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August 30, 2010 
 
Mr. Lowell Rinker 
Vice President for Business and Finance 
Western Michigan University 
 
Dear Lowell: 
 
The leadership of the Professional Support Staff Organization and the Administrative Professional 
Association at WMU would like to take this opportunity to bring forward our shared concerns about pay 
equity among employee groups at WMU, morale issues, and lack of opportunities for advancement for 
non-bargaining employees. The cumulative effects of these issues on our employees over the past few 
years are leading to disgruntlement and a pervading sense that WMU does not value its non-bargaining 
employees and their contributions. Our organizations continue to value the cordial and mutually bene-
ficial relationship we have enjoyed for many years with the WMU administration, but the recent outcry 
of dismay from our employees, especially over the recent pay increases, now leads us to call these con-
cerns to your attention. 
 
The attached document lays out our mutual concerns in more detail, with suggestions for addressing 
some of the concerns and a request for immediate consideration. We would welcome an opportunity 
for our board members to meet with you or Pres. Dunn and discuss these matters at any time that is 
convenient to you. Thank you very much for your time and attention. 
 
Sincerely, 
 
 
 
Amy Seth, President     Terri Culver, President 
Administrative Professional Association  Professional Support Staff Organization 
 
 
c: Dr. John Dunn, President, Western Michigan University 



APA-PSSO Joint Response to 2010 Western Michigan University Pay Increases 
 

 Bargaining staff continue to fare better in almost all compensation areas over non-bargaining staff, most 
notably in annual pay increases: 
o Non-bargaining staff received the lowest pay increase in 2010 among all employee groups (with the 

exception of AFCSME). This includes faculty (3.0% + 1.0% supplement), Police Officers Association (3.0%), 
and the Teaching Assistants Union (2.0%). Even student employees received a 3.0% increase this year. 

o The difference between a 1.0% increase and 3.0% increase is three-fold, or a 200% larger increase. Why 
are faculty and student employees receiving a 200% larger increase—or the teaching assistants a 100% 
larger increase—than the non-bargaining staff? 

o Besides larger pay increases, bargaining units continue to enjoy additional compensation enhancements 
the non-bargaining staff do not have: longevity pay and shift premiums (AFCSME), merit and step increases 
and contractually mandated increases for promotions (faculty—see attached pages from AAUP  2008–11 
Agreement). 

 The two non-bargaining staff groups face different extenuating circumstances that exacerbate the effects of 
this comparatively low increase on our employees: 
o Many hourly staff and some salaried staff are part of the MPSERS retirement system, for whom the state 

has imposed (as of July 2010) a mandatory 3% contribution toward retirement. Not all these staff were 
eligible for the incentivized retirement plan put forward by the state in May. As a result, the MPSERS 
employees who remain (about 220) have now absorbed a 2% pay decrease for 2010–11. We realize that 
WMU was not responsible for mandating this contribution, but many of the MPSERS employees absorbing 
this pay cut are among the lowest-paid staff at the University. 

o Salaried staff continue to pay the highest contributions of all employees toward dependent health 
insurance (the same as the faculty:  42.5% employee contribution in 2010 and 43.5% next year). The AAUP 
contract will also force the premium share for P/A staff for their own insurance coverage to increase from 
the current 10% of the two-person rate to 11% in 2011 (a 10% increase in the rate paid—before any 
expected increases in premiums; see attached pages from AAUP  2008–11 Agreement). APA has pointed 
out for several years the basic inequity in expecting P/A employees to pay the same insurance rates for 
dependents (and, in 2011, for themselves) as the faculty, when the faculty continue to get pay increases 
that outdistance the staff increases in some years by 2 times or more (see table for cumulative effects of 
respective pay increases between faculty and non-bargaining staff). 

 The non-bargaining staff will be more adversely affected by the large numbers of recent and impending 
retirements than any other segment of employees in the University. When staff positions go vacant or are 
eliminated, our staff will be picking up the increased work load—not the faculty, the teaching assistants, or 
the student employees. The University raised tuition 7.4% for next year and can be expected to save a con-
siderable amount of money by eliminating or combining positions and filling positions with lower-paid outside 
applicants with no University experience. It is a slap in the face that so little of that money is coming back to 
the experienced staff who will have to shoulder the additional workload created by the retirement exodus 
and the influx of inexperienced new staff. 

 The University posts on its HR website a “Pay Philosophy” that says “The Western Michigan University Staff 
Compensation System must: Take internal equity into account, reflecting employee contribution and 
accountability.” We ask where the equity is when doctoral associates are paid a minimum of $6,781 for 300 
hours of work (a rate of $22.60 an hour) and graduate assistants a minimum of $5,493 (a rate of $18.31), plus 
an expensive tuition benefit. These rates are more than what some staff who supervise these students are 
being paid. Looking at this slightly differently, the minimum hourly rate for DAs puts them at the starting rate 
on the SCS pay scale between grades 17 and 18, and for GAs at almost grade 16 [see attached pay scale]. 
Again we ask, where is the equity? 



Joint Response — page 2 
 

 Finally, we have a long-standing concern that opportunities for meaningful promotions have all but evaporated 
for SCS system employees at Western Michigan University. By “meaningful promotions,” we mean an em-
ployee moving to a higher grade position and receiving a pay raise as prescribed in the online Employee Hand-
book. Even though the Handbook states “An employee’s current rate of pay should not preclude them from 
consideration for transfer opportunities,” we are aware of many anecdotal examples over the past several 
years of more veteran employees who have had to decline “promotions” to higher grade positions because 
they were told the hiring department could not afford their salary. Many employees have given up applying 
for higher grade positions because they know they will not be considered for this reason. We have also 
noticed over the past 12–18 months that positions posted in Academic Affairs list the salary at the bottom of 
the pay range for that grade [see attached recent posting], thus effectively shutting off interest from current 
employees in favor of outside applicants who will accept being hired at the bottom of the pay scale. 
 The opportunity for advancement and promotion through movement to higher grade positions is the only 
means left for the non-bargaining staff to improve their compensation, now that progression increases and 
performance increases have long become a thing of the past for us. We ask that WMU implement an equitable 
transfer system for experienced employees that offers true advancement opportunities without penalizing 
employees for already being paid above the bottom of the pay scale. The current system where an employ-
ee’s salary line cannot follow him or her to a new department means that higher-paid veteran employees 
have nowhere to move. Especially at this time of transition when so many veteran employees are being 
phased out through retirement, the employees who remain offer experience that will be critical to maintain-
ing current levels of services and high productivity. These employees have a right to advance to positions of 
more responsibility and to be fairly compensated for their knowledge and experience, and University depart-
ments would benefit from being able to move these experienced employees to areas of need. 

 

REQUEST FOR IMMEDIATE CONSIDERATION: 
While the issues of expanding promotional opportunities, addressing the inequitable cost of insurance to P/A 
employees, and offsetting the cost to employees of the new mandatory MPSERS retirement contributions are 
critical as issues that primarily affect WMU non-bargaining employees, we ask that immediate consideration be 
given to increasing the 2010–11 across-the-board pay increase to SCS system employees, either (a) an additional 
1.0% increase to base effective 6/14/2010, or (b) an increase to base of 1.5% at the beginning of January 2011. 
Even though these percentage increases would still place the SCS employees considerably behind what most 
other employee groups received this year, the employees we represent would appreciate such a move on the 
part of the administration as a gesture that the concerns we raise about equity of treatment between bargain-
ing and non-bargaining employees are being heard and addressed. 
 



Joint Response — page 3 
 
 
 

Comparison of Annual Salary Increases With Faculty 

Year AAUP Increase 
Non-bargaining 
Staff Increase 

2005–06 3.5% ATB 3.5% ATB 

2006–07 3.0% ATB $500 1-time pmt 
(no base increase) 

2007–08 3.25% ATB 2.0% ATB 

2008–09 3.0% + 1.0% supplement 3.0% ATB 

2009–10 3.0% + 1.0% supplement 2.0% ATB 

2010–11 3.0% + 1.0% supplement 1.0% 

Cumulative increases 
to base, 2005–06 
through 2010–11 

18.75% ATB + 3.0% 11.5% 

 


