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ALSO PRESENT: Anne Mannisto, Asst. Dir.

PROCEEDINGS
By correspondence dated August 20, 2002 authored by Maris
a Swift, the Commission Chair, I was notified that I was
nted the Fact Finder in the above-mentioned matter. Shortly
after I contacted the parties indicating that I would be
ng to accept the appointment, but also advising the parties of
Yy tenuous schedule. Nonetheless, the parties chose to proceed
me as the Fact Finder.
A pre-fact finding conference call was conducted on October 1,
I composed a summary which was forwarded to the parties on
er 24, 2002.
The fact finding hearings took place on February 27 and 28,
The parties submitted hundreds of pages of documents and
ed testimony from several witnesses. They offered helpful

ng summaries. These recommendations follow as soon thereafter

stent with a complete and thorough analysis of the record.
PARTIES
The Employer is the Northville District Library. It is

ed in Northville, Michigan. Being a District Library it
& its own millage. At the time of the hearing the millage
was .9859 for operations and .2404 debt reduction.

In Michigan there are several classes of libraries apparently
ng from Class 1 through Class 6. Northville is a Class 5
ry. The data establishes that it serves a population of
ximately 27,500 individuals by providing a collection of
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65,276 books, 3,967 audio items, 2,288 video items, 180

subsdriptions, 183 in electronic format for a total collection of

71,894. Keeping in mind that Class 5 libraries vary, the average

total

| collection is about 106, 000.

'The Employer has been operating as a District Library since

approximately February of 1993 when, pursuant to the District

Library Establishment Act, the City of Northville and the Charter

Townghip of Northville entered into an agreement titled the

Distyict Library Agreement. This agreement created the current

entitly known as Northville District Library.

While the Association in this case is known as the Northville

District Library Employees Association, it is noted that there are

two

distinct bargaining units. Unit I is defined in the

recognition clause of the prior Collective Bargaining Agreement as:

Agree

i "Unit I: All regular full-time and regular part-
time employees of the Library but EXCLUDING
executives, supervisors, temporary employees,
irregular part-time employees, confidential
employees, pages and substitutes. The Library
Director, the Assistant Director and the Administra-
tive Assistant are specifically excluded; and the
Head of Adult Services, the Head of Youth Services,
the Head of Circulation Services, and the Head of

i Technical Services are considered to be supervigors
5 and are, therefore, alsc excluded from this Unit."

Unit II is defined in a separate Collective Bargaining
ment with the recognition clause stating in part:

"Unit II. All regular, full-time employees
holding the titles of Head of Adult Services,
Head of Youth Services, Head of Circulation
Services, and Head of Technical Services, but
EXCLUDING all other employees of the Library..”

i



‘The record establishes that at the time of the hearing Unit I

was comprised of 17 employees. The classifications outlined in the
prior Collective Bargaining Agreement are Librarian II, Librarian
I, ;rt-Time Librarian Sunday, Part-Time Librarian, Associate,
Electronic Services, Clerk and Senior Clerk.

At the time of the hearing Unit II was comprised of four
empl%yees. The classifications existing in Unit II are listed in
the iprior Collective Bargaining Agreement as Head of Adult
Services, Head of Youth Services, Head of Technical Services and
Head |of Circulation Services.

Both units were previously represented by AFSCME Local 2720.

The prior Collective Bargaining Agreements, there was one for each

unité covered the period of 1999 through 2001. Both Collective
Barg%ining.hgreements referenced wage increases that were effective
Dece; er 1, 1898, December 1, 1999 and December 1, 2000. The
langyage in both contracts indicates they would expire on November
30, 23001,

éNotwithstanding the existence of two different units, each
with:its own Collective Bargaining Agreement, the parties agreed to
combine the units for the purposes of the fact finding
presantation.

PRELIMINARY ITEMS

fThe parties agreed that the new Collective Bargaining
Agreement, and I will use the word "agreement" even though there
are two units, will have a duration of three years commencing on

December 1, 2001 and terminating on November 30, 2004. Thus, the
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first year of the Collective Bargaining Agreement will begin on

Deceﬁber 1, 2001 and end on November 30, 2002. It follows that the

secoﬁd year will begin on December 1, 2002 and end on November 30,

2003l Finally, the last year will begin on December 1, 2003 and

n November 30, 2004.

end

‘It is clear from the presentations that the parties agreed the
wage increases each have offered will be retroactive. Furthermore,
I iﬁtend that my wage recommendation shall be retroactive.
Retr:activity of any other recommendations will be specifically
referxenced when those recommendations are displayed.

‘'The Petition for Fact Finding, which was filed on June 21,
2002; contained a list of ten issues. At the hearing nine issues
were explored.

'In the order of their placement in the Association's data, the
issu.s are: Employee Classification and Definitions, i.e., regqular
part-time employees; Layoff and Recall; Bereavement Leave;
Holidays/Floating Holidays and Business Days; Medical Insurance,
i.e.ﬁ retiree health insurance; Wages; Longevity and Employee
Clasgifications which are characterized ag Issues 7 and 8; Call-In
Timeq and, finally, an issue labelled Joan Hennessy.

[For the most part the pertinent language from the prior
Colléctive Bargaining Agreements, along with the proposed changes,
are attached heretc behind the page known as "BExhibits". This

makes them readily available for analysis.
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ABILITY TO PAY

When at issue an employer's ability to pay is a very important
congideration. Not only has it been an issue which historically is

careflully analyzed, but in binding arbitration is a delineated

Section 9 factor.

iHowever, in this dispute the Employer has not taken the
posiéion that it lacks the ability to meet current demands. This
is unferstandable considering the evidence of its financial health.
New construction is fairly substantial in Northville Township,

with [many of the homes being upscale, with some priced at half a

millilon dollars. More than 2,500 residential housing permits have

beengissued in the last nine years and half of the homes have been
builq since 1980. In general terms, there is a very healthy tax
base:

IThe vitality of the tax base is reflected in the Employer's
finaﬁcial data. For instance, in the January 8, 2003 audit letter,
whicﬁ covers the fiscal year ending November 30, 2002, the auditors
notelthat during that year the Library transferred approximately
$60,@00 to the reserve fund from the operating fund to increase the
reseﬁve fund balance to approximately $230,000. This meant that
the ﬂund balance represented about 17% of the annual expenditures
of the operating fund. For the period ending November 30, 2001,
the ﬂund balance was $168,092 or approximately 13% of the general
fund'is annual expenditures.

iPerhaps as a cautionary note the January 8, 2003 audit letter
!

recogkizes that the Employer offers post-retirement health care

-6-



benefits, but neither pre-funds the liability or designates fund
bala:ce each year to acknowledge the liability. It has been
suggested that the Employer take a critical look at this part of
ite financial picture.

iNonetheless, as originally indicated, the Employer is well
able [to comfortably afford the financial demands and ultimately the
recommendations I have formatted and presented herein.
ISSUE 1

The first issue listed on the Petition for Fact Finding filed

by the Association references a proposal related to parking spaces.
Thisf issue was withdrawn and thus there was no evidence or
argu&ents presented.

ISSUE 2 - REGULAR PART-TIME EMPLOYEES

As with most of the other issues, the current language and the

Assogiation's position is attached hereto.

gThe current language in Section 1, paragraph A, subparagraphs
1 and 2, define regular full-time employees and regular part-time
empléyees.

iThe Association's propesal i1s characterized as proposed
Arti%le i1. The differences in the language are obvious.

!Furthermore, it appears that the Association has offered an
alteﬁnative which it has identified as Article 27 - Medical
Insurance.

éIt seems that the Association's proposal seeks to eliminate
regullar part-time employees who average less than 20 hours per

week. Further, it seems to change the definition of a regular
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part*time employee from one whose normal schedule generally
aver#ges 20 or more hours per week or one who generally averages
1essithan 20 hours per week, to an employee who works 20 or more
houré per week. Apparently the Association's offer would narrow
the ﬁield to full-time employees who work 37 1/2 or more hours per
week!and regular part-time employees who work 20 or more hours per

week. Anyway, that seems to be the change.

In relation to that portion of this issue, there is no

evidegnce in this record which convinces me that I should make a
recoﬁmendation changing what already exists. In fact, the evidence
suggésts that Northville District Library employs a proportionally
higher number of full-time employees than most of the Class 5

libraries referenced in the evidence. Out of 16 Class 5 libraries

listﬁd in the data only one, Macomb County Library, employs more
full-'time staff, i.e., 14, than does Northville District Library at
12. | This evidence seems to suggest that even though the
Assodiation has some concerns regarding part-time employees
elimi%ating full-time employees, that fear has not been realized.

!I note that the number of full-time employees referenced in
the éummary exhibit includes Director, Assistant Director and
Administrative Assistant. However, even if those individuals are
removed from the list of employees, there are still nine full-time
employees in both bargaining units. If that figure is utilized,
there!are only three Class 5 libraries out of the 16 in the exhibit

whichl have more full-time staff.

i
|
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There is also that portion of the Association's proposal which

deals with medical insurance and the request that regular part-time
empldyees be eligible to purchase health insurance at the group
rate. Certainly there is nothing which prevents the parties from
expldring this option. Whether regular part-time employees are
alloéed by the carrier or the provision of the health insurance
planJ to purchase at the "group rate" is a question which needs to
be résolved. Furthermore, it is unknown whether adoption of this
proposal would increase the Employer's costs.

gThe parties should explore this aspect of the Association's

prop:sal.
REC ATI

i recommend that the parties explore the possibility of
providing regular part-time employees with the option of purchasing
health insurance at the group or some other acceptable rate. I
cannok currently recommend that the provision be adopted, but only
that rhe parties explore the possibility of doing so.

ISSUE 3

Issue 3 concerns layoff and recall and as can be seen from the
exhibit, there are substantial changes sought by the Association.

The Association maintains that there are concerns regarding
the layoff procedure which it wishes to address by altering the
current contract language. The Employer's position is that there
has never been a layoff and the changes are unnecessary and not

supported by the evidence.




Keeping in mind that the prior language was bargained for and

agreed to by the parties, unless there is an obvious and glaring
untenable provision or there is history that indicates that equity
and #airness demands that the language be altered, a Fact Finder
shouﬂd be very reluctant to make a recommendation changing the
statys quo. In this case there is no evidence establishing that
therd has ever been a layoff. There is no evidence indicating that
any employee has been disadvantaged by a reduction in hours.
Furtﬂermore, there ig little, if anything, in the record indicating
the #ature of the provisions regarding layoff and recall which
exis#s in other Class 5 libraries, or for that matter any library,
refeﬁenced by the parties.

REC ATION

Thus, I can only recommend that the status quo be continued.

. I 4 - BEREA VE

Ps can be seen from the attached display of Issue 4, the
Assoéiation is seeking language which modifies paragraph C of the
current Article 18 - Bereavement Leave, by allowing up to three
sick days to be used for bereavement leave or essentially anything
the qmployees seek to use it for.

Fhe.Association suggests this is a progressive provision which
alloﬁs employees to utilize gick days as bereavement leave in
circumstances other than a death of a relative. The Employer

suggests that it has never heard of such a provision, has never
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seen such a provision and it would be inappropriate to change the

contract language to accommodate the Agsociation's request.
I recognize that the Association considers the proposal

progressive and, frankly, I understand that bereavement leave may

be just as valid for some non-relatives than it is for relatives.
Howe&er, I am sympathetic to the Employer's position that it has
neve# seen such a provision. There is no evidence in the record
sugg:sting that any other library provides this type of benefit.
I realize that the addition of the language would allow the use of
up td three sick days and arguably an employee would be utilizing
sick;time. Nonetheless, I do not have the factual basis necessary
to conclude that I should recommend that the Association's
provision be adopted.

RECOM ATT

‘The status quo should continue.

ISSUE 5

Currently Article 22 - Holidays and Personal Business Days,
recognizes in paragraph A that eligible employees in the bargaining
unit will be granted eight holidays with pay. Those days are: New
Year‘k Day, Memorial Day, Independence Day, Labor Day, Thanksgiving
Day, Christmas Eve Day, Christmas Day and New Year's Eve Day.
Additionally, regular full-time employees are allowed four paid
personal business days.

The Association's proposal seeks to add two stated holidays,

i.e., Martin Luther King Day and President's Day, and one floating

| -11-
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|
holid

each

ay to be given for "the religious observance of choice" to
employee.

The Employer's position is that the status quo should continue

and there is no need to increase either the number of personal

busin
holid
holid

on th

First

ess days, the delineated holidays or to add a floating
ay. It points out that currently the Library is closed on
ays which means that patrons do not have access to the Library
e stated holidays.

There is significant data in the record regarding this issue.

of all, one of the exhibits digplays information, inter alia,

regarding Class 5 libraries and the number of paid holidays each

provi

liste

des. Excluding Northville, there are 15 other libraries

d. The average number of paid holidays, and apparently this

information does not include personal business days or floating

holid
provi
least

defic

libra

ays, is approximately 11. In this group Macomb County Library

des the most holidays at 14.5, with Northville providing the
at eight. It is noted that there are some obvious

iencies and inaccuracies in the data.

Another exhibit submitted by the Association lists 16

ries in various classes and displays the stated holidays, as

well‘as the personal business days and floating days available at

each.

and f

offer

perso

. The average of the all the holidays, personal business days
ioating holidays combined is 13. It is noted that Northville
s 12.

As a result, Northville is behind the average in holidays, and

nal business days and floating holidays when combined and is
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|
also‘under the average and, in fact, offers the least amount of set

holidays when the Class 5 libraries are considered.

Nonethelegs, the evidence goes on to establish that of the 16

1ibr#ries offered by the Association in the combined exhibit, only

two
of t

nine

f them provide a holiday for Martin Luther King Day. Only two
em provide a holiday for President's Day. This is compared to

of the other libraries which provide a holiday for the Friday

after Thanksgiving.

bargs
which
parti

holid

Given the above, it is recommended that members of this
ining unit receive an additional holiday. The specifics of
particular holiday, or floating holiday, can be left to the
es, but nonetheless, the evidence establishes that another

ay is warranted.

RECOMMENDATION

displ

I recommend that the parties adopt an additional holiday.

I 6 - MEDICAL I CE RETIREE'S HEALTH INSURANCE
Current language, as well as the Association's proposal, are

ayed in the Issue 6 document contained in the exhibits.

iOne of the changes involves the addition of language to the

current paragraph 2 of Section H which would require that a retiree

be no
days
given
the p

that

tified if payment has not been received within a period of ten
from the due date and the grace period of 30 days will be
to the retiree to make the payment. Aanother change involves
urchase of dental insurance and eliminates the requirement

the insurer must agree and switches the burden of paying from
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the retiree to the Employer. Furthermore, the 80% cap on the

Empldyer's liability for paying retiree insurance has been
eliminated and the formula has been altered to provide 60% payment
of the premium with ten years of full service time.

The Employer's position is that there shouldn't be any change

in madical insurance for retirees. In fact, there may be future
1iabﬂlities because the Employer may have to pre-fund the benefit
or aﬁ least set aside fund eguity to deal with the cost.

5The record does not reflect the provigions which exist, if
any, iin the Collective Bargaining Agreements involving other
libriries or if they are not organized, what benefits are
avaiﬂable. Ags a result, there 1is nothing to which the
Assoqiation's proposals may be compared. Additiomally, there are
concegrns that portions of the language may not be properly
oper%tionalized. For instance, there is a change in the dental
provﬂsion wherein in the past retirees could purchase dental
insuﬁance through the Library's plan if the insurance carrier
permitted it, but the proposal states that employees may receive
dentdl insurance through the Library. There is no indication that
this is feasible given the original restriction regarding the
carri?r's permission. Does this mean that the Employer must become
self-insured? Furthermore, without displaying any of the costs,
the Association seeks to shift the burden of paying for dental
insurance to the Employer from the retiree. That may very well be
reasonable and an appropriate thing to do, but given the state of

the record, I cannot make such a recommendation.
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'Furthermore, it is impossible to judge the appropriateness of

altering the service schedule. It is not known whether other
librgries provide the same or similar type of cost coverage now
sougﬂt by the Association.

In the final analysis, the only recommendation that can be
made%is that the parties adopt the notice provision requested by
the éssociation in relation to the retiree's premium in the issue
of whether it has been received. I am not convinced that a 30-day
gracg period should be recommended, but it should be considered.
The ﬁmployer shouldn't be in the business of, in essence, lending
fundq.

RE i ATI

The only recommendation that I can make is that a retiree be

notified by the Library if the payment forwarded by the retiree has

not heen received within a period of ten days from the due date.

IS8 7 AND 8
Issues 7 and 8 involve a combination of proposed wage

increases, changes in longevity provisions and changes in

classifications.

ittached in the exhibit portion of this award are the salary
provisions for both Unit I and Unit II as contained in the prior
contracts. They are labeled Unit I and Unit II. Document "A" is
the éssociation's wage scale proposal. Document "B" ig the
Emplo&er's proposal for Unit I, while Document "C" is the proposal

for Uhit II. Document "D" is an Employer document outlining the
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impa&t of adoption of its wage offer from the period 1999 to March

1, 2@03. Document "E" is a comparison of the impact of the
adoption of Employex's offer or the Association's offer and the
différence as of 3/1/03. Document "F" is the Association's
propgsal regarding longevity pay.

iBefore analyzing the data and formulating recommendations,

ther% are some preliminary observations to be made. First of all,

the provisions now under consideration, including the
clas#ifications, are reflected in the prior Collective Bargaining
Agreements. While members of the Association are now indicating
their discontent for provisions of the prior contracts, it must be
remembered that they were negotiated, apparently ratified by the

parties, and became the agreements which controlled the parties'

relationship in those areas the contracts spoke to. The point is
that there must be substantial convincing evidence to support a
recommendation that changes a fundamental aspect of the parties'

relationship.

Secondly, I do recognize, as suggested by the Association,

that historically Librarians, who generally must have a Master's
Degrée, are perceived as not being well treated financially in the
workplace. Frankly, over the years it is apparent that certain
professions which are generally occupied by very competent and well
educaFed individuals, may not receive the type of Ffinancial
recogbition that they anticipate. As suggested by the Association,
and %upported by the documentation, Librarians fall into that

groupL In my experience Museum Curators and other 1like
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professionals are treated in the same fashion. I suppose reasons

for this type of financial recognition could very well be an
exceilent theme for a Ph.D thesgis, but it must be undergtood that
a Fadt Finder is not a social engineer. It is a Fact Finder's job,
and hence mine, to examine the record and make recommendations
baseq upon the facts contained therein.

Issues 7 and 8 contain a combination of economic
considerations which, when woven together, present a fairly complex
mosaic. For instance, the Association’'s wage proposal doesn't deal
mere#y with a percentage increase for each year of the Collective
Barg%ining Agreement, but involves the expansion of the salary
tracks out to nine steps beyond the starting rate, the combining of
several c¢lassifications leading to the elimination of some, and a
major alteration of the longevity language currently contained in
the QOllective Bargaining Agreements.

;Recommendation of such substantial and sweeping changes can
onlyicome about if supported by extensive and convincing evidence.

‘The Employer's wage proposal is more conventional in the sense
that there are increases allocated to each year of the contract
with the salary steps in Unit I commencing at start and ending at
after five years. To recall, in Unit I the salary steps ended with
the 4evel of "after two years." There doesn't appear to be any
substiantial change in classifications, although I note in the
documentation the Employer refers to part-time Librarian, while the
contract refers to part-time Librarian Sunday. It appears that the

part-time Librarian classification is in fact the part-time
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Librarian Sunday classification. Other than that, there are no

subs@antial classification consolidations, nor are there are any
prop.sed changes in the longevity provisions.

The Association followed a formula in establishing its wage
propgsal. For the zero step or the starting step it calculated the
averége of the minimum rate from the data compiled and added 4%.
Howe%er, the Clerks receive 5% because it was explained that
throﬁgh prior negotiations Clerks lost prorated benefits in the
last contract. Then, each of the steps were increased by 4%, with

the exception of the Clerks which was increased by 5%.

It was also explained that there is only one Clerk
clasdification because the Senior Clerk and Clerk classifications
were combined. Further, there is only one Librarian classification
becadse Librarian I and Librarian II were combined. It is also
noteq that there is one salary rate for all department heads even
thouih in the prior agreement there was a distinction between the
Head of Circulation Services and the other department heads. It
also appears that part-time Librarians, which currently there are
three, are at the same salary rate as all Librarians noted in the
classification of Librarian.

hs indicated previously, there are additional steps to the
salary schedule beginning with starting zero and ending with nine.
Furthermore, in combination with the nine-year step the changes
propoged by the Association in longevity provide for a commencement
of 14ngevity at the 10th year. The proposal is for longevity

paymebt of $1,750 and there doesn't seem to be any distinction
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betwgen full-time or part-time employees. This amount increases as

noted in the exhibit.

Before moving on to an analysis of wage figures contained in
the record, I must observe that there is no convincing proof which
causes me to recommend the Association's wage proposal as currently
drafted. There are fundamental changes made to the wage schedule
which are not supported by the record and which, inter alia,
combine classifications which apparently were negotiated by the
parties, for they distinctly appear in the prior Collective
Bargaining Agreements. I recognize there was an explanation given
as tg why all Librarians are now Librarians and why there is only
one ¢lassification of Clerk rather than Clerk and Senior Clerk.
How tpese combinations square with the current job responsibilities
for t£e classifications outlined in the contract is not known. To
put ik in simple terms, the parties negotiated a difference between

a Librarian I and a Librarian II, as well ag other classifications.

Assuming they did so based upon some logic recognizing there was a

diffgrence between the classgifications and agreeing to salaries
whicd;were different for each, there is nothing in the record which
conv#hces me that the distinctions previously drawn by the parties
and ¢he differences feflected in the salary rates between the
clas%ifications should now be ignored.

hdditionally, while I recognize that both parties have altered

the skeps in the salary schedule, with the Association going to a

zero to nine schedule, and the Employer going to a start or zero to
|

five rchedule for all classifications, rather than just Unit II as
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previously existed, there seems to be little evidence to support a

recommendation of a nine-step salary schedule. A careful analysis
of the evidence convinces me that with perhaps few exceptions there
are no salary schedules displayed in the evidence which support a
ninetstep progression.

The five-step progression displayed by the Employer's
documentation, with the exception of Livonia, which was a start and
a two-step progression, is much closer to the progressions existing
in the evidence. Furthermore, going to a salary schedule of start
and ending at five years for Unit I, seems to do nothing more than

bring it into accord with what previously existed in Unit II.

Having stated the above, it must also be observed that even
thouéh it is impossible to recommend the Association's salary
clasgification and longevity proposals, there are shortcomings in
the Bmployer's proposals which must be addressed. I note that the
Emplgyer has not utilized a consistent percentage in formulating

its proposal and the increases over the periods concerned with

herein. It was explained that some positions received higher
incrqases than others. However, it seems apparent that at least in
the chse of department heads, their salary would be increased on a
3% per annum basis.

iIt must be kept in mind that in analyzing the data, and
specifically the salary rates for various clagsifications employed
by otPer libraries, it is difficult in some cases to determine the
year Ithe data represents. Furthermore, some of the data is

presented in texrms of minimum and maximum rates per classification,
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salar
Madis
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> in at least one case the actual salary rates for five-year
irians is expressed as of February 2003.

The Employer submitted a comparison of the five-year Librarian
'y rates referenced above. The data was secured from Livonia,
on Heights, Wayne, Auburn Hillg, Plymouth, Novi, Milford,

and, Saline, Chelsea, Cromaine and Grosse Pointe. Some of the

librgries were Class 5, some were Class 4 and some were Class 6.

The high figure was $42,048 or $20.22 per hour. The low figure was

$33,000 or $15.87 per hour. The Employer's offer represents

$38,110 or $18.32 per hour, which at least for Librarians, place

them

in about the middle of the span of the data.

Then there is data which represents published salary figures

withgut regard to whether anyone occupies the position. It appears

that

the data represents figures which were in effect in about the

end of 2000 or 2001. The reason I say this is because in dealing

with

Clerks, the maximum hourly wage for a Northville District

Library Clerk is listed as $8.79 and this is the hourly figure

existiing in the Unit I contract for employees working more than two

years

and which was effective on December 1, 2000. The high for

the Class 5 libraries is Baldwin at $15.38, the low is White Lake

Towns
the d

hourl

hip, at $7.40. Of the 16 libraries in Class 5 represented in
ata, Northville comes in 13th, with 12 having a higher maximum

y rate for Clerks with three having lower maximum hourly rate

for Clerks.

Similar data is available for Librarian maximum salary.

Northyille is listed at $31,601 which represents the maximum that

-21-
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a Librarian II would receive after two years effective December 1,
2000, Data was available from 12 Class 5 libraries. Northville
was the lowest salary rate of all of them. The data shows that for
fullrtime department heads minimum salary for apparently the year
late| 2000 or 2001, out of the ten Clags 5 libraries listed, six
paid|a rate higher than Northville, while three paid a rate lower.
In the area of full-time annual salary for a department head
maximum, out of the ten Class 5 libraries where data was available,
Northville ranked ninth, with eight paying higher salary for this
clasgification. This same general ranking applied to Librarians.
The data suggests that Northville was towards the bottom of salary
rates in most categories.

In the final analysis, a careful éxamination of the total
recoxd, including the financial data, the available comparison
data, and all other relevant information, convinces me that the
salary proposals offered by the Employer for Units I and II, as are
memorialized in Exhibits B and C respectively, should be adopted
with certain amendments. It ig both equitable and reasonable to

increase the Employer's proposal by one percent in each of the last

two years of the Collective Bargaining Agreement. As an example
and for the purposes of explanation, the salary rate for the
clasqification of Head of Adult Services, which as of December 1,
2000:at five years was $40,707, would be increased to $41,928 in
the first year of the contract, effective December 1, 2001. That
figure would be increased by 4% which means that it would become

$43, 605 effective December 1, 2002. Four percent would be applied
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to that figure, so effective December 1, 2003 the salary figure for

the Head of Adult Services after five years would become 545, 350.

The pame type of calculation shall be applied to the Employer's

proposal for Unit I. All increases are to be retroactive.

It is recommended that the longevity provision remains as it

appeared in the prior contract.
REC ATT

Unit

with

periq
the 1

hourd

It is recommended that the Employer's salary proposals for
I and Unit II, as displayed in Exhibits B and C, be adopted,

the alterations outlined above.

ISSUE 9 - CALL-IN TIME

The Association proposes that for each non-consecutive time
»d an Association member is required or expected to report to
library, he/she shall be credited with no less than four (4)
1 of work,

The Association explained that it didn't wish to have any

spliff shifts. The Employer seeks continuation of the status quo.

that
that
or a

REC

There is little, if any, evidence to support recommendation
the Asgociation's proposal be adopted. There is no indication
the Employer's current practices require that a call-in time
call-in provision be adopted.

ATT

I recommend that the status quo continue.
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JOAN HENNESSY

The record establishes that, at least as of 2001, Joan

Hennessy worked as a Library Page in the Technical Services

Depat
and v
in i

AsS0(

with

rtment. The record establishes that she is a very competent
raluable employee. However, the classification Hennessy works
5 not covered by the Collective Bargaining Agreement. The
riation is seeking her inclusion as a bargaining unit member.
The Employer's position is that I have no jurisdiction to deal

the issue, and beyond that, whatever Hennessy was doing which

suggests she sghould be in the unit, has been eliminated and she is

respogngible only for her appropriate job duties.

In analyzing the record I tend to agree with the Employer that

if there is a clarification needed as to whether Joan Hennessy

belongs in the bargaining unit, there are other avenues which

should more appropriately be explored. Having stated so, I also

note

upon

that the work she was performing, which the Association relied

as placing her in the unit, has been eliminated from her

respgnsibility and she no longer is responsible for those tasks.

As a

result, I can make no recommendation.
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SUMMARY '

It is hoped that the recommendations outlined above will aid
the 'parties in resolving their contractual dispute. While
certainly not every bit of evidence or argument was displayed, it

shouid be understood that I have carefully and painstakingly

WZ@L@&&Z/M

! MARIC CHIESA
i Fact Finder

analyzed the entire record.

Dated: August 11, 2003




Exhibits



ISSUE 1

=
=
-]
[+ 1
(o]
=
[
-
=




ISSUE 2

ARTICLE 9 (OLD)

EMPLOYEE CLASSIFICATIONS AND DEFINITIONS

Section 1

Employee Classification
i
A All employees shall be classified according to one of the following:

1. Regular Full-Time: An employee who, when hired, is expected to
be regularly scheduled for 37%2 or more hours per week

2. Regular Part-Time: An employee who, when hired, is expected to
be working less than 37.5 hours per week. A regular- part-time
employee whose normal schedule generally averages 20 or more
hours per week shall be eligible for legally required fringe benefits
and those specifically delineated herein; a part-time employee
whose normal scheduled hours generally average less than 20
hours per week shall receive only legally required fringe benefits.

PROPOSED ARTICLE 11
| ' EMPLOYEE CLASSIFICATIONS AND DEFINITIONS
|

Section 1
Employee Classification

CAL All employees shall be classified according to one of the foll_dﬁring:

2. (New) Regular Part-Time: An employee who is expected to be working less
than 37.5 hours per week. A regular part-time employee works 20 or
more hours per week and is eligible for all fringe benefits specifically
delineated herein.

OR

ARTICLE 27
MEDICAL INSURANCE

L(n: :) Regular part-time employees shall be eligible to purchase health insurance at the
| group rate.




. Part-time employees are otherwise not eligible for either health insurance or the cash
' option of in lieu of insurance unless they elect to purchase health insurance and pay
| the premium themselves at the group rate of the library. The preminm for the
insurance will be paid to the library and the library will pay the insurance company
for the employee’s premium.



ISSUE 3

ARTICLE 13 (OLD)
LAYOFF AND RECALL

Sectign 1

If the| Library decides to layoff employees if shall notify the affected employees fourteen (14)
calendar days in advance of the layoff, with a copy to the Union. Within each department and
job classification layoffs shall be in the inverse order of seniority. A laid off employee may
bump|a less senior employee in an equal or a Jower paid classification if he or she possesses the
nece qualifications and is able to perform the work. A full time employee will not be
required to bump into a part-time job. Laid off employees shall be listed on the recall list for a
time equal to their seniority at the time of layoff for up to two (2) years. The Library may not
hire new employees into positions held by laid off employees while there are names on the recall
list.
|

SectiQ: n2

When the Library decides to recall employees from layoff, it shall do so in the reverse order of
layoft for each affected position. Notices of recall shall be sent to the employee’s last known
adh by certified matl with return receipt requested, and the employee shall have seven (7)
calendar days, fourteen (14) if employed elsewhere, to report for work. It is the responsibility of
each laid off employee to keep the Library informed of his or her current address.

ARTICLE 15 (NEW)
LAYOFF AND RECALL

Sectigrn 1

If the Library decides to layoff or reduce the work hours of employees it shall notify the
d employees fourteen (14) calendar days in advance of the layoff or reduction of hours,
copy to the Unien Association. Within each department and job classification layoffs or
ion of hours shall be in the inverse order of seniority. A laid off employee or employee
uced hours may bump a less senior employee in an equal or lower-paid classification at
uction in hourly wage rate, if he or she possesses the necessary qualifications and is able
orm the work. A full-time employee will not be required to bump into a part-time job.
Laid off employees or employee with reduced hours shall be listed on the recall list for a time
equal |to their seniority at the time of layoff for up to two (2) years. The Library may not hire
new employees into positions held by laid off employees or employees with reduced hours

Section 2
When the Library decides to recall employees from layoff or reinstate hours to an employee
with reduced hours, it shall do so in the reverse order of layoff or reduction of hours for each



affected position. Notices of recall from layoff shall be sent to the employee’s last known
address by _certified mail with return receipt requested, and the employee, upon receiving
notice, shall have seven (7) calendar days, (14) if employed elsewhere, to report for work. It is
the nsibility of each laid off employee to keep the Library informed of his or her current
address.
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ISSUE 4

ARTICLE 18 (OLD)
BEREAVEMENT LEAVE

- In the case of the death of an eligible employee’s spouse, child or step-child or partent,
the member shall be allowed up to 5 calendar days leave with pay, said time not to be
deferred nor split.

In the case of death of an eligible employee’s immediate family, including sister, brother,
grandparent, grandchild, mother-in-law or father-in-law, the employee shall be allowed tp
to three (3) calendar days leave with pay; and, at the option of the employee, two
additional days of vacation or personal business days be used in conjunction with this
bereavement leave.

| Up to three (3) sick days may be used for bereavement leave to attend the funeral of a -
| relative other than immediate family.

ARTICLE 20 (NEW)
BEREAVEMENT LEAVE

Up to three (3) smk days may be used for bereavement leave to-attend-thefuneral-of-a
- han-im arnily for those not addressed above.
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ISSUE 5




ISSUE 6

ARTICLE 25 (OLD)
MEDICAL INSURANCE

' Retirees’ Health Insurance

‘2.

The retiree premium will be paid by the Library per the applicable vesting
schedule in Section 6. Failure of the employee to pay his’her premium will result
in loss of coverage due to non-payment.

Retirees may purchase dental insurance through the lerary s plan if the
insurance carrier permits it, with the retiree paying all of the premium.

Each of the above plans shall have the monthly portion of employer premium paid
per vesting schedule below.

Vesting period for post retirement health care coverage shall be graduated with
ten (10) year minimum actual service, graduated to a maximum of 80% of
premium per schedule below:

- Less than 10 years full time service =no coverage

10 years full time service = 40% x Library premium -
Each additional full year = +4% x Library premium to 80% maximum

ARTICLE 27 (NEW)
MEDICAL INSURANCE

Retiree’s Health Insurance

2.

The retiree premium will be paid by the Library per the applicable vesting
schedule in Section 6. Failure of the employee to pay his/her premium will result
in loss of coverage due to non-payment. The retiree will be notified by the
Library if the payment has not been received within a period of 10 days from
the due date and a grace period of 30 days will be given to the retiree to make
the payment.

Retirees may receive dental insurance through the 11brary s plan ifthe-insurance
earrier-permiis-it-with the-retiree with the library paying all of the premium.

Each of the above plans shall have the monthly portion of employer premium paid

per vesting schedule below.




Vesting period for post retirement health care coverage shall be graduated with
ten (10) year minimum actual service, graduated to a maximum of 88% 100% of
premium per schedule below:

Less than 10 years full of service = no coverage

10 years full time service = 48% 60% x library premium

Each addittonal full year = 4% 5% up to 86% 100% paid.




ISSUES 7 & 8
| WAGES
LONGEVITY
! - EMPLOYEE CLASSIFICATIONS



The Library will pay the cost of tuition, course fees and required materials for
college or professional courses which pertain to the employes's position to a
maximum of $250 per calendar year when prior written approval is obtained
from the employee's supervisor and the director. The "Library shall reimburse
the employee after successful complation of the course. Successful
completion shail mean that the employee obtains a grade of “C* or better for

an undergraduate course and a “B” or better for a graduate courser

ARTICLE 31
EDUCATION BENEFIT

ARTICLE 32

WAGE BATES

Rates of pay for classifications within the bargaining unit shall be:

1)

Effective December 1, 1998:

ification Start
rian il $27,000
arian | 26,500
-time Librarian, $14.00
Sunday
-time Librarian 13.00

ciate 11.00

tronic Services 13.00
8.00
jor Clerk 8.40

After | vear

$28,000
27,500
$14.25

13.25
12.00
14.00
8.10
8.50

28

After 2 vears

$29,500
28,912
$14.50

13.50
14.00
15.00
8.20
8.60



2} Effective December 1, 1999:
Classification Start After 1 year
Libtarian Il 27,945.00 28,980.00
Librarian t 27,427.50 28,462.50
Part-time Librarian, 14.49 14.75
unday .
Parg-time Librarian 13.46 13.71
Assoctate 11.39 12.42
Electronic Services 13.486 14.49
Clerk 8.28 8.38
Senior Clerk 8.69 8.80
3) Effective December 1, 2000:
Classification Start After 1 vear
Librarian i 28,923.08 29,994.30
Librarian | 28,387.46 23,458.69
Part-time Librarian, 15.00 15.27
unday .
Part-time Librarian 13.93 14,20
Asspciate 11.79 12.85
Electronic Services 13.93 15.00
Cle 8.57 8.67
Senior Clerk 8.99 9.11
NOTES:

1.

After 2 years

30,632.50 -
29,923.92
15.01

13.97
14.49

© 16,83
8.49
8.90

After 2 vears

31,601.14
30,971.26
15.54

14.46
16.00
16.07
8.79
.21

Employees may be hired at rates above the starting rate and advanced
through the steps sooner based on prior work experience at the discretion of

the Library Director.
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"ARTICLE 31

EDUCATION BENEFIT

The Library will pay the cost of tuition, course fees and required materials for
college or professional courses which pertain to the employee's position to a
maximum of $250 per calendar year when prior written approval is abtained
from the employee's supervisor and the director. The Library shall reimburse
the employee after successful completion of the course. Successful
completion shall mean that the employee obtains a grade of “C* or better for

an undergraduate course and a "B” or better for a graduate course.

ARTICLE 32
WAGE RATES

Annpal rates of pay for classifications within the bargaining unit shall be:

1) Etfective December 1, 1998:

Titiey Start 1 Year 2Years 3 Years 4 Years 5 Years
Head of Adult 33,000 34,000 36,000 386,500 37,000 38,000

Sérvices
Head of Youth 33,000 34,000 36,000 36,500 37,000 38,000

Services
Head of Tech. 33,000 34,000 36,000 36,500 37,000 38,000

Seyvices
Head of Circul.24,000 286,000 28,000 31,000 36,000 37,000

Services

2) | Effective December 1, 1999
Title Start 1 Year 2Years 3 Years 4 Years 5 Years

Head of Adult 34,155 35,190 37.260 37,778 38,295 139,330

- Setvices
Head of Youth 34,155 35,190 37,260 37,778 738,295 39,330

Services
Head|of Tech. 34,155 35,190 37,260 37,778 38,295 39,330

Senvices
Head|of Circul.24,840 26,910 28,980 32,085 37,260 38,295

Services

27
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3)

Effective December 1, 2000:

Title Start 1 Year 2 Years 3 Years 4 Years

Héad of Adult 35350 38,422 38,564 239,100 39,635
Services

Head of Youth 35,360 36,422 38,664 39,100 39,635
Services

Head of Tech. 35,350 36,422 38,564 39,1700 39,635
Services

Head of Circul.25,709 27,862 29,994 33,208 38,564
Services ' '

\TES:

the Library Director.

- 28

44Q,707
40,707

39,635

Employees may be hired at rates above the starting rate and advanced
through the steps sooner based on prior work experience at the discretion of

Hourly pay rates are determined by dividing the annua! rate of pay by 2080.




NnLhA WAGE SCALE PROPOSAL

o f——— g = e o o A

9.63 10.11

ASSOCIATE 13.37 13.90
SUPPORT 16.58 17.24
RARTAN 15.20 15.81
HEAD 17.85 18.56

EffEff-ctive December 1, 2002:

ASSIFICATION 0 1

10.61
14 .46
17.913
16.44
19.3¢

2

13i.15 11.70
15.04 15.64
18.65 19.40
17.10 17,78
20.08 20.88

3 4

12.29 12.90 13.55
16.27 16.92 17.59
20.17 20.98 21.82
18.50 19.24 20.01
21.71 22.58 23.49

YEARS OF SERVICE IN POSTION

5 6 7

14.22
18.30
22.69
20.81
24 .43

14.94
19.023
23.60
21.64
25.40

A e L e i o ey e R R R R TR MR AN W M N R M MR MR W M M Er ML A MR M MR AN EE AR M e E A AR e e e = = e

10.99 11.54 12,11 12.72 13.35 14.02
14.57 15.57 16.19 16.84 17.51 18.21
18.56 19.30 20.08 20.88 21.71 22.58
17.02 17.70 18.41 19.14 19.91 20.71
19.98 20.78 21.61 22.47 23.37 24.31

. 9.96 10.46
ASSOCIATE 131.84 14.19%
CH SUPPORT 17.16 17.85
RARIAN 15,73 16.36
HEAD 18.47 19.21

2

3 4

YEARS OF SERVICE IN POSTION

5 6 7

14.72
18.94
23.49
21.53
25.28

15.46
19.70
24 .43
22.40
26.29

A e e e e e e e A A L e AR e o e e

Bffective December 1, 2003:
CLASSIFICATION o 1
; 10.31 10.83
IATE 14.32 14.89
H SUPPORT 17.76 18.47
RARTAN 16,29 16.94
HEAD 19.12 19.88

11.37
15.49
19.21
17.61
20.68

11,94 12,54
16.11 16.75
19.98 20.78
18.32 18.05
21.51 22.37

14.51
18.85
23 .37
21.43
25.16

13.16 13.82
17.42 18.12
21.61 22.47
19.81 20.61
23.26 24.19

15.24
19.80
24.31
22.29
26.17

16. 00
20.38
25.28
23.18
27.21

Employees changing classification shall be placed at 'years of service' one

step above the first step which is not less than wage earned prior to change.

Employees may be hired above the starting rate and advance through steps
aconer based on prior experience at the discretion of the Library Director.
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Upon termination of employment for retir;

There shall be no iongevity p
than those specified heref
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NORTHVILLE DISTRICT LIBRARY
B Proposal of 3/13/02
Unit |
Amend Art. 28 to read:
ARTICLE 28
LLONGEVITY PAY
A Each regular full-time and eligible regular part-time employee shall receive
an annual longevity payment based on completed years of service in
accordance with the following schedule:
Number of Complete Years mount of An ity Payment
Of Service as of February 1 Full-Time Pant-Time
5 but less than 6 $ 250.00 $ 125.00
6 but less than 7 300.00 150.00
7 but less than 8 350.00 175.00
8 but less than 9 400.00 200.00
9 but less than 10 450.00 225.00
10 but less than 11 500.00 250.00
11 but less than 12 550.00 275.00
12 but less than 13 - 600.00 300.00
13 but less than 14 650.00 325.00
14 but less than 15 700.00 350.00
15 but less than 16 750.00 375.00
16 but less than 17 800.00 400.00
17 but less than 18 850.00 425.00
18 but less than 19 900.00 450.00 .
19 but less than 20 950.00 475.00
20 and more 1,000.00 500.00
B..  The annual longevity payment shall be made opAtfe first payday in March.

nt, disability or death, the
final longevity balance will be pro-ratéd based on the anniversary date.
tion for termination for any reason other

R T L i o S o = == e



