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Don't Fear The Reaper:
A Homily For Campus Equity Week

WMU-AAUP Campus Equity Week Commilttee
Jon Neill, Chair & Grievance Officer
Michael G. Miller, Contract Administrator
C. Dennis Simpson, WMU-AAUP Past President

Campus Equity Week is observed by the
National AAUP the first week of Novem-
ber. Campus Equity Week is a week that
the national organization asks local chap-
ters to set aside to express the apprecia-
tion of the AAUP for the contribution
made by part-time and term-appointed
(contingent) faculty to the academy. The
National AAUP also hopes that chapters
will use Campus Equity Week to consider
how they can keep part-time and term
appointed faculty from being as badly
exploited as they so often are.

The Use of Contingent Faculty
by Western

In view of the data, there is reason to sus-
pect that Western is comfortable being in
the vanguard of the movement to replace
tenure-track faculty with part-time and
term-appointed faculty. Consider the
numbers in the table below.

Over the last eight years then, the num-
ber of courses taught by part-time faculty
has gone up slightly, from about 14 to
15.5% of courses taught. On the other
hand, there has been a significant in-
crease in the number and percentage of
faculty with term appointments, an in-
crease that in all likelihood has been re-
versed only because of the financial exi-
gencies currently faced by the University.
Specifically, there was an 82% increase in
the number of term-appointed faculty
which caused the percentage of bargain-
ing-unit faculty who are term appointed
to increase from 8% to 11.7%. While this
may not seem like a substantial increase,
we need to keep in mind that, as recently
as two years ago (2003), there were 133
term faculty, amounting to 14.2% of
board-appointed faculty.

1

No. of Courses

No. Taught by

No. of Term-Appointed

Semester Taught Part-Time Faculty Faculty
Fall 1996 4,588 644 60
Fall 2004 4,596 718 109

' As of November 2, 2005, there are a total of 880 faculty, 71 of which are term appointed
(8%). It, of course, remains to be seen if this is a reversal of trend, or simply a response to the
University’s budget woes.
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Western's heavy dependence on part-
time and term-appointed faculty is
troubling for any number of reasons.
The sad fact is that part-time and
term-appointed faculty have no job
security, are poorly compensated,
and are denied little, if any opportu-
nity to participate in governance. Fur-
thermore, extensive use of faculty
who are marginalized is clearly detri-
mental to Western's goal of being a
nationally recognized, student cen-
tered, research intensive university. It
is time for the administration to ad-
dress what many of us believe to be a
serious problem. A thoughtful, dis-
passionate review of the use and role
of part-time and term faculty, the ba-
sis on which these faculty are com-
pensated, and how they can more
effectively be integrated into the Uni-
versity community is in order, if not
long overdue. But simply voicing our
appreciation of the efforts of part-
time and term appointed faculty is
not enough. We need to begin a con-
certed effort to raise the economic
and professional status of these fac-
ulty.

Though the National AAUP devotes
Campus Equity Week to issues relat-
ing to contingent faculty, it is our
view that any week designated as Eg-
uity Week should not have such a
narrow scope. And so we wish to take
this opportunity to ask faculty to
think about a few other issues which
raise ethical questions.

Taking Principled Stands

Judging from numerous conversa-
tions with faculty, and many com-
ments that have been made at Asso-
ciation Council meetings, Chapter
meetings, and the Faculty Senate,
certain high-ranking administrators
have become hobgoblins of our col-
lective mind. To be frank, Provost
Delene is now seen by many of us as
the grim reaper of our professional
aspirations. Consequently, every
statement, pronouncement, and
memo from her or the President is

augured and analyzed, to become,
for so many of us, a source of fear
and loathing. At this point, nearly
every action taken, or comment
made by the Provost, President, or
for that matter, any of their associ-
ates, is met with a reaction from fac-
ulty that is, usually, a mix of frustra-
tion, scorn, and hostility.

Certainly the atmosphere on campus
has become ominous. But there is no
reason for us to live in fear of the
next initiative to come out of the
Seibert Building. It seems that many
things are said, but fewer things are

There is a need for a
thoughtful and
dispassionate review
of the use and role
of part-time and
term faculty at
WMU.

done. And so it is important that we
keep the administration's activities in
proper perspective. After all, we do
work under a very mature contract,
one that affords faculty considerable
protection from both administrative
malice and whimsy. Therefore,
though the current administration
bas given faculty every reason to be
vigilant and cautious, we need to
guard against becoming reaction-

ary.

In short, we need to become more
proactive. In our view, we need to
spend more of our time and emotion
building a consensus on the issues
that this faculty will undoubtedly
have to confront in our negotiations
with the administration three years
from now. Make no mistake about it.
This will be a daunting task since

these issues have typically been divi-
sive, sometimes to the point of being
internecine. Thus, it would be wise to
use whatever momentum was gener-
ated this past summer to create an
agenda that can be realized through
a labor contract. We need to avoid
deluding ourselves about what we
can and cannot induce the admini-
stration to do. There are legal and
practical limitations on what can be
accomplished through labor-
management negotiations. We must
accept these and plan accordingly. In
any event, if we hope to be able to
move the administration to make
concessions on healthcare, compen-
sation, and governance when we
open the contract in 2008, we need
to stand on common ground. And in
order to find it, we will be forced to
think about what is fair.

Two Examples

It is certain that the administration
will come to the next round of nego-
tiations with proposals on healthcare.
Proposals that we undoubtedly will
not find particularly palatable. Pro-
posals to shift the cost of healthcare
onto faculty. Proposals to reduce or
eliminate coverage, coverage for de-
pendents and for specific services. It
is just as certain that we cannot turn a
deaf ear to the administration's con-
cern about the spiraling cost of
healthcare. This is a national problem
that the best minds in the field of
health care are wrestling with, and it
does not appear that any solution to
it is on the horizon. Unfortunately,
we can expect this problem to get
significantly worse before it gets bet-
ter.

And so, what is equitable? If push
comes to shove, should we accept
increases in premiums and thereby
spread increases in the cost of health
care across all faculty? Or should we
accept cuts in coverage and thereby
impose increases in the cost of health
care on those who use those services,
those of us who have the misfortune
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We need to think
long and hard
about the salary
structure here at

WMU.

to become ill or sustain an injury?
Should we accept higher health care
costs in order that domestic partners
can have coverage? Should we base
the premium a faculty member pays
for health care on the number of peo-
ple subscribing to the plan through
him or her? Should the premium be a
function of the number of people
covered through the faculty member
and/or his or her income? Obviously
there are any number of other ques-
tions that can be raised regarding this
benefit, and many of them force us to
think about what is fair.

We also need to think long and hard
about the salary structure here at
Western. The Chapter's Negotiation
Team was very committed to negoti-
ating a scheme for increasing the sala-
ries of our lowest paid members
more percentage-wise than other
faculty. The Team's failure to do so
was a great disappointment, both to
the Team and members of the Execu-
tive Committee, as well as to many

WMU-AAUP
Email

WMUAAUP @AMERITECH.NET

faculty. However, in order to wage a
successful campaign to increase the
salaries of faculty who are
"underpaid," we need to have a
strong consensus regarding the basis
on which faculty are to be compen-
sated. If we can arrive at such an un-
derstanding, then the very thorny
question of what is fair and what is
not, is, effectively, answered. If we
agree on how to value the things that
faculty do, faculty can be paid accord-
ing to what they do. From such a
perspective, it is easy to determine if
a faculty member is underpaid, and
or, if you will, when a faculty member
is being treated unfairly.

Conceptually, this may not be a diffi-
cult problem. But in order to do
something like this, to have a scheme
that can actually be used to shape the
salary distribution at Western, we
need to be objective about our work.
Most importantly, a faculty member
needs to be able to appreciate the
things that other faculty do, particu-
larly things that he or she does not
do.

It is also important that we arrive at a
consensus regarding how to deter-
mine what increase in total compen-
sation is fair and reasonable. The
habit of going to the negotiating ta-
ble to beg, cajole, and bluster an
across-the-board increase in salary
out of the administration is a very
weak strategy. We need to agree on
principles for determining what this
faculty deserves as compensation,
principles that are objective and co-
gent, from both an economic and
ethical perspective. Even when we
are unable to achieve the goals that
these principles help us set, we will
at least have a mechanism for linking
past negotiations on compensation
to future negotiations. We will at
least have positions on compensation
that are consistent and understand-
able, and therefore, positions that
faculty are likely to rally around.

The Moral to These Observations

The point of these comments is simply
this. In order to get the administration
to treat us fairly, we need to agree on
what fair treatment amounts to. In or-
der to get respect from the administra-
tion, we need to give each other re-
spect. We need to be able to appreciate
what others do, and to see beyond self-
interest. Until this faculty is united
around first principles that speak to the
contentions among us, there is little
reason to be sanguine about our desire
to be an equal partner to the admini-
stration in developing and pursuing
our University's mission, and in manag-
ing its resources.m

CAGO Report

Michael G. Miller
Contract Administrator
&

Jon Neill
Grievance Officer

Health Care

The 90-Day Supply at Sindecuse

In January the new health care plan
took effect. As you may know, those
who are taking so-called maintenance
drugs can obtain a 90 day supply at
Sindecuse for one co-payment. This
benefit saves faculty a considerable
amount of money, faculty who are
struggling with chronic illnesses, fac-
ulty with health problems that must be
treated with daily, multiple doses of a
variety of drugs. This benefit has been
a sore spot in our relationship with the
administration for the past two years,
and we are pleased that this issue has
finally been resolved.

However, faculty who are taking main-
tenance drugs need to be aware that in
order to be given a 90 day supply, the
prescription must be written as a 90
day supply. In other words, say you
take a maintenance drug twice a day.
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Then if you take a prescription to Sin-
decuse that says, “60 tablets with 2 re-
fills”, you will be given 60 tablets. To
get the 90 day supply (180 tablets), the
prescription must say, “180 tablets”, or
“90 day supply”. Please keep this in
mind, and if your prescription is not
written this way, ask your physician to
rewrite it. Also, the drugs considered
maintenance drugs are the drugs on
the (so-called) maintenance drug list
compiled by MedImpact, a pharmacy
benefits management company that
has BCBS among its clients. This list
can be found on the WMU-AAUP web-
site.

The 90-Day Supply Elsewhere

We are pleased to inform you that the
Negotiation Team also won a 90-day
supply of drugs for a single co-payment
at outside pharmacies. And at outside
pharmacies, there is no maintenance
drug list! This means that if your physi-
cian can and is willing to write you a
prescription for a 90-day supply of a
drug, you can get it at an outside phar-
macy for a single co-payment.

However, we need to give you a caveat.
Not every pharmacy with a BCBS con-
tract participates in this program. We
have been told that currently, about
two-thirds of the pharmacies with a
contract with BCBS will give out a 90
day supply of a drug. But with a few
exceptions (e.g., Farmer Jack's), this
group includes the major pharmacies
in the area (Rite-Aid, Walgreen's, Wal-
Mart, etc.). So, if you take a prescrip-
tion for a 90-day supply to a participat-
ing pharmacy, it will be filled and you
will be charged a single co-payment.

On the other hand, if you take your
prescription for a maintenance drug
to a BCBS pharmacy that is not partici-
pating in the program, you will be
given 100 units or a 34-day supply,
whichever is greater, for a single co-
payment. Remember, in order to get
100 units or a 34-day supply at that
pharmacy, the prescription must be a
Dprescription for a drug on BCBS's list

of maintenance drug, which is not
the same list as the list used by Sinde-
cuse. It bas considerably fewer drugs
on it.

Health Services Outside the Network

On another matter, remember that if
you are provided services by a med-
ico who is not in the Community
Blue network, Western will only pay
80% of the so-called usual and cus-
tomary charge. Similarly, even if you
are given a referral by an in-network
provider, you will only be paid the
amount that it is usual and customary
for a practitioner to charge. That is,
100% reimbursement does not mean
that Western will pay the bill you
were presented. It means 100% of
what is, by BCBS's estimation, usual
and customary.

Please keep in mind, this is the case
regardless of what you are told by a
BCBS service representative. You
should also realize that, generally
speaking, doctors who have not
joined the Community Blue network
charge more (sometimes considera-
bly more) than what BSBC deems
usual and customary.

MRIs

If you need to have an MRI you st
receive pre-authorization. The only
exception is for emergency treat-
ment, for example, when an ER doc-
tor orders one. Be aware that when-
ever you speak to a BCBS service rep-
resentative he or she must make
notes of the conversation. However,
these notes can be very brief. So it's
wise for you to record the time and
day of any call that you make to
BCBS, your questions and the repre-
sentative's responses, etc.

Medical Treatment Abroad

Finally, if you receive medical treat-
ment while you are abroad, you will
need to meet with a BCBS represen-
tative to have your claim processed.
The BCBS representative to Western
is Ms. Carrie Doran. She is on campus

every Thursday. Be sure to keep all
relevant medical records and receipts.
Without these, you will not be reim-
bursed.

Grievances

Conduct of Administrators

The conduct of administrators remains
a concern to us. The Chapter's position
is that faculty and administrators hold-
ing academic rank are subject to the
same code of conduct. The basis for
this position is Article 21. This articles
states (21.§1.2):

"As colleagues, all those holding
academic rank at Western
Michigan University have obliga-
tions that derive from common
membership in the community
of scholars. Professors do not
discriminate against or harass
colleagues. . ."

Recently a grievance was filed against
an administrator who holds academic
rank, alleging that the administrator
violated Article 21. The administration's
response to this grievance was that
administrators are not subject to this
article.

The current leadership of the WMU-
AAUP is disturbed by this response, to
say the least. The fact is that the Chap-
ter has filed over a dozen grievances
against chairs and deans under this
article, and in two cases, the admini-
stration offered remedies. It seems to
us that the administration does not
have a leg to stand on here. However,
until we take this matter to arbitration,
we cannot expect this article to provide
faculty any relief from misconduct by
administrators.

We are well aware that a few chairs at
this university behave badly. Some very
badly. They manipulate, mislead, de-
ceive, and bully faculty. Unfortunately,
this type of behavior is extremely hard
to remedy. Even if Article 21 is ap-
pealed to, such conduct would have to
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rise to the level of harassment or dis-
crimination to be grievable. We appre-
ciate the frustration felt by those of us
in departments with bad chairs, but the
current contract does not grant faculty
the power to discipline or remove
chairs, and we can't expect to have that
power in the foreseeable future.

Chairs serve at the pleasure of the
deans and Provost of this university, a
management right that this and every
other administration will jealously
guard. However, with rights come re-
sponsibilities. And so it is the responsi-
bility - and in our view obligation - of
our deans and our Provost to ensure
that chairs are civil, fair, and profes-
sional. As you know, each chair is
evaluated by his or her faculty. We sin-
cerely hope that these evaluations are
taken seriously by the administration,
that any chair who receives a poor
evaluation is pressured to take his or
her faculty's criticisms to heart, and
that those who don't will be replaced.

Update on Salary Pay Periods

When hired by Western, a faculty mem-
ber can opt to be paid his or her salary
in 18 or 26 pay periods. Which option
you select is dependent upon personal
preference. However, any faculty mem-
ber who begins working in the spring
semester may not want to select the 26
pay period option because in that case,
it will take 13 months to receive the
entire salary (something human re-
sources fails to mention to faculty).
Initial appointments for the spring se-
mester will start with the last pay pe-
riod in December. If the faculty mem-
ber chooses 26 pay periods, he or she
will receive half of their salary from
December until August (1/2 of salary
for working 1/2 of the year). The first
pay for the fall begins at the end of
August and the 13th pay period (1/2 of
26) will be in February. Hence, it will
take 13 months to receive the entire
salary for the year. Of course you need
to remember that if you opt for 18 pay
periods, you will not receive a check in
May, June, and July.

Did you know?

According to Article 16.3.3.1: Faculty
and his/her chair, by mutual agree-
ment, shall determine who the ob-
server should be for classroom visita-
tions.

According to Article 16.3.3.1.2: After
3 years in the probationary track, the
faculty member and the chair, by
mutual agreement, can decide that
further classroom visitation may be
unnecessary for the remainder of the
probationary period.m

WMU-AAUP
Officers’ Hours*

Paul Wilson
President
Mon 10:00am—3:30pm
Wed 1:00pm—3:30pm
Fri 1:00pm—3:00pm

Michael G. Miller
Contract Administrator
Mon 12:00noon—1:00pm
Wed 10:30am— 12:00noon
Fri  10:00am— 12:00noon

Jon Neill
Grievance Officer
Mon 9:00am—10:00am
Tues & Thurs:
9:30am—11:45am
1:00pm— 3:30pm

Alan Rea
Information Officer
Mon 10:30am— 2:30pm
Thurs 2:30pm— 4:30pm

* And by appointment

A Legend
Retires

Alan Rea
Information Officer

Who would have known that hiring
Gail Nangle as a part-time staff person
in January of 1990 would lead us to
where we are today: the retirement of
someone who has become one of the
most critical members of the WMU-
AAUP team.

After her initial hire, Gail soon was
asked to come on as a full-time
Administrative Assistant under

Susan Heyse in August of 1990. In
January of 1994, Gail took over as the
Administrative Manager and has been
in this position ever since.

Over the past 16 years, Gail has served
with seven presidents and worked
through eight contract negotiations.
She has assisted a countless number of
faculty and is one of the main reasons
our Chapter runs so well.

When asked what were the best
memories she would take from her
time with the Chapter, she noted that
she will remember the people she has
worked with and their commitment to
protect and support faculty interests.

Gail's final day in the office was
January 12. Her official retirement date
is January 27. She plans to travel, play
golf, and spend time with her family.

The WMU-AAUP wants to thank Gail
for her many years of valued service.
We will miss her.m

WMU-AAUP
website:

WMICH.EDU/AAUP
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Western
Association of
Retired Faculty

(WARF)
Continues To
Serve Its

Membership

Shirley Woodward
WMU-AAUP Past President

Recent Events

October 26, 2005: WARF members
met with Paul Wilson (WMU-AAUP Vice
President and Bargaining Team mem-
ber), Rob Kakuk (Staff Benefits), and
Richard Schaper (Retirement Services).
During this meeting WARF and the
WMU-AAUP sought additional clarifica-
tion of points in our new health care
program—specifically on issues of spe-
cial significance to retirees.

WAREF has distributed a revision of its
By-Laws to the membership. These
have been approved.

November 12, 2005: Past WMU-AAUP
Presidents and WARF Steering Commit-
tee members (Mary Cain, George
Miller and Shirley Woodworth) met
with the Executive Committee of the
Michigan State Conference of AAUP
Chapters. Many people expressed in-
terest in WARF's goals and activities. As
a result of this meeting, WARF has con-
tacted the chapter of retired faculty at
Rutgers University. This chapter has
the largest collective bargaining chap-
ter in the AAUP.

WARF Steering Committee
Activities

The Steering Committee members
regularly attend the WMU-AAUP Execu-
tive Committee meetings. We are very
pleased to be involved with faculty
concerns and issues.

The Steering Committee also contin-
ues to meet at 930 a.m. on the first
and third Thursday of each month at
the Montague House. WARF mem-
bers are encouraged to attend meet-
ings.

A growing organization needs many
workers and even more ideas. The
Steering Committee continues to
explore opportunities for activities.
Suggestions are welcome.

Annual Dues

WARF annual dues ($10) are now due
for 2006. All faculty become retired
members of the Western Michigan
University Chapter of the AAUP when
they join. The Chapter has been very
helpful and generous with its support
of WARF. We are especially grateful
to Gail Nangle and Susan Esman for
all they have done to assist us in our
first year.

Remember that new retirees will
soon be joining our ranks. Please

encourage them to join us.m

Do You Want
To Know?

Dr. A.D. Issa, CFP, CDFA

e How to clean up your financial
clutter.

e How to prioritize your financial
goals.

e How to fund the children’s
college education.

e How to leave a meaningful
legacy.

e Why having a roadmap is the
secret to your financial success.

e Why you shouldn’t live below your
means.

e Why allocation and location matter.
e Why cost matters.

e Why, at times, small is beautiful.

o Why, at times, bigger is better.

e  Why you should not retire early.

e Why annuitization may be
detrimental to your health.

e Why the numbers 59%:, 70%, and
72 are important.

e Why long-term healthcare is a
wealth preserver!

If you want to know all that and then
some, sign up for the Fall 2006 Retire-
ment Seminar. Call Lori or Susan at
the AAUP office (345.0151) and tell
them I sent you!m

WMU-AAUP
Officers and
Executive
Committee

Members

Alan Rea
Information Officer

We often receive calls asking for
Officer or Executive Committee
contact information. Here’s a brief re-
minder. More information can be
found on the website
(www.wmich.edu/aaup):
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Officers
President
Paul Wilson email: paul.t.wilson@wmich.edu
AAUP office: Montague House, 345-0151
WMU office: Teaching, Learning & Leadership, 3416 Sangren Hall, 387-3494

Past President
Ralph Tanner email: ralph.tanner@wmich.edu
WMU office: Electrical & Computer Engineering,
A-246 College of Engineering & Applied Sciences, 276-3162

Contract Administrator
Michael G. Miller email: michael.g.miller@wmich.edu
AAUP office: Montague House, 345-0151
WMU office: Health, Physical Education & Recreation
1043 Student Recreation Center, 387-2728

Grievance Officer and Chief Negotiator
Jon Neill email: jonneill@ameritech.net
AAUP office: Montague House, 345-0151
WMU office: Economics, 5428 Friedman Hall, 387-5551

Information Officer
Alan Rea email: alanrea@ameritech.net
AAUP office: Montague House, 345-0151
WMU office: Business Information Systems, 3380 Schneider Hall, 387-4247

Healthcare Advocate
C. Dennis Simpson email: c.dennis.simpson@wmich.edu
WMU office: Specialty in Alcohol & Drug Abuse
2414 College of Health & Human Services, 387-3350

Executive Committee Members:
Academic Support Units
Galen Rike email: galen.rike@wmich.edu
WMU office: University Libraries, 1012 Waldo Library, 387-5181

College of Arts & Sciences — Humanities
Marilyn Kritzman,  email: marilyn kriitzman@wmich.edu
WMU office: Communication, 322 Sprau Tower, 387-3136

College of Arts & Sciences — Science & Mathematics
John Jellies email: john.jellies@wmich.edu
WMU office: Biological Sciences, 5050 McCracken Hall, 387-5623

College of Arts & Sciences — Social Sciences
Allen Zagarell email: allen.zagarell@wmich.edu
WMU office: Anthropology, 1023 Moore Hall, 387-3978

College of Aviation
Dominic Nicolai email: dominic.nicolai@wmich.edu
WMU office: Aviation Flight Operations, Battle Creek, 269-964-4078
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College of Business
Leo Stevenson

College of Education
Ariel Anderson

email: leo.stevenson@wmich.edu
WMU office: Finance & Commercial Law, 3264 Schneider Hall, 387-5741

email: ariel.anderson@wmich.edu
WMU office: Teaching, Learning, & Leadership, 2430 Sangren Hall, 387-3493

College of Engineering & Applied Sciences
S. Hossein Mousavinezhad

College of Fine Arts
Cheryl Bauman-Bruey

email: h.mousavinezhad@wmich.edu
WMU office: Electrical & Computer Engineering
B-229 College of Engineering & Applied Sciences, 276-3153

email: cheryl.bruey@wmich.edu
WMU office: Theatre, 2001 Gilmore Theatre Complex, 387-3573

College of Health & Human Services
Sandra Glista

email: sandra.glista@wmich.edu
WMU office: Speech Pathology & Audiology
4496 Health & Human Services, 387-8064

Career English Language Center for International Students
Joel Boyd

email: joel.boyd@wmich.edu
WMU office: Career English Language Center for International Students
0441 Ellsworth Hall, 387-4158

AA
UP

WMU-AAUP Chapter

814 Oakland Drive

Kalamazoo MI 49008

ADDRESS SERVICE REQUESTED



