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Agreement
This Agreement entered into as of the First 

day of September, 1968, between Eastern 
Michigan University (hereinafter referred to 
as the "EMPLOYER”) and the American 
Federation of State, County and Municipal 
Employees Union (AFL-CIO), Local 1666, 
Council No. 7 (hereinafter referred to as 
the "UNION”).

PURPOSE AND INTENT
The Employer and Union recognize their 

responsibilities under federal, state and local 
laws relating to fair employment practices 
and reaffirm their commitment to the moral 
principles involved in the area of Civil Rights.

The parties each agree that there shall be no 
discrimination because of race, creed, sex or 
national origin.

The general purpose of this Agreement is 
to set forth terms and conditions of employ­
ment, and to promote orderly and peaceful 
labor relations for the mutual interest of the 
Employer and the Union.

The Employer and the Union encourage to 
the fullest degree friendly and cooperative 
relations between their respective repre - 
sentatives.

RECOGNITION
The Employer does hereby recognize the 

Union as the sole and exclusive representa­
tive for the purpose of collective bargaining 
with respect to wages, hours and all other 
conditions of employment for all regular 
employees of the Employer included in the 
bargaining units described as follows:

All regular full and part time employees 
with "M” classifications excluding super­
visors, police officers and student em - 
ployees.



All regular full and part time employees 
with "F” classifications excluding super - 
visors and student employees.

AID TO OTHER UNIONS
The Employer will not aid, promote or 

finance any labor group or organization which 
purports to engage in collective bargaining 
or make any agreement with any such group or 
organization for the purpose of undermining 
the Union.

UNION SECURITY
Subject to the letter of Agreement entered 

into between the Employer and the Union, 
which is set forth below and made a part 
thereof:

Section 1. Employees covered by this Agree­
ment at the time it becomes effective and who 
are members of the Union at that time shall be 
required as a condition of continued employ­
ment to continue membership in the Union for 
the duration of this Agreement.

Section 2. Employees covered by this Agree­
ment who are not members of the Union at 
the time it becomes effective shall be required 
as a condition of continued employment to 
become members of the Union for the duration 
of this Agreement, on or before the tenth 
(10th) day after the thirtieth (30th) day follow­
ing such effective date.

Section 3. Employees hired, rehired, rein­
stated, or transferred into the bargaining unit 
after the effective date of this Agreement and 
covered by this Agreement shall be required 
as a condition of continued employment to 
become members of the Union for the duration 
of this Agreement, on or before the tenth 
(10th) day after the thirtieth (30th) day follow­
ing the beginning of their employment with the 
unit.



Section 4. An employee who shall tender an 
initiation fee (if not already a member) and 
the periodic dues uniformly required as a 
condition of acquiring or retaining member­
ship shall be deemed to meet the conditions 
of this section.

Section 5. Employees shall be deemed to be 
members of the Union within the meaning of 
this section, if they are not more than sixty 
(60) days in arrears in payment of member­
ship dues.

Section 6. The Employer shall be notified 
in writing by the Union of any member who is 
sixty (60) days in arrears in payment of 
membership dues.

Letter of Agreement
EASTERN MICHIGAN UNIVERSITY

International Union
American Federation of State, 
County and Municipal Employees 
805 West Allegan Street
Lansing, Michigan

Dear Sir:

With respect to the section concerning 
Union Security in the present Agreement 
between the parties as indicated on page 6, 
it is agreed that all employees covered by 
the Collective Bargaining Agreement effec­
tive September 1, 1968, between Eastern 
Michigan University and the American Fed­
eration of State, County and Municipal Em­
ployees (AFL-CIO), Local 1666, Council 7, 
who may have a strong religious conviction 
which would preclude them from becoming 
a member of any labor organization, will not 
be caused to become a member of Local 1666, 
AFSCME, as a condition of employment.



Any employee of any bargaining unit repre­
sented by Local 1666, AFSCME, who does not 
meet the requirements of the Agreement as 
listed in the section concerning Union Se­
curity must fill out a form provided by the 
University which sets forth the employees 
religious convictions and states his religious 
faith. A copy of the form will be sent to the 
Local President. In the event of a dispute 
over this matter, it will be treated in accor­
dance with the provisions of the section con­
cerning the grievance procedure starting at 
the Third Step.

Gary D. Hawks
Director of Personnel

Acceptance of Union

UNION DUES AND INITIATION FEES

Employees may tender the initiation fee 
uniformly required as a condition of acquir­
ing membership in the Union and monthly 
membership dues by signing the Payroll De­
duction Authorization Form, or may pay the 
same directly to the Union.

(a) Check-off Form
During the life of this Agreement and in 

accordance with the terms of the Authoriza­
tion Form and to the extent the laws of the 
State of Michigan permit, the Employer agrees 
to deduct the Union membership dues levied 
in accordance with the Constitution and By- 
Laws of the Union from the pay of each em­
ployee who executes or has executed the 
Authorization form.

Employees may have their initiation fees 
and monthly membership dues deducted from 
their earnings by signing the Authorization 
Form, or they may pay dues directly to the 
Union. Employees on Check-Off may have 
the Check-Off cancelled as provided in the 
Agreement and pay dues directly to the Union; 



however, they must remain members of the 
Union for the duration of the Agreement.

(b) Deductions
Deductions shall be made only in accordance 

with the provisions of said Authorization form, 
together with the provisions of this Agreement. 
The Employer shall have no responsibility 
for the collection of initiation fees, member­
ship dues, special assessments, or any other 
deductions not in accordance with this pro­
vision.

(c) Delivery of Executed Authorization of 
Check-Off Form

A properly executed copy of such Authori­
zation Form for each employee for whom the 
Union membership dues are to be deducted 
hereunder shall be delivered to the Em­
ployer before any payroll deductions shall 
be made. Deductions shall be made there­
after only under the Authorization Forms 
which have been properly executed and are 
in effect. Any Authorization Form which is 
incomplete or in error will be returned 
to the Council No. 7 Secretary-Treasurer 
by the Employer.

(d) When Deductions Begin
Check-Off deductions under all properly 

executed Authorization Forms shall become 
effective at the time the application is ten­
dered to the Employer and shall be deducted 
from the Second (2nd) pay following the week 
it is submitted, and weekly thereafter.

(e) Refunds
In cases where a deduction is made that 

duplicates a payment that an employee already 
has made to the Union, or where a deduction 
is not in conformity with the provisions of 
the Union Constitution or By-Laws, refunds 
to the employee will be made by Council No. 7.



(f) Remittance of Dues to Secretary - 
Treasurer

Deductions for any calendar month shall be 
remitted to the designated Secretary - 
Treasurer of Council No. 7 as soon as possible 
after the first pay of that month. The Employer 
shall furnish the designated financial officer 
of Council No. 7, monthly, with a list of those 
for whom the Union has submitted signed 
Authorization Forms, but for whom no de­
ductions have been made.

(g) Termination of Check-Off
An employee shall cease to be subject to 

Check-Off deductions beginning with the sec­
ond (2nd) week following the week in which he 
is no longer a member of the bargaining unit. 
The Council No. 7 will be notified by the 
Employer of the names of such employees 
following the end of each month in which the 
termination took place.

(h) Disputes Concerning Check-Off
Any dispute between the Union and the Em­

ployer which may arise as to whether or not an 
employee properly executed or properly re­
voked an Authorization Form, shall be reviewed 
with the employee by a representative of the 
Local Union and the designated representative 
of the Employer. Should this review not dis­
pose of the matter, the dispute maybe referred 
to the Appeal Board whose decision shall be 
final and binding on the employee, the Union 
and the Employer. Until the matter is dis­
posed of, no further deductions shall be made.

(i) Limit of Employer’s Liability
The Employer shall not be liable to the Union 

by reason of the requirement of this Agree­
ment for the remittance or payment of any 
sum other than that constituting actual deduc­
tions made from wages earned by employees.

(j) List of Members Paying Dues Directly 
The Local Union will furnish the Employer 



within fifteen (15) days after the effective date 
of this Agreement the names of all members 
covered by this Agreement that are paying 
dues directly to the Local Union. Thereafter 
the Union will furnish the Employer a monthly 
list of any changes.

(k) Disputes Concerning Membership
Any dispute arising as to an employee’s 

membership in the Union shall be reviewed 
by the designated representative of the Em­
ployer and a representative of the Local 
Union, and if not resolved, may be decided 
at the Appeal Board step of the grievance 
procedure. However, the employee may be 
retained at work while the dispute is being 
resolved.

(l) It shall be the duty of the Employer to 
notify the Union within ten (10) days of any 
hired, rehired, reinstated or transferred em­
ployee into the bargaining unit. This notifica­
tion will include the name, address, classi­
fication and title of the new employee. The 
University will also notify the Union of em­
ployees who terminated from the bargaining 
unit.

REPRESENTATION

The number of representation districts in 
the unit shall be the agreed upon number.

It is mutually recognized that the establish­
ment of districts for the purpose of employee 
representation, will be based upon geographic 
location of employees, departmental organiza­
tion, size of the work force, and shift.

The following are the currently agreed 
representation districts:

M Classification Unit

1. McKenny Maintenance
2. Carpenters



3. Plumbers
4. Painters
5. Electricians
6. Stores and Inventory
7. Ford Hall
8. Library and Quirk
9. Hover, Rackham and Sherzer

10. Pease and Alexander
11. Sill Hall
12. Strong
13. Starkweather, Boone and Welch
14. Pierce Hall and Roosevelt
15. Bowen, Warner and Health Center
16. Transportation and Garage
17. Heating Plant
18. Grounds
19. Jones and Goddard
20. King and Goodison
21. Brown and Munson
22. Dorm Complex #1
23. Dorm Complex #2

F Classification Unit

1. McKenny Union
2. Brown - Munson
3. Jones - Goddard
4. King - Goodison
5. Dining Commons #1
6. Dining Commons #2

Each unit will be represented by a Chief 
Steward or Alternate Chief Steward. Each 
representative district will be represented 
by a Steward or Alternate Steward.

STEWARDS AND
ALTERNATE STEWARDS

(a) In each district, employees shall be 
represented by one steward who shall be a 
seniority employee working in the district. 
When overtime is scheduled for three or 
more employees in a district, a steward or 
alternate steward, as the case may be, shall 



be scheduled to work as long as there is work 
scheduled in his district which he can perform.

(b) Upon request of any employee in his 
district, the steward, during his working hours 
without loss of time or pay, may in his own 
district, in accordance with the terms of this 
section, investigate a grievance. If he believes 
the grievance has merit, he shall present the 
grievance orally to the district supervisor. He 
may be accompanied by the aggrieved employee 
if he or the employee so desires. The super­
visor will grant permission, within a reason­
able period of time, and provide sufficient 
time to the stewards to leave their work for 
these purposes subject to necessary emer­
gency exceptions. The privilege of stewards 
leaving their work during working hours with­
out loss of time or pay is subject to the under­
standing that the time will be devoted to the 
proper handling of grievances and will not be 
abused; and stewards will perform their regu­
larly assigned work at all times, except when 
necessary to leave their work to handle 
grievances as provided herein.

(c) The Chief Steward may be designated 
to investigate and discuss grievances with the 
employer’s Step 2 representative and/or Dis­
trict Stewards prior to reducing the grievance 
to writing. The Chief Steward may leave his 
work during working hours without loss of 
pay based on the understanding that his super­
visor has granted him permission within a 
reasonable period of time to leave his work, 
that the time will be devoted to the prompt 
handling of legitimate grievances and that he 
will perform his regularly assigned work at 
all times, except when necessary to leave 
their work to handle grievances as provided 
herein.

(d) The Local President or his authorized 
representative in his absence shall be allowed 
time off his job without loss of time or pay to 
Investigate a grievance he is to discuss or has 



discussed with the employer, upon having re­
ceived permission from his supervisor to do 
so. The supervisor will grant permission, 
within a reasonable period of time, and provide 
sufficient time to the Local President to leave 
his work for these purposes subject to neces­
sary emergency exceptions. The privilege of 
the Local President leaving his work during 
working hours without loss of time or pay is 
subject to the understanding that the time will 
be devoted to the proper handling of grievances 
and will not be abused; and the Local President 
will perform his regularly assigned work at all 
times, except when necessary to leave his work 
to handle grievances as provided herein.

(e) The Union will furnish the Personnel 
Office of the employer with the names of its 
authorized representatives and members of 
its grievance committees, and such changes 
as may occur from time to time in such 
personnel, so that the Employer may at all 
times be advised as to the authority of the 
individual representatives of the Union with 
which it may be dealing. The Employer will, 
in return, through its Personnel Office keep 
the Union advised as to its representatives.

GRIEVANCE PROCEDURE
Presenting a Grievance

1. Any employee or groups of employees 
having a grievance in connection with his or 
their employment shall present it to the em­
ployer as follows:

(a) An Employee, after he informs his super­
visor of a grievance and does not get a satis­
factory answer, may refer it to the steward 
of his district, and the grievance shall be 
handled in the following steps:

STEP 1. The steward may investigate the 
grievance and if he believes it has merit he 
shall discuss the grievance with the employee’s 



immediate supervisor on his shift. In the ab­
sence of a supervisor on his shift, the steward 
may refer the grievance to the appropriate 
day shift steward who may discuss the matter 
with his supervisor.

STEP 2. If the grievance is not resolved at 
Step 1, the steward may refer the grievance 
to the Chief Steward who may reduce the 
grievance to writing on forms provided by 
the Employer and present it to the person 
designated by the Employer as Step 2 repre­
sentative. A meeting will be arranged between 
the Chief Steward, District Steward and the 
representatives designated by the Employer 
to discuss the grievance. The Employer will 
then answer the grievance in writing.

STEP 3. If the Step 2 answer is not satis­
factory, the grievance may be referred to the 
Local President or his representative in 
his absence who may submit his appeal on an 
agenda to the Employer’s Step 3 represen­
tative. A meeting between no more than three 
representatives of the Local Union and the 
Step 3 representative(s) designated by the 
Employer will be arranged to discuss the 
grievance or grievances appearing on the 
agenda within five (5) working days from the 
date the agenda is received by the Employer 
or his designated representative.

(b) The Union agrees that when the desig­
nated representative of the Employer referred 
to in the grievance procedure deems it neces­
sary to involve a higher level official of the 
Employer, at the request of the representative 
of the Employer, four (4) additional days for 
time of answer will be granted.

Time Limits

1. The grievance must be presented in 
writing by the Chief Steward within eighteen 
(18) working days after its occurence in 



order to be a proper matter for the grievance 
procedure.

2. Any grievance not appealed from an 
answer at the first or second step of the 
grievance procedure to the next step of the 
grievance procedure within five (5) working 
days after such answer shall be considered 
settled on the basis of the last answer and not 
subject to further review.

3. The Employer’s Step 2 or Step 3 repre­
sentative will answer in writing any grievance 
presented to it in writing by the Union within 
five (5) working days from the date of the 
meeting at which the grievance was discussed 
unless the time limits are extended by mutual 
agreement. When there are no agreements 
to extend the time and the Employer fails to 
act within the specified limits, the grievance 
will be considered settled in favor of the Union.

4. "Working Days” for the purpose of this 
section means regular scheduled working days, 
Monday through Friday.

Withdrawal of Cases
A grievance may be withdrawn without 

prejudice and, if so withdrawn, shall not be 
considered in connection with any future grie­
vance provided, however, after a case has 
been referred to the Appeal Board the case 
may not be withdrawn by either party except 
by mutual consent. Where one or more grie­
vances involve a similar issue, those grie­
vances may be held pending the disposition of 
the appeal of a representative case which shall 
control the result of all such cases.

BOARD OF APPEAL
I. (a) If the representatives of the Em­

ployer and the Union representatives do not 
dispose of the matter in Step 3 and the Union 



believes that the matter should be carried 
further, it shall then refer the matter to the 
Council representative. The representative of 
the Council and/or the International Union will 
review the matter and, if they wish to carry 
the matter further, they will within fifteen 
(15) working days of the Employer’s answer, 
refer the matter to the Appeal Board. On written 
request of the Union, the time for referral 
to the Appeal Board shall be extended for an 
additional five (5) working days.

(b) If the Council and/or the International 
Union refers the matter to the Appeal Board, 
it shall prepare a record which shall consist 
of the original written grievance prepared by 
the steward and the written answers 
to the grievance and such other written records 
as there may be in connection with the matter, 
and forward the same to the Employer’s desig­
nated representative together with a notice 
that his answer with respect to that grievance 
is not satisfactory to the Union. The matter 
may then be submitted to the Appeal Board for 
final disposition. The Appeal Board shall meet 
within two weeks of the submission, or such 
further time as is mutually agreed, and shall 
dispose of the matter.

II. Membership of the Appeal Board
(a) The Appeal Board shall consist of two 

representatives of the Employer and two 
representatives of the Council and/or Inter­
national Union and, when necessary, an ar­
bitrator.

(b) In the event that they are unable to settle 
a matter, it shall be determined by decision 
of the arbitrator selected by the parties or 
in the event they cannot agree upon an arbi­
trator within five (5) days, the arbitrator shall 
be selected in accordance with the rules of the 
American Arbitration Association. The fees 
and approved expenses of an arbitrator will 



be paid by the parties equally. Each party 
shall be responsible for compensating its own 
representatives and witnesses.

(c) Grievances within the meaning of the 
grievance procedure and of this arbitration 
clause shall consist only of disputes about 
the interpretation or application of the clauses 
of this agreement and about alleged violations 
of this agreement. The arbitrator shall have 
no power to add to, or subtract from, or 
modify any of the terms of this agreement, 
nor shall he substitute his discretion for that 
of the Employer or the Union where such 
discretion has been retained by the Employer 
or the Union, nor shall he exercise any re­
sponsibility or function of the Employer or 
the Union.

(d) After a case has been referred to the 
Appeal Board, the case may not be withdrawn 
by either party except by mutual consent.

FINALITY OF DECISIONS
(e) There shall be no appeal from the 

Appeal Board’s decision. Each such decision 
shall be final and binding upon the Union and 
its members, the Employee or Employees 
involved, and the Employer. The Union will 
discourage any attempt of its members and 
will not encourage or cooperate with any of 
its members in any appeal to the Court or 
Labor Board from a decision of any Appeal 
Board.

DISCHARGE OR DISCIPLINE

(a) NOTICE OF DISCHARGE OR DISCIPLINE
It is agreed that discharge or discipline 

suspension when deemed necessary by Manage­
ment will take place as soon after the alleged 
offense as possible. The Employer agrees 
promptly upon the discharge or disciplinary 
suspension of any employee to notify in writing 



the steward in the district of the discharge or 
suspension.

(b) A discharged or suspended employee 
will be allowed to discuss his discharge or 
suspension with the steward of the district 
and the Employer will make available an area 
where he may do so before he is required 
to leave the property of the Employer. Upon 
request, a representative of the Employer will 
meet with the discharged or suspended em­
ployee and his steward before he leaves the 
property.

(c) APPEAL OF DISCHARGE OR 
DISCIPLINE

Should the discharged or suspended employee 
consider the discharge or suspension to be im­
proper, a complaint shall be presented in 
writing through the Local President or his 
representative in his absence to the Director 
of Personnel within two (2) regularly scheduled 
working days of the discharge or discipline, 
and shall be answered within three (3) regu­
larly scheduled working days after receiving 
the complaint. If the decision is not satis­
factory to the Union, the matter may be re­
ferred to the grievance procedure, commenc­
ing at Step 3.

(d) USE OF PAST RECORD
On imposing any discipline on a current 

charge, the Employer will not take into account 
prior minor infractions of which the Employer 
had knowledge that occurred more than one 
year previously; nor prior major infractions 
such as fighting, drinking while on duty or any 
type of immoral act that occurred more than 
three years previously.

SENIORITY
Seniority Defined

Seniority shall be on a unit and occupational 
wide basis in accordance with the employee’s 



last date of hire. When more than one employee 
is hired on the same date, seniority will be 
determined by alphabetical sequence according 
to name.

Probationary Employees
(a) New employees shall be considered as 

probationary employees for the first ninety 
(90) calendar days of employment. When an 
employee finishes the probationary period, he 
shall be entered on the seniority list of the 
unit and shall have seniority within his occu­
pation from his date of hire. There shall be no 
seniority among probationary employees.

(b) The Union shall represent probationary 
employees for the purpose of collective bar­
gaining in respect to rates of pay, wages, 
hours of employment and other conditions of 
employment; but a probationary employee 
may be discharged or disciplined for any 
reason deemed proper by the Employer with­
out recourse to the grievance procedure.

Layoffs

(a) When there is a decrease in the work 
force, the following procedure shall be fol­
lowed: Probationary employees will be laid off 
on a unit wide basis provided the seniority 
employees can do the available work.

(b) Seniority employees will be laid off 
according to seniority in their occupations 
provided the greater seniority employees are 
able to perform the available work.

(c) In proper cases exceptions may be made 
by mutual agreement.

(d) Employees to be laid off for an indefinite 
period of time (not including regular scheduled 
closed downs based upon the University calen­
dar) will have at least seven (7) calendar days 



notice of layoff. The Local Union Secretary 
will receive a list from the Employer of the 
employees being laid off on the same date the 
notices are issued to the employees.

Recall Procedure
(a) When the working force is increased after 

a layoff, employees will be recalled according 
to seniority, provided the greater seniority 
employees are able to perform the available 
work. However, the Employer shall not be 
required to promote an employee at time 
of recall unless he has previously performed 
the higher rated job and is able to do the 
work.

(b) Any employee who is re-employed from 
a seniority list in the same unit or division 
that he was laid off from shall be restored his 
seniority including that which he otherwise 
would have acquired during the period of his 
layoff.

(c) Notice of recall shall be sent to the 
employee at his last known address by regis­
tered or certified mail. If an employee fails 
to report for work within five (5) working days 
from the date of delivery of notice of recall 
he shall be considered a quit. Extension may 
be granted by the Employer in proper cases.

Transfers
(a) TRANSFER OF EMPLOYEES
If an employee with seniority is transferred 

from one seniority occupational group to an­
other seniority occupational group he will, 
after four weeks, be given seniority in the new 
unit equivalent to that which he had accrued 
in the unit from which he is transferred at 
which time all of his seniority in his former 
unit shall be cancelled.

(b) If an employee is transfereed to a posi­
tion under the Employer not included in the 



unit and is thereafter transferred again to a 
position within the unit, he shall have accumu­
lated seniority while working in the position 
to which he was transferred. This shall also 
be applied to employees who were transferred 
to a position under the Employer not included 
in the unit prior to certification of the Union.

(c) For the purpose of determination of any 
benefits affected by length of service provided 
for in this Agreement, employees shall have 
seniority from last date of hire.

(d) If and when a department which has been 
operated at one location is divided so as to 
work at or out of two or more locations for 
a period of more than seven (7) days em­
ployees whose jobs are affected will be given 
the choice of department location on the basis 
of occupational seniority.

(e) The Employer agrees that in any perma­
nent movement of work not covered in TRANS­
FERS (a), (b), and (d), he will discuss the 
movements with the Union in order to provide 
for the protection of the seniority of the em­
ployees involved.

Promotions
(a) The Employer will make promotions 

within each unit available on a seniority basis 
to its employees who are able to perform the 
job under consideration.

(b) Job vacancies will be posted for a period 
of five (5) working days in a conspicuous 
place in the work areas of the unit. The job 
postings will consist of the job classification, 
title, location, and rate of pay. The Employer 
may temporarily fill in the job vacancy during 
such posting.

(c) The Employer will not be obligated to 
consider a request for promotion from an 
employee who has not submitted his request 



for promotion to the Employer on or before 
the fifth working day the job is posted.

(d) If it should become necessary in making 
a promotion to bypass an employee’s seniority, 
reasons for denial shall be given in writing 
to such employee with a copy to the Steward 
of the District.

(e) At any time during the first four (4) 
weeks after promotion, the employee may 
revert back to his former classification either 
because (a) he does not have the ability to 
perform the job or (b) he does not want the 
job. If the employee is unsatisfactory in the 
new occupation, he shall be transferred back 
to his former occupation and reasons shall be 
submitted to the employee in writing by the 
Employer with a copy to the Steward of the 
District. The matter may then become a proper 
subject for the grievance procedure.

(f) During the period he is performing the 
work, an employee will receive the rate of the 
job he is performing.

(g) If an employee is temporarily (i.e., on 
a day-to-day basis and for less than five 
working days assigned to another job), he 
shall continue to receive the rate of pay of 
his regular classification. After five working 
days in the temporary job assignment, the 
employee will receive the hire-in rate of the 
job or his regular rate whichever is higher.

Loss of Seniority

An employee shall lose his seniority for 
the following reasons:

(a) He quits.

(b) He is discharged and the discharge is 
not reversed through the grievance procedure.

(c) He retires or receives a pension under 



the Pension Plan of this Agreement. If he 
receives a pension for permanent total dis­
ability and is re-employed, his seniority 
including that which he otherwise would have 
acquired during the period of his disability 
shall be restored.

(d) He is absent from his job for three 
consecutive working days without notifying 
the Employer. In proper cases, exceptions 
may be made by the Employer. After such 
absence, the Employer shall send written 
notification to the employee at his last known 
address that he has lost his seniority, and 
his employment has been terminated.

(e) If he does not return to work within 
five (5) working days when recalled from 
layoff. In proper cases, exceptions shall be 
made; provided , however, an employee who 
cannot return to work at the time of recall 
from layoff shall promptly notify the Em­
ployer.

(f) Failure to return to work within the 
time limits of a leave of absence or an ex­
tended leave of absence.

(g) Any dispute concerning this section will 
be subject to the grievance procedure.

Shift Preference
Shift preference will be granted on a basis 

of seniority within the occupation as openings 
occur. The transfer to the desired shift will 
be effective within two (2) weeks following the 
end of the current pay period within which a 
written request is made, provided the em­
ployee can do the work and his replacement 
is available. Transfers may be postponed 
for one additional period not exceeding two 
weeks when required for training of new em­
ployees.



Seniority of Stewards
Notwithstanding their position on the seniori­

ty list, Stewards shall in the event of a layoff 
of any type be continued at work as long as 
there is a job in their district which they can 
perform and shall be recalled to work in the 
event of a layoff on the first open job in their 
district which they can perform.

The Right of the Employer to transfer or 
reassign an employee within the provisions 
of this agreement will not be affected by the 
fact that the employee is a Steward.

Seniority of Officers
Notwithstanding their position on the senior­

ity list, the President, Vice President, Finan­
cial Secretary, Recording Secretary, and Chief 
Stewards of the Local Union, (if they are em­
ployees of the Employer), shall in the event of 
a layoff only be continued to work at all times 
when one or more employees in one or more 
districts within their bargaining unit are at 
work, provided they can perform any of the 
work available.

The Right of the Employer to transfer or 
reassign an employee within the provisions 
of this agreement will not be affected by the 
fact that the employee is a Chief Steward or 
any other officer of the Union.

LEAVES OF ABSENCE

Personal Leave
Leaves of absence up to three (3) months 

(without pay) may be granted in cases of ex­
ceptional need for those employees who have 
acquired seniority under this Agreement. 
Leaves may be granted for valid personal 
reasons but not for the purpose of obtaining 
employment elsewhere. Leaves of absences 



for like causes may be extended by the em­
ployer for additional periods not exceeding 
three (3) months, but the total leave time shall 
not exceed one (1) year. Seniority shall accu­
mulate during such leaves. An employee unable 
to work because of sickness or injury will be 
placed on leave of absence under this para­
graph after exhausting all rights to paid sick 
leave. The Employer may require a state­
ment from the employee’s doctor if such leave 
extends for more than five (5) days.

Sick Leave
Section 1. All employees are entitled to sick 

leave benefits on the basis of one working day 
for each completed month of service or major 
fraction thereof, up to a maximum of 200 days, 
provided that at no time shall the accumulation 
for any one calendar year exceed twelve (12) 
days, or the total accumulation exceed two 
hundred (200). Sick leave credit in excess of 
the normal ten (10) days may be earned by 
ten-month employees on the following basis:

1. one additional day for summer session 
of at least two weeks;

2. two additional days for a summer session 
of at least six (6) weeks. The provision of 
a “major fraction of a month” is waived 
for the purpose and this credit may be 
earned for months already credited during 
the ten-month academic year.

Section 2. Part-time employees holding 
regular part-time jobs are entitled to sick 
leave benefits in proportion to the time worked. 
Employees working either full or part-time 
on temporary jobs are not entitled to sick 
leave benefits.

Section 3. Working day, for purposes of this 
section, shall be interpreted to mean any day 
of the week, provided such day is a scheduled 



working day for the employee. A work week 
shall be interpreted to mean any five days of 
a regular week.

Section 4. Employees shall be eligible for 
sick leave in accordance with the provisions 
of this Article after completion of their pro­
bationary period.

Section 5. All employees will continue to 
accrue one day per month sick leave credit 
as long as they are on the payroll even though 
they are absent from duty because of Illness 
or injury. Employees on leave of absence 
without pay will not receive any sick leave 
credit during such leave.

Section 6. When an employee who has been 
separated from one of the Universities re­
turns, his previous unused sick leave allowance 
shall be placed to his credit.

Section 7. All employees may use their 
sick leave credit in any month of the year 
in which they are scheduled to be on the pay­
roll, but only for the number of working days 
in such month for which they are scheduled 
to receive remuneration.

Section 8. All absences of employees due 
to illness or injury will be debited against 
the employee’s record regardless of whether 
or not his department absorbs the work or 
the institution provides a substitute. An em­
ployee will be considered absent if he fails 
to appear for his regularly scheduled duties 
for one-half day, because of illness or injury, 
and his sick leave credit will be debited for 
one-half day. This applied to the Illness or 
injury of individual employees only. Absences 
chargeable to sick leave for any other reason 
will be considered on the basis of merit 
by the administration.

Section 9. If an employee elects to use his 
sick leave while off duty because of a com­



pensable accident or injury (one covered by 
Workmen’s Compensation) and receive his full 
salary, the monetary value of the accrued 
sick leave will be computed at the date of 
injury and the same may be utilized only to 
the extent of the monetary difference be­
tween his fulltime salary and his compen­
sation benefits for each pay period.

Section 10. Each employee, upon returning 
to work after any absence which is chargeable 
to sick leave benefits, may be required to file 
with the Personnel Office either a physician’s 
statement or a sworn affidavit that the claim 
of absence for any of the reasons stated above 
is bona fide. Until such statement is filed, if 
requested, all absences will be considered 
as lost time and the employee’s pay will be 
reduced accordingly.

Section 11. Whenever an employee has used 
up all of his sick leave credit, he will be re­
moved from the payroll until he reports back 
to duty.

Section 12. An employee who separates from 
school service for retirement purposes in 
accordance with the provisions of the Michigan 
School Employees Retirement Fund shall be 
paid for 50% of his unused sick leave as of 
the effective date of the separation. Such pay­
ments are to be made at the employee’s cur­
rent rate of pay.

Section 13. In case of the death of an em­
ployee, payment of 50% of the unused sick 
leave shall be made to the beneficiary or 
estate. Such payments will be made at his 
regular rate of pay.

Section 14. Sick leave utilized by an em­
ployee for illness or injury of a member of 
the immediate family shall be based on the 
merit of the case and limited by the following 
provisions:

1. Such use will be limited to two (2) days 



for any particular incident of Illness or 
injury and to a maximum of six (6) 
days in any fiscal year.

2. "Immediate family” for purposes of this 
policy shall be interpreted as husband, 
wife, father, mother, children, sister, 
brother, mother-in-law and father-in- 
law.

Requests for the above shall be routed 
through normal administrative channels and 
be decided by the Director of Personnel.

Section 15. The sick leave record shall be 
credited with earned sick leave credit yearly 
and debited periodically as sick leave benefits 
are used.

The head of each department or division is 
charged with the responsibility of reporting 
to the Personnel Payroll Office of the Univer­
sity on each payroll report all absences in 
his department which are chargeable against 
sick leave credit. This will be an original 
record from which the Payroll Office will 
secure the information for the permanent 
record. In addition, each department or di­
vision head shall report verbally to the appro­
priate office, absences in his department 
for that day.

Maternity Leave
Employees will not be kept on the active 

payroll beyond the end of the fifth (5th) month 
of pregnancy. Any employee who has at least 
one (1) year seniority may request a maternity 
leave without pay up to a maximum of seven 
(7) months, by writing to her department 
supervisor. The department supervisor will 
send the regular Request for Leave of Ab­
sence forms, with proper signatures to the 
Personnel Department at this time.

If it is not possible to assign work to the 
employee immediately upon return from ma­



ternity leave, she will be granted an extended 
leave for a maximum of three (3) months, 
during which time the Personnel Department 
will make a concerted effort to find employ­
ment for her. If the employee is not returned 
to work during the three (3) months period 
she will have the right to displace an em­
ployee with less seniority in the same classi­
fication in the unit she worked at the time 
her leave of absence was granted. The em­
ployee will not receive pay for the holidays 
falling within the leave of absence, nor will 
the employee accrue any vacation or sick 
leave time.

Leave for Union Business
Members of the Union elected to Local 

Union Office, or selected by the Union to do 
full time Union work shall at the written 
request of the Union given not less than ten 
(10) working days in advance, receive a 
leave of absence without pay and without 
accumulation of seniority for a period not 
to exceed two years or the term of office, 
whichever may be shorter. Such leave may 
be renewed on request of the Union. On con­
clusion of the leave, the employee shall re­
turn to the bargaining unit with the seniority 
held at the time of commencement of the 
leave.

Union Educational Leave
Leave of absence (without loss of straight- 

time pay) will be granted upon five (5) days 
written notice to those educational institutes 
conducted by the Union. The number will not 
exceed two (2) employees and the number 
of working days will not exceed four (4) 
for each employee in any one (1) calendar 
year.

Military Leave — Short Tours of Duty
Regular, full-time employees who belong to 

the National Guard, Officer Reserve Corps,



or similar military organization, will be 
allowed the normal fifteen (15) days’ leave 
of absence when ordered to active duty for 
training. The Employer will pay the difference 
between the employee’s military pay and 
regular pay, if his military pay is less. If 
the employee takes military leave during his 
vacation he will receive full pay.

Military Leave—Extended Service
Upon application, a military leave of ab­

sence (without pay) will be granted to em­
ployees on the seniority list. This applies 
to employees who are inducted through mem­
bership in the National Guard or reserve 
component into the Armed Forces of the 
United States.

Educational Leave of Absence for Veterans
Employees who are reinstated in accor­

dance with the Universal Military Training 
Act, as amended, and other applicable laws 
and regulations, will be granted leaves of 
absence for a period equal to their seniority, 
but not to exceed two (2) years (without pay) 
in order to attend school full time under appli­
cable federal laws then in effect. Seniority 
shall not accumulate during such leaves.

HOURS OF WORK

REGULAR HOURS
The regular hours of work each day shall 

be consecutive, except for interruptions for 
lunch and rest periods.

WORK WEEK
The normal work week shall consist of 

five (5) consecutive eight (8) hour days, 
Monday through Friday inclusive, except for 
employees in continuous operation.



WORK DAY
Eight (8) consecutive hours of work within 

the 24-hour period beginning not earlier than 
5 a.m. shall normally constitute the regular 
work day except for employees scheduled to 
work less than eight (8) hours per day.

WORK SCHEDULE
Work schedules showing the employees’ 

shifts, workdays, and hours shall be posted 
on all department bulletin boards at all times. 
Except for emergency situations, work sched­
ules shall not be changed except after dis­
cussion with the Union at least three (3) 
days prior to the effective date of the proposed 
change. Any employee who complains of per­
sonal discrimination shall have recourse 
through the grievance procedure.

CONTINUOUS OPERATIONS
Employees engaged in continuous operations 

are defined as being any employee or group 
of employees engaged in an operation for which 
there is regularly scheduled employment for 
24-hours a day, or six (6) or seven (7) days 
a week.

REST PERIODS
The work schedules of all employees shall 

provide for a fifteen (15) minute rest period 
during each one-half shift. The rest period 
of employees other than bus drivers shall be 
scheduled at the middle of each one-half shift 
whenever this is feasible. The rest periods 
of bus drivers shall be taken as trip schedule 
permits. Employees who for any reason are 
scheduled to work for more than one hour 
beyond their regular quitting time into the next 
shift shall receive a fifteen (15) minute rest 
period before they start to work such over­
time. In addition, they shall be granted a fifteen 
(15) minute rest period after two (2) hours of 
overtime if they are scheduled to continue 
work thereafter.

If an employee is scheduled to work sixteen 



(16) consecutive hours, he shall receive an 
unpaid fifteen (15) minute lunch period after 
eight (8) hours in addition to the paid fifteen 
(15) minute rest period at that time, and shall 
receive usual rest periods and meal periods 
during the second eight (8) hours.

MEAL PERIODS
All employees shall be granted a lunch period 

during each work shift. Whenever possible, the 
lunch period shall be scheduled at the middle 
of each shift. The lunch period shall be without 
pay except in the case of employees performing 
24-hour operations who will eat lunch during 
working hours.

CLEAN-UP TIME
Employees shall be granted a ten (10) 

minute personal clean-up period prior to the 
end of each work shift. Employees working 
overtime will receive a ten (10) minute clean­
up period at the end of the overtime work in 
lieu of regular clean-up time.

CALL-IN PAY
An Employee reporting for emergency duty 

at the Employer’s request for work not sched­
uled in advance and which is outside of and not 
continuous with his regular work period, shall 
be guaranteed at least three (3) hours pay or 
three (3) hours work at the rate of time and 
one-half. An employee who reports for sched­
uled work without being notified not to report 
will be given a minimum of three (3) hours 
work or at the option of the Employer, will 
receive three (3) hours pay at his regular 
straight time rate plus shift premium if appli­
cable, unless work is not available because 
of power failure, Act of God or other cause 
beyond the control of the Employer.

TIME AND ONE-HALF
Time and one-half the regular straight time 

rate will be paid for all time worked in excess 
of eight (8) hours in an employee’s work day.

Time and one-half the regular straight time 



rate will be paid for all hours worked in excess 
of forty (40) hours in an employee’s work week.

Time and one-half the regular straight time 
rate will be paid for all time worked on a 
designated holiday in addition to holiday pay.

For the purpose of computing overtime pay 
for over forty (40) hours in an employee’s 
work week, a holiday for which he receives 
holiday pay will be counted as a day worked.

In no case shall premium pay be paid twice 
for the same hours worked.

SHIFT DIFFERENTIAL
Employees who work on the second or third 

shift shall receive, in addition to their regular 
pay, ten (10) cents per hour and twenty (20) 
cents per hour, respectively, additional com­
pensation. Such differential is to be added to 
the total wages and does not increase the 
hourly rate and will be paid for all hours worked 
on a shift.

SHIFT HOURS
The first shift is any shift that regularly 

starts on or after 5:00 a.m. but before 2:00 
p.m. The second shift is any shift that regu­
larly starts on or after 2:00 p.m. but before 
9:00 p.m. The third shift is any shift that 
regularly starts on or after 9:00 p.m. but be­
fore 5:00 a.m.

RIGHTS OF THE EMPLOYER

All management rights and functions, ex­
cept those which are clearly and expressly 
limited in this Agreement, shall remain vested 
exclusively in the Employer. It is expressly 
recognized merely by way of illustration and 
not by way of limitation that such rights and 
functions include, but are not limited to:

1. full and exclusive control of the manage­
ment of the University, the supervision 
of all operations, the methods, process 
and means of performing any and all 



work, the control of the property and the 
composition, assignment, direction and 
determination of the size of its working 
forces;

2. the right to determine the work to be 
done by employees in the unit:

3. the right to change or introduce new or 
improved operations, methods, means 
or facilities;

4. the right to hire, schedule, promote, 
demote, transfer, release and lay off 
employees; and the right to suspend, 
discipline and discharge employees for 
cause and otherwise to maintain an or­
derly, effective and efficient operation.

None of the above rights or functions of the 
Employer shall be exercised in a manner 
inconsistent with the terms of this Agreement 
nor shall any of these rights or functions be 
used to detract from rights expressly and 
clearly given to the Union by the terms of 
this Agreement.

STRIKES AND LOCKOUTS
It is agreed that on the part of the Union 

there shall during the term of this Agree­
ment be no strike, stoppage of work or slow­
down, and on the part of the Employer no 
lockout.

In the case of any strike, slowdown, or 
other suspension of work not authorized by 
the Union, its officers or agents , and not 
called in compliance with the terms and 
provisions of this Agreement, the Employer 
agrees that such violation of this Agreement 
shall not cause the Union, its officers or 
agents, to be liable for damages; provided, 
that the Union complies fully with the fol­
lowing:

1. The Union's obligation to take action 



shall commence immediately upon re­
ceipt of notice from the Employer that 
a violation has occurred.

2. Immediately upon receipt of such notice 
the responsible Union representative 
shall immediately talk with those em­
ployees responsible for or participating 
in such violation, stating to them that:

(a) Their action is in violation of the 
Agreement, subjecting them to dis­
charge or discipline.

(b) The Union will not oppose their dis­
charge or discipline.

(c) The Union has not authorized the 
strike, slowdown, or suspension of 
work and does not approve or con­
done it.

(d) The Union instructs the men to im­
mediately return to their respective 
jobs, submitted any grievances they 
may have to the grievance procedure 
provided for in the Agreement.

MISCELLANEOUS

Union Bulletin Board

The employer will continue to provide en­
closed bulletin boards, which may be locked, 
in the districts where they are now installed. 
These bulletin boards may be used by the Union 
for posting notices of the following types:

(1) Notices of Union recreational and social 
events.

(2) Notices of Union elections
(3) Notices of results of Union elections
(4) Notices of Union meetings, conferences, 

conventions, institutes, etc.



The Union shall have the exclusive right to 
the use of these bulletin boards. In the event 
a dispute arises concerning the appropria- 
tiveness of material posted on the Union 
Bulletin Boards, the President of the Local 
Union will be advised by the Personnel Office 
of the nature of the dispute and the notices 
or bulletins in question will be removed from 
the bulletin boards until the dispute is resolved.

Cost of Living Allowance
It is agreed that the Employer will com­

mence paying a cost of living allowance effec­
tive July 1, 1969 and for the duration of the 
Employer’s fiscal year which ends June 30, 
1970 in accordance with the following pro­
visions:

(a) The cost of living allowance will be 
determined in accordance with changes in the 
official Consumer Price Index for Urban 
Wage Earners and Clerical Workers (includ­
ing single workers), published by the Bureau 
of Labor Statistics, United States Department 
of Labor, (1957-1959-100) and hereinafter re­
ferred to as the BLS Consumer Price Index. 
Furthermore, the allowance is dependent upon 
the availability of the monthly BLS Consumer 
Price Index in its present form and calculated 
on the same basis as it is at the present time.

(b) The cost of living allowance shall be 
$.01 for each 0.5 point increase in the average 
of the BLS Consumer Price Index for January, 
February and March 1969 over the average 
of the BLS Consumer Price Index for January, 
February and March 1968 provided; however, 
that in no event shall the cost of living 
allowance after such increase be more than 
$.08 per hour. No adjustments retroactive or 
otherwise shall be made due to any revisions 
which may later be made in the published 
figures for the BLS Consumer Price Index 
for any of the months used in the calculation 
of the allowance.



(c) The cost of living allowance provided 
for above shall be added to each employees 
wage rate but it shall be separate and dis­
tinct from the base wage rate and clearly 
represent an allowance for a change in the 
cost of living.

(d) The Union and the Employer jointly 
agree that any adjustment in earnings to 
become effective July 1, 1969 in accordance 
with this clause shall be given full consider­
ation in future bargaining between the par­
ties with regard to wage increase.

(e) The Union and the Employer agree on 
the principle that an allowance for the cost 
of living which is adjustable upward for in­
creases in such living cost shall also be 
adjustable downward for decreases in this 
same cost. Therefore, in the event a cost 
of living allowance clause is contained in 
future agreements, a reduction in the amount 
paid by the Employer as an allowance for 
the cost of living shall be made for de­
creases in such cost but no reduction shall 
be made from the base wage rate.

(f) The cost of living allowance shall be 
taken into account in computing premium 
pay, holiday pay, vacation pay, call-in pay and 
sick leave.

Apprenticeship Program
The University agrees to work with the local 

Union to establish an apprenticeship program 
for skilled trades occupations. It is the Uni­
versity’s and Union’s desire to have this pro­
gram developed and implemented within this 
contract year.

New Jobs
New jobs in the bargaining unit may be 

created by the management of Eastern Michi­



gan University who shall establish the classi­
fication and rate which shall be in line with 
the rates established in this agreement for 
similar work. The Union will be notified 
upon the creation of a new job and the parties 
shall meet at the Union’s request to dis­
cuss the wage rate proposed for the particular 
job. In the event the Union does not agree to 
the proposed rate, it shall within fifteen (15) 
working days file a grievance and process it 
through the grievance procedure, commencing, 
at Step 3. The job and rate will be placed in 
effect and any adjustment will be retroactive 
to the time the job commenced.

Manual Tasks by Supervisors or Foremen
It is mutually agreed that foremen and 

supervisory employees shall not normally 
perform work in any job classification of a 
bargaining unit; however, it is understood 
that occasionally management personnel are 
required to perform manual tasks.

Additionally, it is understood that, in emer­
gency situations when regular employees are 
not immediately available, supervisory em­
ployees may be required to perform work 
within specific job classifications. The same 
thing is true when operational difficulties are 
encountered or in the testing of materials. 
Likewise, instruction or training of em - 
ployees may well include demonstrating proper 
methods of accomplishing the tasks assigned 
and no dispute shall occur.

Work Opportunities for Food
Service Employees

(1) During school vacation periods which are 
not a part of the regular work schedule of 
Food Service Employees, the Employer will 
assign work in the Food Service Department 
on the basis of seniority provided the senior 
employee is able to perform the work required. 



The employee shall continue to receive his 
established rate of pay.

(2) When it is necessary to schedule em­
ployees for work on a regular shift in the 
Food Service Department outside of the em­
ployee’s regular work days  (because of ill­
ness, absenteeism and similar causes), regu­
lar and substitute employees will be scheduled 
when available prior to calling in student help. 
The Employer will continue to use student help 
on a part-time basis.

(3) Food Service Employees not scheduled 
to work in the Food Service Department dur­
ing school vacation periods will be given 
available opportunities to work temporarily 
in custodial and housekeeping jobs consis­
tent with the present policy of the Employer 
with respect to use of student workers. Food 
Service Employees assigned to such work 
who have not previously performed such work 
will receive the minimum rate of the job to 
which they are assigned. Employees who per­
formed such work for not less than six weeks 
during a preceding summer (1965 or subse­
quent) will receive one increment more than 
the minimum rate. Employees who performed 
such work for not less than six weeks during 
two or more preceding summers starting with 
the year 1965, will receive two increments 
more than the minimum rate.

(4) All regular full-time Food Service Em­
ployees shall be paid in accordance with Sec­
tion 3 when the application of the principle 
does not entitle the employee to a rate of pay 
greater than their regularly authorized rate 
in Food Service.

Equalization of Overtime

Scheduled overtime hours shall be divided 
as equally as possible among employees in the 
same classifications in their District. An up­



to-date list showing overtime hours will be 
posted in a prominent place in each District 
before the 15th of each month.

Whenever scheduled overtime is required, 
the person with the least number of overtime 
hours in that classification within their Dis­
trict will be called first and so on down the 
list in an attempt to equalize the overtime 
hours. Employees in other classifications 
may be called if there is a shortage of em­
ployees in the classifications needed. In such 
cases they would be called on the basis of 
least hours of overtime in their classification 
provided they are capable of doing the work.

For the purpose of this clause, time not 
worked because the employee was unavailable, 
or did not choose to work, will be charged 
the average number of overtime hours of the 
employees working during that overtime 
period.

If an employee is not called for overtime 
work in accord with the clause he shall be 
given the next scheduled overtime available.

Excess overtime hours will be carried over 
each year and is subject to review at the 
end of each period.

Employees that have changed classifica­
tions will be charged with the highest num­
ber of overtime hours that exist in the new 
classification in that district on the day he 
was reclassified.

Policy Changes

In the event the Employer shall propose 
to change any existing policy, affecting em­
ployees in the Unit, not covered by this Agree­
ment, which is evidenced by a written memo­
randum, the Employer will first notify the 
Union and will discuss the matter before any 
change is made. Disputes under this section 
will be subject to the grievance procedure.



Jury Duty

An employee with seniority who serves on 
Jury Duty will be paid the difference between 
his pay for Jury Duty and his regular pay. 
An employee is expected to report for regular 
University duty when temporarily excused 
from attendance at court.

Medical Dispute
In the event of a dispute involving any em­

ployee’s physical ability to perform his job 
on his return to work at the University from 
a lay-off or leave of absence of any kind and 
the employee is not satisfied with the deter­
mination of the designated physician of the 
Employer, he may submit a report from a 
medical doctor of his own choosing and at 
his own expense. If the dispute still exists, 
at the request of the employee the designated 
physician of the Employer and the employee’s 
doctor shall agree upon a third doctor to 
submit a report to the University and the em­
ployee, and the decision of such third party 
will be binding on both parties. The expense 
of the third party shall be shared equally by 
the University and the employee.

Student Workers

Student workers shall not be considered 
employees for purposes of this agreement.

Vacation
Section 1; Vacations with pay are based 

on an employee’s months of continuous ser­
vice and shall accrue in accordance with the 
following schedule:

(a) One day per month, for the first twelve 
(12) months of continuous service.



(b) One and one-fourth days per month for 
the thirteenth (13th) month through the 
ninety-sixth (96th) month of continuous 
service.

(c) One and one-half days per month for 
continuous service for the 97th month 
and for any month of continuous service 
thereafter.

(d) Any employee who has 180 months of 
continuous service as of June 30, 1968 
shall receive in addition to his accumu­
lated vacation an additional two days of 
vacation with pay.

Section 2. For purpose of this Article, a 
month of continuous service is deemed to be 
any month in which an employee works or 
is deemed to have worked more than 50% 
of his regularly scheduled work days.

Section 3. If an employee is terminated 
prior to completing his 12 months of con­
tinuous service, he shall automatically for­
feit all accrued rights to a vacation with pay. 
Such an employee, however, may be per­
mitted to use his accrued credits prior to 
completion of 12 months of continuous ser­
vice. In such cases, he shall sign a form pro­
vided by the Employer stating that if his em­
ployment shall be terminated prior to the com­
pletion of 12 months of continuous service, 
he shall reimburse the Employer for vacation 
pay received and shall authorize the Employer 
to deduct that amount of money from his final 
pay check. If an employee is terminated after 
having completed 12 months of continuous 
service, he shall be entitled to receive all 
vacation rights accrued to the date of his 
termination.

Section 4. The vacation pay of an employee 
(including regular part-time employees) will 
be based on the number of hours he regularly 
works and will be computed on the basis of 



the rate of pay he is earning, excluding any 
shift premiums, at the time he takes his 
vacation.

Section 5. Vacation pay will be paid to the 
employee at the time he takes his vacation 
and on the regular pay day.

Section 6. All vacation shall be taken at 
the convenience of the Employer and must 
have the approval of the employee’s super­
visor. Unless approved in writing by the per­
sonnel office, vacations must be taken on con­
secutive weeks and a vacation should not be 
taken for less than a week at a time. The 
vacation period shall commence on July 1 of 
each year and end on the following June 30 
of each year. Vacation leaves cannot be 
accumulated. Any vacation rights accrued 
as of June 30 of each year must be taken 
during the immediately following vacation 
period and any employee who fails to take his 
vacation within that period shall forfeit all 
rights to such vacation time with the following 
exceptions:

1. If an employee is unable to take his vaca­
tion during the appropriate vacation 
period because the Employer’s work 
needs prevent it, he may be allowed to 
work and be paid his accrued vacation 
pay in lieu of taking time off for a va­
cation.

2. If it is to the mutual convenience of the 
Employer and the employee, any em­
ployee with more than 12 months of con­
tinuous service may take part or all of 
the vacation time he has earned at any 
time during the year in which it is accru­
ing.

Section 7. Vacation schedules shall be set 
up by the employer so as to permit the con­
tinued operation of all of the Employer’s 
facilities and functions without interference.



Holidays

Section 1. All employees covered by this 
Agreement shall receive holiday pay for each 
of the following designated holidays not worked, 
irrespective of the days of the week in which 
the holiday may fall, at the regular rate of 
pay, exclusive of shift differential: Memorial 
Day, Independence Day, Labor Day, Thanks­
giving Day, the first working day after Thanks­
giving Day, Christmas Day, the day before 
or after Christmas, New Year’s Day, the day 
before or after New Year’s, and one-half day 
on Good Friday. The Employer shall have the 
sole right to determine whether the day before 
or after Christmas and New Year’s shall be 
observed as the holiday.

Section 2. Any of the above holidays which 
fall on a Sunday shall be celebrated on the 
following Monday; holidays which fall on a 
Saturday shall be celebrated on Friday before 
the holiday or Monday after the holiday, which­
ever the Employer shall select as being the 
least disruptive of services. In such cases, 
the day worked shall not be considered the 
holiday for those working.

Section 3. To be eligible for holiday pay, 
an employee must work the last scheduled 
work day before and the next scheduled work 
day after the day of the observance of the 
holiday, unless he has an excused absence, 
or is on vacation leave; provided, that em­
ployees not on the payroll for the week in 
which the holiday is observed shall not re­
ceive compensation for that holiday.

Section 4. Time and one-half the regular 
straight time rate will be paid for all time 
worked on a designated holiday in addition 
to holiday pay.

Section 5. Regular part-time employees 
shall receive holiday pay based on the number 
of hours they would be regularly scheduled 



to work on the day on which the holiday is 
observed.

Longevity Pay
Section 1. All employees covered by this 

Agreement who are on the Employer’s active 
payroll as of July 1 of any year shall be en­
titled to receive longevity pay for length of 
continuous service with the Employer accord­
ing to the following rules and schedule of 
payment.

Section 2. Longevity pay shall be based on 
an employee’s continuous service with the 
Employer as herein defined. Longevity pay 
shall be computed as a percentage of an em­
ployee’s annual wage for the preceding cal­
endar year as stated in the employee’s W-2 
form.

Section 3. For purposes of this section, 
continuous service means service calculated 
from the employee’s last hiring date in accord­
ance with the following provisions:

(a) Continuous service shall be broken by
(1) Quit
(2) Discharge
(3) Termination due to a reduction of 

employees or other reason

(b) Ten month employees shall not suffer 
a break in continuous service by reason 
of their employment only during the 
Employer’s academic year provided they 
return to work upon commencement of 
the Immediately following academic 
year.

Section 4. Employees absent from work due 
to lay-off, physical disability, or authorized 
sick leave or leave of absence for a period 
of more than three (3) months shall not be 
credited with or continue to accumulate con­
tinuous service for any period thereafter 



until they are returned to the employer’s 
active payroll.

Section 5. Following completion of six years 
of continuous service by July 1 of any year 
and continuing in subsequent years of such 
service, each employee shall receive annual 
longevity payments as provided in the schedule.

Section 6. To be eligible for longevity 
payments subsequent to the first payment, an 
employee must have completed continuous full- 
time service equal to the service required for 
original eligibility plus a minimum of one 
additional year of such service for each pay­
ment.

Section 7. Payments to employees who 
become eligible on July 1 of any year shall 
be due the subsequent December 1. The first 
payment shall be due December 1, 1968.

Section 8. Longevity pay shall be based on 
the following schedule:

CONTINUOUS SERVICE ANNUAL
LONGEVITY PAY

6 or more and less 
than 10 years 2% of annual wage

10 or more and less 
than 14 years 3% of annual wage

14 or more and less 
than 18 years 4% of annual wage

18 or more and less 
than 22 years 5% of annual wage

22 or more and less 
than 26 years 6% of annual wage

26 or more years 8% of annual wage



Insurance

Group Life Insurance and Accidental
Death and Dismemberment

Section 1. The Employer shall provide all 
employees who, during their probationary 
period, enroll for the Group Insurance Plan 
Life Insurance in the amount of $3,000.00 
and Accidental Death and Dismemberment 
Insurance coverage in an equal amount at no 
cost to the employee for a period of one year 
from the date of completion of his probationary 
period.

Section 2. After the first year of coverage 
provided at no cost to the employee, the Em­
ployer shall contribute to the monthly cost of 
maintaining the coverage under the Group In­
surance Plan at the rate of ten cents ($.10) 
per month per thousand dollars of coverage. 
The employee shall contribute the remaining 
amount of the monthly cost of such insurance 
coverage. The employee’s contribution shall be 
deducted from the employee’s pay.

Section 3. Group insurance coverage after 
the first year of coverage shall be in accor­
dance with Schedule on page 49 of this Agree­
ment.

Section 4. An employee who does not enroll 
for Group Insurance Coverage during his 
probationary period, shall not be eligible to 
receive a year’s free coverage but will have 
to contribute to the cost of providing such 
coverage in accordance with the provisions 
of Section 2.

Section 5. An employee’s coverage begins 
after he enrolls in the Group Plan and has 
successfully completed his probationary 
period. Such coverage continues until the em­
ployee discontinues his contributions, termi­
nates his employment, or the Group Insurance 
Policy terminates.



Section 6. When an employee terminates his 
employment, he is covered for a grace period 
of thirty-one (31) days following the last date 
for which he paid his contribution. During this 
31-day period, the employee may convert his 
Group Life Insurance, without medical exami­
nation, to an individual policy. The employee 
may select any type of individual policy then 
customarily being issued by the insurer, ex­
cept term insurance or a policy containing 
disability benefits. The premiums will be the 
same as the employee would ordinarily pay 
if he applied for an individual policy at that 
time.

Section 7. When an employee reaches age 
65 and continues working, his insurance con­
tinues at a decreasing rate of coverage as can 
be provided at the normal cost per $1,000 
of insurance. When an individual retires, his 
coverage is automatically reduced to $1,000.00 
and such coverage shall be maintained at no 
cost to the employee.



GROUP LIFE INSURANCE
PRUDENTIAL LIFE INSURANCE COMPANY OF AMERICA

Note: When an individual retires, his coverage automatically reduces to $1,000.

Salary Level 
Classification

COVERAGE AT EACH LEVELLess than
65

COVERAGE AT EACH LEVEL

Less than
66

COVERAGE AT EACH LEVEL

Less than
67

COVERAGE AT EACH LEVEL

Less than 
68

COVERAGE AT EACH LEVELLess than
69

Lowest
Level of 
Coverage 

at 
Retirement

$ 0 to $ 4,499 $ 3,000 $ 1,500 $ 1,200 $ 1,000 $ 1,000 $ 1,000

4,500 to 5,999 4,000 2,000 1,600 1,200 1,000 1,000

6,000 to 7,499 6,000 3,000 2,400 1,800 1,200 1,000

7,500 to 8,999 8,000 4,000 3,200 2,400 1,600 1,000

9,000 to 10,499 10,000 5,000 4,000 3,000 2,000 1,000



Hospitalization - Medical Coverage
Section 1. The Employer agrees to pay the 

individual subscriber’s rate for the purpose 
of providing individual hospitalization in - 
surance and master medical coverage, at the 
employee’s option, for employees currently 
employed and enrolled in the Plan. Insurance 
coverage shall be provided for the individual 
employee and shall not be provided for any of 
his dependents or members of his family.

Section 2. An option shall be made available 
to all employees to include members of their 
family at the employee’s expense.

Retirement Benefits
During the term of this Agreement, the 

Employer shall continue to provide Retire­
ment Benefits under the Michigan Public 
School Employees Retirement Fund and in 
accordance with the provisions and statutes 
creating said Retirement Fund.

Funeral Leave
Section 1. If a death occurs among mem­

bers of an employee’s immediate family, the 
employee will be excused from work to attend 
the funeral and make other necessary arrange­
ments without loss of pay from the day of 
death until the day after the funeral, but not 
more than a total of three (3) days.

Section 2. The phrase “immediate family” 
for purposes of this section shall mean hus­
band, wife, child, father, mother, sister, 
brother, father-in-law, and mother-in-law.

Section 3. An employee who wishes to attend 
a funeral for anyone outside of his immediate 
family will be excused from work without 
loss of pay for one-half day, with the per­
mission of his work supervisor.



Section 4. In either case, time taken beyond 
the specified amount will be charged against 
the employee’s vacation or sick leave.

Tuition Refund Program
During the term of this Agreement, the 

Employer shall continue the existing Tuition 
Refund Program for all employees who have 
completed one continuous year of service.

Uniforms
The Employer shall furnish each employee 

with three work uniforms which the employee 
has the responsibility of laundering and re­
pairing. Any additional uniforms required 
shall be furnished by the employee.

Each employee is required to wear his work 
uniform, properly laundered, during all work­
ing hours and may be disciplined for failure 
to do so.

Duration and Amendment
Section 1. This Agreement shall become 

effective as of September 1, 1968, and shall 
continue in full force and effect to and includ­
ing June 30, 1970 and shall continue in full 
force and effect from year to year thereafter 
unless either party to this Agreement desires 
to terminate this Agreement or change or 
modify any of its terms or provisions.

Section 2. If either party desires to termi­
nate this Agreement, it shall, not less than 
sixty (60) days prior to the termination date 
of this Agreement, or not less than sixty (60) 
days prior to any subsequent Anniversary- 
Date, give written notice of termination to the 
other party.

Section 3. If either party desires to change 
or modify this Agreement, it must notify the 



other party to this Agreement in writing setting 
forth the nature of the amendments desired 
not less than sixty (60) days prior to the ex­
piration date of this Agreement, or not less 
than sixty (60) days prior to any subsequent 
Anniversary Date hereof. Should either party 
of this agreement serve such notice upon the 
other party, the Employer and the Union shall 
commence consideration of the proposed 
changes or modifications forty-five (45) days 
prior to the expiration of the Agreement or 
as soon thereafter as the parties are able to 
meet. In the event that negotiations extend 
beyond the said expiration date of the Agree­
ment, the terms and provisions of this Agree­
ment shall remain in full force and effect 
pending agreement upon a new contract, sub­
ject to termination by either party on thirty 
(30) days written notice to the other but not 
before the effective termination date of this 
Agreement.

In Witness Whereof, the parties hereto have, 
by their duly authorized representatives, 
signed and sealed this Agreement on this 16th 
day of October, 1968.

President, Local 1666

Vice President, Local 1666

International Vice President 
ASFCME - AFL-CIO

Treasurer, Eastern Michigan
University

Director of Personnel, EasternMic higan University



Appendix A
SCHEDULE OF WAGE RATES

Effective September 1, 1968, the following 
minimum and maximum rates for each classi­
fication shall be in effect and employees in 
such classifications shall receive the lesser 
of the increase indicated or such amount as 
will bring the employee to the maximum for 
the classification.

* Motor vehicle mechanics and tradesmen in 
the M-4 classification will receive an 
additional nine cents per hour above the 
stated increase. They will receive an 
additional increase of nineteen cents as 
of January 1, 1969.

** Skilled tradesmen in the M-5 and M-6 
classifications shall receive an additional

MAINTENANCE

FOOD SERVICE

Classification Increase Minimum Maximum

M-0 $.17 $1.98 $2.15
M-l .17 2.50 2.67
M-2 .21 2.67 2.87
M-3 .21 2.85 3.06
M-4 .24* 3.07 3.31
M-5 .27** 3.43 3.70
M-6 .29** 3.55 3.84

Classification Increase Minimum Maximum

F-0 $.17 $1.98 $2.15
F-l .18 2.19 2.36
F-2 .21 2.47 2.67
F-3 .21 2.66 2.86
F-4 .24 2.95 3.19



increase of nineteen cents per hour effec­
tive January 1, 1969.

Effective July 1, 1969, the following rates 
shall be the rates in effect for each classifi­
cation, and each employee shall receive the 
lesser of the increase indicated or such amount 
as will bring the employee to the rate for his 
classification.

*For motor vehicle mechanics and trades­
men the rate shall be $3.78

**For skilled tradesmen the rate is $4.08.

Each employee shall receive the cost of 
living allowance as under the section “Cost 
of Living Allowance” in addition to the rate 
for his classification.

On October 1, 1969, each employee who is 
below the rate for his classification will re­
ceive such Increase as will bring him to the 
rate for his classification.

Classification Increase Rate

M-0 $.09 $2.15
M-l .09 2.67
M-2 .10 2.87
M-3 .11 3.06
M-4 .12 3.31*
M-5 .14 3.70**
M-6 .15 4.22

Classification Increase Rate

F-0 $.09 $2.15
F-l .09 2.36
F-2 .10 2.67
F-3 .10 2.86
F-4 .12 3.19

MAINTENANCE

FOOD SERVICE



On and after July 1, 1969, the hiring rate 
in each classification may be not more than 
ten cents below the rate for the classification, 
provided each employee shall receive the 
rate of the classification after completion of 
probationary period.



July 18, 1968

International Union
American Federation of State, 
County & Municipal Employees 
805 West Allegan Street 
Lansing, Michigan

Dear Sir:

With respect to the section concerning Union 
Security in the present Agreement between 
the parties as indicated on page 6, and the 
Letter of Agreement printed on page 7, it is 
agreed that any present employee of the 
University with a letter of strong personal 
conviction on file in the Personnel Office 
will be requested to discuss his convictions 
with a disinterested third person agreed upon 
between the University and the Union who will 
then make a final decision as to whether 
the employee has such strong personal con­
victions. A representative of the Union and 
of the University may participate in such 
discussions subject to such provisions as the 
third person may establish. Such decisions 
will be final and binding on all parties con­
cerned. Any employee deemed not to have a 
strong personal conviction by the disinterested 
third party will have to pay to the Union a 
service fee each month the amount to be 
equivalent to Union dues. All costs for the 
third person will be equally shared by the 
Union and the University.

Sincerely,

Gary D. Hawks
Director of Personnel

Acceptance of Union



July 10, 1968

Mr. Floyd Kersey, President 
Local 1666
485 Second Avenue
Ypsilanti, Michigan

Dear Mr. Kersey:

As agreed during our recent collective 
bargaining sessions, the University will grant 
a grace period at the time clock at check­
in time. The hours of the day will be divided 
into tenths of hours (six (6) minute intervals). 
If the individual is late three (3) minutes or 
less, he will not be docked. If he is over 
three (3) minutes late, he will be docked 
six (6) minutes for each additional portion 
of a tenth of an hour he is late.

Sincerely,

Gary D. Hawks
Director of Personnel

July 1, 1968

Mr. Floyd Kersey, President
Local 1666
485 Second Avenue
Ypsilanti, Michigan

Dear Mr. Kersey:

As agreed in our recent collective bargain­
ing sessions, I am requesting the name of 
the Local Union’s representative who will 
be serving on the University Safety Com­
mittee.

Sincerely,

Gary D. Hawks
Director of Personnel



July 1, 1968

Mr. Floyd Kersey, President 
Local 1666 
485 Second Avenue 
Ypsilanti, Michigan

Dear Mr. Kersey:

The University will not recognize as a 
reprimand any written item placed in an 
individual’s personnel file which has not been 
directed to the employee.

Sincerely,

Gary D. Hawks
Director of Personnel

The Union and the University agree that a 
committee shall be established consisting of 
two representatives of the Union and two 
representatives of the University for the 
purpose of discussing:

(1) The relationship of the rates of the M-0 
and F-0 classifications to the rates of 
the M-l and F-l classifications re­
spectively.

(2) The appropriateness of inclusion of cer­
tain jobs within the F-0 classifications.

The committee shall meet not later than 
January 1, 1969, and shall continue discussions 
during the term of the collective bargaining 
agreement or until unanimous agreement shall 
be reached.

A unanimous agreement of the committee 
shall be placed in effect at such time as the 
committee shall agree upon.

Each party shall notify the other of the



names of its two committee representatives. 
Committee meetings shall be held during 
regular working hours at such times and 
places as may be mutually agreed.
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