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BACKGROUND 

This case concerns the fact finding proceedings between the University of Cincinnati 

(hereinafter referred to as the "University" or "Employer") and AFSCME, Ohio Council 8, Local 

2544 (hereinafter referred to as the "Union"). By letter dated November 16, 2012, the 

undersigned, Christopher E. Miles, Esquire, was appointed as the Fact Finder in this matter 

through the offices of the State Employment Relations Board (SERB). The fact finding 

proceedings were conducted pursuant to the Ohio Administrative Code Rule 4117 and the rules 

and regulations of SERB, as amended. The University and the Union mutually agreed to extend 

the period of fact finding. Prior to the appointment of the Fact Finder, the parties engaged in 

extensive negotiations and were able to resolve several provisions for the new collective 

bargaining agreement. However, the following issues remained unresolved: 

Article 12 Reduction in Force (Layoff) and Recall 
Article 13 Hours of Work and Overtime 
Article 14 Shift Differential Leave 
Article 17 Vacations 
Article 20 Health Insurance 
Article 22 Wages, Classification and Compensation 

The items which were resolved by the parties during negotiations prior to the fact finding 

hearing are attached as Appendix "A". 

The University was represented by Mr. William T. Johnson, Senior Director, and the 

Union was represented by Mr. Taurean J. Johnson, Staff Representative. A fact finding hearing 

was scheduled for and conducted on January 28, 2013 at University Hall on the University's 

campus in Cincinnati , Ohio. Prior to the hearing, the parties agreed to engage in mediation of 

the unresolved issues and as a result of those deliberations, the Fact Finder makes the Findings 

and Recommendations set forth below. 

FINDINGS AND RECOMMENDATIONS 

After consideration and a thorough review of the financial information, the documentation 

supplied by the parties, as well as their positions and arguments, the Fact Finder makes the 

following recommendations: 
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ARTICLE 12 
REDUCTION IN FORCE (LAYOFF) AND RECALL 

The only open issue regarding this article is in Section D. The parties acknowledge working 
closely over the years to avoid laying-off members of the bargaining unit. When a job 
abolishment was necessary, the parties worked within and sometimes beyond the confines of 
the agreement to avoid having a union member sever employment with the university. 

It is recommended that the language previously tentatively agreed to by the parties be adopted. 
The language appears below in bold. 

D. Displacements shall continue by seniority and FTE grouping University-wide within the 
bargaining unit so long as the displaced employee(s) is qualified to do the work. The employee 
shall then be afforded the opportunity to bump down one (1) pay grade if they are 
qualified to hold that position, pursuant to the definition in Article 11. 7, and if they have 
previously held that position. The lowest seniority bargaining unit employee within the 
classification affected shall be laid off 

ARTICLE 13 
HOURS OF WORK AND RECALL 

The only open issue regarding this article pertains to the amount of notice for schedule 
changes. The Union credibly argued that forty-eight hours notice of a permanent schedule 
change is insufficient to allow an employee to make necessary changes to his/her personal life, 
such as child care. The University agreed and proposed language that required at least forty
eight hours notice. That proposal was agreed to by the Union negotiating team, but 
subsequently rejected by the membership. 

It is recommended that the language previously tentatively agreed to by the parties be adopted. 
The language appears below in bold. 

13. Work schedules will be posted, and where possible, they will be posted four (4) weeks in 
advance. Before a change in the regular schedule is made, no less than forty-eight ( 48) hours 
notice will be given, except in cases of emergencies or special maintenance operations. In no 

event shall any employee have a regular work schedule of more than seven (7) consecutive 
uays. vvm:m vp~1 allVII I~LJWI~m~nts p~IIIIJL, ~v~1y e11urt wm ve maue w suneuwe uonseuuuve 
days off 

ARTICLE 14 
SHIFT DIFFERENTIAL AND ON-CALL PAY 

In July 2012, the University implemented a new time keeping system that modified the manner 
in which shift differential is calculated. 

There is no fundamental dispute between the parties on this issue. The parties have agreed in 
principle to calculate shift differential rates that will neither adversely affect the employees nor 
the University. 
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It is recommended that the language previously tentatively agreed to by the parties be adopted. 
The language appears below. It is further recommended that a sub-committee of the parties 
meet and determine the proper rates. 

1. Effective July 22, 2012, the University will establish the beginning and ending times 
for shifts as 6:00 p.m. to 11 :00 p.m. for second shift and 11:00 p.m. to 6:00 a.m. for 
third shift. pay shift differential for all time actually worked between 3:00 p.m. and 8:00 
a.m. provided the period actually worked ended after 6:00 p.m. or started before 6:00 
a:m:- Shift differential at $_ per hour will be paid for second shift time prior to 11 :00 
~and $_ per hour for third shift. time after 11:00 p.m. The intent of the change 
is that no employees shall see any result in pay and the employer shall see no 
increase in cost due to the change to the time keeping system. The parties shall 
audit the shift differential process in July 2013 to assess the impact of the change 
to the time keeping system. 

2. Employees assigned to a shift ending after 12:01 a.m. and before 8:00 a.m., shall 
reoeive shift differential of $.50/hour for the entire shift. 

2.~ Employees at the Hoxworth Blood Center shall receive $.25/hour shift work in addition to 
the $_and $_ referred to in Paragraph 1. 

3.4:- Employees who are "on-call" at Hoxworth Blood Center shall receive $1 per hour. 
4.&.- Employees in Donor Services Department shall only receive a shift differential at $ __ 

per hour to be paid for second shift time prior to 11 :00 p.m. and $ __ per hour for 
third shift. time after 11:00 p.m. 

5. Employees in Radiation Safety shall be paid $1 .75 per hour for on-call pay. 

ARTICLE 17 
VACATION 

The only outstanding issue regarding this article concerned vacation scheduling at the Hoxworth 
Blood Center. The Center accepts donations and supplies blood and other blood-related 
services to local hospitals and health care facilities. The parties reached a tentative agreement; 
however, bargaining unit members employed by Hoxworth subsequently expressed some 
concerns regarding the language. 

It is recommended that the parties return to the language of the current agreement; and, if they 
so choose, the matter be addressed at a local labor-management committee. 

ARTICLE 20 
HEALTH INSURANCE 

As in most organizations and industries across the nation, insurance costs represent a major 
and growing expense at the University. Total costs to the University in 2011 were over 
$63,500,000, and, if left unchecked, costs in 2016 are estimated at $103,600,000. 

The University proposed that the Union accept the same plan design and premium contribution 
structure as unrepresented employees. This is consistent with the approach taken by the 
University in negotiations with other bargaining units at the University. 

The University proposed that the changes be effective July 1, 2013. 
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It is recommended that the Union move to the same plan design and premium structure as the 
unrepresented employees, but not to become effective until January 1, 2014; however, the 
parties should re-open the agreement to negotiate premium contribution for January 2015. That 
re-opener should occur no later than June 30, 2014. The language appears below in bold. 

The parties agree to contimJO the terms of the current agreement regarding this article until 
negotiations are re opened and an agreement is reached. 

The University will continue to provide benefit-eligible employees in the bargaining unit 
the group insurance plan (hospitalization, major medical, prescription drug, dental, basic 
life insurance coverage and long-term disability) as approved by the Board of Trustees. 
Additionally, the University reserves the right to change the present or successor 
insurance carriers, and to designate alternate carriers of its own choice, in lieu thereof, 
so long as the same benefit levels remain unchanged. Effective January 1, 2014, 
employees shall be subject to the same plan design, base rate and percentage of 
premium as the unrepresented employees. No later than June 30, 2014, the parties shall 
re-open the agreement solely to discuss premium contribution to be effective January 1, 
2015. 

An eligible employee may waive medical coverage and receive a credit of one hundred dollars 
($100) per month. Employees who waive dental coverage will receive a monthly credit of 
$8 which may be used to purchase other benefits or which may be received in cash. 
pro'l-ided that the employee certifies coverage IJ.y a spouse at UC or another employer. The 
credit may be received as cash or in the paycheck, or may be applied to the cost of other 
benefits. The tax treatment of this option shall be in accordance with applicable taxes. 
Effective January 1, 2014, ~ an eligible employee whose spouse has access to medical 
coverage through another employer shall pay a fifty dollar ($50) twenty five dollar ($25) 
surcharge if the spouse opts to be covered through a UC plan rather than utilizing the coverage 
through the other employer. 

1. The fo!Jowing Choice Benefits Plan wi!! be pro'l-ided to all bargaini-ng unit members with 
an appoi-ntment /eve.' of . 8 FTE or abo•le. The Choice Benefits P.'an is a cafeteria p.'an 
authorized under Section 125 of the Internal Revenue Code and f.s subject to all federal, 
state and local tax laws and any changes which may occur therein. Wherever ''pre tax 
contributions" are specified, they are not currently subject to federal and state income 
taxes but may be subject to city i-ncome taxes. 

2. E!tgibititv 
Permanent futt time employees appointed at . 8 FTE or above are eligible for the Medical, 
Dental Plans, Employee Life lnsurance, Family Life Insurance and Persona! Acofdent 
Insurance and Long Term Disability Insurance and Spending Accounts as described 
below. 
A. Eligible family members include legally recognized spouse, domestic partner, 
unmarried dependent, natural, or adoptive and step children of whom the employee has 
permanent !ega! guardianship/custody are also ef.igibte to age 19 pro•lided the ch#d 
meets dependency requirements under the !RS and ti•~es with the elfgib!e employee in a 
regular parent child re!aUonship. Jf the unmarried chikl is enrolled in school full time, the 
coverage v;.i!/ continue to the 2:fd birthday. 

B. The election option is offered annua!!y during an enrollment period. 
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3. 

C. Description of Benefits 
; t ::~ description~ of_ benefits contained herein are si:HRmaries and are not 
.n en-e~ ~ oo•J€,. a 11 s•wat•oRs Q · t; · · ' · 
=~Ue~tz the · •• ~Gi i,~.iVJ;,.,R ::"~J:,;"!::ff;::J' th":':!r:;::~fit.,S,::;:,~;,e 68W:::," 
'\ IS1;fl'ble emp1o , 1 t · · , ,." • • ~·~es may e.ecr only one (1) of the fo!lowinf} medica, plan "'th 
oo~.~ge for tho employee, emp!oyee plus one (1) dependent or emplo ~~e' ~s ·fl.~:;"' 2: 
'::.';."::';'.:::.a:~;.. B~ fJ/aRs !"'\'ide f<Jr OO<>r<liRBtioR of ben~fits ~ :u,.,~ ~ 

,. . 
1 

• • • • ar e secon~ry payors as a resu#. 
An e.1f!lb.-e emp1oyee may wa•~·e mod· 1 

Be a:•ecl to .the sost ot other eenen1s n;.;;a;;,;a;:::;t ':, "'t/:,,S :;::•::~re:a; 
aooor -anoe WJth app.l.·oable taxes. · · • .n 

;:::::.:ve J-anuary 1, 2()12, an el-igible employee whose spouse has access to med'oa' 
.~ge through another employer shall pay a twenty fi~'e dollar ($25) surohar · 'f ·th ' 

':f::'::er~,:;/"verecl throllflh a UG piaR rather thaR "lili<ifly the 00~:;::,;,.;, 
B. Heal~h M-aintenance Organization 

1~,. ffi A ~~71th Maintenance Organization (HMO) is a•l-af.!.ab.'e vlith a $1 00 pay 
P

1 
• o ce _ .. s.t, a $5() emergency room co pay and a prescript'on fi'tl card r:he 

p-aR pro"•des h . 4r ·• g • --h"~#/ ... ~ oompre enst_ve managed care, ino!uding pre•,tentive sePiice~ and 
· ea. ·'e. oa.e and early dJsease detection through a pane' of paffioipating 
prow-ers. · • · 4, 

2~ "' ~m,.be~s of an HMO mus~ choose a physician from amon the anet of 
p.o .. de.s fo. a/, no~ e_mergenoy Situations in order for the sePiices ~be ~o"ered 
expenses. Prescr:ptJon drugs are covered with an applioab'e co pa , 

7 t f 
$7.GQ for generic; $12.()() for brand formula ,. $ ·~men o 
fJ"'~~ti<>R at paf#oipatiny p~arma',;;,& 'iRe· p'!s&t,~::.;::;; :::Rt:~ 
maw Of+-er. 9() fi-av St:Jpp1.u '"1'1 be f. $"' 4 ()() ~ • ,. • ,. >J 1f vn o~ . ,:or generic; $24. ()() for brand 
fovmu_la'!, $48.00 for non formulary Proscription dr1:1gs are subiect to ' ; 
and 1•mtts as fi.efin fl. b tt... 1 J o:xc.us.ons ~a~ey ryje p~n. V'Jhen away from Cincinnati the H114Q • ,;u 
P''O"•fle 0(/t:J"'a'ent h ftf:Jr,. .. km t} ;v; ;: :.~.ea • care oo•lemge for emergency and urfJent care. The 
:11·~ers.~r 'wok _announce to empl-oyees the HMO provider and make I tn~or,..a~'OR a·,a·'ab' . ~ ,.. , • . pane. 

rnr u ••" re pnor tO eaOtt annua' enro"ment 3 . '' • • • n. .--. 

HMO ~ffe7~ve r January 1' 2~11' emp!oyees vii!! pa;' eight percent (8%) of the 
.r PdJn:,um_ .~te as estab!:shed for the plan based en the appPoabie le"ei of 
coverage !.e. stngl-e, double, or family.' ' 

7 

• 

4. E#eot;.,e 1aRt:J , 1 2(}12 HMO , ; .r , ~· ary,: , employees wiN pay ten percent (1(}%) of the 
~o~e,. P·~"('"'m, ·Xl~ as establ:shed. for ~he plan based on the applfoab/e Je~'e/ of 

rage •. e. s.ng.-e, double, or famt!y. 

G. Point of Service CPOS) 

1. . A U~R Point of Service (.DOS) is available, providing oomprehensi··e 
~are, m:dmg S0~7 pre·~entiv~ care a~ ltl()# as the treatment of i!ine'SS or. fnju,.; 

· . . en partevpants reoe.•ve ser1-1ces from approvefi. oootors anfi. fa "'ti 
':~':JFVI608 8"' Mly oo•;eFecl (exsept fiX those wlliGR wqllir9.., p,;,.,oR:';J .es, 
, ?~ PflY: per offtce VISJt and a $75 emergency r:oom oo pay per erne' ~no , 
room w-s# Wilt app!y. lt'/hen participants .receive serAces fro~ ~o~~~n~tt 
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A new dental pl-an selected during the open enro!!ment will not co•;er certain on going 
troatr:nent. The definition of ongoing treatment differs by soPI-ice. For example, if your 
chiJ.d has begun orthodontia treatment prior to the enroUment in the Ortho or l-ligh Ortho 
option, orthodontia ser~.fces would not be covered for that ch#d. 

F. Dental P!an Premium and Credits 
1. The Uni'.r.eFsity w#! contribute a monthly amount for each employee enro!lod in 
dental insurance, equal to the emp!oyee only premium for Dental, Option B. The 
employee wiJ!, if necessary, pay the difference in any e-xcess monthly premium 
cost for tho option chosen through sal.ary reduction. 

2. Empl()}'()es who v;.aive dental coverage will roceit~e a monthly credit of $8 
which may be used to purchase other benefits or which may be received in cash. 

3. If a managed ca.o:e dental pl-an and/or managed care component is made 
avai.J.ab!e to other University employees during the Jffe of this agreement, the plan 
wit! be made ava#able to this bargaining unit as a rop!acement and/or 
enhancement for one or more of the dental options outlined in this section. 

G. !f the University decides to add a dental maintenance organization (DMO) option to 
the emplo}'()e benefits plan, it shaU notify the Union of its intention. Before issuing a 
request for proposal (RFP), the parties sha!! meet to discuss the potentia! specifications 
of the plan and the Union may make recommendations concerning pro•liders and pl-an 
design. The University retains the right to determine the fina.1 p!an design and vendors to 
vlhom the RFP will be issued. The Unit~e."Sity retains the right to decide the final p!an 
design and selection of the DMO provider. The University wttt offer the p!an to 
employees eligible for dental coverage under this section, subject to the same teFms and 
conditions as the p!an is offered to unropresented employees. The UniveFsity wilt notify 
the Union of the DMO pro'lider selection prior to emp!o}'()e notification and 
implementation. 

~ Flexible Spending Accounts 
In accordance with applicable law, employees may make pre-tax contributions to either 
or both of two flexible spending accounts. Participants shall elect contribution(s) to the 
account(s) during the annual enrollment period and may not change their contributions 
unless they have a change in family status. 
Funds which are withheld must be reimbursed for expenses incurred in the calendar 
year in which they are withheld or, under current IRS rules, the unused funds will be 
forfeited. 

Flexible Spending Accounts 

Health Care Account 
An eligible employee may elect to have a specified amount withheld on a pre-tax 
basis from each pay, up to annual maximum amount, of $2400, to be used for 
reimbursement of medical expenses which are not covered by insurance. 
Eligible expenses are those currently recognized as deductible for federal tax 
purposes. 
Dependent Care Account 
An eligible employee may elect to have a specified amount withheld on a pre-tax 
basis from each pay, up to an annual maximum amount, of $2500 fer those fiNng 
single federal tax .r:eturn or $5000 for joint filing, to be used for reimbursement of 
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dependent care expenses which are specified by IRS rules, but which are not 
claimed under the federal tax credit. 

Optional Insurance 
Optional employee life insurance, family life insurance, accidental death 
and dismemberment coverage, and long-term care coverage will continue 
to be made available for employee purchase. 

6. Gro1::1p Term Life !ns1::1rance 
A. Emp/o>'f)e Co'.'erage 

Option 1 1 tiFRes base ann1::1a! salary 
Option 2 2 ti-FRes base ann1::1al salary 
Option 3 3 tiFRes base ann1:1al salary 
Option 4 4 t.iFRos base ann1::1a! sa!ary 
Option 5 5 tiFRos base ann1::1al sa!ary 
Option 6 6 tiFRes base ann1:1al sa!ary 
Option 7 $5, 000 
Option 8 $50,000 

B. EFRp!ovee Life lns~::~ranco ProFRii::IFRs and Credifs 
1. The UniWJrsity vJi.J.' contrib1:1te toward employee !ife ms1:1ranco co'.'erage a 
monthly amo1::1nt eq1::1a! to #w cov-ered eFRp!oyoe's FRonthly preFRii::IFR cost for 
Option 1. Sho1::1!d tho eFRp/oyeo so/oct a FRoro cost!y option, tho employee vAll be 
req~::~ired to contrib1::1te pre taK the OKcess proFRii::IFR cost by sa!ary red~::~ction. 
2. An eFRplojt.Oo so!ooting Option 7 will receive a FRonth!y credit oq~::~al to the 
difference between tho preFRii::IFR costs for Option 1 and 7 which FRay be ~::~sod to 
p1:1rohase other benefits. 

C. FaFRt!y Lifo !ns1::1rance 
1. An employee FRay pl:IFGhase !ife ins~::~ranoe coverage with after taK do!lars 
for spo1::1se and ohtldren in the aFRol:lnts stated be!ow, not to eKcoed 50% of the 
ernp!oyee's coverage: 

!nslJronce for Spo~::~so Options for Children 
Option 1 no ooyerago Option 1 no co'.'erago 
Option 2 $ 5, 000 Option 2 $ 2, 000 
Option 3 $10,000 Option 3 $ 5, 000 
Option 4 $25,000 Option 4 $10, 000 

D. P-ersona! Accident lns1:1ranco 
1. An eligib!e eFRp!oyee may p1::1rchase Aoo!denta! Death or Dismemberment 
lns~::~rance (either sing.'e or faFR#y co'.'erage) with after ta:>< dol.lars m the aFRo1::1nts 
stated below: 

Option A $ 50, 000 
Option B 100, 000 
Option C 150, 000 
Option D No GoWJrage 

7. Employee Long Term Di-sabitity f.nsl:lfance 
A. An eligible eFRp/oyeo FRay p1:1rohase Long Term Disabi!ity !ns1:1ranoe which wf!l 

provide for 65% of pay if the eFRployfJe beooFRes totally dioab!ed. The benefits 
are payab!o after fo1::1r (4) FRonths of disability. Evidence of ins~::~rabt!ity is req~::~ired 
if the employee does not enrol! in LTD co'.'erago V'lhen fiFst o!igib!o; co'.'Orage 
would theR become e#eoti~'O upoR aooeptaRoe by the iRsuraRoe oompaRy. 
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B. !f the employ-ee el€cts LTD co•oterage, the University wi!J contribute 50% of the 
cost of the LTD coverage vlith the remainder paid by the emp!eyee through after 
tax pay:r:o!f deduction. Er:npkw-ees who waive LTD coverage wH! not recei'ote any 
additional credits. 

8. Long Term Care Insurance 
An e!igible empl-oyee may purchase group Long Term Care insurance, which provides 
for sktJI.ed and custodia! nursing care, home nursing care and adult day care. Evidence 
of insurability is required if the empkYfee does not enro!l when first eligibl-e, and is 
required for enrollment of the spouse, parents or parents in !aw . 

.g,. Effective January 1, 2007, and continuing for the length of the Agreement, the University 
will contribute seven dollars and twenty-five cents ($7. 25) per month per bargaining unit 
employee for hearing aid and vision care I coverage provided by the Ohio AFSCME 
Care Plan. 

10. Choice Benefit Plan Participation 
A. Coverage eligibility in the benefits program w-i.'! become effective the first of the 

month following tv.tenty eight (28) day.s of emp!oyr:nent, subject to plan 
requirements for e•1idence of insurabi!fty. 

B. Coverage for an emp!oyee returning from !ayoff, (t:eca!l) and/or mititary seNice 
shal! be reinstated e#ecti•1e the first of the month fol!owfng the emp!oyee's return 
to work. 

C. !n accordance with applicable !aw and the University's flexible benefits pJan, an 
employee must notify the Human Resource Service Center and cor:np!ete 
required docur:nents within thirty one (31) days of a change in family status in 
order to change p!ans or /eve! of co•1erage. Such changes will be effecti•ote as of 
the date of change in famity status, provided timely application is made by the 
empl-oyee and the change is permitted by the p!an. 

D. If an employee is on an authori:zed non medica! leave without pay, the employee 
may continue medica! co11erage at the employee's own expense. The employee 
must request continuation of medical co•.terage through the Human Resource 
Serlioe Genter upon granting of such lom'Os. 

E. .hc1.wro to pay or discontinuance of payment of premiums wi!! result in termination 
of coverage. 

F. Empl-oyees who terminate coverage and who satisfy any due payments may 
renew membership on the first of tho month fof.lov.1ng return to w-ork and 
compl€tion of a new enrollment. 

G. Tho Uni11ersity vii!.' continue medica! CO'lerage for emp,loyeos who are either on a 
paid !eave or medical/disability leave vlithout pay for twe!•;e (12) months, 
provided the empkJj'eo is enro!led at the start of such l€ave, and provided the 
employee pay.s the employee portion of the premium rate. 

H. In the event the University changes insurance carriers or changes to or from 
being se!f insured, the coverage subsequently provided sha!! be comparable to 
the coverage currently p,ccylfded. 

-1-1-:- Insurance Discussions 

A. Tho University agrees to provide written notice to the Union at least sixty (60) 
days in advance of significant changes being made to the medical coverage. 
The Union will notify the University, in writing, if they wish to meet and discuss 
the changes. 
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B. The University shall recognize and provide paid release time for one (1) existing 
steward to be appointed by the Union per Article 5, to serve as a liaison with the 
Service Center. Where necessary, a monthly meeting will be scheduled with the 
Service Center Executive Director or designee to discuss unresolved benefits 
issues. Release time for this meeting shall be in addition to release time 
provided under Article 5. 

C. Once per year, prior to the annual enrollment period, representatives of the 
University will meet with representatives of the Union to exchange information on 
administration and cost of the medical insurance program. 

D. The University shall provide an annual report to the Union regarding the financial 
condition of the Flexible Spending Accounts. This report shall include, but shall 
not be limited to administrative cost, amounts of employee forfeitures and 
experience losses. 

E. Issues surrounding insurance benefits shall be raised to the Labor/Management 
Committee, which pursuant to Article 24, may appoint an ad hoc task force to 
study the issue and/or make recommendations. 

F. In addition to the above, the Universfty will provide the Union with utilization and 
cost data, and other relevant information on a monthly basis. 

Wei/ness Program 
During the term of this Agreement, the university may implement a 
wei/ness or healthy life-style program. Such a program may include a 
combination of activities that are designed to increase awareness, assess 
risks, educate and promote voluntary behavior changes to improve the 
health of an individual, encourage modifications of his/her health status 
and enhance his/her personal well-being and productivity, with a goal of 
preventing illness and injury. 

ARTICLE 22 
WAGES, CLASSIFICATION AND COMPENSATION 

Like many public universities in Ohio and elsewhere, the University is experiencing reduced 
financial support from the state and federal governments. Many employee groups at the 
University, both represented and unrepresented, have received little or no wage increases in 
recent years. The University proposed three percent over the course of the agreement; one 
percent in 2013 and two percent in 2014. The lack of a recent market survey of bargaining unit 
positions was also discussed. 

It is recommended that wage increases of three percent be awarded over the course of the 
agreement; however, it is recommended that two percent be awarded in 2013 and one percent 
be awarded in 2014. The language appears in bold below. 

8. Effective on the first day of the pay period which includes July1, 2013, ~bargaining 
unit employees in an active pay status shall receive an increase of two percent (2%) over the 
hourly base rate of pay. 
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Effective on the first day of the pay period which includes July 1, 2014, 2():1.+,. bargaining unit 
employees in an active pay status shall receive an increase of one percent (1%) tv,re percent 
f2-%} over the hourly base rate of pay. 

The University will conduct a market wage survey for all bargaining unit positions 
commencing in the third year of the agreement. The results of the survey shall be 
implemented no later than June 30, 2015. 

CONCLUSION 

In conclusion, the Fact Finder submits the Findings and Recommendations as set forth 

herein. 

ChriCkJ~q~~ 
Fact Finder 

February 13, 2013 
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Exhibit "A" 
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