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- INTRODUCTION ' »«”/f

This is a fact finding report under the provisions of Section 25

of Act 176 of the Public Acts of 1939, as amended, which provides in part

as follows:




*Whenever in the course of mediation under Section 7 of Act

No. 336 of the Public Acts of 1947, being Section 423, 207

of the Compiled Laws of 1948, it shall become apparent to

the Board that matters {n disagreement between the parties

might be more readily settled if the facts involved in the

disagreement were determined and publicly known, the Board

may make written findings, with respect to the matters in

. disagreement. Such findings shall not be binding upon the
partfes but shall be made public,,.”

In accordance with the Commission's Rules and Regulations relating
to fact finding, the undersigned Hearings Officer was designated to conduct
4 hearing in the matter and to issue a report in accordance with Employment
Relations Commission General Rules and Regulations 35. Briefly, this Rule
states that the Hearings Officer will issue a report with recommendations
with respect to the issues in dispute. |

The Fact Finder was appointed on October 21, 1976, The hearings
* were held at the Board of Education Building in South Lyon, Michigan, on

November 22, December 6 and December 9, 1976,

"ISSUES IN IMPASSE

The following are the unresolved {ssues in this case:
{1) Agency Shop

(2} Board Rights and Responsibilities

{3) Number of years credit on salary schedule

(4) Effective date of increment

(5) Per Diem Rate for work beyond the established school
calendar

{6) Fringe benefits
{a) health insurance
b) 1life insurance
¢) dental insurance

(7) Teaching hours
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(8)
(9)

(10)
()
(12)
(13)
(14)
(15)
(16)
(17)
. (18)
(19)
(20)
(21)
(22)

Elementary teachers preparation time

Reimbursement for teaching a class during a conference/
planning period

Class size

Sick Leave

Personal Leave
Sabbatical Leave
Maternity and Parental Leave
Reduction in Personnel
Teacheé Evaluation
Protection of Teachers
Grievance Procedure
Strikes and Sanctions
Salary Schedule
Extra-Curricular Pay

Duration and Retroactivity

' "HISTORY OF NEGOTIATIONS

According to information supplied by the parties, bargaining

sessions in 1976 were held;

June

July

10, 14, 18, 22, 23
2, 7, 13, 14, 15, 16, 26, 28, 30

hugust 2, 9, 11, 19} 20, 23, 30
September 2, 7: 17"
* * *
October 5, 12, 21
Twenty-seven {27) bargaining sessions had been held as of Octcher 21, 1976.

Seven of these sessions were held with the State Mediator and they are
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indicated by an asterisk. The parties could not reach agreement and

petitioned for fact finding.

DISCUSSION OF ISSUES AND HEARINGS OFFICER'S RECOMMENDATIONS

Issue No, 1. Agency Shop

The Education Association is seeking to 1nclude in the new
Agreement the {dentical language which appears in Article II Teacher
Rights Section C of the Master Agreement for 1974-76 which deals with
the Agency Shop (Association Exhibit #9), At the time the Fact Finder
requested that the parties indicate what the issues in impasse were, the
Board maintained that it would not include an Agency Shop clause until a
satisfactory agreement was reached. It also wanted a save harmless
provisiﬁn under which the Education Association would reimburse the
".School District for unemployment insurance should a teacher be laid off
pursuant to the Agency Shop provision, At the hearing on December 9, 1976,
the Board dropped its objections to the Agency Shop. |

In the view of the Fact Finder, Article II, Section C,
paragraphs 5 and 6 (Joint Exhibit #1, page 5) provides a save harmless
protection for the Board of Education in matters pursuant to the Agency
Shop. |

" ‘Recommendation: The Fact Finder strongly recommends that the

parties include in the new Agreement Article 11, Teacher Rights, Section C,

Professional Dues, Fees and Payroll Deductions Master Agreement for
1974-76, Joint Exhibit #1, pages 3-5.
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Issue No, 2, Board Rights and Responsibilities
The Education Association introduced as Exhibit #1, Article IV

Board Rights and Responsibilities which is the identical Tanguage which
appears in the 1974-76 Master Agreement (Joint Exhibit #1). The Board of
Education did not offer any objection to this exhibit. Thus there appears
to be tentative agreement on this issue,

" "Recommendation: The Fact Finder strongly recommends that the

parties include in the new Agreement the same language which appears in
the Master Agreement 1974-76, Article IV Board Rights and Responsibilities,
pages 7-8, Joint Exhibit #1.

““14¢sue No. 3. Number of Years Credit on the Salary Schedule

Article V Professional Compensation, Section C (Joint Exhibit #1,
- page 9) deals with number of years credit on the salary schedule., The
Education Association is seeking the same language as contained in the
Master Agreement for 1974-76 with one exception:
Section C. 2. (Joint Exhibit #, pace 9) reads “Any period of
one {1) semester or ninety (90) consecutive days of full-time
teaching shall be equivalent to one (1) year of teaching
experience, Teachers can only receive credit once for a half-
year experience,
The Education Association wants to change the above section
to read:
B, 2. For purposes of this article, forty-six (46) or more
consecutive days of full-time teaching employment shall
constitute one (1) semester of service credit.
Association Exhibit #2, pages 1-2,)
The Education Association in its written closing remarks to the

Fact Finder dated December 13, 1976, stated that the parties should

‘5-



tentatively agree to and sign the 1974-76 contract language dealing
with number of years credit on the salary schedule. There was no
objection to this item in Board's Exhibit #6.

Recommendation: The Fact Finder strongly recommends that the
“parties include in the new Agreement the approprfate language from the
Master Agreement for 1974-76 Article V. Professional Compensation,
Section C, page 9, Joint Exhibit #1,

Issue No. 4.- Effective Date of Increment

In {ts Exhibit 2, the Education Association stated that the
"effective date of increments shall be the first school day of a new

-semester for any teacher who has previous experience as per B, 2. above"

(see page 5. for wording of B. 2.). The Board is willing to grant the

. one-half year credit to teachers on its staff who have gained the

experience in the South Lyon School District providing these teachers

have not been granted a whole year for a half-year of experience previously

(Board Exhibit #6, page 1). The Education Association agrees with the

Board's position that this credit should be granted only if it has not

been already granted,

"Recommendation: The Fact Finder strongly recommends that the

parties develop the appropriate language on this issue for inclusion in
the new Agreement, They are both in agreement on the substantive features
of such a provision,

'Issue No. 5. Per Diem Rate for Work Beyond the Established
'School Calendar

Both parties are in agreement that teachers employed beyond the
established school year shall receive an additional per diem payment based
-6-
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on 186 working days, (See Association Exhibit #2, page 2 and Board
Exhibit #6, page 2,)

Recommendation: The Fact Finder strongly recommends that

teachers employed beyond the established school year shall receive an
additional per diem payment based on 186 working days.
Issue No. 6, Fringe Benefits

This ¥ssue will be discussed later in The Award along with

salaries,

“"Issue No, 7, Teaching Hours

The 1974-76 Master Agreement, Article VI, Working Conditions,
Section B8, 1., covers teaching hours {Joint Exhibit #1, pages 10-11).
This Section requires that teachers report for duty at least twenty-five
" {25) minutes before the opening of the pupil's regular school day in the
morning and they are expected to remain at least twenty-five minutes
after final bell of dismissal.

The Education Association seeks to change the twenty-five (25)
minutes to twenty (20) minutes (Education Association Exhibit #12A).
The Board of Education wants to retain the current language in the
1974-76 Master Agreement, Article VI, Working Conditions, Section B, 1,
calling for twenty-five (25) minutes.

No compelling reasons were given by the Education Association
as to why the twenty-five (25) minute requirement should be changed to
~ twenty (20) minutes.

" "Recommendation No. 1.: The Fact Finder strongly recommends that

the parties agree to the language of the Master Agreement for 1974-76
Article VI, Section B., Paragraph 1, (Joint Exhibit #1) if.e., 25 minutes.
-7-



Another issue relative to teaching hours is the length of the

' teacher work day. Article VI, Section B or Section C does not specify
the length of the work day. The Board of Education stated that the lack
of a specific length of work day for teachers gives it flexibility.

Article VI, Section C does state that the "teaching load of
the senfor and junior high schools shall generally not exceed thirty
teaching periods per week. Assignments to a supervised study period and/or
lunch period on a permanent basts shall be considered a teaching period
for purposes of this Article. The weekly teaching load in the elementary
school shall not exceed thirty (30) hours of classroom teaching."
(Joint Exhibit #1, page 11,)

The Education Association is seeking an instructional day for

. the secondary school which shall not exceed six (6) hours and forty-five (45)

minutes including a thirty (30) minute duty-free lunch period, It further
seeks the same length of instructional day for the middle school teaching
staff, namely, six (6) hours and forty-five (45) minutes including a
thirty (30) minute duty-free lunch period. For the elementary school
teaching staffs {t seeks an instructional day of six (6) hours and thirty (30)
minutes including a thirty (30) minute duty-free lunch perfod.
(Education Association Exhibit #12A)

The Education Association introduced data to show that twanty4
three (23) School Districts provide for length of teacher work day specified
in the contract (Education Association Exhibit #12B),

‘Recommendation No. 2,: The Fact Finder strongly recommends that

the parties negotiate a provision in the new agreement which spells out
the tength of the instructional day for teaching staffs in the high school,

middle school and elementary schools, He refrains from recommending the
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hours proposed by the Education Association because he is unfamiliar

with the schedules of the schools in the School District. The parties,
however, should spell out the length of the instructional days, If the
Board of Education needs flexibility in event of an emergency, the
provision could read that in event of a well defined emergency, the
tength of the wofk day can be modified for the duration of the emergency
without penalty to the Board. '

The Fact Finder recommends that a provision spelling out the
length of the instructional day be included because it is good personnel
practice to do so, Most employers do spell out length of work day,
breaks, lunch periods, starting times, and quitting times,

" 'l$sue No. 8.  Elementary Teacher Preparation Time

Article VI, Section B Teaching Hours, Paragraph § of the Master
Agreement for 1974-76 reads:

*Elementary teachers shall have as preparation and/or

conferences the time during which their classes are

recefiving special instruction at the library and in music,

art, and physical education. A1l time when elementary

teachers are not assigned recess duty will be considered
preparation and conference time." (Joint Exhibit #1,

page 11.)

The Education Association seeks to have the elementary school
* teachers receive one hour per day for preparation timed(Education
Association Exhibit #12A, page 1). It did not provide data to show
how many school districts in Oakland County provide planning time for
elementary teachers, It did provide an exhibit (12C) which shows that
Hazel Park and Troy School Districts do provide planning time for

elementary teachers,



The Board wants to retain current language in the Master

~ Agreement, Article VI, Section B, Paragraph 5, quoted above. It maintains
that the elementary teachers already have preparation time when special
instruction activities such as Tibrary, ﬁusic. art and physical education
takes place (see Board Exhibit #12). In addition, the teachers in the
lower grades also have time off during recess periods. This preparation
time, however, is not quaranteed and could be eliminated if priorities
change or financial problems 1ntervehe (Board Exhibit #6, page 3).

Ne{ther par@y presented data to show the costs {f all elementary
teachers received one hour of preparation time each day, There is a
cost factor involved because someone must cover the classes if the teachers
are to have a preparation time when the special instructional activities
_noted above are not taking place.

" 'Recommendation: Because of the unknown cost factor, the Fact Finder

1s reluctant to recommend that elementary teachers be guaranteed one hour
preparation time per day., As noted, they already have some preparation
time when special instructfon is taking place but it is not guaranteed,

If funds can be found, the parties should negotiate a provision in the

new agreement that guarantees some preparation time for elementary teachers

during the week. ‘This new provision could be met as long as the special

Instruction activities are taking place. A preparation time, it could be

argued, would be beneficial to both the teachers and the students,

‘Issue No. 9. Reimbursement for Teaching a Class During a

Conference/Plannina Period

The current practice of the Board is to pay a teacher five (3$5.,00)
dollars for teaching a class during a conference/planning period. The



Education Association is seeking a rate of fifteen ($15.00) dollare per

class, The contract is silent on the pay rate for teachers teaching a
class during a conference/planning period on an irregular basis. The
Board has accepted the principle suggested by Fact Finder that the teacher
teaching a class during a conference planning period be paid at one-sixth
of the daily rate based on the B,A, minimum, The Board contends that

the absent teacher for whom the teachér is substituting for that period
pay this amount to the teacher doing the teaching. The Fact Finder
cannot agree with the Board position of having the absent teacher pay the
*substitute”.

" "Recommendation: fhe Fact Finder strongly recommends that the

part1e§ agree to language for inclusion in the new Agreement that will
" pay a teacher who teaches a class during his/her conference/planning
period at one-sixth of the daily rate at the B.A. minimum, This
reconmendation provides a rational basis for compensation to cover
emergencies.

Moreover, the Fact Finder strongly suggests that the parties
maintain accurate and complete records as to which teachers are absent,
Moreover, he strongly suggest that the Board develop an absenteeism
control program to minimize unauthorized absences of all personnel
employed by the School District, Such data should be reported to the
Education Association on a regular basis,

“1ssue No, 10. Class Size

Article VI Working Conditions, Section C Teaching Loads and
Assignments, Paragraph 2, of the Master Agreement deals with class size.
It reads as follows:
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“The Board and the administration will make every effort
to keep class sizes at 30 students or less. In the event
that problems occur in regard to class size, a committee
composed of two administrators selected by the Superintendent
and two teachers selected by the Association will meet
with the teacher involved within five (5) days to reach
an agreement on resolution of the matter. If the class
size in any class exceeds thirty-three (33) students for
any reason, an aide shall be assigned to the teacher
fnvolved to assist with that class. The use of the aide
will be on a pro-rata basis at the secondary level. The
provision does not apply to traditionally large size
classes (ie; physical education, vocal music, instrumental
music, etc.).” Joint Exhibit #1, page 12.

The Board of Education wants to retain the language quoted abave
because in 1ts view the “current contract is.Timiting enough* (Board
Exhibit #6). It contends that such action to reduce by contractual
language class size would not enhance the quality of education offered
_ in the School District (Board Exhibft #14). This exhibit summarizes
research on class size and indicates the following:

*1. Alteration of class size is not a significant factor
' in improved quality of education

2. In some instances théfe is an inverse relationship
through class size reduction

3. General research is often inconclusive in this area
4, There is 1ittle evidence on uniform agreement on the
effect of class size on educational quality."
Board Exhibit #14, page 1.

The Board cited evidence from Teacher Negotiations by Miller

. and Newbury on class size (Board Exhibit #14),
The Education Association has made the following proposal

with respect to class size:

-12-
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fArticIe‘VI, B, 6. and 7.

6. The Board and Association agree that {t is their goal to
Tower class size. In this regard, the maximum classroom
size shall be 28 students per classroom,

At no time shall a class exceed the reasonable physical
1imits of the classroom, lab facility, or number of
work stations available and equipped for students.

1t {s understood that large group instruction, differential
staffing and other such experimental or innovative programs
may be exceptions to the ratios established above with

the agreement of the Association and the Board.

If the stated class size 1imit is exceeded and a solution
other than reduction is deemed feasible from an educational
need viewpoint, then within 5 work days the teacher involved
shall meet with an Association Representative, the principal,
and the Superintendent or his designee for the purpose of
providing a remedy to the situation, The recommendation

of this 4 member coomittee shall be based upon educational
principles and shall be fmplemented if there is unanimous
agreement, If unanimous agreement cannot be reached within
5 working days of the meeting, then said teacher shall be
reimbursed at the rate of ten ($10,00) per day per student
over the stated ratio until the situation is resolved.

7. Teachers shall be given notice of their classes for the
forthcoming year, no later than June 15th.*
Education Association Exhibit 13A,
In support of its position the Education Association entered
_exhibits with contract language on class size from Agreements of a
selected number of school districts in Oakland County (Association
Exhibits 13C and 13C-1.)
It also introduced a survey on class size for the school year

1976-77, South Lyon School District which showed the following:
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"CLASS 'SIZE SURVEY

HIGH SCHOOL
40 teachers responding

" Class Size | #'Classes
" over 30 20
at 30 12
at 29 17
at 28 16

The figures above do not include physical education or music classes.

CENTENNIAL MIDOLE SCHOOL

19 teachers responding

“'Class Size ~# 'Classes
over 30 0
at 30 n
at 29 15

at 28 18

'SOUTH _LYON MIDDLE "SCHOOL

14 teachers responding

- Class Size | # Classes
over 30 2
at 30 14
at 29 7

at 28 '3

ELEMENTARY SCHOOLS {Sayre, Salem, South Lyon and New Hudson Elementaries)

57 teachers responding

"Class Size 4 Classes
. over 30 ' 1
B at 30 5
at 29 -8
at 28 8

Education Association Exhibit # 138
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It 1s not clear to the Fact Finder as to why the Education
Association chose to limit the number of students in a class to twenty-
eight (28). No evidence was given as to why this figure was selected,

At the High School out of a possible 200 classes twenty (20) have
more than thirty (30) students. The figure of 200 classes was determined
by muitiplying forty (40) (the number of teachers reporting) times five (5)
{the number of classes taught by each.teacher). (Education Association
Exhibit 13 B.)

At the two middle schools out of 165 classes, two classes are
over 30 students and at the four elementary schools only one c¢lass had
over 30 students (Education Association Exhibit 13 B,).

" 'Recommendation: The Fact Finder cannot recommend limiting the

- gsize of classes to twenty-eight (28) as proposed by the Education
Association. No solid evidence was presented that a class of twenty-
eight (28) does better academically than a class of twenty-nine (29) or
thirty (30). It would appear to the Fact Finder that the parties should
approach the class size problem from a different perspective. The subject
matter {tself is a factor. Math, physics, chemistry and the sciences
usually require more teacher/student contact than a class in social
sciences, Another variable at the elementary school level {s the
composition of the student body. Socio-economic status of parents appears
to make a difference in learning. The size of the class in the early
grades may be of more importance than in the high school or middle schools
especially as these students are learning to write, spell, read and

communicate.



Another factor which impacts on size of class in the early

grades 1s the weather. In winter someone has to help the youngsters put
on coats, boots, caps and gloves and this can tax a teacher's energy
level,

The Fact Finder recommends that the current language of

Article VI, Section C, Paragraph 2, Master Agreement 1974-76 be included

in the new agreement with the following additions:

| (1) Both parties should give special consideration to class
size in subject matter areas requiring more individualized
teacher/student contact.

(2) Both parties should give special consideration to class size
in the early elementary years when students are beginning to
develop cognitive skills.

(3) Both parties should give special attention to providing
teacher aides in grades 1 and 2 during the winter months
to assist the teachers in handling winter clothing.

(4) Both parties should continue to review programs of all
students so that teaching resources can be utilized
effectively.

Issue No. 11, Sick Leave

The 1974-76 Master Agreement, Article VII, A, Sick Leave, provides
for twelve (12) days of sick leave per year which may be accumulated up to
a total of 105 days. (see Joint Exhibit #1, page 15).

The Education Association is proposing an increase in the sick
leave days from twelve (12) to fifteen (15) per year. In addition, it

seeks to increase the days of total accumulation from 105 to 135 (Education
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Exhibit #14A). Its rationale for these increases in both the number of
sick days per year and in total accumulation is that the District has
nefther long-term disability nor sick bank programs.

The Board of Education seeks to retain the present language in
the Master Agreement for 1974-76, Article VII, i.e., twelve (12} days
per year and accumulation of 105 days,

The Education Association presented data on the annual sick
leave allowance for twenty-seven (27) school districts in Oakland County.

Below is a table summarizing the data. (Association Exhibit #14B)

" 'Humbeyr of Districts Annual Sick Leave Allowance

1 5
12 10
2 1
1 n.s
6 12
2 13
1 14
- 15
27 Districts

The Education Association also presented data on total
accunulation of sick leave (Education Association Exhibit #14B), Of the
twenty-seven (27) School Districts twenty-four (24) provide for more
accunulation than South Lyon.

Recommendation: The Fact Finder strongly recommends that the

" parties agree to the twelve {12} days as provided in the Master Agreement
for 1974-76, Article VII, He makes this recommendation because there are
only five (5) out of twenty-seven (27) school districts in Oakland County
which have more than twelve (12) days.
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With respect to increasing the total accumulation from 105 to

135 days, the Fact Finder recommends that the parties agree to establishing
a Sick Day Bank., The Board, under this recommendation, would place five (5)
sick days per teacher per year into a Siﬁk Day Bank., This would amount to
970 days for the first year for 194 teachers. Any teacher who exhausts
his/her 105 days of accumulation would then draw on the Sick Day Bank.

This arrangement would underscore ihe purpose of sick leave,
namely to provide income replacement when the teacher is sick or
incapacitated. Moreoyer. it provides a pooling arrangement which is a
kind of insurance, i.e., pooling of risks.

Since the School District does not have a long-term disability
program, the Sick Day Bank would enable teachers who have exhausted their
. 105 days accumulation to draw on additional sick leave days as needed.

“"Issue No., 12, Personal Leave

The 1974-76 Master Agreement, Article VII, Leave Policy,
Section B. provides that two (2) days per year of sick leave may be used
for personal business, One (1) of the days can be taken without a reason
being given by the teacher and for the second day application with reasons
for the leave must be gfven (See Article VII. Leave Policy, Section B..1..a.,
B. 1. b., B, 2., B, 3., and B, 4, Joint Exhibit #1, page 16), The Education
Association is seeking to have the two (2) days personal leave without
reasons having to be given by the teachers. The Board of Education wants
to retain the existing language in the Master Agreement for 1974-76,
Article VII, Section B. A

This section containsla provision, B.2, which reads:

“Parsonal Business means an activity which requires the

teacher's presence during the school day and is of such

a nature that it cannot be attended to at a time when
- school 1s not in session.” (Joint Exhibit #1, page 16)
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It appears to the Fact Finder that this ﬁrovision can be subject to many
interpretations by the 194 teachers of the South Lyon School District.
In any population of 194 or even less or more there will be teachers who
will give the broadest interpretation to what constitutes Personal Business.
At least having the teacher give a reason for taking one of the business
days does provide for some monftoring.

The Education Association's Exhibit #14A, page 2, contains the
same language as does B, 2, paraaraph quoted above. If the Education

Association wants two days off without reasons and still seeks to include

the B, 2, provision, someone must do the monitoring. Despite the observation

made by the Education Association that teachers are mature adults, there are

numerous examples of teachers in Michigan and elsewhere of abusing sick

| . leave and personal days. The Board of Education did not present any data

on abuse but it does not want to change the existing language,

The Education Association presented data which showed that
fourteen (14) of twenty-seven {27) school districts in Oakland County
require a reason for personal business, nine (9) do not require 2 reason,
and four (4) require a reason for some days and no reasons for other days
(Association Exhibit #14E),

The Education Association did not offer to monitor paragraph B, 2,
but did add a paragraph B, 4, in its Exhibit which states that “teachers
may not use personal days for recreational purposes" (Association Exhibit
14A, page 2). No mention {s made in its Exhibit as to how this will be
monftored,

' Recommendation: The Fact Finder recommends that the two (2) days

leave for personal business be given without reasons having to be submitted

-19-
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_ for a trial basis of one year, He further recommends that the Association

Join with the Board of Education in developing an absenteeism control
program, Absenteeism {s costly and takes away dollars that could be
used to finance benefits and salary improvements sought by the Education
“Association,

for éxample. if 100 teachers take two (2) personal business
leaves, this means 200 substitute teaching days. If the rate of pay for
a substitute teacher is $35,00, this is a cost of $7,000 to the Board of
Education.

The Fact Finder strongly suggests that the Board of Education
maintatn accurate and complete records of absenteeism and to share this
information with the Education Association, This information could reveal
" whether teachers are mature adults as maintained by the Education Association,

- 1f the trial period reveals that teachers are abusing the personal leave,

 the contract language in the current contract, i.e., one (1) day without

'reason and one (1) day with reason shall be reinstituted. (My italics)}

Xssue No, 13, Sabbatical Leave

The Education Association introduced as Exhibit #3 proposed
language on Sabbatical Leave which i{s identical language thch appears
in the Master Agreement for 1974-76, Article VII., Leave Policy, Section C,
Sabbatical Leave, The Board contends that a sabbatical provision should
not be in the new contract because the District is having a constant
financial struggle to maintain its educational program. In its view, it
would be “embarrassing to grant sabbatical leave at one-half pay to

teachers who have off one-~-fourth of a year.® (Board Exhibit #6) The

«20-
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. Board did not indicate if any teachers were currently on sabbatical

leave, The Fact Finder assumes that if the District experiences a
financial exigency which would result in teachers being laid off, the
Education Association would work with the Board to find dollars which
would protect the teachers' jobs. At that time, the parties could
reexamine the sabbatical leave policy.

" Recommendation: The Fact Finder strongly recommends that the

parties include in the new agreement the same language which appears in
the Master Agreement for 1974-76, Article VII, Section C, Sabbatical
Leave, page 17, Joint Exhibit #1.

~‘Issue No. 14, Maternity or Parental Leave

Article VII. Leave Policy, Section E, Parental Leave of the

" Master Agreement for 1974-76 deals with maternity leave {Joint Exhibit #1,

pages 17-18). The current language does provide for a leave up to one (1)

year but can be extended at the discretion of the Board. Although the
contract is silent on the matter of paid maternity leave, the District
provides unpaid maternity leave,

The Education Association seeks to add a provisjon to the new
agreeﬁent which reads as follows:

"Physical disabilities related to maternity shall not be

treated differently than any other disabilities of

similar duration." (Education Association Exhibit #15A)

To support its position on treating maternity like any other
disabi1ity, the Education Association cited various court decisions

e.g., Liberty Mutual which was a U, S. Supreme Court decision; Satty v.

Nashville Gas Co., a U. S. District Court decision and Farkas v.

=27~
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. §gg§h'ﬁestern'City'School‘Districf'et‘ai. a 6th Circuit Court of Appeals
case {Association Exhibit #15B). |

While the Fact Finding hearing was being held, the U, S, Supreme
Court 1n'G1ibert'v;'Generaf'E1ectr1c ruled that denial of paid maternity"

leave did not violate the Civil Rights Act. Previous court decisions on
this fssue stated that refusal of the employer to treat maternity leave
11ke other disabilities violated the Civil Rights Act of 1964 as amended.

Since the General Electric decision, various women's groups

are seeking federal legislative action to overturn this decision. Several
congressmen have been reported in the press that they will introduce a
b111 specifically on treating maternity as a disability when the new
congress convenes in January, 1977,

The Education Association is correct in its observation that the
court decision did not exclude the parties to a collective bargaining
agreement from negotiating a provision treating maternity like any other
disability.

Reconmendation: Because of the uncertainty of federal legislation

following the General Electric decision, the Fact Finder is reluctant to

recommend the inclusion of lanquage sought by the Education Association
fn the new agreement, Because the General Electric case was before the
U. S. Supreme Court, the parties did not fully discuss this 1ssue in terms
of costs nor did they discuss experience with maternity leaves in the
School District.

There is merit to the argument that during delivery of a baby
the mother is disabled in that she cannot obviously perform the duties of
her job, nor can she perform her job duties in the hospital. These brief
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coments are made to suggest that the parties may want to negotiate a
limited type of paid maternity leave which specifies a 1imit or a cap
to the number of paid days a mother may receive, e.g,, days in hospital,
A step tn this direction would be to analyze maternity leaves in the
district for the last three (3) to five (5) years to learn what has
been the experiences.

'1ssue No. 15. Reductions in Pérsonnel

Article XVI, Lay Off and Recall of the Master Agreement deals
with the procedure to be followed if the Board has to reduce the number

of teachers through lay off (Joint Exhibit #1, page 30}, The Board seeks

to retain the language in this article.

The Education Association has proposed a new article dealing

" with Reductions in Personnel which reads as follows:

A. No teacher shall be discharged or laid-off pursuant to a
necessary reduction in personnel unless there is a substantial
decrease in students enrolled in the school district, there
is a substantial decrease in the revenues of the school
district, or a substantial increase in the operating costs
of the Board provided that such increase cannot be offset
by the Board's taxing or other fiscal powers or offset by
reductions in expenses other than personnel.

‘B. No teacher shall be laid-off pursuant to a necessary reduction
fn personnel for any school year or portion thereof unless
said teacher shall have been notified at least 60 days prior
to the last day of the previous school year,

C. Before official action on a reduction of teachers is taken

by the Board of Education, it will give notice to the
-23-
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D.

E.

F.

Association of contemplated reductions and afford the

Association an opportunity to discuss it with the employer.
As soon as the names of the teachers to be laid-off are
known, a 1ist of such names shall be given to the Assoctation.
In cases requiring a reduction of the teacher work force,
the order of reduction shall be:

Y. Temporary teachers,

2. Probationary teachers, according to seniority and
certification, If a position cannot be filled with a
certified teacher, in accordance with senfority, a
teacher with lower seniority may be retained,

3. Tenure or continuing contract teachers according to
senfority and certification. Certification shall mean
certification majors and minors as defined by the
Michigan State Board of Education and North Central
requivements.

Any teacher whose services are terminated because of a

necessary reduction in personnel, shall be appointed to the

first vacancy in the school district, according to seniority,
for which he/she 1{s certified, |

As used in this article, seniority shall mean the total

length of service with the employer, including health and

military leaves, but deducting any other unpald leaves of
absence. In the event that two teachers have the same length
of service in South Lyon, the additional determining factors
regarding lay-off and recall will be, in rank order:



G,

H,

Jo

1. Total years of teaching service,

2. Highest earned degree.

3. Hours beyond highest earned degree.

Each teacher being recalled shall be notified by certified
mail (or other provabie means of delivery) at his/her tast
known address, of all vacancies for which the teacher is
certified, FEach teacher being recalled shall have ten (10)
calendar days from the date of delivery of such recall

notice to notify the Board of Education of his/her intentions,
Failure to respond within this time 1imit shall result in
termination of all employment rights. In addition a
teacher's ability for recall shall terminate if he/she
accepts a teaching position elsewhere which would prevent
him/her from accepting a recall or if he/she resigns, The
Board shall notify the association in writing of all recalls.
Consistent with_Sectidﬂ D, teachers on lay-off shall be
recalled to the first vacancy for which they are certified,
in the reverse order of lay-off.

Upon return to service with the South Lyon Community Schools,
tenure teachers who have been laid-off because of a necessary
reduction in staff shall receive salary credit as though they
had been continuously employed, except that credit on the
salary schedule shall not exceed one year,

For the duration of this agreement, the Board shall enter
into no performance or subcontract which will result in

reducfion of present staff or otherwise adversely affect



the wages, hours and conditions of employment of teachers
in contravention of this agreement;

Assoclation Exhibit #16A

The Education Association introduced provisions from other
agreements in Oakland County which dealt with lay off and recall procedures
(Association Exhibit #168).

This 1ssue is of paramount importance to the Education Association,
the Board of Education, the students and their parents.

The Fact Fiﬁder is of the opinion that the educational program
{s not enhanced if lay offs are based on seniority and certification,
Senifority is not always equated with qualified. He does agree with the
~ Education Association that the order of lay off should be temporary
teachers, probationary teachers and then tenure teachers.

Recormendation: This recommendation is in two parts.

1. If there is need to reduce teaching staff during the 1976-77
school year, the order of lay off will be temporary teachers, probationary
teachers, then tenure teachers, If it is necessary to lay off tenure
teachers, educational attainment, seniority and certification will be
considered. If tenure teachers are laid off, they shall have first
preference as substitute teachers.

2. Because of the importance of reduction in staff, the.Fact
Finder strongly recommends that the parties establish, during the school
year, a coomittee to develop an appropriate prbcedure for staff reduction.
This committee must first assess the qualifications of the existing staff

in terms of certification, majors and minors, It must analyze retirement
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. patterns of teachers for the next five (5) years. It must examine the’
/

current educational programs and consider what kind of educational prbgrams
will be offered two, three, four and five years hence, It must consi&ér
existing faculty resources needed to carry out the kind of educational
programs to be offered. It must determine what kinds of additional
faculty resources will be needed, giving consideration to double majors,
It should encourage younger faculty membérs to take courses leading to
muitiple certification, especially those teachers with a long-term
commitment to a career in education,

By encouraging additional training, staff members can become
more effective teachers and more flexible in teaching assignments,

Once the manpower planning phase has been examined, the second
" phase would be to develop a staff reduction procedure incorporating what
I call a "head and shoulders” concept. There is a critical need to retain
the better teachers., This means developing criteria for determining ability,
merit and capacity which would be used for purposes of lay off. Surely an
occupation which 1ikes to call {tself a profession and likes to refer to
its members as being mature adults can come forward with performance
standards. The vitality of teacher groups depends on devéloping a more
creative way of handling staff reductions than utilizing a mechanistic
approach of who has been around the longest. It is becoming more evident
that tenure will come increasingly under public attack because of the
protection 1t gives to incompetent teachers.

The committee should be charged with developing the two phases

discussed above within one year, The South Lyon Board of Education and
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_ the South Lyon Educatior -ssocfation could indeed become a model for the

rest of the state in manpower or human resources planning and utilization.

Issue 16: Teacher Evaluation

The Education Association seeks to retain the identical language
of Artile 1X Teacher Evaluation, Master Agreement for 1974-76 in the new
Agreement (Association Exhibit #4). The Board sought to include a new
provision in this Article dealing with informal evaluations (Board Exhibit
#6). There was no discussion at the hearing as to how informal evaluations
would be handled or what constitutes an informal evaluation. It would
appear to the Fact Finder that Article IX is sufficiently broad in scope
to include informal evaluations as long as the teacher can discuss an
informal evaluation which is positive or negative. The Board of Education
noted in its proposal of October 12, 1976, to the Eddcation Association
that there was tentative agreement on Article IX Teacher Evaluation if the
total package is accepted (Education Association #22).

Recommendation: The Fact Finder strongly recommends that the parties

include in the new Agreement the same language which appears in the Master
Agreement for 1974-76 Article IX Teacher Evaluation, pages 21-22, Joint
Exhibit #1.



Issue 17: Protection of Teachers

The Education Association seeks to retain the identical language
on Article X Protection of Teachers, Master Agreement for 1974-76 in the
new Agreement (Association Exhibit #5). The Board in its Exhibit #6
noted that it had proposed nine changes, one of which had been agreed to
by the Education Association. These changes were not discussed at the |
hearing. The Board did note in its proposal of October 12, 1976, to the
Association that there was tentative agreement to Article X Protection of
Teachers if total package is accepted by the Education Association {Asso-
ciation Exhibit #22). |

Recommeridation: The Fact Finder strongly recommends that the parties

. include in the new Agreement the same language which appears in the Master
Agreement for 1974-76 Article X Protection of Teachers, pages 22-24, Joint
Exhibit #1. |
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Issue 18: Grievance Procedure ' !

The Ecucation seeks to retain in the new Agreement the identical language
of Article XII Grievance Procedure which appears in the Master Agreement for
1974-76 (Association Exhidit #6). The Board in its Exhibit #6 stated that
three items be excluded from the grievance procedure:

"(1} the matter of extracurricular assignments

(2) any matter dealing with the context of teach evaluation
(3) any matter for which there is another remedy or if the
grievance ﬁrocedure js used, it be the sole remedy."
Item 3 for example, would include those matters such as teacher discharge
which falls within the scope of jurisdiction of the Tenure Commission. The
Board noted, however, in its proposal of October 12, 1976, to the Education
’ Association that there was tentative agreement on Article XII Grievance |

Procedure if the total package is accepted by the Education Association.

Recommendation: The Fact Finder strqng]y recommends that the parties include
in the. new Agreement the same ]anguaﬁé which appears in the Master Agreement
for 1974-76 Article XII Grievance Procedure, pages 25-28, Joint Exhibit #1.
He does, however, strongly suggests that when the parties negotiate a new
agreement for 1977-78 or for 1978-79, if this Fact Finder's Report serves
the basis for the parties agreeing to a two year Agreement, that they give -
serious attention to modify the Grievance Procedure to exclude those jtems

which fal) within the jurisdiction of the Tenure Commission. There is much

to be said for exclusion of these items because if a teacher uses the
grievance procedure and is not satisfied with the reﬁedy produced by the
grievance procedure that teacher can then utilize the machinery provided
for by the Tenure Act. This is costly both to the Education Association
and the Board of Education.



‘Issue 19: Strikes and Sanctions

The Education Association seeks to 1imit Article XV Strikes and Sanctions,
Master AGreement for 1974-76, pages 29-30 to the first sentence of the Article
which reads:

"Both parties recognize that the cessation or interruption of

professional services by teachers is contrary to law and public

policy”, (Association Exhibit #17).

The remainder of the Article XV would be eliminated. Its rationale for
this change in language is that it is repressive. In its view the teachers
may be relinquishing their rights under PERA (PA379} as per the Holland and
more recently, the Crestwood decisions, especially as the language relates
to unfair labor practice strikes. (Associations closing comments dated
December 9, 1976, p. 4).

The Board's position is that the language in Article XV Strikes and
Sanctions, 1974-76 Master Agreement, is necessary and therefore does not want
to change it. This has been the position of the Board on June 22, 1976,
(Association Exhibit #21, p. 5), and again on October 12, 1976, (Association
Exhibit #22, p. 3).

Thé Fact Finder takes note of the concerns of the Education Association
but Paragraph E of Article XV quoted below appears to address itself specifically
to these concerns. Article XV Strikes and Sanctions, Paragraph E:

"Nothing contafned in this article will be construed as a waiver

of _any rights (my italics) the Association or its members may haée

under Act 379 of the Michigan Public Acts of 1965 or which are

otherwise provided by Taw." Joint Exhibit #1, page 30,

«3]-
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Recommendation: The Fact Finder strongly recommends that the parties include

in the new Agreement the language which appears in Article XV Strikes and

Sanctions, Master Agreement for 1974-76, bages 29-30, Joint Exhibit #1.

Issue'No; 20. Salary

The Board of Education's salary proposal for 1976-77 is to pay the

salary step increment of the teachers based on the 1975-76 Salary Schedule
plus five (5) percent contribution for retirement. Table II-A shows the

B.A. salary schedule for 1975-76, the step 1ncrease, the dollar value of

the five (5) percent retirement contribution and the total new money provided

to each teacher under the Board's proposal. The range of the doliar value
of the step increase is from zero for teachers at the top of the B.A,
schedule to $975 for teachers moving from step 10 to Step 11, Percentage-
wise the range 1s from zero at Step 12 to 9.17 percent for teachers moving
from Step 1 to Step 2.

The range of the five percent retirement contribution 1s from
$524 for teachers moving from Step 1 to Step 2 and the maximum {s $800 for
teachers at Step 12 or moving to Step 12.

The dollar value of the total new money which teachers will be
receiving is from $800 for teachers at Step 12 to $1,775 for teachers

.moving from Step 10 to Step 11 in 1976-77. The percent increase of total
new money is from five (5) percent for teachers at Step 11 to 146 percent
for teachers moving from Step 1 to Step 2. By new money the Fact Finder
means any dollars in salary and fringe benefits received by teachers in a
given school year over the number of dollars received in salary and fringe

benefits in a previous school year.
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Table II-B shows the M.A. proposal of the Board for 1976-77 and

provides the same type of data for the-H;A; schedule as'for the B.A.
schedule discussed above. The range of new money is from $897.50 for
teachers at the top of the M,A. schedule to $2,007 for teachers moving
from Step 11 to Step 12 in 1976-77. Percentage-wise the range is from
five (5) percent for teachers at Step 12 to 14.1 percent for teachers
moving from Step 1 to Step 2,

In support of its position, the Board reviewed the history of
millage elections held in 1976 as follows:

"A millage issue was presented to the residents of the

school district asking for a renewal of 7-1/2 mills and

an addition 3 mills for a total proposal of 10-1/2 mills,

This election was held January 12, 1976 with 1,744
people voting,

There were 694 YES votes
and 1,050 NO votes

Another special election was held April 12, 1976 separating
the renewal and.addition.

For the renewal of 7-1/2 mills there were:

2,053 YES votes
680 NO votes

For the additional 3 mills:

1,373 YES votes
1,360 NO votes

A total of 2,733 people voting.

During the campaign electors were told that estimated
increases in the budget would be 7%,“ :
Board Exhibit #18

The Board repeatedly emphasized that the voters in the last
millage election were told that estimated increases in the budget would be
seven (7) percent.
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Tabile I1-A

1975-76 B.A. Salary Schedule, Board Proposal B.A.

for 1976-77, Step Increase

for 1976-77, Five-Percent Retirement Contribution and Total New Money at each

Step.
BOARD RETIREMENT
1975-76  PROPOSAL B.A.  STEP INCREASE 5% TOTAL NEW MONEY
STEP B.A. 1976-77 1976-77 CONTRIBUTION AT EACH STEP
DoI]a;s ﬁercent Dollars Percent
1 9,600 9,600
2 10,480 10,480 880 9.17 524 1,404  14.6
3 10,850 10,850 370 3.53 543 93 8.7
4 11,290 11,290 440 4.06 565 1,005 9.3
5 n,7s 1,75 425 3.76 586 1,01 8.9
6 12,200 12,200 485 4.14 610 1,095 9.3
7 12,750 12,750 550 4.51 638 1,188 9.7
8 13,400 13,400 650 5.10 670 1,320  10.4
9 14,150 14,150 750  5.60 708 1,458 10.9
10 15,025 15,025 875 6.18 751 1,626  11.5
N 16,000 16,000 975 6.49 800 1,77  11.8
' 16,000 0 0 800 800 5.0
SOURCE: Education Association Exhibit 20 D and 20 E

and Fact Finder's Calculations



- Table II-B

1975-76 M.A. Salary Schedule, Board M.A. Proposa] for 1976 77 Step Increase

for 1976-77 and Total New Money at Each Step

and Fact Finder's Caiculations

=35.

' BOARD RETIREMENT
1975-76 PROPOSAL M.A. STEP INCREASE 5% TOTAL NEW MONEY
STEP _ M.A. 1976-77 1976-77 CONTRIBUTION AT EACH STEP
Dollars Percent. Dollars Percent
1 10,250 10,250
2 11,140 11,140 890 ' 8.68 567 1,447 141
3 11,520 11,520 380 3.41 576 956 8.6
4 11,860 11,860 340 2.95 593 933 8.1
5 12,440 12,440 580 4.89 622 1,202 10.1
6 12,985 12,985 545  4.38 649 1,194 9.6
7 13,580 13,580 595 4,58 679 1,274 9.8
8 14,230 14,230 650 4.79 712 1,362 10.0
9 14,990 14,990 760 5.34 750 1,510 10.6
10 15,860 15,860 870 5.80 793 1,663 11.1
n 16,840 16.840 930 6.18 842 1,822 11.5
12 17,950 17,950 1,110 6.59 898 2,008 11.9
17,950 0 0 898 898 5.0
SOURCE: Education Association Exhibit 20 F and 20 6



The Board introduced Exhibit #19 to show that the salary ranking

of teachers in South Lyon have shown consistent improvement in the school

years 1970-71 to 1974-75 as reflected in the chart below.

YEAR
1970-N
197 -72
1972-73
1973-74
1974-75

It also presented data to show that the salaries of teachers

" in South Lyon compared favorably with school districts in the state with

South"Lyon Ranking fn Salary

446
a2
403
20
300

Source: Board Exhibit #19

comparable enrollments (Board Exhibit #20),

There are currently 4,206 students in the South Lyon School
Dfstrict which represents an increase of 112 or 2.7 percent over 1975-76
énrolImnnt of 4,094, In 1966-67, there were 2,555 students. The District

has been experiencing steady growth but the rate of growth has slowed down

in recent years,

(See Education Association Exhibit #13-D for enrollment

data for the years 1966-67 to 1976-77,)
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in 1975-76,

- ANALYSES 'OF ‘THE ‘BOARD'S SALARY PROPOSAL FOR 197677

There were 194 teachers employed in South Lyon School District

Total salaries of 194 teachers in 1975-76 : $ 2,662,018

The salaries of 24 teachers who apparently
left the employment of the District at the
end of 1975-76 school year - 319,612
Salaries of 175 teachers 1n 1975-76 who

returned in 1976-77 $ 2,342,406

New money for step increases and educational
achievement of 137 teachers for 1976-77 $ 104,425

{NOTE: Thirty-three (33} teachers returning
in 1976-77 did not receive any increment
because they are at the top af their
respective salary schedules.)

New money for step increases and educational
achievement for 1976-77 as a percent of total
salaries for 170 teachers in 1975-76

'$104,425 + $2,342,406 4.46 percent

Percent Increase for Retirement Contribution
by Board on 1976-77 salary costs 5.00 percent

Salaries of 170 returning teachers for 1976-77
based on Board's Salary Proposal $ 2,413,931

Dollar value of five (5) percent Retirement
contribution based on salaries of 170 returning
teachers for 1976-77

$2,413,931 x ,05 $ 120,696

Total new money for 170 returnina teachers
for 1976-77 _
Retirement - $120,696
Incremen% ang 104.42
Education Achievement 425
Total $ 225,121

-37-
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Percent increase represented by new money for
170 returning teachers (new money for increment
and educational achievement plus retirement
contribution)

$ 225,121 + $ 2,342,406 9.61 percent

NOTE: The retirement calculation is based on
1976-77 total salaries of 170 teachers
who returned in 1976-77 which amounted
- to $2,413,931
Average step Increase fbr'lgz_teachers for 1976-77
$ 104,425 — 137 | $762

Average retirement contribution for each of the
~"170 returning teachers

$120,696 — 170 $710

Average new money received per returning (170)
teachers '

$225,121 + 170 $1,324
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EDUCATION ASSOCIATION'S SALARY PROPOSAL FOR 1976-77

| | The Education Association's salary proposal for the B.A. appears

! in Table III-A. It seeks a B.A. minfmum of $9,900 and a B;A; maximm of

| $16,400 for 1976-77 as compared to 2 B,A, minimum of $9,600 and a B.A.
maximum of $16,000 in 1975-76 (See also Association Exhibit #19-A).
In additfon, it wants the Board to pay the five (5} percent retirement
contribution,

The step increases on the 1976-77 8,A. schedule range from $400

for teachers at Step 11 to $1,375 for teachers moving from Step 10 to
Step 11. Percentage-wise the range is 2,5 (Step 12) to 9.38 percent for
teachers moving from Step 1 to Step 2.

The range of the retirement contributions based on the proposed
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" B.A. schedule is from $525 to $820,

Total new money based on the new schedule, the step increment
and the retirement contribution ranges from $965 for teachers moving
from Step 2 to Step 3 and $2,195 for teachers moving from Step 10 to

Step 11. The range of percent increases in new money is from 7.6 percent

b i e S R R Rl

(Step 12) to 15 percent for teachers moving from Step 9 to Step 10.

| Table I11-B presents similar data on the M.A, proposal. The M,A.
minimum 1s $10,600 and the M.A, maximum s $18,400 as compared to a2 M.A.
minimum of $10,350 and a M.A. maximum of $17,950 in 1975-76.
(See also Association Exhibit #19A)

Step increases on the proposed M,A, schedule range from $450 for
teachers at Step 12 to $1,560 for teachers moving from Step 11 to Step 12 in
1976-77. Ther percent increases represented by the step increases range

from 2.5 par cent for teachers at Step 12 to 9,27 percent for teachers

U S A VPP SO

moving from Step 1 to Step 2.
-39



- Table III-A

Education Association B.A. Proposal for 1976-77, The B.A. Schedule for
1975-76, Step Increases, Retirement Contribution and Total New Money at
Each Step of the 1976-77 Schedule.

-EDUCATION RETIREMENT

1975-76  ASSOCIATION  STEP INCREASE 5% TOTAL NEW MONEY
STEP ___B.A. 1976-77 1976-77 CONTRIBUTION AT EACH STEP

Dollars Percent Dollars Percent

1 9,600 9,900
2 10,480 10,500 900  9.38 525 1,425 14.8
3 10,850 10,900 420 4.6 545 965 9.2
4 11,290 11,400 550  5.07 570 1,120 10.3
5 11,715 11,900 610  5.40 595 1,205 10.7
6° 12,200 12,500 785  6.70 625 1,410 12.0
7 12,750 13,100 900 .7.38 655 1,555 12.7
8 13,400 13,800 1,050  8.24 690 1,740 13.6
9 14,150 14,600 1,200 8.9 720 1,920 14.3
10 15,025 15,500 1,350  9.54 775 2,125 15.6
1 16,000 16,400 1,375  9.15 820 2,195 14.6
12 | 16,400 400 2.50 820 1,220 7.6

SOURCE: Education Association Exhibit 20 E and 20 F

and Fact Finder's Calculations
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Table I11-8

Education Association M.A. Proposal for 1976-77, M.A. Schedule for 1975-76,

Step Increases, Retirement Contribution and Tota] New Money at Each Step
of the 1976- 77 Schedule

and Fact Finder's Calculations

EDUCATION RETIREMENT
1975-76  ASSOCIATION STEP INCREASE 5% TOTAL NEW MONEY
STEP M.A. 1976-77 1976-77 CONTRIBUTION AT EACH STEP
| Dollars Percent Dollars Percent
1 10,250 10,600
2 11,140 11,200 950 9.27 560 1,510 14.7
3 11,520 - 11,600 - 460 4.13 580 1,040 9.3
4 11,860 12,100 580 5.03 605 1,18 10.2
.5 12,440 12,600 740 6.24 630 1,370 11.6
6 12,985 13,200 760 6.1 660 1,420 11.4
7 13,580 13,800 815 6.28 690 1,705 13.1
8 14,230 14,500 920 6.77 725 1,645 12.1
9 14,990 15,300 1,070 7.52 765 1,835 12.9
10 15,860 16,200 1,210 8.07 810 2,020 13.5
1 16,840 17,100 1,240 7;82 855 2,095 13.2
12 17,950 18,400 1,560 9.26 920 2,480 14.7
18,400 450 2.51 920 1,370 7.6
SOURCE: Education Association Exhibit 20 B and 20 G



Ret{rement coﬁtributions range from $560 for teachers moving

from Step 1 to Step 2 and $920 for teachers at Step 12 or moving from
Step 11 to Step 12. :

| Total new money at each step of the schedule ranges from $1,040
to $2,480, The percentage range is from 7.6 percent (Step 12} to 14.7
percent for teachers moving from Step 1 to Step 2. '

The Association cited awards of Fact Finders in a selected
number of cases in which these Fact Finders stated that an increment on
the salary schedule is not considered to be a raise or an increase
(See Association Exhibits 18-S-1, 18-5-2, 18-S-3, 18-S-4 and 18-S-5),

This Fact Finder considers a step increase as "new money" which was defined
earlier in this Award (see page 32 of this Award). It is “new money"
" because the teachers receive more dollars in salary in a given school
year than they feceived in the previoﬁslschool year, Though the step
increase is built into the salary sgheduie. it is new money. The Board
has to find more dollars to finance'fhé step increase over the previous
year for a particular teacher and the teacher receives more dollars in a
given school year than he or she received in the previous year.

| The Education Association presented many exhibits in support of
1ts salary proposal. It gave data to show that South Lyon ranked 27 out
of 28 school districts in Oakland County in operating tax rates in 1975-76
with a total tax rate df 24,03 (Association Exhibit #18-A)}. In 1976-77 it
had a total tax rate of 27.03 and ranked 24 (Association Eihibit #18-B).
S.E.V. per pupil in South Lyon fn 1975-76 was $27,790 up from $23,082
fn 1974-75 (Association Exhibit #18-C). South Lyon ranked 14th in the
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county in per pupil valuation in 1975 (Association Exhibit #18-D) and 12th
in Oakland County in 1976 (Association Exhibit #18E),

Data were presented on the general Fund Equity for the following
years:
“‘Years  Fund Equity
1972 $ 313,513

1973 431,456
1974 655,303
1975 301,710
1976 91,470

Source: Association Exhibit #18-K

" The Education Association estimated total revenue for the school
district at $5.§61.101 for school year 1976-77 (Association Exhibit #18-M).
The Board estimated its total revenue for 1976-77 to be $5,356,850
(Board Exhibit #3).

| The Education Association called attention to the impact of a
rising Consumer Price Index on teacher salaries (See Association Exhibits
18-N, 18-0, 18-P, 18-Q, and 18-R).

The Consumer Price Index increased 5.4 percent from July 1975
to July 1976. (Source: U. S. Department of Labor Consumer Price Index)

_Data were presented by the Association comparing South Lyon
teacher salaries with salarfes in other districts in Oakland County.
Including the five (5) percent retirement, the Association's proposed
8. A. minimum for 1976-77 ranks ninth and the Board's propos&l ranks
fourteenth out of 25 districts (Association Exhibit #19-P), The
Association's proposed B,A. maximum ranks 22nd and the Board's proposed
B.A. maximun ranked 23rd in the County (Associatfon Exhibit 19-Q).
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The Association's proposed M.A. minimum ranked 13th and the
Board's proposal ranked 20th in the county {Association Exhibit 19-R),

At the M.A, maximum the Association's proposal ranked 23rd and the Board's
proposal 25th among the districts in the county,

According to Assoctation Exhibit #19-T, South Lyon teacher
salaries compare favorably with salaries in contiguous school districts.
The salaries in the school district cémpared favorably with salaries in
similar size districts in 1975-76 (Association Exhibit 13-V), For 1976-77
the district's salaries as proposed are somewhat below the average of
similar stize districts {Assocfation Exhibit 19-V),

The Association presented additional data on salary comparisons
for 1974-75, 1975-76 and 1976-77 for school districts in Oakland County
. (See Association Exhibits 20-G, 20-H, 20-1, 20-J, 20-K, 20-L, 20-M, 20-N,
20-0, 20-P, 20-Q, 20-R, 20-S, 20-T). In some of these exhibits South Lyon

teachers compare favorably or in others not so favorably,
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ANALYSES OF THE EDUCATION ASSOCIATION'S SALARY PROPOSAL

Total Salaries of 194 teachers in 1975-76 $ 2,662,018

The salaries of 24 teachers who apparently
left the employment of the District at the
end of the 1975-76 school year - 319,612

Salaries of 170 teachers in 1976-76 who
returned in 1976-77 $ 2,342,406

New money for step increases and educational
achievement: _

The Fact Finder has calculated the amount of new
money for step increases for the 170 returning
teachers, Association Exhibit #19B states that

the {ncrement cost is $98,902, Revised Association
Exhibit #19B states that the increment cost is
$42,733. The dollar difference between these two
exhibits for the increment is $56,169. The Fact
Finder, using Board Exhibit #25, made the additions
. of the increments and educational attainment for
137 returning teachers and the total amount for
increment and educational achievement was $104,425/
Under the Association's salary proposal all teachers
will receive new money, Thirty-three returning
teachers under the Board's salary proposal will not
receive any new money for salary improvement except
the five percent retirement contribution., Thus the
Fact Finder cannot accept the Association's estimate
that the increment under its salary proposal is only
$42,733 unless detail information is supplied as to
how this calculation was made. He calculated the new
money under the Association's salary proposal as
follows:

Estimated cost of Education Assocfation's salary
proposal $ 2,745,700
(Association Exhibit Revised # 19 B)

Less salarfes of 23 new teachers using
Association's salary proposal and individual - 260,850
teachers from Board Exhibit #25 . L

Salaries of 170 returning teachers in 1976-77
based on Association's estimate $ 2,484,850

Neﬁ money. for increase and increment and
educational attainment

$2,484,850 - $2,342,406 $ 142,444
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New money for step increases and educational :
achievement for 1976-77 as a percent of total salaries .
of 170 teachers in 1975-76 ' i

142,844 + 2,342,406 6.08 percent

Dollar value of five (5) percent retirement
contribution based on salaries of 170 returning
teachers in 1976-77

$2,484,850 x .05 | $ 124,243

Total new money for 170 teachers under
Association's salary proposal
Retirement $124,243
Incrgase, Increm?nt
and Educational Achievement 142,444
$ 266,687

Percent increase of new money for 170 returning
teachers for increase, increment and educational
achievement (based on salaries of 170 returning
~ teachers in 1975-76

-$ 266,687 - $ 2,342,406 11.39 percent
Average new money per teacher for increase,
increment and educational achievement for 170
returning teachers

$ 142,448 + 170 $ 838.00

Average new money per teacher for five (5) percent
retirement contribution for 170 returning teachers

$ 124,243 T 170 - 731,00
Average new money per teacher for 170 returning
teachers .

$ 266,687 + 170 $ 1,569,00



COMPARISON OF THE TWO SALARY PROPOSALS

Under the Board salary proposal the average step increase for
the 137 returning teachers is $762. Thirty-three (33) teachers under the
Board's proposal will not receive a step increase because they are at the
maximum of the salary schedule, The average retirement contribution of
the 170 returning teachers is $710. The average new money to be received
per teacher of the 170 returning teachers is $1,324, The total new monej
which the 170 returning teachers will receive in 1976-77 represents a
9,61 percent increase over their total salaries for 1975-76.

By comparison under the Association's proposal, the total new
money which the 170 returning teachers will receive in 1976-77 represents
2 11,39 percent increase over their total salaries fn 1975-76., The average
- new money per teacher for increase, step and educational attainment will be
$838. The average retirement contribution will be $731. The average new

~ money per teacher (170 returning teachers) will be $1,569,
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L Tablew
|
| Analyses of Costs of Board of Education and Education Association Salary i
| Proposals for 1976-77 %
| L

PROPQSALS BOARD OF EDUCATION EDUCATION ASSOCIATION DIFFERENCE ?

Salary Proposal ’
for 193 teachers $ 2,669,701 $ 2,745,700 $ 75,999 i

(Bd, Exhibit #25) (Assoc. Exhibit ;

Revised #19-B) ]

Retirement 133,485 137,285 3,800

" b

Total Salary § 2,803,186 $ 2,882,985 $ 79,799

Supplementary ;

Compensation $ 31,200 $  32,175* i

Five Percent :

Retirement 1,560 1,609 ‘

Middle Schoo! 5,760 ' 8,910%* :

Five Percent o j

Retirement o 288 446 !

Total § 38,808 $ 43,140 $ 4,332 _

(Bd. Exhibit #24) {Assoc. Exhibits :

#19-B-1 and #19-8-2} '

Total Salary ;

Proposals $ 2,841,994 $ 2,926,125 $ 84,131 g
-48-
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In Table IV the Board's salary proposal for 1976-77 for 193

teachers is estimated to cost $2,669,701. The five (5) percent retirement
contribution based on this salary estimate will be $133,485. The salary
costs including increment and the retirement contribution total $2,803,186,
Under the Board's propesal, the extra-curricular activities at the high
school and middle schools will cost $38,808 for 1976-77. Thus the total
salary proposal including the costs of the extra-curricular activities
for 1976-77 is estimated to be $2,841,994,

By comparison, the Education Association's satary proposal for
193 teachers is estimated to be $2,745,700. The five (5) percent
retirement contribution based on the cost of the salary proposal is
$137,285. The cost of the salary proposal and the retirement contribution
© totals $2,882,985. The Association estimated the cost of the extra-
curricular activities at both the high school and middle schools to be
$43,140. Thus the costs of the total salary proposal including the
salary increases, retirement and extra-curricular activities total $2,926,125.

The dollar difference between the Board's salary proposal based
on the increment and the Association's proposal for an increase plus the
step increment is $75,999. The dollar difference in the fetirement
contribution 1s $3,800, The difference between the salary costs in the
two proposals is $79,799, and the differences in the costs of the extra-
curricular activities is $4,332, Thus the difference in dollar value of
the two proposals including the salary increase, retirement and the

extra-curricular activities is $84,131.
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Recommendations on Salary:

The Fact Finder strongly recommends that the parties agree on
the following salary proposals for 1976-77.

1-A. The Board of Education will pay the step increase based
on the 1975-76 Salary Schedule to the 137 teachers who
were employed in the South Lyon School District in
1975-76 and who returﬁed in 1976-77. (Board Exhibit #25
has a 1ist of such teachers.)

1-B. The Board of Education will pay the increase to those
teachers among the 137 who have obtained educational
credits or advanced degrees which ptaced them on a higher
track within the salary schedule for 1975-76. According
to Board Exhibit #25 there are seven such teachers who
are returning to the District in 1976-77.

The dolTar value of the increments for both the step increases

and educational attainment is $104,425. (Board Exhibit #25)

. 2. According to Board Exhibit #25 there are thirty-three (33)
teachers who will not receive step fncreases because they
are at the top of their respective salary schedules,
Their distribution is as follows:

14 teachers are at the top of the B.A. Schedule
which is $16,000

18 teachers are at the top of the M,A, Schedule
which is $17,950

1 teacher is at the top of the E.S. Schedule
which is $19,105

2-A. The Board of Education will pay an additional amount of
$650 to each teacher at the top of the B.A. Szlary Schedule
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These additional payments amount to $23,400 calculated as follows:

who will not receive a step increase in 1976-77. Eacﬁ
will receive a salary of $16,000 plus $650. The additional
payment represents a 4.06 percent increase in salary.

The Board of Education will pay an additional amount of
$750 to each teacher at the top of the M.A. Salary Schedule
who will not receive a step increase in 1976-77, Each will
réceive a salary of $17,950 plus $750. The additional
payment represents a 4,2 percent increase in salary.

The Board of Education will pay an additional amount

of $800 to the one teacher at the top of the E.S. Salary
Schedule who will not receive a step increase in 1976-77.
This teacher will receive a salary of $19,105 plus $800..
The additional payment represents a 4.2 percent increase

in salary.

14 teachers x $650 = § 9,100
18 teachers x $750 = 13,500
1 teacher x $800 = __ 800

$ 23,400

The Fact Finder makes this recommendation for additional payments

to those teachers not receiving an increment in order to provide some

- protection against the erosion of the purchasing power of their salaries

brought about by inflation. Moreover, such an additional payment is fair

and equitable.

They should receive some kind of increase in salary.

" This additional payment is not to be folded into the salary

schedules,
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3. The Board of Education will pay the five (5) percent

retirement contribution based on the salaries to be paid

in 1976-77. The retirement contribution amounts to

$134,655 which 1s calculated as follows:

$ 2,669,701 x .05 $ 133,485
$ 23,400 x ,05 = $ 1,170
Total $ 134,655

Fact Finder's analyses of his salary recommendations:

1.

z.

New money for both step and educational
attainment increases for 137 returning

teachers $ 104,425
New money for additional payments to

thirty-three (33) returning teachers ¢ 23,400
New money for retirement contribution for

170 returning teachers, calculated as $ 121,867
follows:

$ 2,431,931 x ,05 = $ 120,697
(Salaries based on Board Proposal)

$ 23,400 x .05 = 1,170
Total  $ 121,867
Total new money for 170 returning teachers $ 249,692

Average new money per 170 returning
teachers $ 1,469

New money for retirement contribution for
193 teachers , $ 134,655

Average new money for retirement
contribution per teacher $ 698
(193 teachersg _

Average new money for retirement
contribution for twenty-three (23)

teachers 656
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Each of the 170 returning teachers will receive, on the average,

new money in the amount of $1,469 in 1976-77 over that which he or she
i received in 1975-76, The twenty-three (33) new teachers in addition to

obtaining employment will receive an average increase in new money of $556.



“1esue No. 6. Fringe Benefits

Life’ Insurance

Currently all teachers are covered by $10,000 term insurance
with Accidental Death and Dismemberment, The Board has proposed increasing
the coverage to $12,500. This proposal was made at the Fact finding
hearing on December 6, 1976 (Board Exhibit #6, page 2).. The Education
Association is seeking $15,000 term tife insurance.(Education Association
Exhibit 10-Q).

The Education Association introduced data to show the insurance
coverage provided by twenty-eight (28) school districts in Oakland County
for both 1975-76 and 1976-77 (Association Exhibits 10-R and 10-S).

In 1976-77 the twenty-seven {27) districts excluding South Lyon,

" provided the following insurance coverage:

Number of Districts Amount of Life Insurance
9 10,000
3 12,000
1 12,500
8 15,000
5 20,000
‘.f%' 25,000

Source: Association Exhibit 10-S

It should, however, be noted that according to this exhibit (10-S) twenty
(20) of the districts provide A. D; & D, insurance. The parties in South
Lyon are discussing term life which is considered by insurance agents to

be a more desirable benefit than A, D, & D, inqurance.
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" Recormendation on ".L'ife' "I-né'fj'r"ani:e: The Fact Finder recommends

that the parties raise the insurance coverage from $10;000 to $12,500 for
all teachers. This represents a $2,500 increase in coverage from the
previous year and this recommendation 1nc1udes‘§i1_teachers. In 1975-76
the teachers with health insurance were covered by a $5,000 term insurance
and teachers ﬁithout health fnsurance had a $10,000 coverage, It {is not
clear to the Fact Finder the reasons for the differential in coverage.

The cost of $12,500 term insurance is:

$0.17 per $1,000 coverage per month x 12,5 x 12 months x

194 teachers equals $4,947.00 |

In 1975-76 the cost of $10,000 term insurance for 194 teachers
was:

$0.17 x 10 x 12 x 194 = $3,957,60

New cost for insurance $4,947.00
01d cost for insurance 3,957,60

New money for 1976-77 § 989,40
The new money for Tife insurance is $989.40.

‘Health Insurance

Some background material will be presented on this important
issue in order to put it into perspective. The Board stated that two
years ago there was a disruptive and “somewhat bitter strike® primarily
over the issue of insurance carrier. The Board eventually agreed to allow
the teachers to name the carrier which was the Michigan Education Special
Services Association known as MESSA.

During the 1974-76 Agreement, the Board of Education fully
funded the MESSA Super Med plan, for twelve months each year, Although

the Agreement expired on July T; 1976 the hea1th:1nsurance benefits were
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paid for the teachers until September 1, 1976 pursuant to a special

memorandum, The Board continued to pay the full cost of Super Med during
September and October 1976. 1In the words of the Board "This was done
despite the fact that beginning July 1, 1976, MESSA "“unilaterally and
astonishingly" increased their rates by 45 percent. The District's cost
on a yearly basis would have jumped from $87,000 to $126,000., The teachers
had been demanding that the Board not only continue with the MESSA program
but adopt the Super Med Il program which would cost $156,000 for 1976-77.
(Source: List of Issues prebared by the Superintendent at the request of
the Fact Finder prior to the hearing on November 22, 1976.)

’ During the negotiations the Board offered a “comparable Blue
Cross plan" which was rejected by the Education Association. The Board
- then advised the teachers that the health insurance premiums would be paid
through October 1976 (Association Exhibit #10-L). The Education Association
went to the Michigan Employment Relatioﬁs Commission (MERC) and requested it
to go into the Circuit Court to forcé.the Board to continue to pay the
premiums for health insurance. The Commission refused the Association's
request., The Association then went to the Circuit Court of Oakland County
to get a restraining order,

Judge Richard D, Kuhn on October 25, 1976, ordered the Board of

Education to purchase "health and 1ife insurance comparable to that set
* forth 1n the expired contract of July 1, 1974 (the Master Agreement
1974-76, Joint Exhibit #1). The Judge further ordered that the Board
shall purchase health and life insurance from such insurance carriers
as it shall desire and need not purchase said insurance benefits from

the same carriers a§ set forth in the Master Agreement for 1974-76.



The Court stated that it shall maintain jurisdiction in this matter until

such time as a collective bargaining agreement is reached between the
parties or until further order of this Court. (Board Exhibit #8)

It is important to note that (1} the Court stated that the
Board could purchase health and 1ife insurance from any carrier it desired,
(2) the Court stated that the health insurance shall be comparable to
that set forth in the 1974-76 Agreement, {3) the Court was retaining
jurisdiction until a collective bargaining agreement had been consumated
by the parties,

The Board, following the Court Order dated October 25, 1976,
purchasgd Blue Cross/Blue Shield Health Insurance which it seeks to
continue (Board Exhibit #6). The Education Association wants to reintroduce
’ Super Med insurance (Association Exhibit #10 and #10-K).

The Education Association called attention that the Michigan
Employment Relations Commission had recently ruled that the issue of
health insurance carrier is negotiable (Taylor School District and Taylor
Federation of Labor #75 H-269 dated September 15, 1976}, The Commission
ruled that the substitution of carriers in this case entailed a substantive
alteration of benefit levels and plan administration, (See Association
Exhibit #10-M for the complete case cited.)

| The Education Association maintains that the Blue Cross/Blue
Shield coﬁerage is not comparable to Super Med health insurance, (See
Association Exhibit #10, 10-F and attachment to written closing comments
to Fact Finders dated December 9, 1976;) The Board maintains' that the
Blue Cross/Blue Shield MVF 1, MM 4, $1,00 PDR and Riders is comparable
(See Board Exhibit #7).
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The Board does not propose any options to health insurance

(Board Exhibit #6, page 2}, It has expressed a willingness to make
deductions from teacher salaries to cover options and is currently doing
so for those teachers who wish certain options through School Employees
Trust (SET)}, The Board noted that this was done because MESSA refused to
continue these options once Blue Cross/Blue Shield became the carrier
for the School District.

The Education Association presented data on the costs of

Super Med for the years 1972-73 through 1976-77:

" SUPER MED RATES
Premium Per Month

12-73 73-74 74-75 75-76 76-77

" SELF . o $18,96 $18.96 $18.96 $28.08 $40.54
SELF AND SPOUSE  $43,86 $43.86 $43.86 $63.74 $92,92
SELF AND CHILD $35.66 $35.66 $35.66 $63.74 $92.92
FULL FAMILY $50.50 $50.50 $50.50 $69.42 $101.26

Attachment to Association's closing comments
dated December 9, 1976

Data were also presented showing the cost of the premiums of
Blue Cross/Blue Shield MV1, M4 4, $1.00 PDR + Riders for 1976-77 which
is the type of health insurance coverage being provided by the Board of
Education, The table below compares premiums per month fﬁr Blue Cross/

Blue Shield and MESSA Super Med,
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. Premium Cost Premium Cost

"gg};¢@g¢ Blue Cross/Blue Shield: . Super Med
Cdtedory I PerMonth "+ Pay Month
SELF $33.63 $40.54
2 PERSON $78.,30 $92.92

FULL FAMILY $86.13 $101.26

Source: Assocfation Exhibit #10-E and
Table above (page of this Award

The rates for Super Med are higher than the Blue Cross/Blue

Shield rates.

Below is a Eomparison of costs of health insurance for 1975-76

and the costs of health insurance for 1976-77 under both Blue Cross/Blue

Shield and MESSA Super Med.

1975-76 Super Med $ 86,342.18 for 140 teachers

1975-76 MASB-SET - 3,270.60 for _ 5 teachers
Total Cost - '$ 89,612.76 for 145 teachers
(Source: Association Exhibits #10-A and #10-B)

1976-77 Super Med $138,876.48 for 149 teachers
1976-77 MASB-SET 6,191,04 for _ 5 teachers
Total Cost $145,067.52 for 154 teachers
(Source: Association Exhibits #10-C and #IO-D)
1976-77 Blue Cross/
Blue Shield $137,583.36 for 165 teachers
1976-77 MASB-SET T 6,191.04 for _ 5 teachers
Total Cost  $143,674,40 for 170 teachers
(Source: Association Exhibits #10-E and #10-D)
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It was pointed out that the Blue Cross/Blue Shield rates are

guaranteed to April 1977 (Association Exhibit #10-E). The MESSA Super
Med rates are guaranteed to June 30, 1977, It is clear that the MESSA
Super Med premium costs are higher than Blue Cross/Blue Shield premium
costs, The Education Association has estimated the difference between
its proposal and the Board's proposal to be $4,501.16 (See Association
Exhibit Revised #19-E).

Recommendation: In this issue of health insurance it seems to

this Fact Finder that.the Court Order (Board Exhibit #8) is a very
relevant factor to his recommendation. The Court ordered that the Board of
Education shall purchase comparable health insurance from such carriers
as it shall desire and need not purchase health insurance from MESSA.
- The Education Association contends that Blue Cross/Blue Shield coverage
is not comparable to MESSA Super ﬂed. If the Association’s contention is
correct then it is the opinion of this Fact Finder that the Fact Finding
hearing is not the appropriate forum to challenge the comparability
question, That forum is Judge Kuhn's Court who has retained jurisdiction
over this matter until the parties have reached a collective bargaining |
agreement. |

The Fact Finder further takes note of the decision of the
Michigan Employment Relations Commission decided on September 15, 1976,
in Taylor School District and Taylor Federation of Teachers (Case Number
C 75 H-269) (Association Exhibit #10-M}. In this case the Commission
ruled that the substitution of carriers for health insurance entailed
a substantive alteration of benefit levels and plan administration and

therefore constituted a unilateral change in workina conditions in
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~ violation of Section 10 (1} {e) of the Public Employee Relations Act,

Public Acts 379. This case appears to impact on this issue if the
Educatton Association's contention is correct that MESSA Super Med
{nsurance is not comparable to Blue Cross/Blue Shield MVI plus riders.
coverage,

The Fact Finder recommends that the Board of Education continue
to provide Blue Cross/Blue Shield Health Insurance MVI plus riders until
the comparability issue is resolved. He makes this recommendation because
Judge Kuhn in his Order has retained jurisdiction in this case.

The Fact Finder also recommends that the Board of Education make
available to the teachers the option to purchase MESSA Super Med and to
pay an amount equal to the Blue Cross/Blue Shield rate for the appropriate
~ categories of MESSA Super Med coverage. Those teachers desiring MESSA
Super Med would pay the difference in premiums between MESSA Super Med
and the Blue Cross/Blue Shield MVI plus riders coverages.

The Fact Finder further recommends that the Board provide the
teachers with the opportunity to purchase options for MESSA providing
the teachers pay the necessary premiums,

‘Dental Insurance

The Education Association is proposing that the Board of Education
provide each teacher with Delta Dental Plan F. The premium rate will be
$8.11 per month per teacher., The rate {s guaranteed for two years, The
cost for 193 teachers for 1976-77 will be $18,782.76.

The calculation is: _

$8.11 x 12 months = $97.32 annual premium per teacher
$97.32 x 193 = $18,782.76

_See Education Association Exhibit #0-T.
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The Board of Education has not proposed providing dental insurance

for all of 1ts emponees; It is convinced that this type of insurance
is 'unwisef for the following reasons:

*1., It is a fringe cost that will quickly escalate - witness
what is happening to health insurance.

2. The concept of insurance is to provide for disasters. Dental
problems are not of this nature.

3. Every service, such as credit cards or dental insurance, has
an additional cost for the service,

4, It is common to charge those who are insured a higher rate.
"~ This 1s psychologically true because the individual who
Bi{zefbe bill no longer confron;s those establishing the
(Board Exhibit #11.)
The Board further maintained that the majofity of school districts
_ 1n Michigan are not providing dental insurance to their employees.
(Board Exhibit #11,) |
The Education Association bresented data on the costs of dental
insurance and the school districts having dental insurance in Oakland County
(See Association Exhibits #10-U, #10-v, #10-W, #10-X, #10-Y), It noted
that tﬁenty-five (25) of the twenty-eight (28) school districts in Qakland
County have agreements for 1976-77. Of the twenty-five (25), twenty (20}
have True Group Dental Care, and one has two option Group Dental Care.
Of the three (3) unsettled districts, two had True Group Dental Care 1in
1975-76., (See Associafion Exhibit #10-Z)
Dental care coverage must be fully paid by the Board of Education
and must be ﬁrovided for an entire definable group as defiﬁed in the plan
description. (See Association Exhibit #10-V)

‘Recommendation: The Fact Finder does not recommend dental

insurance which vould cost $18,872.76 for 193 teachers., In a year in which
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financial resources are 1limited, available dollars should be used to

~ improve teachers' saiaries; i
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Table ¥

Comparison of Proposals on Salary and Fr1nge Benefits for 1976-77
{Issues 20 and 6)

PROPOSALS BOARD 'OF EDUCATION EDUCATION ASSOCIATION ~ DIFFERENCE
Salary $ 2,669,701 . $ 2.745.760 $ 75,999
Retirement 133,485 137,285 3,800
Extra Curricular
Activities ‘ 38,808 . 43,140 4,332

Life Insurance 4,947 5,936 989
Health Insurance 143,674 145,067 1,393*
Dental Insurance 0 18,782 18,782
_ (193 teachers)

" TOTAL $ 2,990,618 $ 3,095,910 $105,295

*The Board's proposal covers 170 teachers and the Education Association
154 teachers. It is not clear to the Fact Finder as to the reasons for

the difference in the number of teachers covered,

-64-



As indicated in Table V, the total Board packace for salaries

and fringe benefits for 1976-77 s $2,990,615. The Association's total

package for salaries and fringe benefits is $3,095,910. The difference
between the two total packages is $105,295,

The total economic package for salary and fringe benefits

recommended by the Fact Finder is as follows:

Salaries $ 2,693,101
Retirement 134,655
Health Insurance 143,674
Life Insurance 4,947

Extra Curricular
Activities Pay

38,808
Total Compensation  §$ 3,015,185
Average total compensation per teacher:
$3,015,185 + 193 = $15,623
The Education Association estimated that the average total cost
per teacher ﬁhich is average total compensation per teacher was $14,085
in 1975-76 (Association Revised Exﬁibit #19-F), Thus the average total
compensation per teacher will increase $1,538 in 1976-77 over 1975-76 which

is an increase of 10.84 percent.
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‘Issue No, 21, 'Extra'turricular‘Pay

' The parties are in agreement that the pay for extra curricular
activities will be based on a percentage of the B.A. min1mum; In addition,
the parties are in agreement that there be a three-step schedule in
Appendix C, Athletic and Supplementary Compensation. (See Association
Exhibit #7 for Appendix C. Athletic and Supplementary Compensation)

Rﬁcomméﬁdation: Since the parties are in agreement on extra

curricular pay, the Fact Finder strongly recommends that the schedule
which the parties agreed to on August 2, 1976 be included in the new
agreement. (See Association Exhibit #7, Appendix C, Athletic and

Supplementary Compensation)
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| - Issue 21 A: Pay for Intramural Coaches

B.A. minimum. They are not in agreement on the amount of pay for the

intramural program in the Middle School.

the following schedule:
Intramural Coaches

Per Sport

Ist year

(Education Association Whcibit #8)

The Association has further proposed that an intramural coach not be

The Education Association and the Board of Education are in agreement

as to how the intramural coaches will be paid, namely a percentage of the

The Education Association seeks

6%

2nd year
7%

to supervise more than 40 participants per assignment.

3rd year

8%

The Board of Education has proposed a one step pay but stated at the

hearing on December 9, 1976, that it would not be opposed to a three step
schedule similar to that negotiated for Schedule C Athletic and Supplementary

Compensation {See Association Exhibitf#?).

The Board proposal for intramural sports is as follows:

Fall

Boys Footbail
'Qirls Basketball

Hinter

Boys Basketball
Girls Volleyball
Gymnastics-Coed
Wrestling

Late Winter

Undecided
Undecided

Spring ‘
Boys Softball
Girls Softball or

Field Hockey
Tennis - Coed

4 days per
4 days per

4 days per
2 days per
3 days per
3 days per

4 days per
4 days per

4 days per

4 days per
4 days per
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week
weak

week
week
week
week

week
week

week

week
week

8 weeks
8 weeks

10 weeks
10 weeks
10 weeks
10 weeks

8 weeks
8 weeks

8 weeks

8 weeks
8 weeks

4% of B.A.

4% of B.A.
4% of B.A.

Base

. Base -

Base
Base
Base
Base

. Base
. Base

Base

Base
Base

fi’
!
i

required

pay



Four Possible Assignments
for Sixth Grade 4 days per week - 8 weeks 4% of B.A. Base
for each assignment

(Board Exhibit #6, pages 1 and 2.)

4
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‘ The Board in framing this proposal stated that the pay rate is in pro-
portion to the high school schedule previously negotiated, (Board Exhibit #6,
page 1).

The Board's proposal related pay to effort, i.e., number of days per week
and number of weeks invoived. In addition, its proposal recognizes that each
sport is a different activity. By comparison the Education Assoctation's
proposal provides only a stated amount for all sports. It does not
differentiate either activity or effort.

The Boards; proposal does not limit the number of participants pér coach
per assignment as does the proposal of the Education Association.

Recommendation: The Fact Finder strongly recommends that the Education Association

accept the Board's proposal for intramura1 sports at the Middle Schools. He
makes this recommendation because the.pr0p05a1 related pay to effort and to
activity which are sound compensation principles.

Although the Board is not opposed to a three step pay schedule, the
Fact Finder is reluctant to recommend a three step pay plan because this is a

new program and the parties should review and evaluate it after it has been in

operation for at least one school year.

The Fact Finder does not recommend that a limitation be_placed on the number

of participants to be handled by each intramural coach. Since this is a new
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program there is no past experience on which to base the Timitation of forty
(40) participants sought by the Education Association. No rationale was given
by the Eduqation Association as to why the limitation of forty (40} particibants
was selected. Moreover, it is not known what role the coordinator of the E
- program will ptay. He may be able to supplement the duties of coaches. :
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Issue No, 21-A, Pay for Intramural Coaches

The Education Association and the Board of Education are in
agreement as to how the intramural coaches will be paid, namely, a
percentage of the B.A, minimum. They are not in agreement on the amount
of pay for the intramural programs in the Middle School. The Education
Association seeks the following schedule:
Intramural Coaches 1st year 2nd year 3rd year

Per Sport 6% 7% 9%
(Education Association Exhibit #8)

The Association has further proposed that an intramural coach
not be required to supervise more than 40 participants per assignment,
The Board of Education has proposed a one-step pay but stated
~ at the hearing on December 9, 1976, that 1t would not be opposed to a
three-step pay schedule similar to that negotiated for Schedule C. Athletic
and Supplementary Compensation, (See Association Exhibit #7)
The Board proposal for intramural sports is as follows:
Fall
Boys Football 4 days per week - 8 weeks 4% of B.A. Base
Girls Basketball 4 days per week - 8 weeks 4% of B.A. Base
Minter
Boys Basketball 4 days per week - 10 weeks 5% of B.A. Base
Girls Volleyball 2 days per week - 10 weeks 3% of B,A, Base
10 weeks 4% of B.A, Base
10 weeks 4% of B.A. Base

Gymnastics Co-ed 3 days per week

Wrestling 3 days per week
‘Late Winter

Undecided-girls 4 days per week - 8 weeks 4% of B,A, Base

8 weeks 4% of B.A. Base

Undecidgd-boys 4 days per week
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. Sgring !
Boys Softball 4 days per week - 8 weeks 4% of B,A, Base '

Girls Softball or :
Field Hockey 4 days per week - 8 weeks 4% of B.A. Base

Tennis-Co-ed 4 days per week ~ 8 weeks 4% of B.A; Base
Four possible
Assignments
for Sixth Grade 4 days per week - 8 weeks 4% of B,A. Base
for each assignment

(Board Exhibit #6, pages 1 and 2)

The Board in framing this proposal stated that the pay rate is
in proportion to the high school schedule previously negotiated (Board
Exhibit #6, page 1),

The Board's proposal relates pay to effort 1.e. number of days
per week and number of weeks involved, In addition, its proposal
recognizes that each sport is a different activity. By comparison, the
Education Association's proposal provides only a stated amount for all
sports. It does not differentiate either activity or effort.

The Board's proposal does not Timit the number of participants
per coach per assignment as does the proposal of the Education Association,

Recommendation: The Fact Finder strongly recommends that the

Education Association accept the Board's proposal for intramural sports
at the Middle Schools. He makes this recommendation because the proposal
relates pay to effort and to activity which are sound compensation
principles,

Although the Board is not opposed to a three-step pay schedule,

the Fact Finder is reluctant to recommend a three-step pay plan because
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this is a new program and the parties should review and evaluate it after

it has been in operation for at least one school year,

The Fact Finder does not recommend that a limitation be placed

on the number of participants to be handled by each intramural coach.

Since this is a new program, there is no past experiencg dn which to base

the limitation of forty (40) participants sought by the Education Association.
No rationale was given by the Education Association as to why the 1imitation
of forty (40) participants was selected, Moreover, it is not known what

role the coordinator of the program will play. He may be able to

supplement the duties of coaches.,

‘Issue No. 22-A, Retroactivity

The Fact Finder very strongly recommends that the salary increases
' be retroactive to July 1, 1976, He further recommends that the retirement
contribution be made retroactive to July 1, 1976 if this is legally possible,
He further recommends that any adjustments in salary resulting from the
Board paying the retirement contribution be made retroactive to July 1, 1976
if this fs legally possible, He makes this recommendation because the
Education Association followed the procedure for fact finding as prescribed
by State law,

The recommendation on the increase in life insurance should
become effective when the parties reach agreement for 1976-77.

‘Issue No., 22-B, Duration

The Board of Education has proposed a fhree-year contract, In
the second year (1977-78) the Board has proposed the Association's 1976-77
salary schedule proposal and for the third year (1978-79) the Board has

proposed a three (3) percent increase on the 1977-78 salary schedule,
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The Education Association stated that a three-year agreement {s

unacceptable.

The Fact Finder strongly suggests that the parties negotiate
a two-year agreement, The Education Association's salary proposal for
1976-77 could well be basis for some modifications (see Table III-A and B),
Some kind of adjustment should be made for those teachers at the maximum
of their respective salary schedules as was recommended by the Fact Finder
for 1976-77. Some adjustments should be made in Step 3, Step 4 and
Step 5 in the Education Assoctatfon's salary proposal for 1976-77 to
make them more equitable,

He strongly suggests that the parties negotiate a two-year
. agreement because of the time factor. There are five months remaining
* {n the current school year, The parties have been bargaining for the
1976-77 agreemeﬁt since June 10, 1976, A two-year agreement will give
the parties an opportunity to devote their full energies and creativity
to improving and strengthening the qua11ty of educatfon in the South Lyon
School ‘District.

CONCLUDING REMARKS

The Fact Finder has sought to make recommendations which are
fair and equitable to both the teachers and the Board of Education. He
urges the parties to accept them and to conclude their new agreement,
The Fact Finder takes note that the District encountered difficulties in
getting new millage passed by the voters. The parties musf earn the
goodwill of the voters if additional funds are to be forthcoming., The

Governor 1n his recent message stated that there would be no new taxes
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imposed in 1977. This suggests 1ittle increases in the state aid
for the 1977-78 school year.

/(//M#/ﬁw/ --

Vantel H, Kruger
Hearings Officer

January 14, 1977
East Lansing, Michigan
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