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Superintendent of Schools The Superintendent of Schools shall serve as the executive agent of the Grand Blanc Board of Education. He/she shall provide professional leadership in the community and shall administer and supervise the schools in such a way as to provide sound educational opportunities for the pupils.



In addition to hislher statutory duties, the Superintendent of Schools shall, under the direction of the Board Of Education and in accordance with its policies, have general supervision of all activities under the control of the Board. He/she shall make such rules and give such instruction as may be necessary to carry out the policies of the Board. In the case of an emergency not suitably covered by a policy of the Board he/she may exercise the full power and authority of the Board and report hislher actions to the Board President immediately and to the other trustees as soon as possible. He/she shall attend to all necessary details of administration and shall faithfully perform all such other duties required of him by the Board or laws of the state.



Adopted December 6, 1976, Revised April 15. 2002
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Superintendent's Qualifications The qualifications of the Superintendent shall meet or exceed the following: ..



A six year degree in administration: doctorate preferred.



..



Meet certification requirements of the North Central Association of Secondary Schools. 



Valid Michigan teacher certificate with experience as a teacher. 



Five years successful experience in public education with experience as an 



administrator, with district-level experience preferred.



..



Hold a valid Michigan administrator certificate with endorsement as a superintendent or be eligible for such a certificate.



..



Other qualifications as deemed desirable by the Board of Education.



Adopted December 6. 1976, Revised November 2. 1983. October 2,1989, April 15. 2002
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Superintendent's AppointmentThe Superintendent's contract shall be reviewed annually, prior to July 1, regarding tenns and conditions.



Adopted December 6, 1976, Revised November 21,1983, April 15, 2002
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Superintendent's Evaluation An annual formal evaluation of the Superintendent of Schools is one of the Grand Blanc Board of Education's most important responsibilities. The Board is committed to the following principles related to the Superintendent's evaluation: ..



The evaluation shall be in writing. Fifty percent of the evaluation shall be based upon the degree to which the process, specified components and timelines ofthe Strategic Planning model recommended by the American Association of School Administrators are met. The remainder of the evaluation will be based upon the components specified in the Superintendent's Evaluation booklet.



..



The evaluation shall be related to goal attainment. The format used for conducting the evaluation session shall be developed with input from the Superintendent. When serious weaknesses are enumerated, a specific timeline shall be provided for correction or improvement. The evaluation shall be conducted in June of each year.



Adopted June 5, 1978, Revised April 15, 2002, March 20. 2006
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Superintendent's Functions The Superintendent's primary responsibilities are: I>



Implement the educational practices of the state and the Grand Blanc Board of Education. 



I>



Interpret school philosophy and district policies and procedures to the staff and community. 



I>



Overall development and annual review of the district's strategic plan. 



I>



Establish an annual budget and monitor district funds. 



I>



Promote the proper use and care of all school facilities, equipment, and materials. 



I>



Attend and prepare agendas for all Board of Education meetings, except when the 



Superintendent's contract is under review.



I>



Recommend new and revised policies to the Board.



I>



Complete reports required by the State Department of Education.



I>



Evaluate current educational programs and recommend revisions or additions to the Board.



I>



Recommend student graduation and promotion requirements to the Board.



I>



Organize administrative functions within the district and assign personnel accordingly. Any new administrative position must be approved by-the Board of Education. Provide background information and reports to the Board on topics important to the operation of the schools.



I>



Involve staff, students, and district residents in advisory capacities.



I>



Understand and implement the terms and conditions of various master agreements.



I>



Investigate and recommend action to the Board on student expUlsions and tenure teacher dismissals.



Adopted June 5, 1978. Revised October 7, 1991, April 15,2002
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.Job Descriptions The Board of Education authorizes the Superintendent to maintain job descriptions which shall be brief, factual, and, whenever possible, generically descripti ve of similar jobs. The job description for the Superintendent shall be defined as a policy of the Board. AU other job descriptions shall be defined as administrative guidelines of the Superintendent and each shall contain the following provision: "The employee shall remain free of any alcohol or non-prescribed controlled substance abuse in the workplace throughout hislher employment in the District." • 



Revisions to job descriptions shall be reviewed with the employees affected prior to their use.



• 



Each employee will be provided with a copy of his/her job description at the time of employment and any revisions thereto.



• 



Employees will be evaluated, at least in part, against their job descriptions.



• 



Ensure that the Board Policy 3122 and Policy 412;2. on non-discrimination is implemented properly and in compliance with Federal and State laws and regulations, particularly Part 1 104 of Section 504 Rehabilitation Act of 1973 (34 CPR) and the Americans with Disabilities Act (ADA). (See AG 3122C for a comparative analysis of ADA and 504.)



Adopted March 3, 2003
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Acceptance of Resi2"nations The Board of Education delegates the authority to accept resignations of staff from employment in the Grand Blanc Community Schools to the Superintendent of Schools, the Assistant Superintendent for Instruction, or the Director of Personnel. The Board of Education may act to accept the resignations of certified staff from employment in the Grand Blanc Community Schools.



Adopted September 16, J985, Revised April 15, 2002
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Central Administration and Supervisory Personnel The Grand Blanc Board of Education shall approve additional administrative positions, upon the recommendation of the Superintendent, that, in the Board's judgement, are necessary to assist the Superintendent in the conduct of the affairs of the school district. The availability of funds in the budget will be a primary factor in making these decisions. The Superintendent shall request the attendance of any of these personnel at regular and special meetings of the Board as he/she deems such attendance to be in the best interest of the school district. The Superintendent may require reports from any of these personnel on such topics and at such times as it may serve the purpose of the district. Administrative and supervisory personnel shall function in accordance with the current organizational chart. The Superintendent shall reserve the right to make temporary or pennanent adjustments in the responsibilities of administrative and supervisory personnel with consideration for the workload and/or the efficiency and capabilities of the affected administrator or supervisor. Such adjustments in administrative assignments shall be reported to the Board at its regular meetings. The Superintendent will be responsible for keeping current statements of qualifications and job descriptions for each administrative position within the district.



Adopted December 6. 1976. Revised October 7,1991. April 15, 2002
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Administrative Evaluation The Superintendent shall be responsible for the annual evaluation of all administrators. The method and instrument to be used in an annual evaluation shall be reviewed with administrators prior to the annual assessment. The method and instrument in administrative evaluations shall be a matter of public record. By the second meeting in March of any school year, all Board members shall be appraised of the details of any administrator receiving an unsatisfactory or undesirable evaluation.



Adopted June 5, 1978. Revised April 15, 2002
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Employee Personnel Files The Grand Blanc Board of Education will not release information in an employee's personnel file when such information is exempt from disclosure pursuant to the Michigan Freedom of Information Act. Further, the Board may meet in closed session when the infonnation to be considered is exempt from disclosure under the Michigan Freedom of Information Act, or when the employee requests a closed session pursuant to Section 8 (a) of the Open Meetings Act.



Adopted March 19,1979, Revised February 20, 1984, April 15, 2002
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Administrative Tenure While the Grand Blanc Board of Education recognizes the right of certain administrators to earn teacher tenure, no administrator shall have tenure in an administrative position. All administrative contracts shall include appropriate language denying administrative tenure.



Adopted December 6, 1976, Revised April 15, 2002
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Administrative Team The Grand Blanc Board of Education accepts and endorses the administrative team concept as a policy for the conduct of administrative relationships in the Grand Blanc Community Schools. The Grand Blanc Community Schools "Administrative Team Manual," as adopted policy of the Board, will govern the relationship between the administrative team and the Board of Education.



Adopted November 21, 1983, Revised April 15, 2002
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INTRODUCTION 



The Grand Blanc Board ofEducation believes that uniform personnel policies, consistently applied, promote esprit de corps, thus serving the best interest of the Grand Blanc Community Schools, the young people of the district, and the community at large, as well as the school staff. It is for those reasons the Board ofEducation has adopted the following personnel policies governing, to the extent set forth herein, the relationship between the Grand Blanc Board of Education and the Administrative staff.
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ADMINISTRATIVE TEAM POLICY 



The Board of Education accepts and endorses the administrative team concept as a policy for the conduct of administrative relationships in the Grand Blanc Community Schools. The Board of Education is hereinafter referred to as the "Board." The administrative team concept is based on the following: A. 



All administrative personnel are members ofthe administrati ve team. The Superintendent and cabinet members are excluded from the team for the purposes of determining salary, benefits, and working conditions.



B. 



That all parties understand that, ultimately, decisions rest with the Superintendent and/or the Board, but such decisions will come after the recommendation of the administrative team has been carefully reviewed.



C. 



That the administrative team is responsible for implementing Board-approved policies, decisions, budgets and goals.



D. 



That the primary goal of the administrative team is to provide each student with the best educational experience possible for which he/she is capable. An open, positive relationship with teachers, school administrators, and the Board should foster this goal.



E. 



That a unified commitment to district problem-solving will result when decision-making is a shared responsibility.



F. 



That the quality of major decisions will improve with shared input prior to decision-making.



G. 



That the Board and Superintendent of Schools maintain authority to select the administrative team and each administrator should participate in the selection of personnel under hislher supervision. Representatives ofthe administrative team should participate in the selection of new administrative personnel.



The Board ofEducation will annually review the administrative team policy with the administrative staff; however, changes will be determined jointly by the Board and administrative team, as necessary, for the efficient and fiscally sound operation of the school district.



Administrative Certification All administrators must meet any certification requirements for their positions as required by the State of Michigan, i.e. Five Year Renewal, as well as any other rules and regulations which may be adopted by the State Board of Education. In the absence of such formal requirements, if voluntary certification is available from the state, administrators must be able to meet these standards.



Communication Open communication among all administrative personnel is essential. Discussion and freedom of expression among team members is encouraged. There shall be communication both horizontally and vertically among team members. Administrative Council will meet on a scheduled basis. Any three members of the administrative team may call a meeting of the entire team. Agenda items may be submitted by any member 24 hours in advance of the meeting.



Team Input in Decisions Involvement of all administrators in decision-making processes that constitute administrative planning and policy formulation is encouraged. The Board will give serious consideration to policy proposals submitted by the team. The administrative team recognizes that the Board is the legally constituted body that determines school policy. The recommendation of the administrative team will be shared with the Board by the Superintendent.



Continuing Education The Board desires that its administrators continue to update and improve their knowledge and skills to meet the demands for more effective performance on the part of team members. The following will be provided: A. 



Inservice programs will be provided for team members each school year at no expense to administrators.



B. 



Attendance at professional conferences will be encouraged and financially supported.



A



conference budget will be established annually.
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C. 



An administrator who completes approved graduate credit toward continuing certification or a degree in a calendar year will be eligible for reimbursement at 50% of the actual cost of tuition or $6000 maximum for the group. Should the number qualifying exceed this amount, the administrator will be paid in the succeeding fiscal year prior to additional personnel being added to the program.



Board Support of Administrators The Board will give its full support to the administrative team whenever unjust, unfounded, damaging, or distorted accusations or complaints are lodged against any member of the administrative team.



Due Process When an accusation or complaint concerning an administrator is brought before the Board, the Board will charge the Superintendent or hislher designated representative to thoroughly investigate the matter. The Superintendent or his/her designee shall inform the administrator ofthe identity ofthe person making the charges. At the conclusion of the investigation, the Superintendent shall take such action as he/she shall deem appropriate to dispose ofthe case, and shall report the results ofthe investigation and the disposition to the Board. In the event that the administrator is not satisfied with the disposition of the matter, he/she shall have the right to appeal the matter to the Board. If the administrator remains dissatisfied with the Board's disposition, he/she may seek further consideration through the Employee Dispute Resolution (EDR) Process (SEE APPENDIX). If charges are made against the administrator under the civil or criminal laws ofthe State of Michigan or



the United States involving the administrator's job-related activities within the scope of hislher assignment, the Board may provide independent counsel for the said administrator in accordance with the provisions of Public Act No 141 of 1978 [MSA 3,996 (108)}; {MeL 691.1408}. The Board's decision in accordance with the terms of the statute shall be made on an individual basis each time the employment of independent counsel is requested.
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Administrative Evaluation The Superintendent is charged with the responsibility for developing and implementing a method of evaluating all administrators, not less than annually. The Superintendent shall designate those administrators who shall be responsible for the evaluation ofthose who report to them. Evaluations shall, at a minimum, measure the administrator's performance against their Job Accountabilities and Performance Standards which are developed jointly by the administrator and hislher evaluator. Evaluations shall be in writing and each administrator shall receive, in private, a copy of his/her evaluation. No administrator shall be discharged or demoted for unsatisfactory performance ofhis/her duties unless: A. 



The administrator is notified in writing on or before January 31 of the nature of hislher unsatisfactory services.



B. 



The administrator is given an opportunity for a hearing before the Superintendent. lithe matter is not satisfactorily resolved at the hearing before the Superintendent, the administrator shall be granted a hearing before the Board.



C. 



The administrator is given notice of non-renewal of hislher administrator's contract at least 90 days before the end of the period for which he/she is under contract, provided, however, that nothing herein shall be so construed as to prohibit the Superintendent from suspending an administrator for just cause, or the Board from discharging or otherwise disciplining an administrator for just cause at any time.



Administrative Sick Leave Twelve sick days shall be provided each administrator annually. These days shall be cumulative to a maximum of 130 days (per Administrative Contract). After ten years total service with the district (in any units), Administrators, upon acceptance into the Michigan Public School Employees Retirement System, or resignation, shall be compensated at the rate of $1 00.00 for each unused sick day. In instances of severe or prolonged disability, administrators shall be granted the number of additional days required to satisfy the waiting period for LTD insurance. Personal business leave, jury duty, and funeral leave shall be granted in accord with the provisions of the teachers' contract.
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Compensation The salary/fringe committee members will meet with the Board's agent to carefully review the salary, fringe benefits and working conditions of the administrative team. The group will be selected and an attempt will be made to conclude the work ofthe committee by June 1 or a mutually accepted deadline. The process shall be conducted in an atmosphere of harmony and cooperation in an attempt to arrive at an acceptable and competitive method of compensation for the total team, consistent with the guidelines given the Board's agent by the Board.



Leaves of Absence Leaves of absence, without pay, shall be provided for administrators for the following reasons: A. 



Leaves of absence shall be granted upon application and approval of the administration and the Board for the following purposes: 1. Study related to the administrator's areas of responsibility. 2. Study to meet the eligibility requirements for a certificate other than that held by the administrator. 3. Study or research ofspecial assignments involving probable advantage in the school system. The regular salary increment occurring during such periods may be allowed.



B. 



Family Medical Leave Act Compliance 1.



Long Term Unpaid Child Care Leave



An administrator will be granted a one year child care leave. Such leave shall be renewable for two additional years. A request to renew the leave for each year must be made annually to the Superintendent prior to the expiration date of each preceding year of leave. Child care leaves will be granted for birth, adoption and care ofchildren, including foster children.



5



An administrator who has been granted a child care leave will be reinstated at the first



available administrative opening for which he/she is certified and qualified. Such leave shall be extended beyond the three year limitation ifno opening is available at the time of application for return. Such application shall be made to the Personnel Office in accordance with the following schedule. a. 



For openings which may occur in the second semester of the current school year - file request no later than November 15 of that year.



b. 



For openings which may occur after the close of the current school year but prior to the beginning of the ensuing school year - file request no later than March 15 of the current school year. No increment credit for such leave shall be allowed on the salary schedule. Salary shall be determined by placing the reinstated teacher on the salary step attained when leave was granted. The superintendent shall be notified within 30 days of verification of the pregnancy. This notification will be accompanied by a doctor's certification of expected date ofbirth. The administrator will be allowed to work until the administrator and the doctor indicate the administrator should go on leave.



2.



Short Term Unpaid Child Care Leave An administrator, upon request and the administrator's physician's assurance that the



administrator's health will permit, shall be granted a short term unpaid leave not to exceed twelve (12) weeks during the course of a given school year. When such leave is granted, an interim substitute shall be provided. At the conclusion ofthe leave, the administrator and substitute shall return to their specific assignments.
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Should the administrator to whom short term unpaid leave may be granted be unwilling or unable to return to full employment at the conclusion of the short term unpaid leave, the administrator shall apply for unpaid long term leave for the balance of the school year in progress, and the administrator may apply for renewal of the leave for the subsequent year(s) or for reinstatement in accord with the provisions already outlined in this section. Should the administrator fail to apply for leave at the conclusion of the short term unpaid leave, and after having been contacted and given an opportunity to apply, the individual's employment may be terminated and the position declared open. During this short term unpaid leave herein described, the administrator's insurance coverage for which the Board has contractually obligated itself shall be kept in effect and the premium cost shall be borne by the district. C. 



A leave of absence of up to two years may be granted to any administrator who joins the Peace Corps, Ameri-Corps, or National Teacher Corps as a full time participant in such programs.



D. 



Administrators who are officers oftheir professional association or are appointed to its staff may, upon proper application to the Superintendent, be given leave of absence without pay for the purpose of performing duties for that association. Such leave may not exceed one year. Military leaves of absence shall be granted to any administrator who shall be inducted or shall enlist for military duty in any branch ofthe armed forces ofthe United States while in the employ of the Board. Administrators on military leave shall be given the benefit, up to four years of military service, of any increments which would have been credited to them had they remained in active service in the school system.



F. 



The Board may grant a leave of absence to any administrator to campaign for or serve in a public office. Increments may be granted upon approval of the Board.



G. 



Miscellaneous Leave: A leave of absence or increment accrual may be granted by the Board to provide for any hardship, opportunity or service not covered in other sections of this contract.



H. 



Return from leaves in terms of order or priority shall be according to the following:
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1. 



People returning from sick leave shall have the right to an equivalent position upon the expiration of their leave and upon notification of intent to return to employment for the following school year. The position of a person on sick leave shall be guaranteed for a period of one (1) year. After one year, that person will be placed in group 2 as follows



2. 



People in the following group, as a whole, shall have a right to a position, based on certification, qualification and seniority when a vacancy exists and upon proper notification by March 1: a. Sick Leave



e. Service Leave, etc. (Section C)



b. Military Leave - same position



f.



c. Educational Leave - equivalent position



g. Political Leaves



d. Childcare Leaves



h. Miscellaneous Leaves



Association Leave



Longevity Longevity pay shall only be for years of service in the Grand Blanc Community Schools.



An



administrator must have completed 10 or 15 seniority years of service by December 1 of a year to be eligible for the longevity pay. Longevity pay is calculated at 3% of the MA maximum on the teacher's salary schedule for administrators with 10 years ofservice and at 6% ofthe MA maximum for those with 15 years of service. At the administrator's choice, the longevity pay shall be available as a Board purchased annuity or as a separate check issued in the pay period just prior to Christmas of each year.



Terminal Leave In appreciation for services rendered to the school district, a terminal leave payment will be offered, except in case ofdischarge, in proportion to years ofservice to the district. Notice of intent to terminate services shall be given as soon as is practical and at least 30 days prior to July 1. Such terminal leave payment shall be in accord with the following schedule: Completion of Amount 10-14 years



$15 per year



15-19 years



$25 per year



20 years or more $50 per year



In no event shall the terminal leave sum exceed $2000 maximum to any individual.
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Paid Holiday Schedule The paid holiday schedule for administrators shall be: Fourth of July Friday Before Labor Day (This will be in effect as long as specified by legislative mandate) Labor Day Thanksgiving & the Friday following Christmas Eve & Day New Year's Eve & Day Good Friday Memorial Day Administrators have contracts designating the number ofweeks ofemployment; i.e. a principal may work 48 weeks or 240 days. Paid holidays may be counted for purposes of fulfilling the designated number of working days.



Administrator Appeal Each administrator shall have the right to appeal decisions which affect him/her or to seek reconsideration of situations which he/she feels are undesirable. The administrator shall discuss the matter first with hislher immediate supervisor. Ifhe/she is not satisfied with the outcome ofthis conference, he/she may appeal to the Superintendent's Office.



The Superintendent or hislher representative, will confer with the administrator and the



immediate supervisor in an effort to resolve the difficulties. The administrator has the right to appeal to the Board of Education. The decision of the Board of Education is final.



Payroll Deductions It is the Board's practice to provide a direct deposit to administrative personnel. Those wishing to enroll, to make changes (once enrolled), or to drop from participation in said credit union shall make all such arrangements through their depository, financial institution, i.e. bank, brokerage, or credit union which, in turn, will furnish all necessary information, forms, authorizations, etc. to the Business Office ofGrand Blanc Community Schools. Changes may be made in person or by telephone.



It is further understood that the Board will provide direct deposit for administrative personnel for participation in tax-sheltered annuity plans.



Physical Examinations Each administrator may obtain a complete physical examination. The Board of Education will provide $100 annually or $200 bi-annually for the purpose of obtaining a physical examination.



Personal Losses Any case of assault upon an administrator or hislher property may be promptly reported to the proper law enforcement agencies and then reported in writing to the Superintendent of Schools. The Board will render all reasonable assistance to the administrator in connection with the handling ofthe incident by law enforcement and judicial authorities. It is agreed that the Board may reimburse an administrator who, while working, suffers loss, damage, or destruction of personal effects in hislher immediate possession, due to acts against himlher resulting from discharge of hislher duties, subject to the following provisions: 1. 



The personal effects subject to a claim under this section must be such types ofpersonal effects as would normally be in the possession of a person in an employment situation. The Board will not assume responsibility under this section for extraordinarily valuable personal effects which would not ordinarily be possessed by a person in an employment situation. The decision ofthe Board relative to eligibility for reimbursement under this section shall be final.



2. 



No claim shall be made by an employee for reimbursement under this section unless the employee shall first have filed a claim with hislher personal insurance company and received the benefits provided thereby, or been denied coverage for the claim filed. In the event that the available personal insurance coverage does not fully reimburse the employee for the value of the loss suffered, a claim may be filed with the Board under this provision for reimbursement ofthe difference between the loss suffered and the insurance benefits received.



Working Hours It is recognized that administrators' working hours are necessarily determined by the demands of the work rather



than a specific period of clock hours. Reasonable flexibility in work hours is expected due to varied meetings and activities.



Tenure No administrator shall be granted tenure in any position designated in this policy and no administrator is or shall be granted tenure in any other administrative capacity and no administrator is or shall be granted tenure in any other non-classroom teaching capacity in which he/she may serve the district.
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Vacancies, Promotions, Reclassification and Transfers The Board shall give written notice, for posting in all buildings, of any new administrative position to be filled or of administrative vacancies in the district. The Board's decision with regard to filling a vacancy in the administrative classification shall be final. An involuntary transfer may be made in case of staff reductions, emergency, to prevent undue disruption of the instructional program, or to improve the operation of the district. In the spirit of team management, and upon the request of the administrator involved, instances of involuntary transfer will be reviewed with the management team prior to finalization ofsaid decision. Affected administrators shall be notified in writing of a tentative transfer prior to May 1 of the current contract year. It is recognized that situations may arise which require transfer notices to be given after May 1.



Staff Reduction and Recall If it becomes necessary to reduce the administrative staff because of finances, reduced enrollment, or any other reason, such reduction shall be made based on administrative certification, qualifications, administrative seniority within the district, IN rnAT ORDER. Recall shall be made in reverse order oflayoff. This recall right will tenninate five years from the last contracted work day prior to lay-off.



Seniority shall mean the years of service as an administrator in the Grand Blanc Community School District. Seniority for part-time administrative service shall accrue on a pro rata basis. Shared time administrators shall accrue full seniority when the Grand Blanc School District is the fiscal agent. They shall accrue pro rata seniority when another district serves as the fiscal agent.



Fringe Benefits Administrators shall receive such fringe benefits as set forth by the Board, in addition to all of those afforded teachers. Pursuant to the authority set forth in Section 617 ofthe School Code, as amended, and under Section 125 ofthe Internal Revenue Code, the Board agrees to permit all administrators in-Jieu-of cash options, commonly referred to as a cafeteria fringe benefit plan. Vision insurance will be provided under a separate participation agreement for the members of the administrative group. A. 



Allow administrators choices among Board paid cafeteria plan benefits that would permit administrators to expand benefit levels in a Board provided plan by choosing a reduced level of benefit coverage in another of their Board provided benefits, e.g., optical or group term life insurance. Changes in levels ofbenefits would be permitted to the extent that premium reductions for reduced benefit levels equaled or exceeded premium increases for increased levels ofthe other benefit(s). Payouts for unused vacation days ($100 per day) may be deposited in the administrator's flexible spending account and used to purchase additional coverage for dependent care, health, dental, vision or life insurance. Il



B. 



Cash in lieu of insurance benefits to administrators who qualify for full medical benefits but decline all district paid fringe benefits will receive their choice of$3,000 cash OR $2,000 cash $1,600 of fringe benefits other than medical insurance OR $3,600 worth of fringe benefit insurance other than medical insurance. Cash In Lieu of insurance to cover health, dental, and vision benefits does not mean Life or LTD benefits must be foregone.



C. 



Flexible spending accounts will be established to permit administrators to make tax-deferred contributions for medical expenses and/or dependent care expenses that are eligible for deduction or credit by the Internal Revenue Code. Third party administrators can be retained at nominal fees, some ofwhich can be passed through to participating administrators, to process claims and compile annual reports to the U.S. Department of Labor on the cafeteria plan.



D. 



Internal Revenue Code Section 403(b) allows employees of the district the ability to contribute to a retirement plan on a tax deferred basis. The contribution limits change with the tax code. The district offers the option to contribute to a 403(b) Plan through district approved vendors.



Retirement Incentive The Board and the administrators agree to explore early retirement incentives for administrators.
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Appendix EMPLOYMENT DISPUTE RESOLUTION PLAN Purpose of the Plan The purpose of the Grand Blanc Community Schools Employment Dispute Resolution Plan (the "EDR Plan") shall be to provide for the fair, efficient, and timely resolution of all claims, disputes or controversies arising out oforre1ating to an application or candidacy for employment, employment and/or cessation of employment or the EDR Plan, to provide an applicant or employee with a forum in which claims or disputes with the District may be resolved exclusively by final and binding arbitration rather than litigation. This agreement does not restrict an applicant or employee from filing a claim or charge with any state, federal or other governmental administrative agency. Rather, this EDR Plan applies only to local, state or federal court proceedings.



Applicants and Employees Subject to Employment Dispute Resolution Plan All applicants for employment and all employees, to the extent that the dispute is not covered by or subject to the grievance procedure stated in the applicable collective bargaining agreement, if any, shall be subject to the terms of this EDRPlan.



Conditions for Consideration of Applications and Continued Employment It shall be a condition for the consideration of an application or candidacy for employment, a condition



for consideration of employment, a condition of employment and a condition of continued employment with the District to submit any and all claims, disputes or controversies arising out of or relating to an application or candidacy for employment, employment and/or cessation ofemployment or the EDR Plan to final and binding arbitration.



Disputes Subject to the Plan Any and all claims, disputes or controversies arising out of or relating to an applicant's application or candidacy for employment, and employee's employment and/or cessation of employment, or the EDR Plan, shall be settled exclusively by final and binding arbitration administered by the American Arbitration Association under its National Ru1es for the Resolution of Employment Disputes and judgment upon the award rendered by the arbitrator(s) may be entered in any court of competent jurisdiction. By way ofexample only, such claims include claims under federal, state, and local statutory or common law, such as the Elliot-Larsen Civil Rights Act, MCL 37.2101 et seq, the Older Workers Benefit Protection Act of 1990, the Persons with Disabilities Act, MCL 37.1101 et seq., the Age Discrimination in Employment Act, Title VII ofthe Civil Rights Act of 1964, as amended, including the amendments ofthe Civil Rights Act of 1991, the Americans with Disabilities Act, the law ofcontract and the law oftort.
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Initiation of a Claim Statute of Limitations A party wishing to initiate arbitration ofan employment dispute pursuant to this Plan must file a Demand for Arbitration with the American Arbitration Association ("AAA") regional office located at One Towne Square, Suite 1600, Southfield, MI48076-3728. Demands for arbitration must be filed within the time limit established by the applicable statute of limitations if the dispute involves statutory rights. If no statutory rights are involved, the time limit for filing claims shall be 30 calendar days from the date that mediation was terminated pursuant to AAA National Rules for the Resolution of Employment Disputes or 30 calendar days from the date the dispute arose or the employee knew or should have known that the dispute arose. Nothing in this Plan prohibits an employee from filing a complaint(s) with a federal, state or other governmental administrative agency. Cost-Sharin~



of Arbitration Fees



Employer shall be required to pay the arbitration filing fee.



Neutral ADR Provider The American Arbitration Association is designated to administer the external component of this Employment Dispute Resolution Plan (mediation and arbitration processes). The AAA National Rules for the Resolution of Employment Disputes shall govern the mediation and arbitration processes.



Due Process Protocol This Employment Dispute Resolution Plan shall adhere to the due process safeguards developed by the AAA Task Force on Alternative Dispute Resolution, only where a dispute or claim exists relating to an employee's statutory rights.



Representation Employees using the mediation and/or arbitration procedures ofthis EDR Plan shall have the right to be represented by a spokesperson of their own choosing. The employee may seek such representation through various organizations, including but not limited to, bar associations, legal service associations, civil rights organizations, trade unions, etc.



Fees for Representation The amount and method of payment for representation should be determined between the employee claimant and herlhis representative. In cases where an employee is able to demonstrate financial hardship and an inability to pay fees for representation, the arbitrator shall have authority to provide for fee reimbursement where the claimant is the prevailing party. The arbitrator shall have authority to provide for fee reimbursement in whole or in part in accordance with applicable law or in the interests ofjustice.
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Access to Information The parties shall have adequate but limited pre-trial discovery. Necessary pre-hearing depositions consistent with the expedited nature of arbitration shall be available. Prior to selection of an arbitrator, the parties shall be provided with the names, addresses and phone numbers of the representatives of the parties that arbitrator's six most recent cases to aid them in selection.



Mediator and Arbitrator Qualification The roster of mediators and arbitrators shall contain representatives with training regarding statutes, including substantive, procedural and remedial issues to be confronted in statutory rights employment disputes, skills in conducting hearings and knowledge of the statutory environment in which statutory rights disputes arise. Nothing in this EDR Plan shall prohibit the parties from jointly selecting as mediator and/or arbitrator one in whom both parties have requisite trust. Disputes shall be mediated by a single mediator. Arbitrations shall be conducted by a single arbitrator.



Conflicts of Interest The mediator and/or arbitrator for an employment dispute shall disclose any relationship which might reasonably constitute or be perceived as a conflict of interest. The designated mediator and/or arbitrator shall sign an oath provided by AAA affirming the absence of such present or preexisting ties.



Authority of Arbitrator The arbitrator shall be bound by the Arbitration Agreement signed by the parties, statutes, regulations and rules of procedure of the AAA, including the authority to determine the time and place of the hearing, permit reasonable discovery, issue subpoenas decide arbitrability issues, preserve order and privacy in the hearings, rule on evidentiary matters, determine the close of the hearing and procedures for post hearing submissions and issue an award resolving the submitted dispute.



Compensation of the Arbitrator Impartiality is best assured by the parties sharing the fees and expenses of the mediator and arbitrator. In cases where the economic condition ofa party does not permit equal sharing, the parties should make



mutually acceptable arrangements to achieve that goal if at all possible. In the absence of such an agreement, the arbitrator shall determine allocation of fees. The AAA shall facilitate the negotiation of the parties' share of costs and collection of such fees so as to reduce the bias potential of disparate contributions and shall forward payment to the mediator and/or arbitrator without disclosing the parties' respective share of the payment.
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Administrative Weekly Salary Schedule Grand Blanc Community Schools Schedule 1* 2007-08 Administrative Position



Days Weeks Worked Worked Adj. Factor



STEP I



MS Asst Principal HS Asst Principal Supervisor Dir. of Perry Center Dir. of Special Services Elem. Principal MS Principal HS Principal



225 225 225 220 230 220 235 240



45 45 45 44 46 44 47 48



1.015 1.015 1.015 1.015 1.015 1.015 1.015 1.015



1,944.33 1,944.33 1,944.33 1,985.66 1,985.66 1,985.66 2,027.05 2,068.40



Admn. Technology Coord.



240



48



1.015



1,602.18



STEP II



1,999.29 1,999.29 1,999.29 2,041.84 2,041.84 2,041.84 2,084.35 2,126.84



Schedule 11** 2007-08 STEP III



2,092.36 2,092.36 2,092.36 2,136.89 2,136.89 2,136.89 2,181.42 2,225.93



Advanced Education An added percentage of the weekly salary will be computed as follows for each category:



2.5% 5% 7.5% 10%



Masters degree + 15 semester hours Education Specialist degree or 32 semester hours beyond Master's degree Education Specialist degree plus 15 semester hours or 47 hours beyond Master's degree Earned Doctorate degree



* 2% raise if employee chooses MESSA Choices, or co-pays MESSA premium (Began in 2004-05)



.* 1.5% raise if employee chooses MESSA with no co-pay Paid Holidays July 4 Friday before labor day Labor Day Thanksgiving & following Friday Christmas Eve & Christmas Day New Year's Eve & New Year's Day Good Friday Memorial Day



Adi. Factor



STEP I



STEP II



1.015 1.015 1.015 1.015 1.015 1.015 1.015 1.015



1,934.80 1,934.80 1,934.80 1,975.93 1,975.93 1,975.93 2,017.11 2,058.26



1,989.48 1,989.48 1,989.48 2,031.83 2,031.83 2,031.83 2,074.14 2,116.41



1.015



1,594.33



STEP III



2,082.10 2,082.10 2,082.10 2,126.42 2,126.42 2,126.42 2,170.73 2,215.01



Adopted by Board of Education August, 1982 



Revised june 15, 1987, june 20, 1988, September 5, 1989, September 21, 1992, September 20, 1993, jllly 5, 1.994,jllly 10, 



1995, September 16, 1996, june 1997, September 19.98, August 2, 1999,january 3,2000, November 20, 2000, September 4, 



2001,]uly 15, 2002, October 20, 2oo3,]anuaJ)' 18, 200.f,jllne 20, 2005, july 24,2006,



cpa 2007
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Child Abuse and/or Neglect It is the policy of the Grand Blanc Community Schools to act in accordance with all requirements as set forth in the Child Protection Act, Public Act No. 238 of 1975. The school district also recognizes its responsibility, in appropriate cases, to independently investigate cases ofalleged abuse and/or neglect of students attending Grand Blanc Community Schools. Therefore, the following policy guidelines and requirements are promulgated as authorized by the Child Protection Act of 1975, and the School Code of 1976, Section 1300.



I. 



II. 



DEFINITIONS A. 



"Student" means a person under 18 years of age enrolled in the Grand Blanc Community Schools as a student.



B. 



"Abuse" means harm or threatened harm to a student's health or welfare by a person responsible for the student's health or welfare which occurs through non-accidental physical or mental injury; sexual abuse; sexual exploitation, or maltreatment.



C. 



"Neglect" means harm to a student's health or welfare by a person responsible for the student's health or welfare which occurs through negligent treatment, including the failure to provide adequate food, clothing, shelter, or medical care.



D. 



"Sexual abuse" means engaging in sexual contact with or sexual penetration [as defined in Section 520a ofthe Michigan penal code, Act No. 328 ofthe Public Acts of 1931, being Section 850.520a of the Michigan Compiled Laws], of a student by a person responsible for the student's health or welfare.



E. 



"Person responsible for the student's health or welfare" includes, but is not limited to, a parent, legal guardian, step-parent, or any other individual to whom a parent or legal guardian delegates the care ofthe student. For purposes ofthis policy, this shall also include all employees of the Grand Blanc School District.



REPORTING SUSPECTED CHILD ABUSE AND/OR NEGLECT A. 



Any employee and lor volunteer of the Grand Blanc Community Schools who has reasonable cause to suspect abuse and/or neglect ofa child attending the Grand Blanc Community Schools shall immediately notify the building principal or other authorized administrator of the building to which the student is assigned of the statements, observations, or other relevant information upon which the suspicion is based. Ifthe building principal is not available, the report shall be immediately made to the Superintendent of Schools. In no event shall the initial reporting be delayed more than 24 hours after the employee and/or volunteer first becomes aware (or should have been aware) of the suspected abuse and/or neglect.



----------------------------------



....
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In deternrining whether there is "reasonable cause to suspect" abuse andlor neglect, individual employees andlor volunteers are not responsible for determining, or authorizing to attempt to determine, whether abuse andlor neglect has actually occurred. The responsibility and authority for making such determination is delegated to the Genesee County Family Independence Agency and, in appropriate cases, to the designated administrative staff of the Grand Blanc Community Schools. The responsibility ofindividual employees andlorvolunteers ofGrand Blanc Community Schools is to immediately report any statements, observations, or relevant information of any kind which might reasonably suggest the possibility of abuse andlor neglect.



III. 



B. 



Upon the direction ofthe building principal (or other authorized administrator), the reporting employee andlor volunteer shall, not later than 24 hours after the request by the building principal, produce a written and signed statement setting forth in detail the information upon which the suspicion of child abuse andlor neglect is based.



C. 



It shall be the responsibility ofthe building principal to whom the report ofsuspected child abuse andlor neglect is made to prepare and file any notices, including notifying the Genesee County Family Independence Agency under the Michigan Child Protection Act or other relevant statutory provisions.



INVESTIGATIONS OF REPORTS OF ABUSE AND/OR NEGLECT A. 



All employees andlor volunteers of the Grand Blanc Community Schools shall cooperate fully and completely with Authorized Representatives of the School District investigating reports of suspected child abuse, neglect, or other improper conduct.



B. 



All employees andlor volunteers of the Grand Blanc Community Schools shall cooperate fully and completely with authorized representatives of the Genesee County Family Independence Agency or police officers investigating reports ofchild abuse andlor neglect; provided, however, that employees andlor volunteers shall neither permit such persons (or any other persons) to interview students under their supervision or discuss any students with such persons unless and until the appropriate building principal or other authorized administrator has been notified ofthe requested meeting/interview and has explicitly approved same.



C. 



All requests for potentially confidential orprivileged information made by any person (including subpoenas for testimony or production of records) shall be immediately (and in all cases prior to disclosure of any such information) reported to the



---------------------------------------



- _.......



ADMINISTRATION 



Continued



2420



appropriate administrator by the school employee and/or volunteer to whom such request was made. No employee and/or volunteer ofthe Grand Blanc Community Schools shall disclose to any person (other than authorized representatives ofthe school district, authorized representatives of the Genesee County Family Independence Agency, or the police, as provided above) any information regarding any student which may be confidential or privileged at law under the "Family Educational Rights and Privacy Act" (20USC S 1232g), the "Education of the Handicapped Act" (20USC SS 1401, et seq), the "Mandatory Special Education Act" (MCLA 380.1701 et seq) or the "Disclosure of Student's Records ofCommunication Act" (RJA 600.2165). Provided, however, that disclosure may be made pursuant to, and in strict conformance with, the explicit approval ofthe building principal of the building to which the student is assigned or other authorized administrators.



IV. 



V. 



CONFIDENTIALITY AND IMMUNITY A. 



Under the provision ofthe Michigan Child Protection Act, the identity of any person making or assisting in the making ofa report ofsuspected child abuse and/or neglect is deemed confidential and subject to disclosure only with the consent of the reporting person or by judicial process.



B. 



Under the provisions ofthe Michigan Child Protection Act, any person who, in good faith, makes or assists in the making of a report of suspected child abuse and/or neglect is deemed immune from either civil or criminal liability for their participation in making such report.



C. 



It is the policy of the Grand Blanc Community Schools to keep confidential, to the extent permitted by law, all information regarding reports and investigations of suspected child abuse and/or neglect.



CONSEQUENCES OF FAILURE TO REPORT SUSPECTED CHILD ABUSE AND/OR NEGLECT A. 



Under the provision of the Michigan Child Protection Act, any person required to report an instance of suspected child abuse and/or neglect who fails to do so is both I) guilty ofa misdemeanor, and 2) liable in civil court for any damages proximately caused by their failure to report.



B. 



Under the provisions ofthe policy, the Grand Blanc Community Schools will deem any failure by an employee and/or volunteer to report an instance of suspected child abuse and/or neglect to be both insubordination and deliberate disregard for the safety
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and welfare ofstudents and, as such, to be grounds for severe disciplinary sanctions, including discharge from employment.



VI.



ADMINISTRATIVE POLICY DIRECTIVES It shall be the responsibility of the Superintendent of Schools to promulgate, and when appropriate, to from time to time, revise administrative policy directives to building principals and/or other employees and/or volunteers, for the pwpose ofsetting forth specific guidelines and procedures for complying with any duties imposed upon such employees under either the Michigan Child Protection Act or this board policy.



Adopted October 7,1991, Revised April 15. 2002
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Child Abuse and/or Ne~Iect These administrative regulations are issued to provide the administrative staff of the Grand Blanc Community Schools, including building principals in particular, specific procedures to follow in responding to cases of suspected child abuse and/or neglect involving either 1) students attending Grand Blanc Community Schools or 2) employees or volunteers of the Grand Blanc Community Schools.



I. 



DEFINITIONS A. 



"Student" means a person under 18 years of age enrolled in the Grand Blanc Community Schools as a student.



B. 



"Abuse" means harm or threatened harm to a student's health or welfare by a person responsible for the student's health or welfare which occurs through non-accidental physical or mental injury; sexual abuse; sexual exploitation, or maltreatment.



C. 



"Neglect" means harm to a student's health or welfare by a person responsible for the student's health or welfare which occurs through negligent treatment, including the failure to provide adequate food, clothing, shelter, or medical care.



D. 



"Sexual abuse" means engaging in sexual contact with or sexual penetration [as defined in Section 520a of the Michigan penal code, Act No. 328 of the Public Acts of 1931, being Section 850.520a of the Michigan Compiled Laws], of a student by a person responsible for the student's health or welfare.



E. 



"Person responsible for the student's health or welfare" includes, but is not limited to, a parent, legal guardian, step-parent, or any other individual to whom a parent or legal guardian delegates the care of the student. For purposes of this policy, this shall also include all employees of the Grand Blanc School District.



F. 



"Responsibilities of employees and volunteers in cases of suspected child abuse and/or neglect" means the policy so entitled as simultaneously adopted by the Board of Education.
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"Administrator" means the building principals of the building at which a student, employee, or volunteer implicated in a case of suspected child abuse andlor neglect is enrolled or assigned. In cases where the building principal is absent, responsibilities imposed hereunder shall be transferred to the employee duly designated to "cover" for the building principal.



all



H. 



n. 



"PIA" means the Genesee County Family Independence Agency.



REPORTING SUSPECTED CIllLD ABUSE AND/OR NEGLECT Immediately upon receiving notice, oral or written, or statements, observations or other relevant infonnation or any kind which might reasonably suggest the possibility of child abuse andlor neglect involving either 1) a student of Grand Blanc Community Schools or 2) an employee or volunteer of Grand Blanc Community Schools, the administrator shall do all of the following: A. 



Notify the Office of the Superintendent and provide updated reports on all developments in the case thereafter in a timely fashion.



B. 



Where appropriate and reasonably possible, contact the reporting person and any school personnel (including students) directly to obtain a complete understanding of the nature of the circumstances giving rise to the suspicion of child abuse andlor neglect. The administrator should keep a comprehensi ve record of all contacts made and of all information received while pursuing this objective.



C. 



Make an oral report, by telephone or in person, to the appropriate representative of the FIA. Such report shall be made at the earliest reasonable opportunity, allowing an appropriate period for the initial investigatory process described in paragraph II-B above. However, in no case shall the investigation or any other intervening activity be permitted to delay the making of the initial oral report with the FIA beyond one business day from the time of receipt of notice (of suspected abuse) by the building principal and in any case where it appears that the safety and/or welfare of a student may be imminently threatened, such oral report shall be made at the earliest feasible opportunity.



D. 



Within 72 hours of making the oral report, prepare and file with the FIA and with the Office of the Superintendent a written report which shall contain all of the following: 1. 



Name of the child(ren) involved and age(s).



2. 



Description of the suspected abuse/neglect and the circumstances upon which the suspicion of abuse/neglect is based.
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3. 



Names and addresses (if known) of the child's parents, guardian, and/or person(s) with whom the child lives.



4. 



Specific identity of the person(s) originally providing the information upon which the suspicion of abuselneglect is based, together with express statement advising FIA that school district policy is to keep the identity of the reporting person, together with all the information regarding implicated students, confidential to the extent permitted by law.



INVESTIGATION OF REPORTS OF ABUSE AND lOR NEGLECT 1. 



In any case where it appears that an employee, volunteer, or student of the Grand Blanc Community Schools may become implicated as a perpetrator or facilitator of suspected child abuse and/or neglect, the administrator shall be responsible for independently (ofFIA and/or the police) investigating and documenting all relevant evidence so as to permit the school district to determine whether disciplinary sanctions of any kind may be appropriate. A. 



All such investigations shall be conducted under the direct supervision of the Office of the Superintendent who shall be continually provided with updates of all activities and developments in the case.



B. 



During such investigations, reasonable attempts should be made to obtain written statements from potential witnesses at the time of being interviewed; provided, however, that reluctance of a student to make a written statement shall not be considered to be conclusive evidence of non-credibility.



C. 



During interviews, the administrator should, whenever reasonably feasible, attempt to have an adult witness (other than the administrator) present to corroborate the notes taken by the administrator. Care should be taken, however, to avoid intimidating or frightening the student witnesses by the sheer number of adult "authority figures" present during interviews.



D. 



Where practical the administrator may elect to use information obtained from student witnesses while "sitting in" or FIA interviews in lieu of conducting separate interviews, especially where it is apparent that multiple interviews might be excessively traumatic for the student. In such event, however, the administrator must take hislher own comprehensive notes, since FIA personnel may not be available as witnesses in subsequent school disciplinary proceedings.
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The administrator should explicitly explain the above-described procedure to the prospective interviewer from FIA and/or the police prior to commencing any student interview. 2. 



IV. 



In cases where PIA or police personnel investigating cases of suspected child abuse and/or neglect (whether or not such cases involve any Grand Blanc Community Schools' staff) demand to interview students on school premises, the administrator shall do all of the following: A. 



Notify the Office of the Superintendent immediately.



B. 



Attend and monitor student and/or employee interviews personally or by appropriate administrative designee, and take comprehensive written notes of the proceedings. During the interview the administrator should ensure that the student is not unreasonably or insensitively subjected to harassment, intimidating behavior or inappropriate techniques or interrogation. If the administrator has any questions as to the propriety ofthe interrogation, he/she should temporarily adjourn the interview and seek guidance from the superintendent and/or school attorney before proceeding. FIA personnel may interview students or employees without the administrator present if they so insist.



C. 



Within the limitations set forth here, generally cooperate with authorized representatives of PIA or the police in their investigations. However, in no event shall a student be subjected to a search at school which requires that the student remove his or her clothing to expose his buttocks or genitals, or her breasts, buttocks, or genitals unless the authorized representati ve has obtained and offers for inspection an order duly issued by a court of competent jurisdiction expressly authorizing such a search. Such court orders must be reviewed and approved by the Superintendent of Schools or the school attorney prior to commencement of any such search.



PROMOTING EMPLOYEE AWARENESS OF RESPONSIBILITIES All building principals shall take appropriate steps to ensure that all employees and volunteers assigned to their buildings are made aware of and understand theirresponsibilities as set forth in the Board of Education's policy establishing responsibilities of employees and/or volunteers regarding suspected child abuse or neglect. Such steps shall include, but not be limited to, providing each employee and volunteer with a personal copy of said policy and ensuring that any staff members with questions as to the meaning of said policy have an adequate and timely opportunity to have their questions answered.



Adopted October 7. 1991. Revised April 15. 2002
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