) business days of 
the meeting. 
 

4. The grievant will complete Step 1.E of the Grievance Report Form (i.e., Position of Grievant and 
Association) and provide a copy to the immediate supervisor within three (3) business days of 
receipt of the Disposition by Supervisor. 
 

5. If the alleged violation is not resolved between grievant and the immediate supervisor in Step 1, 
the grievant may continue to Step 2 by providing his/her written response to the Superintendent 
within three (3) business days of receipt of the Disposition by Supervisor. 

 
E. STEP 2 - Superintendent  
 

 1.  The Superintendent must complete Step 2.A of the Grievance Report Form upon receipt and 
establish a meeting date with the grievant and Association representative within seven (7) 
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business days of receiving the appeal. 
  
 2. The Superintendent shall complete Step 2.B of the Grievance Report Form (i.e., Disposition 

by the Superintendent) and provide a copy of the Grievance Report Form to the grievant and 
the Association representative within seven (7) business days of the meeting.   

 
 3. Within five (5) business days of receipt of the written Disposition by the Superintendent, the 

grievant will complete Step 2.D of the Grievance Report Form (i.e., Position of Grievant 
and/or Association) and provide a copy to the Superintendent.  

 
 4. If the grievance is not resolved at Step 2, the Association within five (5) business days of 

receipt of the written Disposition by the Superintendent, may submit a written appeal to the 
Board for a hearing with a committee comprised of three (3) members of the Board.  

 
F.  STEP 3 – Board Committee  

 

1. An individual grievant shall not have the right to process a grievance at Step 3. 
 

2. Within fifteen (15) business days of receipt of the written request, the Board Committee shall 
meet with the Association representative. 
 

3. The Board Committee shall submit a written disposition per the Grievance Report Form 
(Step 3.B) to the Association representative within ten (10) business days of the meeting. 
 

4. If the Association is not satisfied with the disposition at Step 3, it may within ten (10) 
business days after the receipt of Disposition by the Board Committee refer the matter for 
mediation to the Michigan Employment Relations Commission and request the appointment 
of a mediator to hear the grievance.   

 
G. STEP 4 - Mediation 
 

1. Each party shall submit to the other party not less than three (3) business days before the 
mediation meeting, a prehearing statement alleging facts, grounds, and defenses which will 
be at issue. Neither party may raise a new defense or ground at the mediation session not 
previously raised or disclosed to the other party. 
 

2. The mediation will be conducted by a mutually agreed upon mediator. 
 

3. Either party may request that the grievance be moved out of the mediation stage and into 
arbitration if either party perceives that the mediation stage has become stalled or delayed. 
 

4. Neither party shall be bound by the mediator’s decision or recommendation; however, the 
parties’ intent is to encourage the fullest degree of friendly and cooperative relations 
between the employer and the employees. 

 
H. STEP 5 – Arbitration 
 

      1. If the Association is not satisfied with the outcome of the grievance at mediation, the 
grievance may be submitted to arbitration before an impartial arbitrator. If the parties cannot 
agree upon an arbitrator, the Association shall, within ten (10) business days following the 
conclusion of mediation at Step 4, file a written demand for arbitration in accordance with the 
rules of the American Arbitration Association and serve the demand upon the Agency within 
the same ten (10) business day interval. 
 

2. The Board and the Association shall not be permitted to assert in such arbitration 
proceeding any ground or to rely on any evidence not previously disclosed to the other 
party.  
 

3. All arbitration proceedings are subject to and will be conducted pursuant to the Uniform 
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Arbitration Act, MCL 691.1681 et seq.  
 

4. The arbitrator shall have no power to alter, add to, or subtract from the terms of this 
Agreement. The arbitrator shall have no power to rule on any of the following:  

 
 a. Termination of services or failure to reemploy any probationary employee.  

 
b.  Any claim or complaint for which there is another remedial procedure or forum 

established by law or by regulation having the force of law including any matter 
subject to the procedure specified in the Teachers’ Tenure Act.  

 
c. Placement, layoff/recall, evaluation or discipline of any teacher unless otherwise 

required by law, as detailed in Appendix E. 
 

5. Both parties are bound by the award of the arbitrator so long as it is within the scope of 
his/her authority as set forth above. Judgment may be entered in any court of competent 
jurisdiction. 

 
6. The fees and expenses of the arbitrator shall be borne by the unsuccessful party.  

 
7. All claims to back wages shall be limited to the amount of wages that the employee would 

otherwise have earned, less any compensation that he/she may have received from any 
source during the period of backpay. No decision in one grievance shall require a retroactive 
wage adjustment to any other employee. The arbitrator shall have no authority to order 
retroactive backpay beyond the grievance date and shall deduct from such backpay an 
amount equal to any compensation the grievant may have received from other sources 
during the applicable time period. 

 
8. The arbitrator shall have no authority to issue a decision on the merits of a prohibited or 

illegal bargaining subject. 
 

9. If the arbitrability of any grievance is disputed, the arbitrator shall have no jurisdiction to 
render a decision on the merits until they have first made a ruling on the arbitrability issue. 
By stipulation of the parties of the grievance, the arbitrator may concurrently hear both the 
jurisdictional issues and the merits of the dispute in the same proceeding. If the arbitrator 
determines that they are without jurisdiction to rule, the matter shall be dismissed without 
decision on the merits. 

 
10. Notwithstanding any other provision in the Agreement, the Employer shall have no obligation 

to arbitrate any grievance after the expiration of this Agreement. The Employer, however, 
shall arbitrate grievances arising during the term of this Agreement for which a timely 
grievance was filed before the Agreement’s expiration. 

  
I. Miscellaneous Conditions  
 

1. Any grievance not appealed to the next step of the grievance procedure as specified herein, 
shall be considered closed. 
 

2. If no disposition is made by the Employer during the time period specified, the grievance will 
move to the next step. 
 

3. While time limits are to be strictly construed, any time limits in this Grievance Procedure may 
be extended by mutual agreement of the parties confirmed in writing. 
 

4. A bargaining unit employee who must be involved in the grievance procedure during the 
workday shall be excused with pay for that purpose upon approval of the immediate 
supervisor.  

 
Article 9 – Fitness-for-Duty: Medical Certification and Medical Examination 
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A. Medical certification may be required by the Employer in its sole discretion. As used in this Agreement, 

medical certification means verification by a duly-licensed physician, or other medical personnel 

acceptable to the Employer, that they performed a medical examination of the employee (or family 

member) and that the employee has the medical ability to perform his/her essential job functions or that 

they found demonstrative symptoms substantiating the employee’s inability to perform the essential job 

functions of their assignment or otherwise substantiating the medical opinion given. The medical 

certification must include the physician's diagnosis for the employee and, for family members, must 

include the serious health condition, together with the medical facts supporting the certification (as 

defined and required by the Family and Medical Leave Act), and the need for the employee’s 

absence from work (assistance for basic medical or personal needs, safety, transportation, or 

psychological comfort).  Any requirement in this Agreement for medical certification includes medical 

recertification(s) in accordance with Section 825.308 of the Family and Medical Leave Act. Medical 

certification(s) will (unless otherwise specifically provided) be at the employee’s expense and will be 

retained in the employee’s confidential medical file. If the Employer requires additional medical 

certification(s), the additional medical certification(s) will be paid for by the Employer.  

 

B. Medical examination as used in this Agreement means physical and psychiatric/psychological 

examination to establish or reestablish the employee's ability, or inability, to perform the essential 

functions of their assignment.  

 

 1.    If the Employer reasonably believes that an employee is not physically or mentally able to 
perform their duties, the Employer may require the employee to undergo a Medical Examination 
in accordance with these provisions. A doctor’s verification of illness/injury may also be required 
of an employee who has missed more than four (4) days of work in a thirty (30) calendar day 
period due to illness/injury.  

 
2. If the Employer reasonably believes that an employee is misusing sick leave, a doctor’s 

verification of illness/injury may be required of the employee. 
 

3. The Employer shall indicate in writing the reason(s) for requiring an examination or verification, 
including the conduct of the employee that led the Employer to question whether or not the 
employee was physically and/or mentally able to perform their duties.  

 
4. The examination or verification will be conducted by the employee’s personal doctor, and will be 

paid for by the employee.  
 

5. The doctor shall provide the Employer with their conclusion regarding whether the employee is 
able to perform their essential job functions, as well as any finding of any medical or 
psychological condition which is related to the employee's ability to perform their duties. The 
Employer shall only be entitled to medical or psychological information directly related to the 
employee's ability to perform their essential job functions. 

  
6. If the Employer contests the findings and conclusion of the doctor, the Employer shall have the 

right to require the employee to be examined by a doctor selected by the Employer, at the 
Employer's expense. The employee shall provide consent for the release of the examination 
results of this doctor, to the extent specified in B(5) above.  

 
7. If there is conflict between the opinions of the two doctors, either the employee or the Employer 

has the right to require a third opinion. The third doctor shall be mutually selected by both 
parties, or if they are unable to agree, ask that the two medical examiners agree on a third 
qualified and disinterested medical examiner for the purpose of making a further Medical 
Examination of the employee for the same purposes and paid for by the Employer, and shall be 
from a different facility, corporation or practice than the first Employer-selected doctor or the 
employee’s doctor.  

 
8. The employee shall not lose pay or sick leave for work time lost during the medical examination.  
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9. The employee shall receive a complete copy of all doctor's reports or findings. To protect the 
employee's privacy rights, the employee shall determine whether to provide the Employer with 
copies of the doctor's reports and findings, except for the information that is required to be 
provided under subsections “5” and “6” above. 

  
10. If, as a result of these provisions, an employee is placed on involuntary leave or the Employer 

takes other actions which the employee disputes, the employee may utilize the grievance 
procedures contained in this Agreement. 

 
11. This provision is not intended to restrict any of the Employer's or employee’s legal rights, 

including rights pursuant to the Michigan Worker’s Disability Compensation Act.  

 

Article 10 - Sick and Personal Leave  
 

A.  At the beginning of each School Year, each employee who has signed a contract to work for the 
Agency for the Year (July 1 through June 30), shall be credited with a ten (10) day sick leave 
allowance to be used for absences caused by illness or physical disability of the employee or 
immediate family. Employees who are on paid sick leave, being paid in full for each day from their 
accumulated paid sick leave allowance, will continue to accrue paid sick leave; an employee who is 
on workers compensation leave, rather than paid sick leave, will not accrue additional paid sick 
leave while on such workers compensation leave. Immediate family is to be defined as follows: 
parent, step-parent, sibling, spouse, child, son-in-law, daughter-in-law, step-child, mother-in-law, 
father-in-law, brother-in-law, sister-in-law, grandparent, grandchild, or a member of the employee’s 
household. The unused portion of this allowance shall accumulate from year to year to a maximum 
of 180 days.  
 

B.  Employees will be allowed to use their paid sick leave in accordance with law – including the 
Michigan Earned Sick Time Act (“ESTA”). The parties acknowledge that the paid leave time as 
provided under this Article meets or exceeds the requirements for paid leave time under state and 
federal law. If ESTA is in effect, the first 72 hours of paid leave earned and taken each ESTA 
qualifying year may be used for any ESTA purpose and is subject to the conditions provided in 
ESTA. 

 
C. If an employee is separated from employment  before the end of the fiscal year (i.e., before June 30) 

and has exhausted their accumulated sick leave, a deduction from the employee’s final check will be 
made for any used sick leave days that were advanced during that fiscal year and that are in excess 
of the sick leave days that would have accumulated during that fiscal year based on an allocation of 
one (1) per month worked during the school year (i.e., September through June), up to and including 
the month of the employee’s separation. If the amount of remaining wages is insufficient to cover the 
cost of the advanced sick leave time, the employee will remit payment in full for any deficient 
amounts within thirty (30) calendar days of the last day worked. 

 
D. An additional day of sick leave allowance per employee shall be placed in a sick leave bank that will 

be jointly administered by the Agency and the Association with a maximum accumulation to 100 
days. Any employee who has exhausted their sick leave may request additional days through this 
Sick Leave Bank.  

 
E.  1. Employees may access a copy of the Agency’s current Family and Medical Leaves of Absence 

(“FMLA”) Policy on the Agency’s website. 
  
 2. For an eligible employee unable to work because of an FMLA qualifying serious health condition 

(or when the employee is needed for qualifying military leave or to care for a spouse, child, or 
parent due to such individual’s serious health condition), sick leave pursuant to this Agreement 
and FMLA Leave shall run concurrently.  

 
 3. FMLA leave is concurrent with other qualifying leaves, including, workers’ compensation leave. 

Employees continuing on FMLA leave following exhaustion of their accumulated sick leave 
allowance may continue their FMLA leave in accordance with the Agency’s FMLA Policy, 
including the requirement that the employee use earned personal leave during such FMLA 
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leave. Should the employee have any remaining accumulated sick leave upon exhaustion of 
FMLA leave, they may, so long as they continue to be eligible, continue to use such 
accumulated sick leave after exhaustion of their FMLA leave.  

 
4. Should the employee exhaust both their FMLA leave and their accumulated sick leave, unpaid 

leave due to sickness may be extended for up to an aggregate period of one (1) year from the 
beginning of the leave at the discretion of the Agency. Requests for unpaid leave must be 
submitted in writing to administration and approved by the Superintendent.  
 

5.  Appropriate Medical Certification will be required by the Agency in accordance with this 
Agreement, the Agency’s FMLA Policy and the law. FMLA leave must be taken in accordance 
with the Agency’s FMLA Policy. The FMLA leave year is based on a rolling backward year, 
except military caregiving which must be rolling forward by law. 

 
6.  For eligible employees, the Agency will continue payment of the Agency’s portion of health 

insurance premium contributions (including dental and vision, if the employee is otherwise 
eligible) during FMLA leave to the extent required by the Agency’s FMLA Policy and the law. 

 
7. FMLA leave may be taken intermittently for serious health conditions or qualifying military 

leaves. Unless approved by the Parties, FMLA leave may not by taken intermittently for the birth 
or adoption of a child. 
  

E.  Any bargaining unit employee who is absent because of an injury or disease compensable under the 
Michigan Worker’s Disability Compensation Act shall receive from the Agency the difference 
between the disability benefits provided by the Michigan Worker’s Disability Compensation Act and 
the employee’s regular salary to the extent of the employee’s sick leave accumulation. To the extent 
that the Agency makes payments to a bargaining unit employee for that portion of their salary not 
reimbursed under the Michigan Worker’s Disability Compensation Act, said partial payments shall be 
charged pro rata against the employee's accumulated sick leave days, until they are exhausted, to 
allow the accumulated sick leave to supplement worker’s compensation benefits. Once sick leave is 
exhausted, these supplemental payments from the Agency will cease. 

  
F.  An employee absent from work because they have contracted mumps, scarlet fever, measles 

impetigo, conjunctivitis, lice or bedbugs, scabies, ringworm, chickenpox, or MRSA due to exposure 
to students in the course of their employment will be paid their daily rate of pay, up to a maximum of 
thirty (30) contract days, without being charged against the employee’s sick leave. If employee 
continues to be absent from work due to such exposure beyond the above listed thirty (30) contract 
days, the employee’s sick leave will then be charged. If or when the total sick leave is used, the 
additional days shall be charged against the employee at their daily rate of pay. Such benefits will 
commence upon receipt of reasonably acceptable Medical Certification. Medical Recertification may 
be required. 

 
G. An employee ordered by the Agency or County Health official not to report to work because of 

epidemic related reasons shall receive their regular rate of pay with no loss of personal or sick leave 
accruals, up to a maximum of ten (10) contract days per year contract year (i.e., July 1 through June 
30). These days will be documented as “Paid Administrative Leave Days.” 

 
H. Three (3) days of leave per year may be granted to each employee for personal business with prior 

approval of the Superintendent. The unused portion of this allowance shall accumulate from year to 
year to a maximum of five (5) personal days. Employees may not use more than three personal days 
in a row. This includes combinations where personal days are taken before and after a weekend, 
resulting in an extended absence. Unused personal days above the maximum of five (5) will be 
rolled over into the employee's individual sick leave bank.  

  
I.  Part-time employees will receive pro-rated sick leave only. Part-time contracts provide enough 

flexibility to allow for other personal needs while still contributing the contracted number of days 
scheduled.  

 

Article 11 – Bereavement Leave 
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A.  An employee shall be allowed five (5) working days with pay as bereavement leave days for each 
death in the immediate family, regardless of when such death may occur. These days will not be 
deducted from sick leave for a death in the immediate family. Immediate family is to be defined as 
follows: parent, step-parent, sibling, spouse, child, son-in-law, daughter-in-law, step-child, mother-in-
law, father-in-law, brother-in-law, sister-in-law, grandparent, grandchild, or a member of the 
employee’s household.  

 
B. The Superintendent may grant additional bereavement leave in special cases. If additional days are 

granted, they will be deducted from the employee’s accumulated sick leave or will be unpaid if the 
employee has no remaining accumulated sick leave.  
 

 

Article 12 - Unpaid Leave of Absence 
 

A.  An employee may submit a request for a leave of absence without pay to the Superintendent. Such 
request shall be in writing and contain an explanation of the reasons for the desired leave. A leave 
shall not exceed one (1) year. The Superintendent may grant such request and reserves the right to 
adjust the termination date of any leave granted under this section to conform the same to the 
beginning of a new semester. The employee shall notify the Agency in writing before acceptance of 
outside employment, of the nature, terms, and conditions of such employment. Upon return from 
said leave, a consultant shall be reinstated to their former position or to a position of like nature, 
seniority, and salary schedule as that held before commencement of the leave. Reinstatement for 
consultants is subject to the staff reduction provisions of this Agreement. 

  
B.  A leave of absence may be granted of up to one (1) year to any employee who joins the Peace 

Corps, Job Corps, or engages in a cultural travel or work program related to their professional 
responsibilities or participates in exchange programs in other states, territories or countries, engages 
in study at an accredited college or university in a subject area reasonably related to their 
professional responsibilities, or is engaged in foreign or military teaching programs on a full-time 
basis, subject to renewal upon written request to the Superintendent.  

 
C.  Leaves for uniformed service will be granted under the conditions required by State and Federal 

Law.  
 
D.  All leaves of absence may be extended upon written request by the employee and approval by the 

Superintendent.  
 

E.    The employee may submit a written appeal to the board regarding the superintendent's decision on 
an unpaid leave request. 

 

Article 13 - Sabbatical Leave 
 

A. Employees who have been employed with the Agency for seven (7) years may be granted a 
sabbatical leave for up to one (1) school year, provided the written application is submitted by 
December 1st of the year preceding the requested leave, and that said request is accompanied by 
proof of a well-considered plan for spending the leave in a manner calculated to contribute to the 
professional effectiveness of the applicant and the best interests of the Agency. 
 

B. An employee on sabbatical leave shall be considered to be in the employ of the Agency for the 
purposes of salary schedule placement and seniority only and shall be paid one-half (1/2) their 
annual salary. An employee will retain, but not accrue, seniority while on sabbatical leave. The 
Board shall not be liable for death or injuries sustained by the employee while on sabbatical leave. 

 
C.  An employee may elect to purchase, at employee’s own expense, continuing medical, dental, and/or 

vision benefits as permitted by the rules of the insurance carrier.  
 
D. A consultant, upon return from a sabbatical leave, shall be returned to their former position or to a 

position of like nature and status (unless the consultant is subject to layoff under the provisions of 
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this Agreement), and shall be placed at the same position on the salary schedule as the employee 
would have been had the employee worked for the Agency during such a period. 

 
E. A maximum of one (1) employee per year (full time equivalent) based on seniority will be granted 

sabbatical leave. 
 
F.  An employee shall not accept outside employment during a sabbatical leave without prior written 

approval from the Agency. 
 
G. An employee, upon completion of a sabbatical leave, shall return to the Agency for a period of at 

least one (1) school year. 
 
H. An employee not returning to the Agency for reasons other than health upon completion of 

sabbatical leave, shall reimburse the Agency for all monies received from the Agency during this 
leave. 

 

Article 14 – Community Engagement Leave 

 
A. Purpose: The purpose of this article is to promote community involvement and support for volunteer 

efforts among the employees. The Employer recognizes the value of community service and the 
positive impact it has on local welfare and employee satisfaction. Therefore, to the extent permitted 
by law, the Employer intends to provide leave to employees for the support and benefit of the 
community. 
 

B. Volunteer Leave Entitlement: All employees covered under this Agreement shall be entitled to one 
(1) day of paid leave per calendar year to participate in community volunteer activities. This leave is 
hereinafter referred to as "Community Engagement Leave." Community Engagement Leave is 
subject to prior approval by the employee’s supervisor and may only be used at a time mutually 
agreed upon by the employee and his or her supervisor.  
 

C. Eligible Activities: Community Engagement Leave may be used for participation in volunteer 
activities that support Agency-approved non-profit organizations, community service groups, public 
school systems, or environmental conservation efforts. Activities must be verifiable and conducted 
through recognized organizations. The Employer reserves the right to publish a list of approved 
organizations for which employees may volunteer to use their Community Engagement Leave. The 
Employer reserves the right to not approve an employee’s request for Community Engagement 
Leave. 
 

D. Scheduling Leave:  
 
1. Employees wishing to use their Community Engagement Leave must request such leave at 

least two (2) weeks in advance, subject to operational requirements.  
 

2. The Employer may deny an employee’s request for leave if the proposed leave interferes with 
the Employer’s educational and operational activities. Community Engagement Leave may not 
be used on the first or last day of school, immediately before or after a holiday, or immediately 
before or after a designated school break, or on other days identified by the Employer. 

 
3. Employees must volunteer during the Employee’s regular work hours to be credited a 

Community Engagement Leave day.  
 

The Employer reserves the right to not compensate an Employee if he or she fails to meet the 
minimum hour requirement for the Community Engagement Leave day. 
 

E. Documentation: Employees may be required to provide documentation verifying their participation in 
a volunteer activity. If documentation is requested, it must be provided to the Employer within one (1) 
week of the volunteer activity's completion. 
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F. No Carryover: Community Engagement Leave is not cumulative and must be used within the 
calendar year it is granted. Unused leave shall not carry over to the subsequent year and will not be 
compensated if unused. 
 

G. Reporting: The Employer may require a brief report or summary of the volunteer experience, which 
may be used to evaluate the benefits of such leave on employee morale and community 
engagement. 
 

 
 
 
H. Financial Contingency Clause: 

 
1. Review of Policy: The Employer shall annually review the financial implications of maintaining 

the Community Engagement Leave. This review will occur during the annual budget process 
and will consider the current fiscal health of the organization, projected costs of sustaining the 
leave, and any significant changes in financial circumstances. 
 

2. Modification or Suspension: Should the Employer determine that the fiscal responsibilities or 
economic conditions warrant a modification or temporary suspension of the Community 
Engagement Leave, the Employer may take such action, in consultation with the Association, 
regarding those modifications or temporary suspension.  
 

3. Notification: In the event of a modification or suspension of the leave, all affected employees 
will be notified in advance of such changes taking effect. 

Article 15 - Terminal Leave, Service Bonus, and Separation from Employment 
 
A.  Upon retirement from the Agency and upon simultaneously becoming eligible for benefits from the 

Michigan Public School Employees Retirement System, the Agency shall pay a terminal leave pay 
equivalent to one-third (1/3) of the daily rate of the individual's salary for each day of accumulated 
sick leave not to exceed $6,000. An employee is entitled to this benefit provided they have been 
employed with the Agency for a minimum of ten (10) total years within this bargaining unit. In case of 
death, this benefit shall be paid in a lump sum to the survivor designated in writing by the bargaining 
unit member, in accordance with the Payment of Wages Act.  

 
B.  Upon retirement from the Agency and upon simultaneously becoming eligible for benefits from the 

Michigan Public School Employees Retirement System, the Agency shall pay a service bonus based 
on years of employment, not necessarily consecutive, with the Agency. Payments will be made to 
qualifying employees as follows:  

 

   Service With Agency Service Bonus 

 

        Level I   At least 20 years           $9,500 

             Level II   At least 10 years      $6,000 

 
 

Service bonus benefits shall terminate upon the death of the retiree as they are not intended as a 
benefit for survivors.  
 

C.  An employee shall have their service bonus benefits reduced by any amount they receive from 
Worker’s Compensation, Unemployment Compensation, Long Term Disability, or any other income 
continuation funded directly or indirectly by the Agency. 

 
D.  An employee may continue medical, dental, and/or vision benefits as provided by the rules and 

regulations of the insurance carrier and to the extent allowed under COBRA. 
 
E.  The employee will not receive terminal leave pay or the service bonus payment until the employee 

has presented to the Agency proof of retirement from the Michigan Public School Employees 
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Retirement System within three (3) months after the employee has retired from the Agency.  
 
F.  If this plan or parts of it are found to be unlawful for any reason, then this plan will be null and void to 

the extent that it is unlawful, and all benefits held to be unlawful will cease.  
 
G.  Bargaining unit employees are required to give at least thirty (30) calendar days' written notice of 

resignation. Failure to give notice shall result in loss of accrued annual leave. Bargaining unit 
employees who violate this section will be required to pay a liquidated damages fee of $1,000 to the 
Agency. Any amount owed by the employee will first be deducted from any remaining wages or 
severance payments owed by the Agency to the employee. The Agency will invoice the employee 
for any remaining amount owed. Former bargaining unit employees who violate this section agree to 
remit the liquidated damages fee of $1,000 upon receipt of an invoice from the Agency. This 
requirement may be waived with approval from the Superintendent. 
 

H. Upon separation from employment with the Agency, employee will return all Agency property and 
make a good faith effort to complete all required tasks before their final paycheck is remitted to the 
employee. Agency property includes the following: Agency-owned technology and cell phones, as 
well as any associated cases, accessories, and charging cords owned by the Agency; ID badge(s), 
key cards, and office/desk keys; Agency credit, debit and purchasing cards; and all books, materials, 
and office supplies purchased with Agency or grant funds. The value of Agency property that has 
been lost or damaged by employee before separation may be deducted from employee’s final 
paycheck. The Agency will invoice the employee for any remaining amount owed. 
 

 

Article 16 – Special Pay Plan 
 
A. All special pay plans including but not limited to accumulated sick leave and early notification of 

retirement incentive will be covered by the 403b/457 Special Pay Plan. 
 

B. The plan is required (involuntary) for all eligible participants, which include all Agency employees 
terminating employment with the Agency whether or not they are retiring. 

 
Article 17 – Working Conditions 
 

A.  At the beginning of each School Year, each employee who has signed a contract to work for the 
Agency for the upcoming contract year will be considered an active employee for that contract year.  

 
B.  General: 
  

1. Professional responsibilities of the employee demand attendance at professional conferences 
from time to time. Employees will be reimbursed for expenses (travel, meals, lodging, and 
registration fee) to attend conferences as mutually agreed upon and pre-approved by the 
Superintendent or designee. 
 

2.  When in the best interests of the Agency, the Employer will consider job-sharing of a position. It 
is the responsibility of the Association to present the job-sharing proposal to the Superintendent 
by April 15th for the following School Year. Requests that do not comply with this deadline may 
be considered at the option of the Superintendent. The final determination for allowing job 
sharing rests solely at the discretion of the Superintendent. 

 
3.  A bargaining unit employee’s workday will be arranged/approved by their supervisor on an 

individual basis to better service the constituent districts and Agency educational programs. An 
employee’s typical workday is seven (7) hours and thirty (30) minutes, including a thirty (30) 
minute paid lunch period. Bargaining unit employees are salaried employees which may require 
work beyond standard hours when necessary. The supervisor and employee shall work together 
to maintain a balanced schedule. The workday typically commences when the bargaining unit 
employee arrives at their first work site, which must generally be aligned with the operating 
hours of the work site.  
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4. Due to the diverse needs related to Agency and local school district programs, at the employee’s 
request the length of the instructional and workday may be modified according to need with 
approval from the employee’s supervisor. 

 
5. Instructional planning time during the workday of 45 minutes for classroom teachers, as 

conditions allow, will be mutually agreed upon and scheduled on a quarterly basis by the teacher 
and their supervisor.   
 

C. Inclement Weather Procedure  
 

1. In the event the Agency office or work site is closed, affected bargaining unit consultants with a 
legitimate reason to work that day due to impending deadlines or scheduled conferences must 
request authorization from their supervisor before 8:00 a.m. Prior authorization from the 
supervisor is required. If the supervisor is not available, authorization must be obtained from the 
Superintendent before coming to the work site. Calendars are to be adjusted accordingly. 
 

2. Teachers are to follow the school calendar for the district in which they are physically located.  
 
3. School Closings  

 
In the event of severe weather, the Superintendent shall consider closing the Marquette-Alger 
Regional Education Service Agency administration building. If employees are assigned to 
building(s) that are closed, they are not required to report. Employees assigned to building(s) 
that are open are expected to report. 
 
Scheduled days and hours of student instruction which are not held due to conditions not within 
the control of school authorities, such as inclement weather, utility power unavailability, water or 
sewer failure, fire, epidemics, mechanical breakdowns, or health conditions (as defined by city, 
county, or state health authorities) will be rescheduled as necessary to ensure instruction as 
prescribed by Michigan law. Employees shall be excused from reporting for school on those 
days and hours which are canceled due to the above conditions.  
 
Employees will receive their regular pay for days and hours that are canceled but shall work on 
the rescheduled days and hours of student instruction with no additional compensation.  

 

Article 18 – Placement for Consultants 
 
A.  The Agency recognizes that it is desirable in making assignments to consider the interests and 

aspirations of its consultants. Requests by a consultant for transfer to a different position or 
classification shall be made in writing to the Superintendent. The application shall set forth the 
reasons for transfer, the position sought, and the applicant’s qualifications. Such requests shall be 
renewed once each year to assure active consideration by the Agency. 

 
B. When vacancies in consultant positions occur during the school year, it may be difficult to fill them 

from within the Agency without undue disruption of the existing instructional program. If the 
Superintendent in their judgment so determines, such a vacancy may be filled on a temporary basis 
until the end of the school year (June 30), at which time reassignment will be reviewed by the 
Superintendent with the applicant(s) and final disposition made prior to June 15. Temporary 
positions are not considered bargaining unit positions. 

 
C. The Agency declares its support of the practice of filling consultant vacancies from within its own 

staff when it best meets the needs of students and the Agency. Whenever a vacancy in a consultant 
position arises or is anticipated, the Superintendent shall post notice of such vacancy internally for a 
period of two (2) business days, and may follow that with a posting for seven (7) calendar days for 
both internal and external candidates. 

 
D. Vacancies in consultant positions shall be filled on the basis of the experience, competency, 

certification/approval, and qualifications of the applicant, and other relevant factors that assist in the 
identification of the best candidate. 
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E. A person hired to fill a temporary vacancy (e.g., to provide coverage during a leave of absence) will 

be placed on the bargaining unit salary schedule if the Board approves an administrative 
recommendation for the person to fill the vacancy on a permanent basis. Placement on the salary 
schedule begins on the effective date approved by the Board. 

 
F. This Article and the placement of employees refers to consultants only. 

 
Article 19 – Signing Bonus for New Hires 
 
The Agency, at its sole discretion, and upon notifying the Association President, may offer a signing 
bonus, not to exceed $10,000, as a hiring incentive for difficult to fill positions as determined by the 
Agency. 

 
Article 20 – Employee Evaluation for Consultants 
 
Evaluation is a continuous process which will occur throughout the year. Formal observation by the 
Administration of the work performance of a consultant will be conducted openly and with full knowledge 
of the consultant. The performance of all consultants will be evaluated in writing. The formal evaluation 
procedure will not normally be used during the first thirty (30) calendar days of a School Year, or during 
the first thirty (30) calendar days of employment, and will normally be completed by June 1 of each year. 
Senior consultants (as defined in Article 1A) should be evaluated at least once every three (3) years. 
Probationary consultants (as defined in Article 1A) should be evaluated regularly and provided with at 
least an annual year-end performance evaluation.  
 
A. Formal Evaluation Procedure 
 

Performance evaluations must be based upon a minimum of two (2) observations. If the consultant 
receives a less than satisfactory performance evaluation, the consultant must be provided with an 
Individualized Development Plan (IDP) and be evaluated at least annually until IDP goals are 
achieved. 

 

B.  Observation of a consultant’s work performance is an ongoing process which may include both 
formal and informal observations and other information relevant to the consultant’s essential job 
functions.  

.  
C. Each consultant shall sign all of their evaluations, it being expressly understood that the employee’s 

signature only acknowledges receipt of the evaluation and does not necessarily mean agreement 
with the content. 
 

D. A consultant who disagrees with an evaluation or recommendation may submit a written response 
which will be included with the evaluation or recommendation in the consultant’s personnel file. 

 
E. Changes to the consultant evaluation instrument(s) and criteria are at the sole discretion of the 

Administration. Administration will share with Association officers the updated consultant evaluation 
instrument(s) when changes are made.  

 

Article 21 – Layoff and Recall Procedure for Consultants 
 
Layoff Procedure  
 
To promote an orderly reduction in personnel when an educational program, curriculum, or staff are 
reduced or eliminated, the following procedure will be used:  
 
A.  Probationary consultants shall be laid off first. A probationary consultant shall not be laid off unless 

there is a senior consultant who is certified, qualified, and available to perform the duties of the 
position the probationary consultant is vacating, or unless the position that the probationary 
consultant is vacating is eliminated.  
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B. If the reduction of consultants is still necessary, then senior consultants in the specific positions 

being reduced or eliminated shall be laid off on the basis of seniority, certification, and qualifications 
except as hereinafter provided. So long as certification and qualifications are relatively equal, and 
both individuals meet the requirements of the original posting, layoffs made pursuant to this section 
shall be made in inverse order of seniority, i.e., those with the least seniority as defined in the 
Seniority Article are to be laid off first. 

 
C. A consultant who is laid off pursuant to this Article has the right to be placed in a position occupied 

by the least senior consultant for which the laid off consultant is certified and qualified to displace, 
provided that the consultant who has been laid off has greater seniority than that individual.   

 
 In considering relative qualifications, the Administration will review the consultant’s ability to perform 

the duties of the position in accordance with the requirements of the posting for the position, and all 
standards established by federal or Michigan law pertinent to the occupation of their assignment.  

 
Recall Procedure  
 
A.  A senior consultant shall be eligible for recall from layoff for a period of one (1) calendar year from 

the effective date of layoff. Recall status of a laid-off probationary consultant shall be for a period of 
six (6) months from the effective date of layoff.  

 
B. Recall of a consultant shall be in the inverse order of layoff, i.e., those laid off last will be recalled 

first provided the consultant is certified and qualified for the vacant position and meets the 
requirements of the original posting. Vacancies will not be posted if there is a laid off bargaining unit 
employee who is certified and qualified to fill that assignment and is available for recall.  

 
C. The Agency shall give written notice of recall from layoff by sending an email to the consultant’s last 

known email address and a certified letter to the consultant’s last known mailing address. It shall be 
the responsibility of each consultant to notify the Agency of any change in email address or mailing 
address. The consultant’s email and mailing addresses as they appear in the Agency’s records shall 
be conclusive when used in connection with layoff, recall, or other notice to the employee. If the 
consultant fails to respond within fourteen (14) calendar days from the date of emailing/mailing of the 
Agency’s written notice of recall or within fourteen (14) calendar days after the Agency’s notice of 
recall has been returned as being undeliverable, and unless an extension is granted in writing by the 
Agency, such consultant shall be considered a voluntary quit and shall terminate their individual 
employment contract and any other employment relationships the employee may have had with the 
Agency.  

 
 Upon recall to a position, bargaining unit employees shall be entitled to all accumulated sick leave 

benefits and seniority earned before that layoff. 
 
 A laid-off consultant shall upon written application be granted priority status on the Agency’s 

substitute list. Substitute work performed by a laid-off consultant is paid at the substitute rate as 
determined by Agency procedure; the terms of this Agreement do not apply to their position as a 
substitute. 

  
 No probationary employee will be recalled to an assignment in preference to a senior employee, 

where both are certified and qualified for the assignment, except when required by the Teachers’ 
Tenure Act.  

 
Bargaining unit employees recalled to work for which they are qualified are obligated, in absence of 
a written agreement by the Employer, to take such work provided: 1) a laid-off full-time employee is 
offered full-time work, or 2) a laid off part-time employee is offered part-time work. Any bargaining 
unit employee who declines recall to such work will forfeit any right to recall, including all seniority 
rights and any rights to benefits pursuant to this Agreement. 

 
 A bargaining unit employee may continue their health insurance as established by guidelines and 

procedures of the insurance carrier and to the extent provided under COBRA.  
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Article 22 – Seniority  
 
A.  By September 30 of each year, the Employer shall prepare a seniority list. (Bargaining unit 

employees shall have 30 calendar days to dispute the accuracy/content of the seniority list.) 
Seniority is defined as length of unbroken service within the bargaining unit and shall be computed 
from the bargaining unit employee’s first day of work based on the employee’s most recent date of 
hire with the Agency.  

 
 Length of service with the Agency shall be defined as a minimum period of one hundred eighty one 

(181) days during the twelve (12) month period beginning July 1 and ending June 30 for the 2024-
2025 contract year. Length of service with the Agency starting July 1, 2025 shall be defined as a 
minimum period of one hundred eighty three (183) days during the twelve (12) month period 
beginning July 1 and ending June 30. In determining length of service with the Agency, employees 
working less than the number of days referenced above will be pro-rated based on the amount of 
time worked during that year. 

 
 If employment is less than full-time, seniority shall accrue on a pro-rata basis. Retired/rehired part-

time employees shall not accrue seniority.  
 
 Employees on administrative leave or a leave of absence, other than uniformed service, as defined 

in other articles of this Agreement, shall retain but not accrue seniority. 
 
B.  All bargaining unit employees shall be ranked on the list in the order of their first day of work, as 

above defined. In the circumstance of more than one individual having the same first day of work, all 
individuals so affected will participate in a drawing to determine placement on the seniority list. The 
Association and bargaining unit employees so affected will be notified in writing of the date, place, 
and time of the drawing. The drawing shall be conducted openly and at a time and place that will 
reasonably allow affected bargaining unit employees and Association representatives to be in 
attendance.  

 
C. When a bargaining unit employee is placed in an administrative position, seniority which the 

employee possessed while in the bargaining unit will be retained. Bargaining unit seniority does not 
accrue while in an administrative position. 

 
D.  All seniority is lost when employment is severed by resignation, retirement, and discharge (unless 

reversed in the grievance or tenure proceedings). In case of layoff, bargaining unit employees so 
affected shall not accrue seniority during the period of layoff but shall retain all seniority accumulated 
as of the effective date of layoff.  

 
Article 23 – Employee Protection  
 
A.  A bargaining unit employee may use reasonable physical force upon a student consistent with board 

policy and as necessary to maintain order and control in a school or school-related setting for the 
purpose of providing an environment conducive to safety and learning and only for the limited 
purposes identified in Revised School Code section 1312. 

 
B. The Agency will encourage school authorities to endeavor to achieve improvement of student 

behavior through appropriate interventions and support. 
 
C. Any case of assault by a student shall be promptly reported to the Agency or its designated 

representative and to the local school district administrator. The Agency may advise the employee of 
their rights and obligations as to the assault and will render reasonable assistance to the employee. 

 
D. If any employee is sued for acts or conduct arising out of the course of employment and within the 

scope of the employee’s authority and the employee has acted consistent with Agency and school 
district policy, legal defense will be provided to the extent specified in the Agency’s insurance 
policies. The Agency will render necessary and reasonable assistance in the disposition of that 
claim.  
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E. The Agency may reimburse an employee for any loss, damage, or destruction of clothing or personal 

property of the employee arising out of their employment and not due to any fault, negligence, or 
carelessness of the employee. Any claim pertaining to this part of the Agreement shall be submitted 
to the Superintendent. If no agreement is reached, the Association President and the Superintendent 
shall review the claim. If the claim is not resolved, a third party mutually agreed upon, shall render a 
binding decision within the limits of the Agency’s insurance policies.  

 
F. If any question of breach of a bargaining unit employee’s professional ethics is being investigated, 

the Association shall be notified.  

 
G. Each member of the Agency’s Early On team who provides home visits to families on a frequent, 

regular basis will be issued an Agency work cell phone. Other bargaining unit employees may also be 

issued an Agency work cell phone upon approval by Administration. These cell phones are exclusively 

for the purposes of work-related communications and tasks, and there is no expectation of privacy. 

 In general, Agency work cell phones should not be used when they could pose a security or safety risk, 

or when they distract from work tasks. Cell phones are not to be used: 

• while driving or operating equipment, 

• for streaming or gaming, or 

• for personal tasks. 

 

 Improper use of Agency work cell phones may result in disciplinary action. Cell phone usage for illegal 

or dangerous activity, for purposes of harassment, or in ways that violate confidentiality policies and 

laws may result in loss of cell phone privileges. 

 

 The Agency’s network and internet acceptable use policies apply to these cell phones. 

 
Article 24 – Professional Improvement  
 
A.  The salary schedule is designed to provide additional compensation to employees who engage in a 

program of professional improvement. Before taking graduate hours which are intended for 
advancement on the salary schedule, the employee and the superintendent or their designee will 
meet to discuss the employee’s professional growth, including their advanced degree intentions and 
coursework contemplated. Only hours related to the employee’s assigned responsibilities approved 
in advance and earned after completion of the indicated degree from an accredited college or 
university, will normally be counted toward advancement horizontally on the salary schedule. To be 
credited the employee must have completed the course satisfactorily (grade “B” or better or “Pass”). 
An employee who has earned sufficient qualifying credits to change their position on the salary 
schedule must present a transcript documenting the change by August 25th for the change to be 
effective at any time during that School Year. (Exceptions may be made provided the employee can 
establish they made a diligent effort to obtain either a transcript of their credits or a Registrar Letter 
of Completion and has notified the Superintendent by August 25th.) 

 
B. An employee who requests permission to present at a state or national conference as a 

representative of the Agency shall first secure written permission from the Superintendent. 
Invitations for presentation at an international conference must have prior Agency approval. The 
employee shall identify cost to the Agency and any remuneration they may receive for presenting 
shall be disclosed at the time of request. Before submission of the written request, the employee 
shall receive approval from the supervisor. The Agency may grant all or a portion of the 
expenses/days requested.  

 
Article 25 – Professional Behavior - Consultants 
 
A. The Association recognizes that abuse of sick leave or other leaves, tardiness or absence, 

deficiencies in professional performance, and other actions that may subject a consultant to 
discipline, reflect adversely upon the Agency’s mission and can create undesirable conditions. 
Disciplinary actions and alleged violations of the Agency Staff Ethics Policy will be promptly reported 
to the offending consultant. In disciplining consultants, the principles of progressive discipline will be 
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followed, the degree of discipline dependent upon the severity of the offense, with discipline for 
minor offenses commencing with verbal and written reprimand(s) prior to suspension or discharge. 

 
B. No senior consultant will be dismissed without just cause. Probationary consultants will not be 

dismissed for an arbitrary or capricious reason. 

 

Article 26 – Code of Ethics  
 
Staff will abide by the Agency Staff Ethics Policy.  

 
Article 27 – Salary  
 
A.  The minimum days / minimum hours for classroom teachers comply with the current Revised School 

Code and State School Aid Act. If the Michigan Department of Education changes the number of 
days/hours for teacher instruction, the Agency will adjust individual teacher contracts. 

  
 The minimum days / minimum hours for other bargaining unit members will also be in accordance 

with the current Revised School Code and State School Aid Act.  
 
B. All employees shall be paid pursuant to the attached salary schedules in this article. All scheduled 

pay increases shall be effective for all employees on July 1 of each year of this Agreement. This 
provision shall not be construed to permit retroactive pay increases for a successor Agreement not 
ratified by both parties by July 1. 

 
C. Salaries shall be paid bi-weekly, though occasional adjustments may be required. 
 
E. On the following schedules, a “step” is determined by a full Year worked with the Agency as of the 

date indicated. An employee who works at least the equivalent of 0.75 FTE on a 183 Day Contract 
will progress to the next step on July 1. For an employee who works less than the equivalent of 0.75 
FTE on a 183 Day Contract, their work year credit will be calculated to the nearest tenth (1/10th) of a 
year, and they will progress to the next step after the year in which they achieve the equivalent of 
one (1) full year. Steps will be granted during each contract year once the contract is approved by 
the Parties, provided that administration demonstrates a good faith attempt to begin bargaining at 
least five (5) months prior to the end of the existing contract. 

 
 A new employee with no related experience will be placed on step 1 of the schedule. A new 

employee with related experience will be placed on a step according to their verifiable, related work 
experience. Step placement for new hires will be capped at step 10. Step placement may exceed 
step 10 for new hires in difficult to fill positions as determined by the Agency. The Superintendent will 
make the final determination, based on their sole discretion, as to step placement for new 
employees.  
 

 Part-time employees not contributing to MPSERS due to retirement will be placed on Step 13 of the 
appropriate educational credit column in the applicable year’s salary schedule. Retired/rehired 
employees do not advance into the longevity steps on the salary schedule.  

 
F.  1.  The Employer will directly deposit the employee’s wages in a bank, credit union, or savings & 

loan association acceptable to the Employer. Each employee will provide to the Agency written 
consent for direct deposit, as well as the required information about their designated financial 
institution and account. 

 
2. Except for deductions required or expressly permitted by law or by this Agreement, the Employer 

will not deduct from the wages of an employee any amount without the employee’s full, free, and 
written consent. Employees may, through written authorization for payroll deduction, authorize 
deductions from their wages, with remittance to plans or programs acceptable to the Employer 
and Michigan Retirement Investment Corporation (MRIC). Such deductions will be made as 
provided in the written authorization delivered to the Agency business office. Bargaining unit 
employees will not normally be permitted to make more than a total of two (2) deduction 
changes per year.   
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3. In the event of a verified overpayment of wages or benefits under the terms of this agreement, 

the bargaining unit member will make prompt repayment to the district. In the event the 
bargaining unit member fails to make the repayment, the district may payroll deduct the 
overpayment as a condition of this contract pursuant to the authority set forth in MCL 408.477. 

 
G. An employee may “cash in” unused sick and/or personal leave at their daily rate not to exceed $400 

per day or their deductible amount per year. This “cash in” must be contributed to the Agency 
provided health savings account for each employee electing health insurance and will be offered at 
the beginning of each calendar year. For the first full year of hire and beyond, sick and/or personal 
days may be cashed in by an employee provided their remaining paid time off days (i.e., sick or 
personal) are equivalent to a minimum of one-half (1/2) of a year’s allocation of sick days (i.e., five 
(5) days). Employees should make an effort to accumulate sick days for medical appointments, and 
unforeseen illness/medical issues. 
 

H. The Agency will remit a one-time off-schedule payment of $1,000 to each full-time bargaining unit 
employee who is actively employed by the Agency in July 2025. The off-schedule payment will be 
made to each eligible employee no later than July 31, 2025. Part-time bargaining unit employees will 
receive a pro-rata share of the one-time off-schedule payment amount. 
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Marquette-Alger RESA Education Association 
2025-2026 Salary Schedule 
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Marquette-Alger RESA Education Association 
2026-2027 Salary Schedule 
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Marquette-Alger RESA Education Association 
2027-2028 Salary Schedule 
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Article 28 - Optional Payroll Deductions 
 

Upon appropriate written authorization from the bargaining unit employee, the Employer shall deduct from 
the wages of that employee and make appropriate remittance for tax-deferred compensation plans, 
financial institutions, charitable donations, or any other plans or programs, to the extent acceptable to the 
Employer (confirmed in writing). The Employer will make available tax-deferred compensation plans, 
acceptable to the Employer and Michigan Retirement Investment Corporation (MIRC), to all employees 
desiring to participate on a voluntary basis. Bargaining unit employees will not normally be permitted to 
make more than a total of two (2) deduction changes per school year.   
 

Article 29 – Performance-Based Compensation  
 

The Agency may adopt performance-based compensation procedures and communicate the details of 
those policies no later than October 1 of each year. Such procedures shall not, in any way, alter this 
Agreement. 

 
Article 30 – Credentialing or Licensure Cost Reimbursement  

 
An employee may submit for reimbursement of up to $200 per contract year (i.e., July 1 through June 30) 
for credentialing or licensing costs required to maintain qualifications for the position they are assigned. 

 
Article 31 – Incentive for Early Notice of Intent to Retire  

 
A. An incentive for early notice of intent to retire will be paid to bargaining unit employees according to 

the following schedule: 

 
1. A $1,500 incentive when notice is provided by 4 p.m. on October 31 for an effective retirement 

date of June 30 of the subsequent calendar year. Payment to employee, less normal 
withholdings, will be made by the second payroll in December. 

 
2. A $500 incentive when notice is provided by 4 p.m. on January 31 for an effective retirement 

date of June 30 of that same year. Payment to employee, less normal withholdings, will be 
made by the second payroll in March. 

 
B. Employees who have a Health Savings Account (HSA) through the Agency may elect to have the 

incentive payment made to their HSA, provided that the payment will not place the total contributions 
to the employee’s HSA over the IRS annual HSA contribution limit. 
 

C. To be eligible for one of the above incentives, the bargaining unit employee must timely submit to 
the Superintendent the completed and signed irrevocable notice of retirement declaration and 
resignation provided in Appendix C.  

 
D. The bargaining unit employee’s resignation shall become irrevocable and binding upon acceptance 

by the Superintendent. The employee’s effective resignation date identified in the employee’s 
completed Appendix C notice shall not be altered absent a mutual subsequent written agreement 
between the Superintendent and the employee. 

 
E. As stated in this Agreement and in Appendix C, the employee’s resignation is irrevocable and 

binding upon acceptance by the Superintendent. The parties, however, recognize that extenuating 
circumstances may cause the employee to seek to rescind the accepted resignation. The 
Superintendent has the sole discretion to assess the circumstances to determine whether the 
employee’s resignation may be rescinded. If rescission is granted, the employee must promptly re-
pay the Agency the full amount of the monetary incentive. The Superintendent’s decision is not 
subject to the grievance process.  
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F. A bargaining unit employee who elects to participate in the notice incentive under this Agreement 

shall be treated as having resigned and shall not be eligible for unemployment compensation 
benefits because such action constitutes a voluntary resignation of the employee without cause 
attributable to the Agency. 

 
Article 32 – Insurance  

 
A. The Agency, for a twelve (12) month period beginning July 1 during each year of this Agreement, 

shall make medical benefit plan cost payments, premium payments, and representative premium 
payments, subject to the provisions below and Section G of this article, on behalf of employees (and 
their eligible dependents) for the following insurance programs.  
 

B. The employee shall elect one of the following plans during the annual open enrollment period and 
that election shall be irrevocable until the next succeeding open enrollment period, unless 
compelling family circumstances necessitate change, as approved by the applicable policyholder, 
underwriter and/or insurance carrier. 

 
1. Plan A (for Employees electing health insurance coverage): 

 
a. Upon submission of a written application and acceptance for enrollment by the carrier, the 

Agency will make the full medical benefit plan costs payment, allowable by law, toward 
health care protection according to family status toward the purchase of a MESSA medical 
plan. The Agency is a member of the Upper Peninsula Area Purchasing Agreement 
(UPAPA). The UPAPA board determines the MESSA medical plans available to employees. 
Employees must pay any medical benefit plan costs more than the employer portion through 
payroll deduction. The medical benefit plan costs may change annually. 
 
In addition to out-of-pocket contributions, employees must pay the annual deductible amount 
for single subscriber or 2-person/family subscriber as specified by the insurance provider. 
The full amount of the deductible may be deposited in the Agency-provided health savings 
account at the beginning of each plan year. Employees are also allowed to contribute 
additional funds to their Agency-provided health savings account through payroll deduction. 
 

b. Upon submission of a written application, the Agency shall provide a self-funded dental plan 
through an insurance carrier selected by the Agency at a benefit level consistent with the 
plan described below: 
 
SET SEG Self-Funded Dental Plan: 90/90/90; max annual benefit per person $1,750; 
lifetime maximum benefit orthodontic to age 19 of $3,000. 
 

c. Upon submission of a written application, the Agency shall provide a self-funded vision 
program through an insurance carrier selected by the Agency at a benefit level consistent 
with the plan described below: 
 
MESSA Vision Plan VSP-3 
 

d. The Agency shall pay premiums necessary for Group Life Insurance protection in the 
amount of $40,000 that will be paid to the employee’s designated beneficiary. For accidental 
death, the insurance will pay double the specified amount. The carrier selected shall provide 
for continuation of a percentage of above coverage at group rates by payroll deduction from 
a retiree’s State Teacher’s Retirement checks.  

 
e. The Agency shall pay premiums necessary for Long Term Disability Insurance for each 

regular full-time employee in the bargaining unit in accordance with the SET SEG long term 
disability insurance policy. 
 

f. Dependent life insurance in an amount not exceeding one-half of the employee’s benefit will 
be available on an optional basis, at employee expense. 
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2. Plan B (for employees not electing health insurance coverage, subject to the provisions below 

and Section C) 
 
a. The Agency shall provide a cash option in lieu of health benefits, on the condition that the 

employee (1) voluntarily and in writing opts out of the health plan coverage available under 
Plan A; and (2) provides documentation that the employee has other health care coverage 
that meets the minimum value and coverage requirements of the Affordable Care Act. With 
this documentation, the cash amount shall be as follows: 
 

• $400 per month if 1-10 bargaining unit employees elect Plan B 

• $600 per month if 11+ bargaining unit employees elect Plan B 
 
The employer’s qualified plan, which complies with Section 125 of the Internal Revenue 
Code, specifies the methods by which the cash option will be implemented. To be eligible 
for the cash in lieu of health benefits option, employee must meet the requirements of 
section C.1 of this article. 
 

b. Dental – same as Plan A. 
 

c. Vision – same as Plan A. 
 

d. Group Life – same as Plan A. 
 

e. Long Term Disability same as Plan A.  
 

C. The Agency shall pay the appropriate premiums for health, vision, group life, and long-term disability 
coverage as specified above based on the following:  
 
1. If the employee is scheduled to work, and actually works, or is on paid leave 75% or more full-

time equivalent days of the possible workdays within a School Year, the Agency will make full 
insurance premium payments for the School Year. 

 
2. If the employee is hired to work normal, full days, but is not contracted for, or does not actually 

work, or is not on paid leave at least 75% full-time equivalent (FTE) days of the possible 
workdays within the School Year (based on a 183 Day Contract), the Agency will make 
insurance premium payments based on the following formula:  

 
 (FTE) MULTIPLIED BY (12 months) EQUALS (number of months of full health insurance) 
 
 The result of this calculation will be pro-rated to the nearest whole month.  
 
3. Employees working less than full workdays or work weeks for a School Year will receive less 

than full premium payments as follows (based on a 183 Day Contract):  
 
a.  If the employee is scheduled to work 50% or more but less than 75% full-time equivalent 

days of the possible workdays within the School Year, the Agency will make 1/2 of the 
insurance premium payments for the School Year. 

 
b.     If the employee is scheduled to work less than 50% full-time equivalent days of the 

possible workdays within a School Year, the Agency will make no insurance premium 
payments.  

 
4.  For employees working full days for the full School Year, who continue in the employment of the 

Agency following June 30 with the expectation of returning to active employment at the end of 
the summer break, the Agency will continue its contributions (as specified in this Agreement) for 
medical benefit plan cost payments, premium payments, and representative premium payments 
for the months of July and August, unless the employee’s employment is earlier terminated (or 
the employee is laid off), voluntarily or involuntarily. At the beginning of each School Year, each 
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employee who has signed a contract to work for the Agency for the Year (July 1 through June 
30) will receive such benefits. (If the employee expects to return to active employment at the end 
of the summer break, but the Agency has not yet provided the opportunity to sign a contract for 
the School Year, such contributions will be continued until such time as a contract is available for 
the employee to sign, or until it has been confirmed that the employee does not intend to return 
to active employment.) Should any such employee for whom such contributions were continued 
during the summer break fail to return to full-time active employment with the Agency at the end 
of the summer break, the employee will reimburse the Agency for any medical benefits cost 
contributions and premiums paid, and/or benefits provided by the Agency during the summer 
break. Any amount owed by the employee will first be deducted from any remaining wages or 
severance payments owed by the Agency to the employee at the time of separation, and the 
Agency will invoice the employee for any remaining amount owed. 

 
5. Dental benefits will be provided in full for employees working more than 50% full-time equivalent 

days of the possible workdays within a School Year as described above. If the employee is 
scheduled to work less than 50% full-time equivalent days the Agency will provide no dental 
benefits.  

 
6. Should a bargaining unit member agree, at the request of the Employer, to a voluntary reduction 

in the number of work hours or the work year, that employee will be entitled to Employer 
payment of medical benefit plan cost contributions and premiums for medical, group life, and 
vision insurance, and dental benefits, as specified above; provided that before taking such 
reduction the employee was scheduled to work the number of days which entitled him/her to 
benefits as specified in this Agreement. 
  

D.  The Administration will notify bargaining unit employees of the open enrollment period. The 
Administration will inform and explain the fringe benefit options to new employees.  

 
E, If an individual employee has a change in personal status (e.g., marriage, divorce, newborn, 

adoption) it is the individual’s responsibility to inform the Business Office of any changes in status 
within thirty (30) calendar days of such change. Any overpayment of medical benefit plan costs, 
premiums, or representative premiums made by the Agency on behalf of an employee who fails to 
comply with this paragraph will be deducted from employee’s wages.  

 
F. Agency’s Obligation; Employee’s Responsibility  

 
1. Except as otherwise specifically provided in this Agreement, or when otherwise required under 

the Family and Medical Leave Act, the Agency’s obligation to pay medical benefit plan 
contributions and premiums shall exist as to any employee only while the employees’ salary 
continues to be fully paid by the Agency. If the employee wishes to continue coverage during 
any period as to which the Agency’s obligation does not exist or apply, or is in dispute, the 
employee shall have sole responsibility for making all arrangements necessary for the 
continuance of such coverage at the employee’s own expense. No coverage is provided for any 
employee beyond the end of the month of their termination of employment with the Agency. The 
Agency by payment of its contributions toward the cost of such coverage shall be relieved of any 
further obligation or liability as to the benefits of such coverage. 

 
2. All eligible employees must make proper application for insurance enrollment in advance. The 

effective date for enrollment or for changes in coverage is the later of the employee’s eligibility or 
the earliest date permitted by the insurance company following notification of such 
enrollment/change by the Agency. The Agency will notify the insurance company of any 
enrollment changes requested by the employee within a reasonable period following notification 
of the Agency by the employee. Any eligible employee desiring to continue coverage at his/her 
own expense shall make proper application with the Agency. The responsibility for making any 
premium payments and medical benefit plan cost contributions shall be the sole responsibility of 
the employee provided he/she may make proper arrangements for such payments through the 
Agency. It is the employee’s sole responsibility to assure that he/she has his/her desired 
insurance coverage.  
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G. Annually, the Agency shall determine whether its method of compliance with the Publicly Funded 
Health Insurance Contribution Act will be through implementing the hard cap or through adoption of 
a resolution to pay not more than 80% of the medical benefit plan costs, as allowed by state law. 
The election made by the Agency will take effect at the beginning of the applicable medical benefit 
plan year. 

 
Article 33 – Non-Compete  
  
The parties acknowledge that the Agency makes a significant investment in its employees. Allowing an 
employee to obtain work, as or through a contractor, with another school during or after the employee’s 
Agency employment would allow the employee to become unjustly enriched at the Agency’s expense. 
Therefore, during an employee’s employment with the Agency and for one year after the employee’s 
separation from the Agency, the employee shall not work 1) through a third-party contractor, or 2) as an 
independent contractor, for another Michigan school in the same or substantially similar position when 
compared to the employee’s position(s) at the Agency. “School” for purposes of this paragraph means 
any general powers school district or public school academy 1) within Marquette or Alger Counties, or 2) 
with an existing contract with the Agency. 
 
Bargaining unit employees who violate this section shall pay a liquidated damages fee of $1,000 to the 
Agency. Any amount owed by the employee will first be deducted from any remaining wages or 
severance payments owed by the Agency to the employee. The Agency will invoice the employee for any 
remaining amount owed. Former bargaining unit employees who violate this section agree to remit the 
liquidated damages fee of $1,000 to the Agency upon receipt of an invoice from the Agency. 
 
This restriction may be waived, on a case-by-case basis, upon written consent of the Superintendent. 
 
This non-compete restriction does not apply to laid-off employees; nor does it apply to individuals whose 
employment with the Agency has been terminated. 
 

Article 34 – Emergency Manager  
 
An emergency manager appointed under the Local Financial Stability and Choice Act is authorized to 
reject, modify, or terminate this Agreement as provided in the Local Financial Stability and Choice Act,  
MCL 141.541 et seq. 

 

Article 35 – Duration  
 
All articles of this Agreement shall be effective July 1, 2025 through June 30, 2028. Either party may 
terminate this Agreement as of June 30, 2028 by giving written notice to the other party on or before 
March 1, 2028. 
 

.  
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APPENDIX A 

MILEAGE 

 

ALLOWABLE MILEAGE REIMBURSEMENT FOR TRANSACTING AGENCY RELATED BUSINESS 

 

1. Board policy states: Employees who use their personal car for Agency business will be reimbursed 

at the Internal Revenue Service (IRS) rate per mile.  Mileage will be determined by the most direct 

way between destinations. 

 

2. For conference-related travel or for travel of longer distances for meetings and/or events, vehicle 

rental may be required or may be an option. 

 

3. Teachers with an assigned classroom will not be reimbursed for mileage to and from their 

classroom. 

 

4. Personal mileage to and from work is the responsibility of the consultant, with the exceptions listed 

in section 5 below. “One-way commute” is defined as the distance from the employee’s home to the 

MARESA office. 
 

5. Calculating reimbursable mileage for consultants: 

 
 

START AT MARESA 

 

A.  START AT MARESA, travel to district(s) and back to MARESA - all mileage is chargeable. 

B.  START AT MARESA, travel to district(s) and then to home - total mileage minus one way 

commute is chargeable. 

 

 

START AT HOME 

 

C.  START AT HOME, travel to district(s) and then to home 

o Travel to first site from home - mileage minus one way commute is chargeable 

o Distance traveled between sites is fully reimbursable 

o Travel from last site to home - mileage minus one way commute is chargeable 

 

D.  START AT HOME, Travel to district(s) and then to MARESA - total mileage minus one way 

commute is chargeable. 

 

 [Examples follow on last pages of this Appendix.] 

 
6. Request for mileage reimbursement must be submitted within 6 weeks after incurring the 

expense. Mileage request from grant-funded sources may not be reimbursed if submitted later 
than this 6-week deadline. See the table below for a timeline of when reimbursement requests 
must be submitted. Note: There is a shorter timeline when submitting for reimbursement for 
mileage/expenses incurred during the months of May and June. 

 

If a disagreement arises between the employee and immediate supervisor outside the general 

guidelines established above, the matter can be forwarded to the Administering Team, consisting of 

the Superintendent, Human Resources, Marquette-Alger EA President, and Marquette-Alger EA 

Vice President, for study and possible resolution. If an Administering Team member is the requestor 

or is unavailable, another employee will be selected to serve on the Administering Team. If the 

matter cannot be resolved, the employee may use the contractual grievance procedure. 
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Timeline for expense submittals: 

 

Month Mileage is Incurred Mileage Request Must be Submitted to 
Administrative Assistant by 

August October 5 

September November 5 

October  December 5 

November  January 5 

December  February 5 

January March 5 

February April 5 

March May 5 

April June 5 

May June 10 

June 1-15 June 15 

June 15-30 June 30 

 
 

Mileage Appendix Examples 
 

EXAMPLES (see examples in expense sheet format on next page) 
 

1. START AT MARESA, travel to district(s) and back to MARESA - all mileage is chargeable. 
(No example needed) 

 

2. START AT MARESA, travel to district(s) and then to home - mileage minus one way commute is 

chargeable 

a. Living in Ishpeming. Travel from MARESA to Negaunee for site visit at end of day, then 

home to Ishpeming. Mileage is less than one-way commute, so no reimbursement (or you 

might do the match and charge for 2 miles - difference between miles driven from 

MARESA to Negaunee to home, minus your normal one-way commute) 

 

b. Living in Ishpeming. Travel from MARESA to Superior Central to Gwinn to home in 

Ishpeming. Reimbursable mileage = miles traveled minus one-way commute mileage. 

 

3. START AT HOME, travel to district(s) and back home- 

a. Living in Ishpeming. Travel from home in Ishpeming, to Superior Central to Gwinn to home 

in Ishpeming. There will be three mileage entries on the expense sheet for this day - travel 

from home to first site, travel between sites, and travel to home from last site. 

i.   Home in Ishpeming, to Superior Central - chargeable mileage = miles traveled 

minus one-way commute 

ii. Superior Central to Gwinn - fully chargeable 

iii. Gwinn to home in Ishpeming - chargeable mileage = miles traveled minus one-

way commute 

 

4. START AT HOME, Travel to district(s) and then to MARESA - Total mileage minus one-way 

commute is chargeable. 

 

a. Living in Ishpeming. Travel from home in Ishpeming, to Negaunee for site visit at start of 

day, then to MARESA. Mileage is less than one-way commute, so no reimbursement (or 

you might do the match and charge for 2 miles - difference between miles driven from 

MARESA to Negaunee to home, minus your normal one-way commute) 

 

b. Living in Ishpeming. Travel from home in Ishpeming, to Superior Central to Gwinn to 

MARESA. Reimbursable mileage = miles traveled minus one-way commute mileage 
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APPENDIX B 
 

Guidelines for Joint Administration of MARESA Marquette-Alger EA Sick Leave Bank 
 
 

Administering Team 
Superintendent 

Director of Human Resources and Communications 
EA Association President* 

EA Association Vice President* 
 

*In the event an administering team member is the requestor or is unavailable,  
another member will be selected as designee 

 
 

Procedure 
1. Bargaining unit employee completes Sick Leave Bank Request Form and submits to Human 

Resources. 
2. The Administering Team reviews submitted request. 
3. If the employee’s request meets the criteria, the day(s) may be granted. 
4. Copies of an approval notice will be sent to the (1) employee, (2) EA Association President, (3) 

Payroll, and (4) Human Resources.  
5. For extenuating circumstances, the Administering Team may reconvene to amend the approved 

request. 
6. By June 30 (or per request), activity statements will be provided to the Superintendent and 

Association President by the payroll bookkeeper for monitoring purposes. 
 
Criteria for Requests 

1. The employee must use all sick days and personal days before requesting days from the Sick 
Day Bank. 

2. The employee may request up to twenty (20) workdays.  
3. Requests will be limited to employees with extreme emergencies, not to be used as an 

extension of an employee’s sick leave. 
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APPENDIX B (Continued) 
 

Marquette-Alger EA Sick Leave Bank Request Form 
 

 

 
Name: 
 

 
 

 
Date of Request: 

 

 

 
Number of Days Requested: 
 

 
 

 
Reason for Requested Days: 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 

 
Previous Sick Leave Bank Usage: 
 
 
 
 
 
 
 

 

 
Signature*: 
 

 

 
*Signature denotes all sick and personal days have been exhausted. By signing you agree to 
release the above information to the Administering Team for the purpose of determining whether 
your request will be granted. 
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APPENDIX C 

 
Marquette-Alger Regional Education Service Agency  

Notice Incentive Agreement 
      

1. I am an employee of the Marquette-Alger Regional Educational Service Agency (the 
“Agency”) and represent that I have carefully read and fully understand Article 31 (Incentive for Early 

Notice of Intent to Retire) of the Collective Bargaining Agreement (the “Agreement”) between the Agency 
and the Marquette-Alger RESA Education Association, MEA/NEA (the “Association”) and knowingly 
accept all conditions and terms set forth in Article 31 of that Agreement. 

 
2. As a condition of my receipt of the notice incentive payment of $_______ to be made no later 

than the second payroll of __________, 202_, I submit my voluntary, irrevocable, and unconditional 
resignation from employment with the Agency, effective June 30, 202__, for the purposes of retirement, 
according to the terms and conditions of the Agreement.  
 

3. I understand that my voluntary resignation will become irrevocable and binding upon 
acceptance by the Agency’s Superintendent. 

 
 

Option for employees with an Agency provided Health Savings Account (HSA):  
 
______ Initial here if you would like the incentive payment deposited into your Agency provided Health 

Savings Account (HSA). By electing this option, and signing below, you are certifying that this 
payment will not place the total contributions to your HSA over the IRS annual HSA contribution 
limit. 

 
 
Employee:   Date: ____________________, 202__ 
 Signature 
 
Employee:  
 Please Print Name 
 
Witness Signature:  Date: ____________________, 202__ 
 
Accepted by Marquette-Alger Regional Educational Service Agency 
 
 
By:   Date: _____________________, 202__ 
      
 Its: Superintendent 
 



40 

 

 

APPENDIX D 

 
MARQUETTE-ALGER EDUCATION ASSOCIATION  

Professional Grievance Form 
 

Grievance No. _____ 
Name of Grievant __________________ Dept. ___________________  Date Filed ___________ 
 

STEP 1 
Preparation for Submission of Written Grievance 

 
A. Has this grievance been discussed orally with the appropriate administrator? Yes ___      No___ 

 
B. 1.   Date cause of grievance occurred: __________________ 

 
2. Discovery date of grievance: _______________________ 

 
C. 1.   Statement of grievance(s): ________________________________________________  

  ______________________________________________________________________ 

  ______________________________________________________________________ 

  ______________________________________________________________________ 

2. Section of express term(s) of the Agreement allegedly violated: ___________________ 

______________________________________________________________________ 

3. Remedy sought: ________________________________________________________ 

______________________________________________________________________ 

______________________________________________________________________ 

Signature of Grievant: _________________________________    Date: _______________ 

Printed Name of Grievant: ______________________________ 

  

D. Date presented to the Supervisor:   

 Date of meeting with Supervisor: ___________________________________________________ 

 Disposition by Supervisor:  

 ______________________________________________________________________________ 

 ______________________________________________________________________________ 

Signature of Supervisor: ___________________________________    Date: ________________ 

Printed Name of Supervisor: ________________________________ 

 
E. Date received by Grievant and/or Association:  

Position of Grievant and Association:   

   

Signature of Grievant: _____________________________________   Date: _______________ 
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STEP 2 

A. Date received by the Superintendent: ______________________________________________ 

Date of meeting with Superintendent: ______________________________________________ 

B. Disposition by Superintendent: __________________________________________________ 

 ____________________________________________________________________________ 

 ____________________________________________________________________________ 

 Signature of Superintendent: _________________________________   Date: _____________ 

 
C. Date received by the Grievant and/or Association: ____________________________________ 

D. Position of Grievant and/or Association: ____________________________________________ 

     ____________________________________________________________________________ 

Signature: _______________________________________________   Date: ______________ 

Printed Name: ____________________________________________    

  

STEP 3 
 

 
A. Date received by the Board of Education:  ___________________________________________ 

Date of meeting with Board Committee: _____________________________________________ 

B. Disposition by the Board Committee:  

 _____________________________________________________________________________ 

_____________________________________________________________________________ 

Signature of Committee Member: _____________________________   Date: _______________ 

 
C. Date received by Grievant and/or Association:  

D. Position of Grievant and/or Association:  ____________________________________________ 

 _____________________________________________________________________________ 

Signature: _______________________________________________   Date: ______________ 

Printed Name: ____________________________________________    
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STEP 4 
 

A. Date received by the Mediator: ____________________________________________________ 

B. Date Mediation Concluded: ________________________________________ 

C. Position of Grievant and/or Association:  ____________________________________________ 

_____________________________________________________________________________ 

Signature: _______________________________________________   Date: _______________ 

Printed Name: ____________________________________________    

 

    Signature of Superintendent: _________________________________  Date: _______________ 

 

 

STEP 5 
 

A. Date received by the Arbitrator: ____________________________________________________ 

B. Disposition by the Arbitrator: ______________________________________________________ 

 _____________________________________________________________________________ 

 _____________________________________________________________________________ 

 _____________________________________________________________________________ 

 _____________________________________________________________________________ 

C. Date received by Grievant and/or Association: ________________________________________ 

Signature: _______________________________________________   Date: _______________ 

Printed Name: ____________________________________________    

     

     Signature of Superintendent: _________________________________  Date: _______________ 
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APPENDIX E 
 

Placement, Layoff/Recall and Evaluation of Teachers 
 

Decisions about placement, reduction/recall, and evaluation of a “teacher” under Revised School Code 
Section 1249, or who is assigned to students in any grades K to 12 (including qualified pre school) or who 
is assigned to a Transition Classroom Program as a teacher of record (“TOR”) will be made by the 
following. The parties agree that the procedures established in this Appendix for placement and 
reduction/recall constitute clear and transparent procedures as required under Revised School Code 
Section 1248, and consistent with board policy.  
 

1. Placement and Layoff/Recall of Teachers, including TORs.   The Superintendent or designee 
decides placement decisions, when a vacancy exists, and when a posting is made. 
Consistent with Revised School Code Section 1248, teacher placement decisions will be 
made by the Superintendent or designee in their discretion based on the following factors: 
 

A. Staffing the curriculum with the most effective and qualified Teachers to instruct the 
applicable courses and grade levels. 
 

B. Appropriate certification, approval, or authorization for all aspects of the assignment. 
The certification, approval, or authorization, is determined by the Revised School 
Code, MDE’s Teacher Certification Code, MDE's Rules for Special Education 
Programs and Services, and other applicable statutes and regulations. 
 

C. Teacher placement and layoff/recall decisions must be made based on 
effectiveness criteria established by Revised School Code Section 1249. 
 

D. Teachers must be fully qualified for all aspects of their assignments, as determined 
by the Board. Teacher placement and layoff/recall decisions shall be based on non-
arbitrary or capricious reasons, including but not limited to: 
 
i. Compliance with applicable state or federal regulatory standards, including 

standards established as a condition to receipt of foundation, grant, or 
categorical funding; 
 

ii. Credentials needed for Agency school, or program accreditation; 
 

iii. Agency-provided professional development, training, and academic 
preparation for an instructional assignment that is anticipated to contribute to 
the teacher’s effectiveness in that assignment and is integrated into 
instruction; 
 

iv. Relevant special training, other than professional development or continuing 
education as required by state or federal law, and integration of that training 
into instruction in a meaningful way;  
 

v. Disciplinary record, if any; 
 

vi. Length of service in grade level(s) or subject area(s); 
 

vii. Recency of relevant and comparable teaching assignments; 
 

viii. Previous effectiveness ratings; 
 

ix. Punctuality and habitual use of unpaid days not protected by FMLA, ADA or 
other state or federal law; 
 

x. Positive or negative rapport with colleagues, parents, and students; 
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xi. Compliance with state and federal law. 
 

xii. Length of service. 
 

E. If a teacher petitions for nullification of the teaching certificate or any endorsement, 
the teacher must promptly (i.e., within two (2) business days) provide written notice 
of that petition to the Superintendent’s office. 
 

F. Acting within the approved budget, the Superintendent is responsible for 
establishing the number and nature of teaching assignments to implement the 
approved curriculum. If the Superintendent determines that insufficient funds are 
budgeted for the existing staff or that a reduction in staff is necessary due to 
program, curricular, or other operational considerations, the Superintendent will 
recommend to the Board the positions to be reduced. 
 

G. Teachers must provide the Agency with current information and documentation 
supporting their certification and qualifications. 
 
i. Reduction and recall decisions will be based on the teacher’s certification and 

qualifications in the Agency’s records at the time of the decision. 
 

ii. A laid off teacher must maintain current contact information (address, phone, 
and email address) with the Superintendent’s office. 
 

iii. Failure to maintain current contact information may negatively affect the 
teacher’s recall. 
 

H. Teacher reduction and recall decisions are made by formal Board action. 
 

I. The Superintendent or designee will provide written notice of reduction in force or 
recall decisions to each affected teacher and Association. 
 

J. Recall Process 
 
i. A teacher is eligible for recall under this Appendix for 12 months from the date 

the Agency implemented the reduction in force. 
 

ii. The Superintendent will first identify the grade level(s), academic level(s) or 
department(s) with a teaching vacancy. 
 

iii. Before or in lieu of initiating the recall of a laid-off teacher, the Superintendent 
may reassign a teacher to fill vacancies in accordance with this Appendix. 
 

iv. A laid-off teacher who is recalled and does not accept recall by the time 
specified in the recall notice, or who does not report for work by the deadline 
specified in the recall notice after filing a written acceptance of recall with the 
Superintendent, will forfeit all rights to recall and continued employment 
unless the Superintendent, in the Superintendent’s sole discretion, has 
extended the time limit in writing. 
 

2. Teacher Evaluation.  
 

A. A teacher, including all TORs, will be evaluated pursuant to the performance 
evaluation system based on the Danielson Framework, a copy of which will be 
made available to all bargaining unit employees. The Agency will measure student 
growth as 20% of the evaluation in the manner it did for the 2024-2025 school year.  
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B. Except as required by law, Probationary Teachers cannot challenge any aspect of 
the evaluation process, including observations, the IDP, the mid-year performance 
review or their assigned rating. 
 

3. Grievance Procedure. An alleged violation of this Appendix is not subject to arbitration in the 
grievance process, unless the matter by law is required to be arbitrated. An Arbitrator has 
jurisdiction to consider a grievance filed under the grievance procedure by a tenured teacher 
who receives two (2) consecutive ratings of “needing support.” 

 














	MEA 2025-2028 CBA - Final-Updated 6-30-2025
	Letter of Agreement (Signed) - Attribution of July 2025 Off-Schedule Payment
	Letter of Agreement (Signed) - CTE Aviation Instruction for 2025-26
	Letter of Agreement (Signed) - TFH & SS Classroom Teacher Incentive Bonus

