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INTRODUCTION 

1. This is an action for temporary and permanent injunctive relief to enjoin an illegal 

strike by public employees, which is in violation of the Michigan Public Employment Relations 

Act, MCL 423.201 et seq., and for economic damages suffered by the University of Michigan as 

a result of Defendant's unlawful breach of its no-strike obligations under the collective bargaining 

agreement. 

JURISDICTION 

2. This Court has general equitable jurisdiction over this matter consistent with the 

Michigan Supreme Court's opinion in School Districtfor the City ofHolland v Holland Education 

Association, 380 Mich 314 (1968) and jurisdiction to order temporary injunctive relief pursuant to 

MCL 423.216(h). 

3. This Court has jurisdiction over Plaintiffs claims for economic damages as the 

amount in controversy is in excess of $25,000. MCL 600.8031. 

4. Venue is proper in this Court pursuant to MCL 600.1627. 

FACTUAL BACKGROUND AND COMMON ALLEGATIONS 

5. Plaintiff, the Board of Regents of the University of Michigan ("University"), is an 

institution of higher education located in Ann Arbor, Michigan, established by law, and having 

authority to grant associate, baccalaureate, master, and doctoral degrees. 

6. Defendant, the Graduate Employees Organization ("GEO"), is a voluntary unincor-

porated labor organization which is the collective bargaining representative of Graduate Student 

Instructors ("GSIs") and Graduate Student Staff Assistants ("GSSAs") of the University and has 

its principal place of business in Washtenaw County, Michigan. 
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7. The student body of the University of Michigan consists of approximately 47,000 

students. 

8. The University of Michigan employs approximately 2,200 graduate student instruc-

tors and graduate student staff assistants who are members of, and represented for purposes of 

collective bargaining by, GEO. 

9. GSIs and GSSAs either teach or assist with undergraduate and graduate courses for 

over 36,000 University of Michigan students. 

10. The University of Michigan and GEO are parties to a collective bargaining agree-

ment ("CBA") with a term of April 16, 2020 — May 1, 2023. Exhibit 1, CBA. 

11. Article III "No Interference" of the CBA contains broad and stringent no-strike 

commitments by the GEO. This article provides, in pertinent part: 

Article III: No Interference 

The Union, through its officials, will not cause, instigate, support or encour-
age, nor shall any Employee take part in, any concerted action against or 
any concerted interference with the operation of the University, such as the 
failure to report for duty, the absence from one's position, the stoppage of 
work, or the failure, in whole or part, to fully, faithfully, and properly per-
form the duties of employment. Nothing in this paragraph, however, shall 
be construed to limit participation of individuals in an activity that is unre-
lated to their employment relationship. In the event of any such action or 
interference and on notice from the University, the Union, through its offi-
cials, will immediately disavow such action or interference. Further, the Un-
ion will instruct in writing (email will suffice) and in a timely matter (e.g., 
prior to the action or interference when notice from the University is pro-
vided prior to the interference) any and all Employees to cease their mis-
conduct and inform them that this misconduct is a violation of the Agree-
ment, which subjects them to disciplinary action, including discharge. 

Exhibit 1, p. 7. 

3 
IBUTZEL\000091090\0466\100198869.v9-3/29/23 



12. Notwithstanding the no-strike commitments made in Article III, on March 29, 

2023, GEO organized, authorized, and implemented a work stoppage at the University, which 

continues to date. 

13. The work stoppage is not only violative of the parties' collective bargaining agree-

ment, but also constitutes an unlawful "strike" under Section 2 of the Michigan Public Employ-

ment Relations Act ("PERA"), MCL 423.202. 

14. The illegality of the strike is fully admitted in a pamphlet issued by GEO to its 

Union membership. Exhibit 2. In response to the question "I've heard that striking is illegal. Is 

that true?" GEO informs its members "Yes. UM is a public university and it is unlawful for 

public sector employees to strike in Michigan. In addition, our contract has a `no strike 

clause' specifying that we cannot strike." Id. at p. 4. The same admissions that this strike is 

unlawful under both Michigan law and the parties' collective bargaining agreement are repeated 

in a second electronic communication to GEO membership from Defendant entitled "GEO Strike 

FAQ." Exhibit 11. 

15. The unlawful work stoppage and strike has significantly interfered with the opera-

tions and educational mission of the University, likely resulting in canceled classes for students. 

The University accordingly has suffered and continues to suffer irreparable injury as a result of the 

unlawful strike. 

16. GEO initiated this illegal strike in an attempt to compel the University to accede to 

certain non-mandatory and/or illegal subjects of bargaining under PERA, which GEO has unlaw-

fully bargained to impasse. These include: 

• A demand that the University create a "non-police and unarmed alternatives" 
to the Division of Public Safety and Security; i.e., an unarmed security force 
which will nevertheless be responsible for the safety of faculty, employees, stu-
dents and the public. This purported "health and safety demand" in fact has no 
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correlation to the terms and conditions of employment of GEO's bargaining 
unit and is premised on the fiction that sworn police officers are somehow a 
"threat" to "public health and safety concerns." Exhibit 3. 

• A demand that the University pay financial stipends to Masters of Social Work 
field students (many of whom are not GSSI's or GSA's in the GEO bargaining 
unit) and that the University contribute $250,000 to the School of Social Work 
to cover purported "program costs." This demand compels funding for non-
bargaining unit graduate students and requires academic program funding 
which is not related to the wages, hours, and terms and conditions of employ-
ment of GEO bargaining unit members. Exhibit 4. 

• A proposal prohibiting the University from cooperating with federal immigra-
tion authorities absent a search or arrest warrant, and requiring at least 72 hours' 
notice prior to the University permitting any immigration agent to enter Uni-
versity premises. The proposal further demands that the University provide le-
gal representation to any employee facing an immigration detention warrant. 
This proposal, which inhibits enforcement of federal immigration law, is an un-
lawful and/or non-mandatory subject of bargaining under PERA, MCL 423.201 
et seq, and violative of public policy. Exhibit 5. 

17. In response to the unlawful strike, on March 29, 2023, the University filed an Unfair 

Labor Practice Charge with the Michigan Employment Relations Commission. Exhibit 6, MERC 

Charge. 

18. The Unfair Labor Practice Charge asserts that GEO violated its bargaining duty and 

Section 10(1)(e) of PERA, MCL 423.2101(1)(e) by the following acts: 

• Violating its duty to bargain under PERA by blatantly repudiating its no-strike ob-
ligations under Article III "No Interferences;" 

• Violating its duty to bargain under PERA by bargaining to impasse and striking in 
furtherance of non-mandatory and/or illegal subjects of bargaining; and 

• Violating its duty to bargain by striking before exhausting the statutory dispute res-
olution mechanisms of mediation and fact-finding. 

19. This Court has general equitable power under Michigan law to enjoin GEO's un-

lawful strike upon a showing of irreparable harm by the University. 

20. Pursuant to MCL 423.216(h), this Court is also authorized to issue a Temporary 

Restraining Order or other temporary relief that it deems just and proper against GEO to avert 
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irreparable harm to the University pending unfair labor practice proceedings before the Michigan 

Employment Relations Commission. 

21. As a result of the illegal strike by GEO, the student body of the University of Mich-

igan, their parents, and the public in general (which supports and is served by the University of 

Michigan), have been threatened with irreparable injury and will continue to suffer and be threat-

ened with serious irreparable injury for which they have no adequate remedy at law, as long as the 

unlawful conduct of GEO continues. The irreparable injury includes, but is not limited to: 

a. Disruption and serious impairment of the vital function of the University; namely, 
the education of approximately 47,000 students; 

b. Damage to the educational growth and plans of the University students, including 
inability to continue classes with no assurance that it will be possible to effectively 
make up time lost if the strike continues; 

c. Increased operating costs and related damages to the University if the Winter term 
must be extended or changed, with no legal recourse for damages being available 
against GEO; 

d. Loss of confidence in the quality of public education at the University on behalf of 
the students, their parents where applicable, and the general public; 

e. Loss of reputation in the quality of public education at the University on behalf of 
students, their parents where applicable, and the general public; 

f. Potential risk of loss of federal, state, and private financial aid and grants due to 
cancellation of classes if the strike continues; 

g. Severe prejudice to students in applying for career jobs or graduate programs or 
relying on degrees for career advancement; 

h. Potential delay in graduation for undergraduate students; and 

i. Repudiation of the collective bargaining agreement and destruction of the collective 
bargaining relationship. 

Exhibits 7-10. 

22. In its pamphlet "GEO Strike FAQ," GEO specifically states, "A strike significantly 

interrupts undergraduate instruction...". Exhibit 2, p. 2. Thus, a stated goal of GEO's illegal strike 
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is not only to place unlawful pressure on the University at the bargaining table, but also to maxi-

mally interfere with the education of University students. 

23. The only remedy which will effectively restore the rights of the University, the 

student body, their parents, and the general public, is an immediate order of this Court prohibiting 

and enjoining the illegal acts of GEO. 

24. The injunctive relief prayed for in this Verified Complaint will not deprive GEO or 

any of its members of any legal right and will in no way cause them any loss, injury, or damage. 

25. As a result of GEO's unlawful strike in repudiation of the collective bargaining 

agreement, the University has also suffered and will continue to suffer economic damages in ex-

cess of $25,000. Such damages include, but are not limited to, the cost of paying alternative in-

struction personnel to teach and support the classes assigned to the illegally striking members of 

the GEO bargaining unit. 

COUNT I 
TEMPORARY INJUNCTION TO AVERT STRIKE 

BASED ON IRREPARABLE HARM 

26. The University repeats and incorporates by reference as though fully set forth 

herein the previous allegations contained in paragraphs 1 through 25. 

27. GEO's unlawful strike is ongoing. 

28. The University is powerless to prevent GEO from engaging in such conduct except 

by seeking relief from this Court. 

29. There is a significant likelihood that, unless restrained by this Court, GEO will 

continue to engage in unlawful conduct, to the detriment of the University, the student body 

of the University, families of students, and the general public. 
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30. The University, the student body of the University, families of students, and 

the general public have already suffered and will continue to suffer irreparable harm if this 

Court does not restrain and enjoin GEO's illegal strike. Such irreparable harm includes, but 

is not limited to, the fact that the University will face the disruption and serious impairment 

of its vital function, namely, the education of approximately 47,000 students; damage to the 

educational growth and plans of its students; increased operating costs and related damages 

if the Winter term must be extended or changed; loss of confidence in the quality of public 

education at the University on behalf of the students, their families, and the general public 

of the State of Michigan if such illegal conduct is allowed to continue; loss of reputation in the 

quality of public education at the University on behalf of the students, families of students, 

and the general public of the State of Michigan if such illegal conduct is allowed to con-

tinue; risk of loss of federal, state, and private financial aid and grants due to cancellation of 

courses; potential delay in graduation for undergraduate students; severe prejudice to stu-

dents in applying for career jobs or graduate programs; a repudiation of the collective bar-

gaining agreement and destruction of the collective bargaining relationship. 

31. The harm the University, the student body of the University, families of stu-

dents, and the general public if an injunction is not issued outweighs any potential injury 

the injunction may cause Defendant. 

32. The injunction requested herein is not adverse to the public interest. 

33. Therefore, the University is entitled to this Court's preliminary injunction. 
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COUNT II 
INJUNCTIVE RELIEF PURSUANT TO MCL 423.216(h) 

34. Plaintiff repeats and incorporates by reference as though fully set forth herein the 

previous allegations contained in paragraphs 1 through 33. 

35. GEO has committed serious unfair labor practices in violation of MCL 

423.210(1)(e) as a result of its illegal strike. 

36. Pursuant to MCL 423.216(h), this Court is authorized to issue a Temporary Re-

straining Order and other temporary relief that it deems just and proper against Defendant GEO 

for violating its duty to bargain in good faith and for engaging in an illegal strike. 

37. The Court should exercise its equitable powers under MCL 423.216(h) to avert 

irreparable harm to the University, pending unfair labor practice proceedings before MERC. 

COUNT III 
BREACH OF CONTRACT IN VIOLATION OF NO-STRIKE OBLIGATIONS 

OF THE COLLECTIVE BARGAINING AGREEMENT 

38. Plaintiff repeats and incorporates by reference as though fully set forth herein the 

previous allegations contained in paragraphs 1 through 37. 

39. Pursuant to "Article III: No Interference" of the collective bargaining agreement, 

Defendant and its bargaining unit have agreed to stringent no-strike obligations, agreeing not to 

" cause, instigate, support or encourage ... any concerted action against or any concerted 

interference with the operation of the University, such as the failure to report for duty, the 

absence from one's position, [or] the stoppage of work..." Exhibit 1, p. 7. 

40. By organizing, authorizing, and implementing a strike and work stoppage in bla-

tant disregard of its no-strike obligations, GEO has knowingly and intentionally breached the 

collective bargaining agreement. 
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41. Notwithstanding the illegal strike in violation of the collective bargaining agree-

ment, the University must continue to operate to fulfill its educational mission to its students 

and the public, and it will do so. 

42. As a direct result of Defendant's breach of the collective bargaining agreement, 

the University will incur additional operating and salary costs and other economic damages, 

which are now, or which reasonably will be, in excess of $25,000. 

43. Such costs incurred due to GEO's knowing and blatant violation of its no-strike 

obligations include, but are not limited to, any additional costs incurred in securing and paying 

alternative instructional personnel to teach and support the classes assigned to the striking GEO 

bargaining unit members. 

44. Under clear principles of Michigan common law, GEO is liable to the University 

for any and all strike-related costs, expenses, and additional salaries as a result of its breach of 

the no-strike obligations of the collective bargaining agreement. 

REQUEST FOR RELIEF 

WHEREFORE, the University of Michigan respectfully requests that this Court: 

A. Issue a Temporary Restraining Order ordering that GEO, its officers, agents, em-

ployees, representatives, organizers, members, and all persons acting in concert 

with them or any of them, must absolutely desist and refrain from: 

1. Striking, under any guise whatsoever, including, without limitation, any con-
certed failure to report for duty or willfully absenting themselves from their 
positions, stopping work, or abstaining in part from the full, faithful, and proper 
performance of their duties of employment. 

2. Encouraging, inducing, or persuading members of the GEO bargaining unit of 
the University to strike, under any guise whatsoever, including and without lim-
itation, any concerted failure to report for duty or willfully absenting themselves 
from their positions, stopping work, or abstaining in whole or in part from the 
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full, faithful, and proper performance of their duties of employment, for the 
purpose of inducing, influencing, or coercing a change in the conditions or com-
pensation or the rights, privileges, or obligations of employment. 

3. Utilizing the University's email and other electronic communication systems 
to, in any way, encourage, support, or implement the illegal strike and work 
stoppage, and from, in any way, using the University's email and other elec-
tronic communication systems to request or suggest, directly or indirectly, to 
students that they should cease attending classes in support of the illegal strike. 

B. Issue an Order to Show Cause why a Preliminary Injunction should not issue during 

the pendency of this suit from the acts stated in Paragraph A in the Prayer for Relief 

above. 

C. After the hearing on the requested Order to Show Cause, issue a Preliminary In-

junction commanding GEO, as well as its officers, agents, and members, to abso-

lutely cease, desist, and refrain from the acts set forth in Paragraph A in the Prayer 

for Relief above until such time as a final decision on the merits of this case is 

entered by the Court. 

D. Upon final hearing in this cause, issue a Permanent Injunction commanding GEO, 

and all persons acting in concert with it, absolutely to desist and refrain from each 

and every of the acts stated in Paragraph A in the Prayer for Relief above. 

E. Order that GEO, by its officers, notify each of its members of the entry of this 

Court's Temporary Restraining Order and its Preliminary Injunction and inform 

them that they are legally bound to abide by the terms set forth in such Orders. Each 

notice shall immediately be given orally to as many members as can reasonably be 

reached and in writing sent to GEO members by electronic mail and Certified Mail, 

Return Receipt Requested. A copy of the letter and evidence of the mailing of notice 

of each of the Court's Orders shall be filed with this Court on or before the 
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expiration of three calendar days following first service of each of the Court's Or-

ders upon any officer or agent of GEO. 

F. Enter Judgment for the University and against Defendant GEO in an amount in 

excess of $25,000 equal to any and all additional costs, expenses, salaries and other 

economic damages suffered by the University as a result of GEO's breach of the 

collective bargaining agreement. 

G. Grant the University of Michigan such other and further relief as the Court shall 

deem proper. 

Respectfully submitted, 

BUTZEL LONG, a prgfessional jorporation 

Dated: March 30, 2023 By: 
137) 

Sarah L. Nirenberg (P77560) 
Attorneys for Plaintiff 
201 W. Big Beaver Road, Suite 1200 
Troy, MI 48084 
(248) 258-2507 
schwartz@butzel.com 
nirenberg@butzel.com 
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VERIFICATION 

STATE OF MICHIGAN 
) SS 

COUNTY OF WASHTENAW 

Gloria A. Hage, being first duly sworn, deposes and states that she is a Senior Associate 

General Counsel at the University of Michigan, that she has read the attached Verified Complaint 

and Petition for Temporary Restraining Order, Preliminary Injunction, Equitable Relief, and 

Damages for Breach of Collective Bargaining Agreement, that she verifies same on behalf of the 

University of Michigan and is duly authorized to do so; that the foregoing was prepared with the 

assistance and advice of counsel, upon whose advice she has relied; and that the foregoing is true 

to the best of her knowledge, information and belief. 

The Uni e sity of Michigan 

Gloria Hage 
Its: Senior Associate General Counsel 

Dated: March 29, 2023 

Subscribed and sworn to before me 
This day of" , 2023. 

y ufing rv_i 

otary blic 
County, Michigan 

Acting in Washtenaw Courny),Michigan 
My Commission expires: 1-4.1 

JENNIFER LYNN TRAVER 
Notary Public - State of Michigan 

County of Monroe 
My Commission Expires Sep 11, ?WI 

Acting in the County of 
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Article I: Recognition and Definitions 

Article I: Recognition and Definitions 

Section A. Description of Unit 

Pursuant to and in conformity with the certification issued by 
the Michigan Employment Relations Commission on April 
15, 1974, in Case No. R74 B-70, as amended by order of the 
Michigan Employment Relations Commission on November 
4, 1981, in Case No. C76 K- 370, the University recognizes 
the Union as the sole and exclusive representative for the 
purposes of collective bargaining in respect to wages, hours, 
and all other conditions of employment for all employees in 
the following described bargaining unit: 

All graduate student assistants, including graduate student 
instructors and graduate student staff assistants; excluding 
supervisors and all other employees. 

Section B. Definitions 

1. Employee: The term "Employee" (and 
"Employees") as used in this Agreement (except 
where the Agreement clearly indicates otherwise) 
shall mean only an individual assigned to one of the 
classification titles within the bargaining unit 
described in Section A. 

2. Graduate Student Assistants: GSAs are employees 
assigned the title of 

a. graduate student instructor, or 

b. graduate student staff assistant. 

An Employee must be a student in good standing in 
a University of Michigan graduate degree program. 
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Article I: Recognition and Definitions 

3. In Good Standing: The term "in good standing" 
means maintaining satisfactory academic standing in 
a University of Michigan graduate degree program 
and shall be defined by the Rackham School of 
Graduate Studies and the enrolled department, 
program, and/or other academic unit. Such 
definitions shall be published by the various 
departments, programs, and other academic units. In 
cases where an Employee is hired outside their 
enrolled department or program, they will be 
required to meet the definitions of satisfactory 
academic standing, as defined by the Rackham 
School of Graduate Studies and the enrolled 
department, program, and/or other academic units. 
The application of these definitions shall be 
consistent for all graduate students, including GSIs 
and GSSAs. 

4. Graduate Student: For the purpose of this contract, 
an individual is a graduate student if they: 

a. are enrolled in a graduate degree program in the 
term of the appointment and have been 
registered or on detached study in any of the 
nine (9) preceding terms (for purposes of this 
clause, the standard academic year is considered 
to be composed of three (3) terms that mimic the 
structure of the appointments [i.e., Term I, Term 
II, and Term III inclusive of IIIA and IIIB]), or 
are registered or on detached study and in their 
first semester of graduate study, and 

b. have not yet received the degree from the 
program in which they were enrolled; and 

c. have not permanently withdrawn or had their 
active status in the graduate level program 
terminated. Any such termination must be issued 
prior to their application for a GSI or GSSA 
position. 



 

Article I: Recognition and Definitions 

5. Graduate Student Instructor (GSI): The title 
"graduate student instructor" shall be given to a 
graduate student who: 

a. is employed to teach courses, or coordinate, 
lead, or assist in the instructional process in 
direct interaction with students in recitation, 
laboratory, quiz, or problem sessions or to teach 
or during office hours; or, 

b. is employed to provide tutorial instruction on a 
regularly scheduled and pre-arranged basis 
throughout not less than one term, but 
specifically excluding individuals who provide 
tutorial instruction on a demand or on-call basis, 
regardless of the frequency of the demand or 
calls; or 

c. is employed on a regularly scheduled and pre-
arranged basis throughout not less than one term 
to grade papers or examinations in a manner that 
requires subjective evaluation above and beyond 
the mechanical or routine comparison of 
submitted papers or examinations with answers, 
responses, or elements predetermined as correct 
or acceptable by another individual or method or 
(b) provides tutorial instruction. It is understood, 
however, that the title need not be given to an 
individual who grades on a demand or on-call 
basis regardless of the frequency of the demand 
or calls; or 
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Article I: Recognition and Definitions 

d. is an experienced GSI and is employed 
throughout not less than one term by an 
academic department, school, or college 
as a consultant and teaching mentor for 
graduate student instructors in that 
department, school, or college and whose 
activities include but are not limited to: 
observing GSIs, providing feedback to 
GSIs; and consulting with GSIs on 
teaching-related issues. 

The employment categories described in 
items 5.b. through 5.d. shall apply to 
those who either: a) begin their 
employment at the outset of the term and 
are appointed through the end of the 
term; or b) are appointed within two 
weeks after the date classes begin as 
published by the Office of the Registrar 
for the Ann Arbor campus and are 
appointed through the end of the term. 

6. Graduate Student Staff Assistant (GSSA): The title 
"graduate student staff assistant" shall be given to a 
graduate student whose employment (1) fulfills a 
degree requirement or (2) is otherwise considered 
academically relevant by the department or degree 
program in which the degree is being pursued and 
who is employed to perform administrative, 
counseling or educational duties other than those of 
a graduate student instructor. 

If employment is in a department or unit other than 
the one in which the degree is being pursued, the 
graduate student will not be given the title graduate 
student staff assistant unless prior arrangements have 
been made between the employing department or 
unit and the department or program in which the 
degree is being pursued to provide employment 
under that title. 



 

 

 

Article I: Recognition and Definitions 

It is understood that among those holding the staff 
assistant title are graduate students employed by and 
in (1) the University Library Associate Program or 
(2) the Dean's Office of the College of Literature, 
Science, and the Arts in the positions as academic 
counselors. 

The University and the Union share an interest in ensuring 
positions are classified appropriately. In the event the Union 
identifies job postings that might indicate potential position 
misclassification, the University will, in good faith, review 
the allegedly misclassified position and evaluate the matter 
to assess whether the position is in fact misclassified. The 
University will notify the Union, in writing, of the outcome 
of its evaluation. If the University's decision includes a 
determination of the position's academic relevance, the 
University will provide the Union with the rationale 
regarding this determination in writing. 

7. Term: A "term" means the period of time consistent with 
an academic calendar and designated as Term I (Fall), 
Term II (Winter), Term III (Spring-Summer), Term IIIA 
(Spring-Half), or Term IIIB (Summer-Half). 

8. Department and Unit: "Department" or "Unit" means the 
University operational unit which employs graduate 
student assistants. This includes, but is not necessarily 
limited to operations known as departments, centers, and 
institutes. 

9. Instructional Staff: "Instructional Staff' means regular or 
supplemental professors, associate professors, assistant 
professors, instructors and lecturers. 
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Article I: Recognition and Definitions 

Section C. Eligibility 

I. The definitions set forth in Sections B.5. and B.6. 
are not intended to establish mutually exclusive 
duties for Employees assigned these titles, but are 
established to denote principal functions. 

2. These titles, GSI and GSSA, need not be assigned by 
a department or unit to a graduate student employed 
to provide any of the above services who holds a 
graduate or professional degree in a field of 
specialization relevant to the department or unit of 
employment, but is currently pursuing a graduate 
degree in a different field of specialization. Nor must 
a department or unit assign this title to any graduate 
student who already holds a doctorate or 
professional degree from a degree program 
comparable to that of the department or unit or who 
has equivalent professional experience. 

Section D. Grievance Procedures 

No matter concerning the definition or application of "in 
good standing" in a University of Michigan graduate degree 
program shall be subject to the grievance and arbitration 
procedures. 

In the event that a grievance arises alleging a violation of 
this Article, it shall begin at Step Two of the Grievance and 
Arbitration Procedure, provided it is submitted in writing 
within twenty (20) days following reasonable knowledge of 
the facts giving rise to the grievance. There shall be 
unrestricted review of all aspects of the grievance at Steps 
Two and Three. 

If any such grievance alleging a violation of this Article 
should be taken to arbitration as provided in Section D. of 
Article XIV, the Arbitrator's authority and jurisdiction shall 
not include any matter involving a question of good standing 
in a University of Michigan graduate degree program or 



Article I: Recognition and Definitions 
Article II: University Rights 
Article III: No Interference 

whether employment is academically relevant. Neither shall 
the Arbitrator have authority to review the decision by a 
department or degree program regarding the acceptability of 
an employment position as meeting a degree requirement. 
The Arbitrator shall, however, have authority to determine 
the factual matter of whether an employment position has or 
has not been certified as meeting a degree requirement by the 
department or degree program in which the degree is being 
pursued. 

Nothing herein shall preclude a group grievance on behalf of 
all named and similarly affected individuals. 

Article II: University Rights 

The University retains, solely and exclusively, all of its 
inherent rights, functions, duties, and responsibilities with 
the unqualified and unrestricted right to determine and make 
decisions on all terms and conditions of employment and the 
manner in which the operations of the University will be 
conducted except where those rights, functions, duties, and 
responsibilities may be limited in this Agreement. 

Article III: No Interference 

The Union, through its officials, will not cause, instigate, 
support or encourage, nor shall any Employee take part in, 
any concerted action against or any concerted interference 
with the operations of the University, such as the failure to 
report for duty, the absence from one's position, the 
stoppage of work, or the failure, in whole or part, to fully, 
faithfully, and properly perform the duties of employment. 
Nothing in this paragraph, however, shall be construed to 
limit participation of individuals in an activity that is 
unrelated to their employment relationship. 

In the event of any such action or interference, and on notice 
from the University, the Union, through its officials, will 
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Article III: No Interference 

immediately disavow such action or interference. Further, 
the Union will instruct in writing (email will suffice) and in a 
timely manner (e.g., prior to the action or interference when 
notice from the University is provided prior to the 
interference) any and all Employees to cease their 
misconduct and inform them that this misconduct is a 
violation of the Agreement, which subjects them to 
disciplinary action, including discharge. 

If the Union, through its officials, performs its obligations as 
set forth in this Article, the University agrees that it will not 
file or prosecute any action for damages against the Union or 
its officials or pursue the remedy in the following 
paragraphs. Nothing herein, however, shall preclude the 
University from proceeding against any Employee involved 
in such action or interference. 

If the Union, through its officials, fails to perform its 
obligations as set forth in this Article to disavow such action 
or interference and/or to provide notice to all Employees in a 
timely manner to cease their misconduct and inform them 
that this misconduct is a violation of the Agreement, which 
subjects them to disciplinary action, including discharge, the 
University, in consultation with and support from the 
Provost and Executive Vice President for Academic Affairs, 
shall inform the Union of its failure in writing. 

Effective immediately upon such notice, Article V, Payroll 
Deduction Authorization for Dues, shall become null and 
void as set forth in Article V, Section E. 

Upon written request from the Union the University will 
convene a Step 3 hearing within five (5) business days for 
the purpose of hearing the Union's argument as to why the 
penalties invoked should be reversed. The University will 
provide a written response within five (5) business days. The 
Union may appeal the Step 3 decision under the provisions 
of Article XIV Arbitration, Section D. Impartial Arbitration. 



 

 

Article III: No Interference 
Article IV: Anti-Discrimination and Equal Opportunity 

Employment 

The University and the Union agree to make reasonable 
efforts to expedite the arbitration. 

The University agrees that during the life of this Agreement 
there will be no lockout. 

Article IV: Anti-Discrimination and Equal Opportunity 
Employment 

Section A. Principles and Definitions 

1. Statutory Compliance: It is agreed that there shall be 
no discrimination in the application of the provisions 
of this Agreement based on impermissible factors as 
defined below and as consistent with the state of 
Michigan Elliot-Larsen Civil Rights Act of 1976. 
Refer to Appendix B for the text of the Act. The 
University agrees to abide by the protections 
afforded employees with disabilities as outlined in 
the rules and regulations which implement Section 
504 of the Rehabilitation Act of 1973 and the 
Americans with Disabilities Act. 

2. Impermissible Factors: "Impermissible factors" 
means an Employee's race, creed, color, religion, 
national origin, ancestry, genetic information, 
marital status, familial status, parental status or 
pregnancy status, sex, gender identity or expression 
(whether actual or perceived), sexual orientation, 
age, height, weight, disability, citizenship status, 
veteran status, HIV antibody status, political belief, 
membership in any social or political organization, 
participation in a grievance or complaint whether 
formal or informal, medical conditions including 
those related to pregnancy, childbirth, and 
breastfeeding, arrest record, or any other factor 
irrelevant to their employment status or function. 
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Article IV: Anti-Discrimination and Equal Opportunity 
Employment 

3. The Union and the University recognize the right of 
Employees to work in an environment free from 
harassment in accordance with this Article and 
University policy. In the event an Employee alleges 
harassment through this collective bargaining 
agreement or the Office of Institutional Equity 
procedures, and if measures to transfer the Employee 
are contemplated, the University will notify the 
Employee that they are allowed to have Union 
representation during discussion about the 
possibility of such a transfer. 

4. Definition of Discrimination: Discrimination 
towards an Employee may occur on or off campus. 
Any of the following constitute "discrimination": 

a. conduct based on an impermissible factor that 
adversely affects a term or condition of an 
Employee's employment. 

b. using an impermissible factor as the basis for or 
a factor in decisions adversely affecting an 
Employee's employment. 

c. retaliation in the employment context against an 
Employee who raises concerns regarding 
discriminatory conduct. 

d. conduct that has the purpose or effect of 
interfering with an Employee's employment 
performance or creating an intimidating, hostile, 
offensive, or abusive environment for that 
individual's employment. This conduct may 
include prohibited conduct as defined by 
relevant University Standard Practice Guides 
and sexual misconduct policies. This conduct 
may include, but is not limited to: 



Article IV: Anti-Discrimination and Equal Opportunity 
Employment 

i. harassment. "Harassment" means 
conduct directed toward a member 
of the bargaining unit that includes, 
but is not limited to, unconsented 
contact, verbal abuse, threats, 
intimidation, or intentionally 
refusing to address an Employee by 
their preferred gender pronouns. 
Harassment does not include 
constitutionally protected activity or 
conduct that serves a legitimate 
purpose related to the individual's 
employment, unless the timing or 
manner in which the activity or 
conduct is done adversely affects the 
Employee's employment. 
Harassment may occur in a pattern 
or be a single incident, and may be 
directed towards one individual, or 
it may be a pattern of behavior 
directed towards multiple 
individuals. 

ii.sexual harassment and sexual 
misconduct. "Sexual harassment" 
defines a subset of harassment and 
includes but is not limited to: 
gender-based harassment (including 
harassment emerging from the 
impermissible factors concerning 
gender identity and expression), 
unwelcome sexual advances, 
requests for sexual favors, and other 
verbal or physical conduct or 
communication of a sexual nature. 
"Sexual misconduct" includes 
unwelcome sexual contact, intimate 
partner violence, and stalking. 
Sexual harassment and misconduct 
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Article IV: Anti-Discrimination and Equal Opportunity 

Employment 

occur under the following 
conditions: 

1. submission to or rejection of 
the conduct or 
communication by an 
Employee is used as a factor 
in decisions affecting their 
employment; or 

2. the conduct or 
communication has the 
purpose or effect of 
substantially interfering 
with an Employee's 
employment, or creating an 
intimidating, hostile, 
offensive, or abusive 
employment environment. 

Section B. Union Activities or Membership 

Neither the University nor the Union shall discriminate 
against, intimidate, restrain, coerce, or interfere with any 
Employee because of, or with respect to, their lawful union 
activities or membership or the right to refrain from such 
activities or membership. In addition, there shall be no 
discrimination against any Employee in the application of 
the terms of this Agreement because of membership or non-
membership in the Union. 

Section C. Changes 

In the event the University adds any additional category or 
categories of protected classes to its current policies on non-
discrimination, such category or categories will be added to 
this Agreement, unless upon written notice, within thirty 
(30) days of such adoption by the University, the Union 
informs the University that it does not wish to add the 



 

Article IV: Anti-Discrimination and Equal Opportunity 
Employment 

Article V: Payroll Deduction Authorization for Union 
Dues 

category or categories during the term of the Agreement. 

Section D. Definitions 

Gender Identity or Expression: "Gender identity or 
expression" means a gender-related identity, appearance, 
expression or behavior of an individual, whether actual or 
perceived, and regardless of the individual's assigned sex at 
birth. 

Section E. Accommodations for Employees with 
Disabilities 

The University will provide each qualified Employee with a 
known disability with such reasonable accommodation(s) as 
are necessary for the performance of their employment 
functions, unless the accommodation(s) would impose an 
undue hardship as provided under the Americans with 
Disabilities Act. 

Article V: Payroll Deduction Authorization for Union 
Dues 

Section A. Dues Payment 

Payment of dues may be voluntarily tendered or paid to the 
union by the method selected on the "Graduate Employees' 
Organization (GEO) Payroll Deduction Authorization for 
Dues Card". 

During the term of this Agreement, the University will 
deduct current Union Dues from the wages or any other 
payment processed through and by the University Payroll 
Office for each Employee who authorizes such deduction by 
using the Payroll Deduction Authorization for Dues Card. 
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Article V: Payroll Deduction Authorization for Union 
Dues 

Graduate Employees' Organization Payroll Deduction 
Authorization for Dues Card will be available exclusively 
from the Union. 

Following execution of the card, the Employee will submit it 
to the Union. The Union shall provide the Authorization for 
Payroll Deduction for Dues Cards to the University Payroll 
Office. No payroll deduction will occur prior to the 
University receiving a valid notice and authorization card as 
provided in this Article. No retroactive deductions will be 
made (i.e., deductions of dues for periods preceding the 
receipt by the University of a valid notice and authorizations 
card, or a copy thereof, as provided in this Article). 

Section B. Payroll Deduction Process 

Payroll deductions of Union Dues shall be made from the 
wages due Employees on the last payday of each month in 
October, November and December for Term I; February, 
March and April for Term II; and June and August for Term 
III; 

provided, however, that no deduction shall be made unless, 
by the fifteenth (15th) of the month during which a deduction 
is to be made, (1) the University Payroll Office has received 
a signed Payroll Deduction Authorization for Dues Card (or 
a copy thereof), and (2) the Union has certified the 
Employee's auto-deduction status to University Payroll and 
(3) the Union has certified the rate of Union Dues to 
University Payroll as specified in Section C. of this Article. 
The following certification form shall be used by the Union 
when certifying the membership status and auto-deduction 
status of an Employee to the University: 



Article V: Payroll Deduction Authorization for Union 
Dues 

"CERTIFICATION OF FINANCIAL OFFICER 

I certify that the following Employees, identified by 
their names and UMID numbers authorize the 
University to deduct dues from their wages in 
accordance with the terms of the Agreement holding 
between the GEO and the University, beginning 
with [month], [year]: 

In accordance with Section C. of this Article, all 
sums deducted by the University shall be wire 
transferred to the financial account of the Graduate 
Employees' Organization designated by the 
Financial Officer of the Union. The wire transfer 
will take place no later than the fifth (5th) working 
day of the month following the month in which the 
deductions were made. A list of Employees for 
whom deductions were taken, including Employee 
name, UMID, deduction code, deduction date, and 
the sum of the deducted amount will be remitted via 
email to the Financial Officer of the Union no later 
than the fifth (5th) working day of the month 
following the month in which the deductions were 
made. 

Signed Payroll Deduction Authorization for Dues 
Cards for each employee listed have been provided 
to the University Payroll Office. 

Signed, 

Financial Officer, Graduate Employees 
Organization" 

In the event that a payroll deduction for an Employee is 
processed incorrectly, the University will correct the error 
for the Employee within seven (7) working days of being 
informed of the error by either the Employee or the Union. 
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Article V: Payroll Deduction Authorization for Union 
Dues 

By signing the Payroll Deduction Authorization for Dues 
card described in Section D., an Employee agrees to have 
their Union Dues deducted from their paycheck. 

An employee may voluntarily revoke previously authorized 
payroll deductions by submitting written notification to the 
University Payroll Office on the Payroll Deduction 
Authorization Cancellation Form and submit the form to the 
University Payroll Office. The University will make 
reasonable efforts to process cancellation forms in a timely 
manner. Payroll deductions shall terminate when a 
cancellation form has been received by the University 
Payroll Office at least thirty (30) calendar days prior to the 
monthly payroll. 

Cancellation forms received less than thirty (30) calendar 
days prior to the monthly payroll will be effective no later 
than the monthly payroll of the following month. 

The University shall forward a copy of the cancellation form 
to the union within seven (7) working days. If the employee 
submits the cancellation form to the Union, the Union shall 
forward the form to University Payroll as soon as possible 
for processing. 

Section C. Rate Certification, Amount, and Remittance 

The following certification and address for remittance form 
shall be used by the Union when certifying the rate of the 
Union Dues, the address of remittance and any changes 
therein: 

"CERTIFICATION OF FINANCIAL OFFICER 

I certify that the Union Dues rate for the Graduate 
Employees' Organization is % (percent) of the 
full time equivalent salary in October, November, 
December, February, March and April. The Union 



Article V: Payroll Deduction Authorization for 
Union Dues 

Dues rate for the Graduate Employees' Organization 
is % (percent) of the full time equivalent salary 
in June and August. 

Signed, 

Financial Officer, Graduate Employees 
Organization" 

The amount of Union Dues for the Graduate Employees' 
Organization will be determined by multiplying an 
individual Employee's full time equivalent salary rate by the 
certified Union Dues rate and by the individual Employee's 
employment fraction. Certification of changes to the rate of 
Union Dues and remittance address must be received by the 
University at a place designated by the University no later 
than ninety (90) days before the change will become 
effective. Such changes are limited to not more than two (2) 
occurrences annually. 

All sums deducted by the University shall be wire 
transferred to the financial account of the Graduate 
Employees' Organization designated by the financial officer 
of the Union. The wire transfer will take place no later than 
the fifth (5th) working day of the month following the month 
in which the deductions were made. A list of employees for 
whom deductions were taken, including employee name, 
UMID, deduction code, deduction date, and the sum of the 
deducted amount will be remitted via email to the financial 
officer of the Union no later than the fifth (5th) working day 
of the month following the month in which the deductions 
were made. 

The University shall not be liable to the Union for the 
remittance or payment of any sum other than that which 
constitutes actual union dues deductions. 
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Article V: Payroll Deduction Authorization for Union 
Dues 

Section D. Deduction Authorization Card 

Graduate Employees' Organization 
Payroll Deduction Authorization for Dues Card 

Name 
Employing Department: 
Enrolled Department 
UMID# 
Email Address of Employee 
Address of Employee 

The GEO is the legal collective bargaining unit for Graduate 
Student Instructors and Staff Assistants at the U of M as 
defined in Article I, of the UM/GEO Agreement. This means 
the University is obligated to bargain a contract with us 
concerning our pay, benefits, including tuition waivers, and 
working conditions. The GEO also represents any GSI or 
GSSA (regardless of membership status) in grievances 
regarding their employment. 

Union membership allows you to participate in all levels of 
the Union's decision-making processes, including voting. 

I authorize the University of Michigan to deduction from my 
wages GEO membership dues through payroll deduction. 
Your Union Dues will typically be deducted from your 
paycheck in the months of October, November, and 
December (Fall Term); February, March, and April (Winter 
Term); June (Spring Term); and August (Summer Term). 
Authorization of deduction shall be effective whenever you 
are employed as a GSI or GSSA, unless revoked by you (i.e, 
unless revoked, my election will carry forward unchanged 
into subsequent appointments covered by UM/GEO 
Agreement). You may voluntarily revoke previously 
authorized payroll deductions by submitting written 
notification to the University Payroll Office on the Payroll 
Deduction Authorization Cancellation Form and submit the 
form to the University Payroll Office. Payroll deductions 



Article V: Payroll Deduction Authorization for Union 
Dues 

shall terminate when a cancellation form has been received 
by the University Payroll Office at least thirty (30) calendar 
days prior to the monthly payroll. 

Cancellation forms received less than thirty (30) calendar 
days prior to the monthly payroll will be effective for the 
immediately following month. 

Signature of Employee 
Date of Signing / / 

Revised 2017 

Section E. Compliance with Article III 

The rights, responsibilities, and obligations set forth in this 
Article Payroll Deduction Authorization for Dues is 
specifically conditioned upon the Union's compliance with 
Article III, No Interference. If the Union fails to perform 
any of its obligations as required by Article III, the Employer 
shall inform the Union of its failure in writing. Effective 
immediately upon such notice, Article V, Payroll Deduction 
Authorization for Dues shall become null and void. 

Section F. Indemnification 

The Union shall indemnify and save the University harmless 
from any liability resulting from any and all claims, 
demands, suits or any other action arising from compliance 
with this Article, or in reliance on any notice, certification or 
authorization furnished under this Article. The Union 
specifically agrees to indemnify and hold the University 
harmless for any liability arising under MCL 423.210 
including but not limited to damages, court costs and 
reasonable attorney fees awarded to a plaintiff under MCL 
423.210(10). 
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Article VI: Union Rights 

Section A. Official Business 

Representatives of the Union will be permitted to transact 
official business with appropriate representatives of the 
University at all reasonable times provided they follow 
regular University procedures. 

Section B. Rooms, Facilities, Equipment 

Where rooms, facilities, or equipment, such as duplicating, 
computing and audiovisual, are available for meetings or use 
by other non-university organizations either with or without 
a charge, such rooms, facilities or equipment will be 
available to the Union in accordance with established 
University procedures. 

Section C. Bulletin Boards 

The Union may post notices on existing bulletin board space 
in departments or units employing Employees, if the space is 
not reserved for specific purposes. In no case shall the Union 
be denied space sufficient to post one (1) 8 1/2 inch by 14 
inch sheet. 

Section D. Work Study Employer 

In accordance with the rules and regulations of work study 
programs which the University administers, the University 
agrees to receive an application from the Union for 
eligibility as an employer. This provision does not imply 
endorsement by the University of any outcome with respect 
to such an application. 



Article VI: Union Rights 

Section E. Orientations 

Forty-five (45) days prior to the start of each academic year, 
the University will provide the Union with the names and 
umich emails of contact persons responsible for scheduling 
each appointing unit's first new Employee training session 
or its first meeting including new employees. 

Each semester, upon request of the Union, each appointing 
unit will make thirty (30) minutes available to the Union 
during a break in or immediately following its first new 
employee training session or its first meeting including new 
Employees, with scheduling at the discretion of the 
appointing unit. Written notification of the Union 
presentation may be included on the agenda of the 
department training or meeting. The union meeting will be 
scheduled in the same room, if possible, or with directions to 
the new room in the same building. 

The purpose of this time will be to inform Employees about 
the Union's function, to explain dues and service fee 
deductions, to recruit departmental stewards, to discuss 
current bargaining status, and to answer new Employee 
questions consistent with contract provisions and the law. 

If an appointing unit either (1) does not hold such a new 
Employee training session or a meeting including new 
Employees and does not arrange with another unit to 
perform these functions, or (2) arranges with another unit to 
perform these functions and that other unit does not allow 
GEO the thirty (30) minutes for the purposes outlined above, 
then the appointing unit shall make thirty (30) minutes 
available to the union for the purposes outlined in this 
Section. 

Further, the appointing unit shall not require Employee 
attendance at other programming or work-related meetings 
during the time available to the Union under this Section. 
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Article VI: Union Rights 

The University shall not attempt to dissuade attendance of 
Employees at a Union presentation. 

The Union and the University agree that they will comply 
fully with the Public Employment Relations Act (PERA) 
during this time, and will not by force, intimidation, or 
unlawful threats compel or attempt to compel any Employee 
to exercise, or refrain from exercising, any right set forth in 
PERA. The Union further agrees to indemnify and hold the 
University harmless for any liability arising under PERA as 
a result of the Union's activities during this time, including 
but not limited to damages, court costs and reasonable 
attorney fees. 

Section F. Contract Summary Document 

The University will, by the end of the first full week of each 
term, supply to the Union and make available to all units that 
appoint Graduate Student Instructors or Graduate Student 
Staff Assistants, a document summarizing key terms and 
conditions of this Agreement relevant to those units and the 
Graduate Student Instructors or Graduate Student Staff 
Assistants whom those units appoint. Each unit will, in turn, 
assure that the availability of this document is made known 
to Employee supervisors and to all faculty appointed to 
courses that employ Graduate Student Instructors. 

Section G. Printing and Publication of Contract 

The University and the Union shall share the cost of printing 
five hundred (500) paper copies of this Agreement. The 
University and the Union will publish copies of this 
Agreement on their respective websites. At the request of the 
Union, the University will prepare and provide a digital 
version of this Agreement to the Union, for the purpose of 
printing and/or distributing additional paper copies of this 
Agreement as the Union may see fit. 



Article VII: Information 

Upon written request from the Union, the University will 
provide the Union with information which is necessary for 
the purposes of collective bargaining and which does not 
require unreasonable collection efforts. The Union will pay 
the University's regular cost for any information requested 
pursuant to this paragraph. 

Section A. Reports 

The University will provide to the Union, at no cost to the 
Union, weekly reports containing information on all current 
and future Employee appointments that are in the system as 
of the date of the report. 

This report shall include the following data elements in 
comma delimited format: Employee first and last name 
(legal or, if available, preferred), UMID number, uniqname, 
appointment FTE, actual monthly compensation rate, 
appointment classification code, appointing department 
code, appointing department name, date of hire, appointment 
begin date, appointment end date, Employee local address, 
Employee local phone number, Employee campus work 
address, Employee campus work phone number, Employee 
permanent address, Employee permanent phone number, 
dues auto-deduction status, and citizenship status. 

For each of University academic terms I, II, and III, the 
University shall provide the Union, at no cost to the Union, a 
descriptive statistical report (which will not include 
Employee names or UMID numbers), but will include 
information regarding the employing school or unit, ages, 
race, sex and citizenship status of currently appointed 
Employees. This report will be provided before the end of 
the third month of each term. 

The University will send the reports via email as a file 
attachment to a message addressed to an e-mail address 
designated by the Financial Officer of the Union. 
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Article VII: Information 

The University Payroll Office will additionally provide 
information concerning Dues deductions to the Graduate 
Employees' Organization as specified in Article V, Section C. 

The Union shall retain all information in confidence and 
disclose only to those whose Union duties require them to 
have such information. 

Section B. Salary Analysis 

The University's annual publication, An Analysis of Salaries 
Paid to the University of Michigan Instructional Staff, shall 
include summary statistics of salaries paid to Graduate 
Student Instructors in each unit reported. The statistics shall 
include total head count of GSIs and the mean, median, 
minimum, maximum appointment fraction and salary paid to 
GSIs by each unit. 

Section C. College Resources Analysis System (CRAS) 
Tables and Data 

For each of University academic terms I, II and III, the 
University shall provide the Union, at no cost to the Union, a 
copy of the College Resources Analysis System (CRAS) 
tables and data. These reports will be provided not later than 
sixty-five (65) days from the beginning of the subsequent 
academic term. 

Section D. Temporary Instructional Aide, Grader I and 
Grader II Titles 

During the first full work week of the second month of Fall 
and Winter semesters, the University will provide the Union 
with a report indicating the number of persons enrolled as 
students at the University of Michigan and who are appointed 
as of the date the report is generated in the Temporary 
Instructional Aide, Grader I or Grader II titles. 



Article VII: Information 
Article VIII: Job Security 

Section E. Union Report to University 

The Union will provide the University, at no cost to the 
University, a report containing information on all current 
GEO elected officials. This report will be provided to the 
University on the first day of each academic term (Term I, II, 
and III) via email to the University's Contract Administrator. 

This report shall include the following data elements in 
comma delimited format: first and last name (legal, or, if 
available, preferred), uniqname, current GEO position, area of 
representation, GEO email address, and preferred method of 
contact. Any changes to the list shall be reported promptly to 
the University's Contract Administrator via email. 

Article VIII: Job Security 

Section A. Period of Employment and Termination 

An Employee shall be employed for (1) a specific period of 
not less than one term or an equivalent period of time or (2) 
a special limited purpose. Employment for a "special limited 
purpose" is employment which covers unanticipated needs 
that arise during a term or employment under support of a 
grant or contract which may be for less than one term. In all 
cases, employment terminates at the end of the specific 
period or when the special limited purpose is completed or in 
any case when the Employee fails to meet the following 
requirements at the University of Michigan: 

1. Terms I and II: In good standing as a student in a 
graduate degree program and registered for not less 
than six (6) credit hours each term or, with the 
written approval of the student's graduate faculty 
advisor, not less than five (5) credit hours consisting 
of not less than two (2) courses relevant to the 
student's degree program. 
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2. Term III: In good standing as a student in a graduate 
degree program, but no registration required as a 
condition of employment. 

3. Detached Study: In good standing as a student in a 
graduate degree program, but no registration 
required for any period for which the student has 
been approved for Detached Study by the Graduate 
School. Detached Study means study away from the 
University when no services will be drawn from the 
University during that period. 

In addition, where it is determined that the Employee is not 
making satisfactory progress towards a degree, or when 
employment performance is unsatisfactory, including cases 
involving misconduct, the employment duties may be 
reduced, and employment fraction and pay may be reduced 
correspondingly, or employment may be terminated. 

In the event an Employee believes a health condition may 
impact the Employee's employment performance, the 
Employee may request and accommodation under Article 
XXII of this Agreement. The Employee may elect to inform 
their faculty supervisor or Human Resources of their 
condition and request union representation. 
In cases of unsatisfactory employment performance, 
including cases of misconduct, or cases involving an 
underlying health condition, the matter will first be discussed 
with the Employee prior to any action being taken. If it is 
determined that the existing situation can be corrected by the 
Employee and is of such a nature that correction is 
appropriate, the Employee will be given not less than one (1) 
calendar week from date of discussion to make the 
correction. A written summary of such a discussion will be 
available at the written request of the Employee provided the 
request is received within twenty-four (24) hours of the 
discussion. A copy of the summary will be provided to the 
chairperson of the Union's Grievance Committee. 

Prior to termination or reduction in duties for unsatisfactory 
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performance, including cases of misconduct, the department 
chairperson (or equivalent level of supervision) will make 
arrangements for a departmental review of the facts and 
circumstances leading to the contemplated termination or 
reduction in duties. This review will include a 
recommendation to the department chairperson (or 
equivalent level of supervision) on the question of 
termination or reduction in duties. The composition of, and 
number of individuals on the committee making the review 
and recommendation will be determined by the department 
chairperson (or equivalent supervision), except that at least 
one (1) graduate student from the department or unit will be 
a member of the review committee. The Employee may 
invite an individual of the Employee's choice as an observer, 
provided that no such individual shall be a representative of 
a labor organization other than the Graduate Employees' 
Organization. The Employee will be notified of this right to 
representation prior to the convening of the department 
review. The observer will have the right to be present at any 
meeting with the review committee that includes the 
Employee. While they are in such a meeting, the Employee 
and the observer will be allowed to question any other 
participant also present in the meeting. In addition, the 
Employee and the observer will have the right to present 
relevant evidence that would not otherwise be presented to 
the review committee. A written summary of such a review 
will be available at the written request of the Employee 
provided the request is received within twenty-four (24) 
hours of the meeting with the review committee. A copy of 
the summary will be provided to the chairperson of the 
Union Grievance Committee. 

In the event that an Employee is terminated for 
unsatisfactory employment performance, including cases of 
misconduct, the Employee will be provided with a written 
summary of the reasons for the termination at the written 
request of the Employee. A copy of the summary will be 
provided to the chairperson of the Union's Grievance 
Committee. 
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Section B. Procedures 

In cases where an Employee is accused of misconduct, the 
procedures outlined herein shall facilitate proper treatment of 
both accused and accuser. If an allegation of misconduct is 
made, the procedures below will be followed until a 
determination of guilt or innocence is reached or the 
allegation is withdrawn. From the time an allegation is made, 
until a determination is reached, no action shall be taken by 
the University which presumes the Employee's guilt. 

Section C. Appeals 

If misconduct results in a discharge or a reduction of 
employment fraction and pay during the term of 
employment, a grievance may be submitted beginning at 
Step Three of the Grievance and Arbitration Procedures, 
provided the grievance is submitted in writing within the 
fifteen (15) calendar day period following notice of the 
discharge or reduction. In the event of an arbitration, if the 
arbitrator does not find misconduct, the arbitrator can only 
make that finding of fact and award pay but not 
reinstatement. Such pay shall not exceed an amount that the 
Employee would have earned during the term of 
employment. 

No other matter concerning this Article shall be subject to 
the Grievance and Arbitration Procedure 

Section D. Sexual Harassment 

Any claim of Sexual Harassment made against an Employee 
covered by this Agreement which arises out of their 
employment, even if the claim is registered after the period 
of employment, shall be covered by the Faculty and Staff 
Sexual Harassment Policy of the University. 



Article IX: Job Postings, Distribution of Postings, 
Notification, and Hiring Procedures 

Section A. Job Postings and Distribution of Job Postings 

1. Any University of Michigan student in good 
standing in a graduate degree program who 
is eligible for a graduate student 
instructorship or staff assistantship shall be 
given the opportunity to apply for all 
available positions covered by this 
Agreement. 

2. Each appointing unit will maintain up-to-
date information regarding its application 
and selection procedures on its website. 

3. Each appointing unit will distribute job 
postings for available positions. At 
minimum, appointing units must distribute 
job postings for available positions via email 
to all graduate students who are enrolled in 
the appointing unit's graduate degree 
program at the time of the distribution. 

Job postings need not be distributed by 
appointing units as described in this Section 
under the following circumstances: 

a. the job is reserved for a specific 
student in the department as part of 
a funding package; 

b. distribution would interfere with the 
need for timely hiring decisions 
made just before or after the 
beginning of the teaching term; 
GEO shall be notified of such 
situations. 
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Notification, and Hiring Procedures 

Jobs described in Sections 3.a. and 3.b. are 
not "available positions", as the term is used 
in this Article. 

4. All job postings will include: 

a. The course(s) for which applications 
are being accepted, and a general 
description of the duties of the 
position(s) (whether the position(s) 
involves teaching an independent 
section of a course, teaching a 
discussion section, grading 
assignments, holding office hours), 
and an estimated FTE for the 
position(s). 

The minimum and desired 
qualifications for employment and a 
description of selection and 
decision-making procedures. This 
description of qualifications shall 
include the role, if any, of student 
evaluations and past instructional 
experience. The decision-making 
procedures shall include the role of 
applicant preferences for course 
placement and procedures and 
criteria for late appointments. 

c. The person to whom the application 
should be submitted and information 
on the preferred method for 
submitting applications; the name(s) 
of the decision-making agent(s); the 
application due date(s). 
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Notification, and Hiring Procedures 

d. The estimated date by which offers 
will be extended, and a reminder 
that an applicant may request the 
status of their application from the 
appointing unit. Appointing units 
will make reasonable efforts to 
extend offers to successful 
applicants within six (6) weeks after 
the application due date. Offers will 
typically be extended at least 
twenty-one (21) calendar days prior 
to the start of employment. 

e. The following nondiscrimination 
statement: "The University will not 
discriminate against any applicant 
for employment because of race, 
creed, color, religion, national 
origin, ancestry, genetic 
information, marital status, familial 
status, parental status or pregnancy 
status, sex, gender identity or 
expression (whether actual or 
perceived), sexual orientation, age, 
height, weight, disability, 
citizenship status, veteran status, 
HIV antibody status, political belief, 
membership in any social or 
political organization, participation 
in a grievance or complaint whether 
formal or informal, medical 
conditions including those related to 
pregnancy, childbirth, and 
breastfeeding, arrest record, or any 
other factor where the item in 
question will not interfere with job 
performance and where the 
employee is otherwise qualified. 
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Notification, and Hiring Procedures 

The University of Michigan agrees 
to abide by the protections afforded 
employees with disabilities as 
outlined in the rules and regulations 
which implement Section 504 of the 
Rehabilitation Act of 1973 and the 
Americans with Disabilities Act." 

f. Contact information for the Office 
of Institutional Equity and 
University Ombuds. 

g. The following statement: 
"Unsuccessful applications will be 
retained for consideration in the 
event that there are last minute 
openings for available positions." In 
the event that an Employee does not 
receive their preferred assignment, 
they can request a written 
explanation or an in-person 
interview with the hiring agent(s) to 
be scheduled at a mutually agreed 
upon time." 

h. The following statement: "This 
position, as posted, is subject to a 
collective bargaining agreement 
between the Regents of the 
University of Michigan and the 
Graduate Employees' Organization, 
American Federation of Teachers, 
AFL-CIO 3550." 

i. The following statement: "Standard 
Practice Guide 601.38, Required 
Disclosure ofFelony Charges 
and/or Felony Convictions, applies 

32 



5 

Article IX: Job Postings, Distribution of Postings, 
Notification, and Hiring Procedures 

to all Graduate Student Assistants 
(GSAs). SPG 601.38 may be 
accessed on line at 
https://spg.umich.edu/policy/601.38, 
and its relation to your employment 
can be found in MOU X of your 
employment contract." 

In addition to the appointing units' distribution of 
job postings described in Section 3. above, 
appointing units will distribute job postings for 
available positions via the University job postings 
website. Job postings need not be distributed via the 
University job postings website under the following 
circumstances: 

a. the job includes among its explicit 
qualifications that the Employee be enrolled 
in the appointing unit ("limited availability 
positions"); 

b. the job is reserved for a specific student in 
the appointing unit as part of a funding 
package; 

c. distribution would interfere with the need 
for timely hiring decisions made just before 
or after the beginning of the teaching term; 
GEO shall be notified of such situations. 
Jobs described in Sections 5.b. and 5.c. are 
not "available positions," as the term is used 
in this Article. Jobs described in Section 5.a. 
are "limited availability positions," as they 
are only available to Employees enrolled in 
the appointing unit. 
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Article IX: Job Postings, Distribution of Postings, 
Notification, and Hiring Procedures 

Section B. Notification 

1. Upon request, the appointing unit will 
inform an applicant of their status. 

2. Once an offer has been accepted, appointing 
units will provide notification to all 
unsuccessful applicants. In most cases, 
notice will be by email. 

The email notice shall also include the 
statement as specified in Section A.4.g. In 
any case, the notification will inform the 
unsuccessful applicants that their 
applications will be retained for 
consideration in the event that there are last-
minute openings for available positions. 

3. It is understood that job postings, 
distribution of job postings, and notification 
is dependent on the then-known 
employment opportunities as listed in the 
University Course Listings and the 
availability of qualified candidates. An 
appointing unit which has additional 
available positions in the semester for which 
the unsuccessful applicant originally 
applied, will: 

a. consider all unsuccessful applications retained as 
provided in Section B.2., for the additional available 
positions; 

b. distribute job postings for the additional available 
positions in accordance with this Article; 

c. provide the notices to successful and unsuccessful 
applicants as provided in Section B.2. above. 
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Notification, and Hiring Procedures 

Section C. Hiring Procedures 

1. Employee selection procedures will be open and free 
from bias. 

2. No unit shall have a policy that uses tuition costs or 
cost of benefits as a factor in hiring decisions for 
GSI or GSSA appointments. 

3. Employment assignments shall be at the discretion 
of the department or unit. Departments or units will 
allow applicants to submit, in writing, course 
placement preferences. 

4. Applications for available positions will be accepted 
by appointing units as follows: 

a. For limited availability positions described 
in Section A.5.a. above, applications will be 
accepted for a minimum of fourteen (14) 
calendar days from the date of distribution 
within the appointing unit under Section 
A.3. above. 

b. For all other available positions, applications 
will be accepted for a minimum of fourteen 
(14) calendar days from the date of 
distribution under Section A.5. above. 

5. Appointing units will make reasonable efforts to 
extend offers to successful applicants within six (6) 
weeks after the application due date. Offers will 
typically be extended at least twenty-one (21) 
calendar days prior to the start of employment. 
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Notifications, and Hiring Procedures 

6. Appointment offers may be made or accepted by 
paper, email, or verbal communication. Non-receipt 
of the notification described in subsection 7. below 
is not sufficient grounds for denying employment, if 
an employment offer has been made and accepted by 
other means. 

7. Correspondence regarding initial employment, re-
employment, or any notification of a change in the 
terms and conditions of an Employee's appointment, 
to the Employee will include written notification 
specifying the following information: 

a. Duration of employment, including anticipated 
start and end dates. 

b. Term of employment (e.g., fall or winter 
semester). 

c. A general description of duties. 

d. Fraction and salary. 

e. Library privileges. 

f. A general description of benefits, including a 
reference to the benefits website. 

g. Name(s) and telephone number(s) for questions 
regarding benefits and departmental services. 

h. A reference to the language of Article X 
regarding SEVIS Fees. 

i. A reference to Article XXII: Policies and 
Procedures for Employees with Disabilities. 
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Notification, and Hiring Procedures 

The following statement: "The terms and 
conditions of your employment as a Graduate 
Student Instructor or Graduate Student Staff 
Assistant are governed by a collective 
bargaining agreement between the Regents of 
the University of Michigan and the Graduate 
Employees' Organization (the "UM/GEO 
Agreement"). 

k. If available at the time of the correspondence 
referenced in C. 7. above, a fraction calculation 
form that reflects the breakdown of time the 
Employee should expect to spend on 
employment duties. The fraction calculation 
form must be signed by the Employee's direct 
supervisor. If the fraction calculation form is not 
available at the time of the correspondence 
referenced in C.7 above, the anticipated date(s) 
by which the fraction calculation forms will be 
available, and a contact in the appointing unit 
who may answer questions about the form. The 
fraction calculation form will be given to the 
Employee no later than fourteen (14) calendar 
days after the start of employment. 

1. The following reference to the availability of 
child care subsidies under Article XII: Child 
Care: "If you believe you may have the need for 
financial assistance for child care, you are 
encouraged to apply for a Child Care Subsidy, as 
described more fully in Article XII of the 
UM/GEO Agreement and on the Office of 
Financial Aid website." 

m. The following statement: "The University 
recognizes that many international graduate 
students' visas (e.g., F-1 and J-1 visas) prohibit 
them from working more than 20 hours per 
week. The University and its appointing units 
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Notification, and Hiring Procedures 
Article X: Salaries 

are committed to working with and supporting 
graduate students in these circumstances to meet 
these requirements. If you have any questions, 
the International Center contact number is (734) 
764-9310." 

8. Upon initial employment, departments will inform 
Employees of assistance in the English language 
available to them from the University as specified in 
Article XIX: Employee Training. 

For more information on this assistance, a contact 
name in the hiring department should be specified. 

9. Notwithstanding the above provisions, the type of 
employment may be changed or no employment 
may be given, after written notification. In such a 
case the salary (or other payment in lieu of salary), 
tuition waiver, and benefits for the specified period 
shall not be less than that specified in the written job 
offer. 

Article X: Salaries 

Section A. Determination of Monthly Salary and Payroll 
Distribution 

Employees hired or re-employed on or after the execution 
date of this Agreement shall be paid a monthly salary 
determined by multiplying the Employee's employment 
fraction as provided in Section F. by the Employee's full-
time equivalent salary rate and dividing the product by four 
(4). 

An Employee who has accepted an offer of employment and 
has submitted all necessary paperwork 

38 



Article X: Salaries 

(e.g., signed acceptance of offer, completed I-9 forms) at 
least two (2) weeks prior to the start of the term of 
employment will receive all wages earned during each 
calendar month of the appointment on or before the last 
working day of each month. In the event an Employee does 
not receive the wages earned as provided in this section and 
the Employee and/or GEO pursues the matter through the 
grievance process, the monetary remedy available to an 
individual Employee for a violation of this section shall be 
limited to the reasonable interest that accrues on the month's 
wages from the date the payment would have been made 
under this article to the date the payment is made. 

Employees may submit a written request on a form provided 
by the University to receive an advance on the salary due for 
the full month of September employment, provided that the 
request is timely received by the Payroll Office and that the 
Employee's HR job data is timely entered into M-Pathways. 
Salary advances will be offset against the September 
monthly paycheck. 

The schedule for requesting pay advances is: 

Fall 2020 
1. Receive forms by Friday 8/28/20, to be processed in 

weekly payroll on Thursday 9/3/20, for payment date 
Friday 9/4/20 (one business day early due to Labor 
Day). 

2. Receive forms by Friday 9/4/20, to be 
processed in weekly payroll on Thursday 
9/10/20, for payment date Monday, 
9/14/20. 

Fall 2021 
1. Receive forms by Friday 8/27/21, to be processed 

in weekly payroll on Thursday 9/2/21, for payment 
date Friday 9/3/21 (one business day early due to 
Labor Day). 
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2. Receive forms by Friday 9/3/21, to be processed in 
weekly payroll on Thursday 9/9/21, for payment 
date Monday, 9/13/21. 

Fall 2022 
1. Receive forms by Friday 8/26/22, to be processed in 

weekly payroll on Thursday 9/1/22, for payment date 
Friday 9/2/22 (one business day early due to Labor 
Day). 

2. Receive forms by Friday 9/2/22, to be processed in 
weekly payroll on Thursday 9/8/22, for payment date 
Monday, 9/12/22. 

The University will determine the method(s) available to 
Employees for distribution of wages. Such methods include: 

1. mailing a paycheck to the Employee's address of 
record; and/or 

2. mailing a paycard to the Employee's address of 
record; and/or 

direct deposit to a financial institution identified by 
the Employee. 

Employees may select any one of the methods available to 
Employees in the same manner as such selection is made by 
non-bargained for instructional staff 

The salary for any period of time which is less than an entire 
employment period shall be determined by: 

1. Multiplying the Employee's employment fraction by 
the Employee's full-time equivalent salary rate. 

2. Dividing the number of calendar days remaining in 
the employment period by the number of calendar 
days in the entire employment period. 
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Multiplying the result of 1. by the result of 2. and 
pro-rating the amount over the remainder of the 
employment period. 

For the purpose of this Section, employment period is 
defined as the time period from: 

1. Fall Term 
Flint and Ann Arbor Campuses: 
August 31, 2020 through December 31, 2020; 
August 30, 2021 through December 31, 2021; 
The 2022 Academic Year start date as determined by 
the University through December 31, 2022. 

Dearborn Campus: 
September 1 through December 31. 

2. Winter Term (all Campuses) 
January 1 through April 30; 

3. Spring/Summer Term (all Campuses) 
May 1 through August 31; 

4. Spring Term (all Campuses) 
May 1 through June 30; 

5. Summer Term (all Campuses) 
July 1 through August 31. 

Nothing in this Section shall be construed to mean that an 
Employee is necessarily required to work on every day of 
the employment period. 

The University shall arrange to forward the last salary check 
of an employment period provided a written request, which 
includes a self-addressed envelope, is delivered to the 
University Payroll Office. 
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Section B. Minimum Full-Time Equivalent Salary Rate 

The minimum full-time equivalent (FTE) salary rate for four 

(4) full calendar months of employment from September 1, 

2019 to August 30, 2020 was $21,779 for Employees on the 

Ann Arbor and Dearborn Campuses. 

The minimum full-time equivalent salary rate for four (4) 
full calendar months of employment from September 1, 2019 
to August 30, 2020 was $18,683 for Employees on the Flint 
Campus. 

Section C. Adjustments to the Minimum Full-Time 
Equivalent Salary Rate on the Ann Arbor Campus 

Effective August 31, 2020, the minimum full-time salary 
equivalent rate for Employees on the Ann Arbor campus 
shall increase by 3.0 %. 

Effective August 30, 2021, the minimum full-time salary 
equivalent rate for Employees on the Ann Arbor campus 
shall increase by 3.4%. 

Effective upon the Academic Year 2022 start date as 
determined by the University, the minimum full-time salary 
equivalent rate for Employees on the Ann Arbor and 
Dearborn campuses shall increase by 3.7%. 

Section D. Adjustments to the Minimum Full-Time 
Equivalent Salary Rate on the Flint Campus 

Effective August 31, 2020, the minimum full-time salary 
equivalent rate for Employees on the Flint campus shall 
increase by 3.0%. 
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Effective August 30, 2021, the minimum full-time salary 
equivalent rate for Employees on the Flint campus shall 
increase by 3.0% percent. 

Effective upon the Academic Year 2022 start date as 
determined by the University, the minimum full-time salary 
equivalent rate for Employees on the Flint campus shall 
increase by 3.0% percent. 

Section E. Adjustments to the Minimum Full-
Time Equivalent Salary Rate on the Dearborn 
Campus 

Effective September 1, 2020 the minimum full-time 
salary equivalent rate for Employees on the Dearborn 
campus shall increase by 3.0%. 

Effective September 1, 2021 the minimum full-
time salary equivalent rate for Employees on the 
Dearborn campus shall increase by 3.4%. 

Effective September 1, 2022 the minimum full-
time salary equivalent rate for Employees on the 
Dearborn campus shall increase by 3.7%. 

Section F. Employment Fraction 

It is understood that Employees in this bargaining unit are 
engaged in professional activities, of such a nature that the 
output produced, or the result accomplished, cannot be 
precisely standardized or measured in relation to a given 
period of time. The use of an employment fraction indicates 
less than full-time effort. In this connection, a one-half 
employment fraction normally requires a probable weekly 
time commitment of sixteen and one-half to twenty hours per 
week. Fluctuations above and below this norm are expected 
corresponding to individual distinctions such as experience, 
and time management. It is further understood that the 
weekly work expectation for certain international graduate 
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student instructors or graduate student staff assistants (e.g., 
those on a J-1 or an F-1 visa) have maximum weekly work 
hour restrictions. The University will not set an individual 
weekly work expectation for this population that exceeds 
their maximum weekly work hour restrictions. Other 
employment fractions require proportional time 
commitments. 

Employment fractions should be determined by the 
following scale of time commitments: 

Average Weekly Work Employment Fraction 
Expectation 
Up to 3.49 .087 
3.5 to 5.49 .137 
5.5 to 7.49 .187 
7.5 to 9.49 .237 
9.5 to 12.49 .25 
12.5 to 14.49 .30 
14.5 to 16.49 .35 
16.5 to 20.00 .50 
20.01 to 25.49 .60 
25.50 to 30.49 .65 
30.50 to 35.49 .75 
35.50 or more 1.0 

Any work required of an Employee prior to the actual 
contract period which is a component of the assistantship 
shall be included in the fraction calculation. 

It is further understood that an Employee's employment 
fraction is an estimate of a proportion of full-time effort 
within a department or unit for the assignments involved and 
shall be as determined by the department or unit. 

In the event an Employee's actual work hours might 
indicate a pattern of fluctuations above the average weekly 
work hours expectation in the fraction calculation at any 
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point during the employment term, the Union, on behalf of 
the Employee, may inform the employing unit's Human 
Resources Representative so a problem-solving discussion 
may occur. 

Such a determination, provided there is a substantial 
variation between estimated time and actual time, is subject 
to review through the Grievance Procedure on the question 
of whether the estimate, and therefore the fraction, was 
reasonable based on the provisions of this Section. Such a 
grievance shall begin at Step One, provided the meeting 
occurs within twenty (20) days following reasonable 
knowledge of the facts giving rise to the grievance. In the 
event that the estimate, and therefore the fraction, was 
unreasonable the department or unit will make an 
appropriate retroactive adjustment in salary and will 
prospectively increase the fraction to correspond to an 
appropriate estimate or reduce the time commitment to 
correspond to the fraction. Other adjustments, if any, shall 
not predate the filing of a written grievance. 

Section G. Employment Fraction Accountability 

a. Accountability for Supervisors and Employees 
The Employee and the Employee's faculty 
supervisor shall sign the employee's fraction 
calculation form, with acknowledgement that they 
reviewed the total estimated average weekly work 
expectations. 

b. Hours Accountability for the Employee and the 
University 
Employees may record their hours worked on a 
daily basis in a format provided by the University. 
Daily hours recording should include all 
components of the employee's total estimated 
average weekly work expectations, as reflected in 
the Employee's fraction calculation form. 
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c. Average Weekly Work Expectation Problem-
Solving Options 
At any time during the term of employment, 
Employees may elect to meet with their faculty 
supervisor, or their hiring unit's Human Resources 
representative, to discuss any potential 
unreasonable fluctuations between their recorded 
average weekly work hours and their fraction 
calculation estimate. 

Nothing in this section shall impair or supplant the 
Employee's or the Union's right to grieve in 
accord with this Article. 

d. Special Conference Option for Fraction 
Calculations 
In accord with Article XV Special Conferences, 
the University and the Union will meet two (2) 
times per term (approximately mid-term and end 
of term, by mutual agreement) to discuss 
potentially problematic average weekly work 
expectations in excess of fraction calculation 
estimates and to identify possible avenues for 
resolutions that are mutually acceptable to the 
University and to the Union. Three (3) 
representatives from GEO, and three (3) 
representatives from the University may attend the 
special conference. 

Section H. SEVIS Fee Reimbursement 

Upon Employee request, and within the first four (4) terms 
of employment as a GSI/GSSA, the SEVIS fee paid by an 
Employee to attend the University of Michigan will be 
reimbursed by the Employee's appointing unit, unless that 
fee has already been paid or reimbursed by another source. 
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Section I. Covering for Absent Employees 

It is the responsibility of the University to determine if there 
is a need for, and if so, assign a temporary replacement for 
an absent Employee. In no case will an Employee be 
required to pay for the replacement work or coverage. 
Employees assigned by the University to cover the 
responsibilities of an absent Employee shall be compensated 
at the per-hour rate defined in Section J during the period 
spent covering such responsibilities (rounded to the nearest 
half hour). 

Section J. Calculation of Per-Hour Rate 

The per-hour rate shall be calculated as follows: 
I. Multiply the contractual minimum full-time 

equivalent salary rate for the term in which the 
substitution takes place by three. 

2. Divide that product by 2,080 hours. 

3. The result is the per-hour rate. 

Work performed to cover such responsibilities that is 
compensated at this rate will not count towards calculating 
the employment fraction. 

Article XI: Benefits 

For the purpose of this Article, a benefits-eligible 
appointment must be confirmed by the appointing 
department. 
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Section A. May 2, 2020 Through Term of Agreement 

1. Eligibility 

a. GradCare Health Plan Coverage for all Employees: 
Through the term of this Agreement, and consistent 
with the terms of the plan, all Employees appointed 
for a full "employment period" (as defined in Article 
X "Salaries", Section A) are eligible to participate in 
the University's GradCare Health Plan Coverage 
programs (GradCare and prescription drugs). 

b. Non-Health Plan Eligibility: Through the term of 
this Agreement, and consistent with the terms of 
each program or plan, all Employees with a one 
quarter (.25) or greater employment fraction for a 
full "employment period" (as defined in Article X, 
"Salaries", Section A) in a term are eligible to 
participate in University, Optional and Dependent 
Life Insurance; Vision Plan; Legal Plan; Flexible 
Spending Accounts (Health and Dependent Care); 
Travel Accident Insurance; and Supplemental 
Retirement Plan. 

2. Employer Contributions 

University contributions toward all benefit plans other 
than GradCare health insurance under this Article shall 
be in the same amount as that provided to the 
University's regular non-bargained-for instructional staff 
for the coverage selected. 
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3. Health Plan Coverage Structure 

The Health Plan Coverage (medical and prescription 
drug) will contain a 4-tier rate structure consisting of: 

a. One adult; Employee only 

b. One adult; Employee plus any number of children; 

c. One adult: Employee plus one adult dependent 
(including an OQA); 

d. One adult: Employee plus one adult dependent 
(including an OQA) plus any number of children. 

4. Employer Contribution to Group Health Plan Coverage 

a. The maximum University contribution toward 
GradCare will be at least equal to but will not exceed 
the highest contribution level given to a regular non-
bargained for instructional staff member for each 
coverage tier. Please see new Appendix C. for 
Employer contribution formula. The Employee will 
be responsible for any additional premium cost 
above the base University contribution amount 
toward GradCare for each coverage tier as listed in 
Section A.3. 

b. The University agrees that the co-pays for the 
GradCare health plan coverage shall be as provided 
by the Employer in the same manner and to the same 
extent as provided to the University's regular non-
bargained-for instructional staff enrolled in the U-M 
Premier Care Health Plan. 

c. The co-pays for the prescription drug plan shall be 
as provided by the Employer in the same manner 
and to the same extent as provided to the 
University's regular non-bargained-for instructional 
staff. 
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d. For the duration of the collective bargaining 
agreement, the annual maximum in prescription drug 
co-pays for any Employee is $2,500 per individual 
and $5,000 per family. This maximum does not 
apply to infertility medications and weight loss 
medications past the lifetime limits. 

e. In the event of any substantive changes in coverage, 
the Union will be notified no later than 60 days prior 
to the effective date of change. Within a reasonable 
time, the Union may provide feedback to the 
Employer. The Employer will consider the feedback 
and respond to the Union. 

5. Initiation of Coverage 

a. Application Procedure: Application for Group 
Benefit programs must be made within thirty (30) 
days of the effective date of eligible employment or 
the date of notification described in Section A.5.c. 
below, whichever is later. Applicants enrolling past 
thirty (30) days of their eligibility date for the 
University Life and Optional Insurance plan must 
provide the Group Life Insurance Company with 
proof of insurability in order to be considered for 
coverage. Dependent Life Insurance for a spouse or 
OQA may be applied for any time and requires proof 
of insurability. 

b. Newly-hired eligible Employees who do not either 
enroll in or waive medical insurance will be 
immediately enrolled in the GradCare medical 
insurance plan at the Tier I Level (employee only). 
Such newly-hired Employees will have thirty (30) 
days after employment begins to choose an 
alternative level if applicable. 
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c. Not later than the 30th day after employment begins, 
the University will notify an eligible Employee of the 
provisions of this Article including a reference to the 
time period requirement for application. In cases where 
an Employee misses the application deadline due to a 
lack of such notification, the University will enable the 
Employee to enroll in the GradCare and other benefits 
plans of their choice. 

Section B. Dental Coverage 

Newly hired eligible Employees who do not either enroll in 
or waive dental insurance will be immediately enrolled in 
Dental Option 1 at the Tier I Level (Employee only). 

The Employer will pay 100% of the premium for Dental 
Plan Option 1 for all eligible Employees. The Employer 
contribution for all other Options shall be in the same 
amount as that provided to the University's non-bargained-
for instructional staff for the coverage selected. 

Section C. Summer Coverage 

An Employee who is participating in the University Benefit 
plans during Term II, whether or not employed for IIIA 
and/or IIIB, and either: 

1. has been re-employed under the terms of this Agreement 
for the following Term I, or 

2. was employed during the previous Term I may continue 
coverage during the months of May, June, July, and August, 
between Term II and Term I. The employing department will 
deliver confirmation of the Term I employment status to the 
Benefits Office by April 10. 

An Employee who is not employed for Term II but is 
employed for Term IIIA and re-employed for the following 
Term I may continue coverage during the months of July and 
August between Term IIIA and Term I, by making 
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arrangements through the Benefits Office by June 30, 
provided the initial employment and re-employment occur 
no later than the first day of Term IIIA. If employee 
contributions are required, the Employee will be billed 
monthly for the employee contributions for the months of 
May, June, July, and August. It is the Employee's 
responsibility to provide current address information for 
billing purposes; if payment is not timely coverage will be 
cancelled. 

Section D. Definition of "Other Qualified Adult" 

If an Employee does not already cover a spouse in their U-M 
benefits plans, they may enroll one Other Qualified Adult 
(OQA) for benefit coverage if all of the following eligibility 
criteria are met: 

I. The Employee is eligible for U-M benefits; and 

2. The OQA, at the time of the requested enrollment, 
shares a primary residence with the Employee and 
has done so for the previous six (6) continuous 
months, other than as the Employee's employee or 
tenant. 

The following individuals are not eligible for participation in 
the OQA program if they are the Employee or the 
Employee's spouse's: 

• Parents 

• Parents' other descendants (your or your spouse's 
siblings, nieces, nephews) 

• Grandparents and their descendants (your or your 
spouse's aunts, uncles, cousins) 

• Renters, boarders, tenants, employees 
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• Children or their descendants (children, 
grandchildren) 

Dependent Children of an Other Qualified Adult 

In addition to coverage for an OQA, the Employee may also 
elect coverage for the eligible child(ren) of an OQA. The 
dependent children of an OQA are eligible for coverage 
through the end of the month they turn age 26 (as of January 
1, 2011). 

Section E. Scope of Review 

No matter concerning the above group benefit plans shall be 
subject to the Grievance and Arbitration Procedures, except 
for questions concerning compliance with the specific 
provision of this Article, and whether or not the Employee 
has coverage in accordance with the terms of the Plan. 

If, during the term of this Agreement, a federal or state law 
is enacted which requires the payment of taxes or premiums 
to either the federal or state government or another entity for 
hospital or medical benefits for Employees, the University 
may make such adjustments in the schedule of benefits 
provided by this Article to avoid duplication of benefits. In 
addition, any such taxes or premiums paid by the University 
shall be included in the total dollar limitations provided in 
this Article. 

Article XII: Child Care 

Section A. Child Care Subsidy Awards 

Any Employee who meets the eligibility requirements for 
the Child Care Subsidy Program, as established by the 
University, will receive the appropriate Child Care Subsidy 
Award. 
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The University will provide information on the Office of 
Financial Aid website regarding the Child Care Subsidy 
Award and the application procedure. Unique circumstances 
(e.g., the disability of a spouse or child, a spouse's 
unemployment status, or a spouse's visa status) that may 
impact eligibility for the subsidy should be addressed 
directly with the Office of Financial Aid for consideration. 
The Employer will notify the Employee regarding the 
availability of the Child Care Subsidy Award upon hiring. 

The maximum Child Care Subsidy Award per term for each 
Employee who meets the eligibility requirements will be as 

specified by the University, provided that the minimum 
Child Care Subsidy Award will not be decreased for 
Employees during the life of the Agreement from the 
following amounts: 

One child: $2,940 

Two children: $4,310 

Three or more children: $5,682 

Effective August 31, 2020 and August 30, 2021, the 
maximum Child Care Subsidy award will increase by the 
average annual percentage increase in tuition at the UM 
Child Care Centers. The 2022-2023 maximum Child Care 
Subsidy award will increase by the average percentage 
increase in tuition at the UM Child Care Centers and will be 
effective upon the University's determination of the 
University's 2022-2023 Academic Year start date. 
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Section B. GEO Representation on the Child Care 
Initiative Steering Committee 

The GEO will be guaranteed at least one (1) seat on the 
Child Care Initiative Steering committee, should it be 
reinstated, or on any committee with a similar purpose as the 
Child Care Initiative Steering Committee had, in the event 
one is formed. 

Article XIII. Leaves of Absence 

Section A. Medical Leave 

An Employee shall be eligible for up to six (6) weeks of 
medical leave pay in a consecutive twelve (12) month period 
beginning the first day of the initial employment period 
when unable to meet employment obligations because of 
personal illness, injury, medical appointment, medical 
procedure, or other disabling medical condition, or because 
of the illness, injury, medical appointment, medical 
procedure, or other disabling medical condition of a family 
member or Other Qualified Adult as that term is defined in 
Article XI.A. 

For the purpose of determining the number of paid medical 
leave days available, 

1. a scheduled work day shall be defined as a day 
containing scheduled work commitments including, 
but not limited to, lectures, recitations, labs, office 
hours, and staff meetings; 

2. a week shall be defined as the number of scheduled 
work days in a calendar week; and 

3. the total medical leave eligibility shall be determined 
by multiplying the number of scheduled work days 
in a week by six (6). 

55 



Article XIII: Leaves of Absence 

For the purpose of determining the percent of medical leave 
used, divide the number of scheduled work days missed 
because of personal illness or injury, by the total medical 
leave eligibility. 

Section B. Employee Parental Accommodation Period 
All Employees will, on request, be granted a Parental 
Accommodation Period immediately following the birth of 
the Employee's child or the Employee's adoption of a child 
under the age of six (6), the placement of a foster child under 
the age of six in an Employee's home, or the Employee 
becoming a legal guardian of a child under the age of six (6). 
The Employee Parental Accommodation Period should be 
tailored to the Employee's individual circumstances and 
should take into account the Employee's job duties. All 
parties will make a reasonable effort to minimize disruption 
to the performance of the Employee's job duties. 

The following provisions shall apply to the Parental 
Accommodation Period: 

1. General Provisions 

a. The Parental Accommodation Period shall not 
exceed eight (8) weeks, except as otherwise 
provided in Section B.3.b. below, and must be 
completed within eight (8) weeks of the birth or 
adoption of a child under the age of six (6), the 
placement of a foster child under the age of six 
(6) in an Employee's home, or the Employee 
becoming a legal guardian of a child under the 
age of six (6). 

b. During the Parental Accommodation Period, the 
Employee will be excused from their regular job 
duties. 
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c. The Parental Accommodation Period may not 
exceed the Employee's previously scheduled 
appointment end date, except as follows. An 
Employee who has not exhausted the available 
eight (8) week Parental Accommodation Period 
by the previously scheduled appointment end 
date for a fall appointment, and who is 
reappointed as a GSI/GSSA for the immediately 
following winter, may use any remaining time 
during the immediately following winter 
appointment period, provided the eight (8) 
weeks of the Parental Accommodation Period is 
completed within eight (8) weeks of the birth or 
adoption of a child under the age of six (6), the 
placement of a foster child under the age of six 
(6) in an Employee's home, or the Employee 
becoming a legal guardian of a child under the 
age of six (6). 

Whenever possible, an Employee must request use of the 
Parental Accommodation Period in writing no less than four 
(4) weeks prior to the scheduled start of the Period. 

2. Salary Continuation During the Parental 
Accommodation Period 

a. During the Parental Accommodation Period, an 
Employee may use any available Medical Leave 
provided under Article XIII.A. to provide salary 
continuation following the birth of the 
Employee's child or the Employee's adoption of 
a child under the age of six (6), the placement of 
a foster child under the age of six (6) in an 
Employee's home, or the Employee becoming a 
legal guardian of a child under the age of six (6), 
or to cover periods of absence related to the 
health consequences of pregnancy, childbirth, 
and related conditions. 
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b. In addition to Medical Leave provided under 
Article XIII.A., an Employee who gives birth to 
a child will be provided with six (6) weeks of 
parental accommodation pay during the Parental 
Accommodation Period. 

c. Paid leave taken by an Employee who gives 
birth shall first be covered by parental 
accommodation pay per B.2.b. above, and 
should that leave exceed six (6), then Medical 
Leave shall take effect, per B.2.b. above. 

d. In addition to Medical Leave provided under 
XIII.A. above, all other Employees will be 
provided with three (3) weeks of parental 
accommodation pay during the Parental 
Accommodation Period. 

Paid leave taken by these Employees shall first 
be covered by parental accommodation pay per 
this section, and should that leave exceed three 
(3) weeks, then Medical Leave shall take effect. 
These Employees may take an additional two (2) 
weeks of unpaid parental leave immediately 
following the birth of the Employee's child or 
the Employee's adoption of a child under the 
age of six (6), the placement of a foster child 
under the age of six (6) in an Employee's home, 
or the Employee becoming a legal guardian of a 
child under the age of six (6). 

e. The University will continue to provide the 
Employer contribution to the Employee's health 
and/or dental benefits during the Parental 
Accommodation Period. 

f. The Employee's tuition waiver, as provided 
under Article XX, shall continue during the 
Parental Accommodation Period. 
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3. Return to Job Duties Following the Parental 
Accommodation Period 

a. Following completion of the Parental 
Accommodation Period, the Employee may 
return to their previously assigned job 
responsibilities. The Employee and their 
employing unit will work cooperatively to 
minimize disruption to the Employee's job 
duties during this transition period. 

If the employing unit determines that the 
Employee's return to their previously assigned 
job duties would pose an undue disruption, the 
employing unit may modify the Employee's 
assignment for the remainder of the appointment 
period, or may give no assignment for the 
remainder of the appointment period, consistent 
with Article IX.C.10. 

b. Upon mutual agreement between the Employee 
and their employing unit, an Employee who 
maintains employment eligibility consistent with 
Article VIII.A. throughout the involved term of 
appointment may remain on unpaid parental 
leave status (i.e. without effort or pay, but with 
continuing eligibility for tuition waiver and 
University contribution to health benefits) 
through the previously-established appointment 
end date. The following provisions will apply in 
such circumstances: 

i. The University will continue to provide 
the Employer contribution to the 
Employee's health and/or dental 
benefits until the Employee's previously 
scheduled appointment end date. 
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The Employee's tuition waiver, as provided under Article 
XX, shall continue for the remainder of the term during 
which the Parental Accommodation Period occurred. 

Section C. Jury or Witness Service 

In the event an Employee is unable to meet employment 
obligations because of jury duty or witness service in 
response to a subpoena, the Employee shall be granted time 
off with pay. Such an absence shall be without loss of 
compensation. In this connection, the Employee shall 
provide the University with written verification from the 
Court Clerk of the times and dates of the required service. 

Section D. Immigration Proceedings 

In the event an Employee is unable to meet employment 
obligations because the Employee is compelled during 
working hours to participate in immigration procedures, such 
an absence shall be without loss of compensation. In this 
connection, the Employee shall provide the University with 
written verification from the involved governmental agency, 
including times and dates relevant to the absence. 

In the event an individual with whom an Employee shares a 
close personal relationship is compelled to participate in 
immigration procedures related to their valid immigration 
status, the Employee may be released without loss of 
compensation, and such release will not be unreasonably 
denied. 

In the event an Employee is unable to meet employment 
obligations because the Employee is subpoenaed during 
working hours to participate in criminal proceedings such an 
absence shall be permitted without compensation. In this 
connection, the Employee shall provide the University with 
at least three (3) work days' notice, in writing, from the 
involved governmental agency, including times and dates 
relevant to the absence. 
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If an Employee is arrested for alleged criminal activity and is 
unable to report to work, they must inform their faculty 
supervisor, or cause their faculty supervisor to be informed, 
so that replacement coverage can be promptly arranged. In 
the event of arrest, the employee will be excused for up to 
two (2) work days, without compensation. 

Section E. Bereavement Leave Pay 

1. Paid Leave 

a. An Employee will be granted the amount of time 
off with pay that is required to attend the 
funeral, memorial, or other similar services or 
gatherings, and/or to make arrangements 
necessitated by the death of any of the 
following: 

The Employee's spouse or significant other non-
related person living in the Employee's 
household or the child, parent (including step-
parent or the significant other of a parent), 
grandparent, sibling, grandchild (or 
spouse/significant other of any of the preceding) 
of either the Employee or the Employee's 
spouse or significant other. 

b. An Employee experiencing bereavement upon 
conclusion of a pregnancy, in cases other than 
live birth, shall be granted paid bereavement 
leave. 

c. Up to three (3) consecutive days (Monday — 
Friday) will be paid. If there are extenuating 
circumstances, such as travel, an additional two 
(2) consecutive days may be granted and paid. 
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d. If additional time off is needed for extenuating 
circumstances, the Employee may request an 
extension of bereavement leave for an additional 
three (3) consecutive days. This extension will 
be paid, with the corresponding amount of leave 
deducted from the Employee's available medical 
leave. Such leave may not be unreasonably 
denied. 

2. Unpaid Leave 
If additional time off is needed, the Employee may 
request an extension, without pay, of the 
bereavement leave for a period of time not to exceed 
eleven (11) calendar days. 

Section F. Replacement Coverage 

Regular and prompt attendance is an expectation of 
University employment. Regular, frequent, or repeated 
absences are subject to Article VIII proceedings. 

In the event an Employee is unable to fulfill employment 
duties, services or obligations for reasons covered under this 
Article, the Employee will notify the appropriate immediate 
supervisor (or department or unit designee) as promptly as 
possible so that arrangements for the absence can be made 
by the University. In addition, an affected Employee will 
make reasonable efforts to assist in arrangements for another 
to meet their employment obligations. In no case will the 
Employee be required to pay for such coverage. It is the 
responsibility of the University to find a temporary 
replacement. 
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Section A. Definitions 

A grievance is a disagreement, arising under and during the 
term of this Agreement, concerning compliance with the 
provisions of this Agreement. A grievance is limited to the 
following types of disagreements: 

1. Between the University and any Employee 
concerning 

a. their employment, and 
b. the interpretation or application of 

this Agreement 

When more than one Employee has a grievance of this 
type involving common fact(s) and provision(s), the 
Union and at least one designated member of the group 
shall process the grievance on behalf of named and all 
similarly-situated Employees. If any Employee in the 
group seeks a remedy that differs from the remedy 
sought by the other members of the group, the 
Employer may request that that Employee also process 
the grievance with the Union and the first designated 
member of the group. If the Employees in this group are 
from more than one department or unit, the grievance 
shall be filed by the Union at Step Three of the 
procedure within forty (40) calendar days following the 
Union's reasonable knowledge of the facts giving rise 
to the grievance. 

2. Between the Union and the University concerning the 
interpretation or application of this Agreement on a 
question which is not an Employee grievance. Such 
grievances shall be filed at Step Three of the procedure 
within forty (40) calendar days following the Union's 
reasonable knowledge of the facts giving rise to the 
grievance. 
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Section B. Representation 

A Union Representative may represent an aggrieved 
Employee as provided in Section C. The Union shall provide 
the University with the names and telephone numbers of its 
officials and Grievance Committee and any changes therein. 
The University will provide the Union with the names and 
telephone numbers of its representatives or designees at Step 

Two and Step Three, and will report any changes to the 
Union within the third week of each term. 

Section C. Grievance Procedure 

The following procedure shall be the sole and exclusive 
means for resolving grievances. 

For purposes of Sections C, D, and G of this Article, a 
grievance answer or appeal will be deemed submitted on the 
date (1) the document is postmarked and addressed to the 
appropriate individual(s); (2) the document is sent via e-mail 
to the appropriate individual(s); (3) the document is hand-
delivered to the appropriate individual(s); or (4) the 
document is faxed to the appropriate individual(s). 

1. Step One: 

An Employee or one (1) designated member of a group of 
Employees, having a grievance in connection with their 
employment, may take the matter up with the immediate 
supervisor (or department or unit designee) provided, 
however, that the discussion must take place within forty 
(40) calendar days following reasonable knowledge of the 
facts giving rise to the grievance. At the Employee's option, 
a Union Representative may be present during such 
discussion. 

In the event the discussion cannot be held because of the 
unavailability of the immediate supervisor (or department or 
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unit designee) during the forty (40) calendar days referenced 
above, the grievance may proceed to Step Two at the 
Union's option, provided the grievance is reduced to writing 
and submitted to the Department Chairperson (or equivalent 
level of supervisor) or designee within sixty (60) calendar 
days following the Union's reasonable knowledge of the 
facts giving rise to the grievance. 

Any resolution reached at Step One is acceptable as long as 
it does not violate the terms of this Agreement. 

Any resolution reached at Step One may not be used to 
establish a precedent for the future interpretation or 
application of this Agreement. 

2. Step Two: 

If the matter is not resolved at Step One, the grievance may 
be appealed in writing to the Department Chairperson (or 
equivalent level of supervisor) or designee, at the Union's 
option, provided, however, that the written grievance must 
be submitted to the Department Chairperson within twenty 
(20) calendar days following the date on which either party 
submits notice to the other that they either 

a. consider the matter resolved at Step One, or 
b. believe that the matter cannot be resolved at 

Step One. 

The grievance shall be dated and signed by the aggrieved 
Employee and a Union Representative, if any, and shall set 
forth the facts, including dates, the provisions of the 
Agreement that are alleged to have been violated, and the 
remedy desired. 

Within fourteen (14) calendar days of submission of the 
written grievance to the Department Chairperson, the 
Department Chairperson (or equivalent level of supervisor), 
or designee, shall meet at a mutually convenient time and 
place with the Union Representative, if any, and the 
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Employee(s) in an attempt to resolve the grievance. The 
grievance will be answered in writing and a copy of the 
written answer shall be submitted to the chairperson of the 
Union Grievance Committee, and the Employee, within 
fourteen (14) calendar days following the meeting. 

3. Step Three: 

Except as otherwise provided in this Article, if the matter is 
not resolved at Step Two, the grievance may be appealed by 
the Union Grievance Committee to the designee of the 
provost and vice president for academic affairs, provided 
that the written appeal is submitted to the designee of the 
provost and vice president for academic affairs within fifteen 
(15) calendar days following submission by the Employer of 
the Step Two answer. Within fourteen (14) calendar days of 
submission of the Step Three grievance to the designee of 
the provost and vice president for academic affairs, and at a 
mutually convenient time and place, the designee of the 
provost shall set a meeting for discussion of the grievance 
with representatives of the Union Grievance Committee, the 
aggrieved Employee and the Employee's Union 
Representative. The designee of the provost shall arrange for 
a representative(s) of the appropriate dean or administrative 
head of an equivalent unit to be present at this discussion. 
The grievance will be answered in writing and a copy of the 
written answer shall be submitted to the chairperson of the 
Union Grievance Committee and the Employee within 
twenty-one (21) calendar days following the meeting. 

Section D. Impartial Arbitration 

A grievance, as defined in Section A, which is not resolved 
at Step Three may be appealed to arbitration by the Union, 
provided that written notice of intent to arbitrate is submitted 
to the designee of the provost within twenty-one (21) 
calendar days following submission of the Step Three 
answer by the designee of the provost. 
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Such notice shall identify the grievance and the issue, set 
forth the provisions of the Agreement involved, and the 
remedy desired. If no such notice is given within the 
prescribed time limit set forth in this section, the grievance 
shall not be arbitrable. 

1. Arbitration Panel 

a. By no later than January 1, 2012, the Union 
and the University shall agree in writing on 
a panel of four (4) arbitrators. The Union 
and the University shall, by lot, rank the 
panel in order (1, 2, 3, 4). 

b. Any arbitrator on the panel may be removed 
from the list unilaterally by either party by 
written notice to the other party and the 
arbitrator. An arbitrator may remove 
themseif from the panel at any time with 
notice to the parties. 

c. In the event that a vacancy occurs on the 
panel of arbitrators, the University and the 
Union will select a mutually agreeable 
arbitrator to fill the vacancy, and the newly-
selected arbitrator will be placed on the list 
in the numbered position of the arbitrator 
they replace. 

d. Selection shall be made on a rotation basis 
with the arbitrator listed first as the one who 
will hear the first case. The next arbitrator 
on the list will hear the second case and so 
on until each arbitrator has heard a case. 
Once the list has been exhausted, the 
rotation process starts over with the first 
name on the list. When an arbitrator is 
unable to provide a hearing date for three (3) 
months or longer, the parties may move on 
to the next arbitrator listed. 
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e. A member of the arbitration panel shall hear 
all arbitration cases. 

2. Alternate Process for Selection of an Arbitrator 
a. If the parties are unable to agree on the 

members of an arbitration panel, as set forth 
above, the following procedure shall apply 
to the selection of an arbitrator. 

b. Following the written notice to the designee 
of the provost, the University and the Union 
shall attempt to select an arbitrator. If an 
arbitrator is not selected within five (5) 
calendar days following receipt of the 
written notice, the Union, within the next ten 
(10) calendar days only, may request the 
Federal Mediation and Conciliation Service 
or the American Arbitration Association 
(AAA) to submit a list of five (5) qualified 
arbitrators, none of whom may be in the 
employment of the University. If one (1) of 
the five (5) arbitrators on the list is not 
mutually agreeable, a second list will be 
requested. If none of the arbitrators on the 
second list is mutually agreeable, then the 
arbitrator shall be selected from the list by 
alternately striking names. The first strike 
shall be determined by a coin flip. The 
remaining name shall act as the arbitrator. If 
the list is not requested within the ten (10) 
calendar day period, the grievance will not 
be arbitrable. 

c. If a party requests that AAA submit a list of 
arbitrators, that party shall be responsible for 
the administrative fees in order to obtain that 
list or lists. 
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3. Terms and Conditions 

Every grievance submitted to an arbitrator for decision shall 
be subject to the following terms and conditions: 

a. Either the University or the Union or both 
shall notify the arbitrator of selection and 
upon acceptance shall forward to the 
arbitrator a copy of the grievance, the 
University's answer at Step Three, the Union 
notice of intent to arbitrate, and a copy of 
the Agreement. A copy of this 
communication, except a copy of the 
Agreement, shall be sent to either the 
University or the Union, as the case may be. 
If the arbitrator does not accept selection, 
the selection process shall be repeated until 
an arbitrator has accepted selection. 

b. Upon receipt of this communication, the 
arbitrator shall fix the time for hearing the 
issue or issues submitted for decision. The 
hearing shall be held in Ann Arbor, 
Michigan, unless otherwise agreed by both 
the Union and the University. 

c. At the time of the arbitration hearing, both 
the University and the Union shall have the 
right to examine and cross-examine 
witnesses. 

d. Upon request of either the University or the 
Union or both, a transcript of the hearing 
shall be made and furnished to the arbitrator 
with the University and the Union having an 
opportunity to purchase their own copy. 
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The party requesting the transcript shall bear 
the full cost of the arbitrator's copy, unless it 
is mutually requested. In such a case, the 
cost shall be shared equally. 

e. At the close of the hearing, the arbitrator 
shall afford the University and the Union a 
reasonable opportunity to furnish briefs if 
either party requests the opportunity. 

f. The jurisdictional authority of the arbitrator 
is defined as, and limited to, the 
determination of any grievance as defined in 
Section A. submitted to them consistent with 
this Agreement and considered by them in 
accordance with this Agreement. 

g. The arbitrator shall not have any authority to 
add to, subtract from, or otherwise modify 
any of the terms, clauses, or provisions of 
this Agreement. 

h. The fees and expenses of the arbitrator shall 
be paid by the party not prevailing in the 
matter. The arbitrator shall decide which 
party has prevailed. The expenses of, and 
the compensation for, each and every 
witness and representative for either the 
University or the Union shall be paid by the 
party producing the witness or having the 
representative. 

i. The arbitrator shall render the decision in 
writing within thirty (30) calendar days 
following the hearing. 
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The arbitrator's decision, when made inJ. 
accordance with the arbitrator's jurisdiction 
and authority established by this Agreement, 
shall be final and binding upon the 
University, the Union, and the Employee or 
Employees involved. 

k. The provisions of this Section do not 
prohibit the University and the Union from 
mutually agreeing to expedited arbitration of 
a given grievance or grievances. 

1. To the extent that the University's action is 
based upon academic judgment, the 
arbitrator shall have no authority to 
substitute their judgment for the University's 
judgment. However, the arbitrator can rule 
on the impact of academic judgments to the 
extent that their effects may violate the 
University's obligations under this 
Agreement. This provision neither limits nor 
expands the scope of an arbitrator's 
authority under Article I.D. 

m. To the extent that the University's action is 
based upon academic judgment, the 
arbitrator shall have no authority to compel 
the University to make or continue an 
appointment or assign an Employee to a 
particular course or assignment. However, 
this provision neither limits nor expands the 
scope of an arbitrator's authority under 
Article IV. 
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Section E. Time Limits on Appeals 
1. Any grievance not appealed within the 

specified time limits shall be considered 
settled on the basis of the final answer and 
not subject to further review. However, this 
shall not prejudice the position of either 
party with respect to a grievance involving 
the same issue at that unit or any other unit 
of the University. 

2. A grievance may be withdrawn without 
prejudice and, if so withdrawn, all financial 
liabilities shall be canceled. If the grievance 
is reinstated, for any reason other than the 
University's failure to meet a commitment, 
financial liability, if any, shall date only 
from the date of such reinstatement, 
provided, however, reinstatement occurs 
within the specified time limits for appeal. 

3 Where one or more grievances involve a 
similar issue, those grievances, by mutual 
agreement, may be held in abeyance without 
prejudice, pending the disposition of an 
appeal, to Step Three or arbitration, of a 
representative case. In such event, financial 
liability, if any, will not be affected except 
as set forth in other Articles of this 
Agreement. 

4. The specified time limits at each step of the 
procedure may be extended by mutual 
written agreement of the parties involved at 
that step, except that the time limit for filing 
at Step One can only be extended by the 
Departmental Chairperson or designee (or 
equivalent level of supervisor) and a Union 
Representative. 
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Section F. Effect on Employment Relationship 

When the Employer schedules a meeting in accordance with 
the provisions of this Article, attendance at such a meeting 
by the Employee or Union Representative shall not 
adversely affect their employment relationship. 

Section G. Discrimination, Harassment, or Sexual 
Harassment Grievances 

Grievances in which the grievant contends that they have 
been the victim of discrimination, harassment or sexual 
harassment, as defined in Article IV of this Agreement, may 
be submitted to the special arbitration process described 
here. 

1. Such grievances may be initiated at either: 
Step One, Step Two, or Step Three of the 
procedure, at the discretion of the Union, 
provided the grievance is submitted within 
180 calendar days following the Union's 
reasonable knowledge of the facts giving 
rise to the grievance. 

2. The designee of the provost will schedule 
Step Three meetings to occur within five (5) 
business days after submission at Step 
Three. These meetings may include relevant 
witnesses invited by the Union. A written 
answer will be given by the provost's 
designee within twenty-one (21) calendar 
days following such meeting. The specified 
time guideline may be amended by mutual 
written consent of the parties. 
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3. Should the Union be unsatisfied with the Step Three 
outcome, the Union may choose to proceed to 
arbitration provided that written notice of intent to 
arbitrate is submitted to the designee of the provost 
within thirty (30) calendar days following submission of 
the Step Three answer by the designee of the provost. 

All other provisions of the grievance procedure described 
above remain in effect. 

In the event an Employee has a grievance alleging a 
violation of Article IV, the grievance may be initiated at Step 
One, Step Two, or Step Three of the grievance procedure, at 
the discretion of the Union, provided it is submitted in 
writing within 180 calendar days following the Union's 
reasonable knowledge of the facts giving rise to the 
grievance. 

In the event the Union gives notification of intent to arbitrate 
as provided in Section D of this Article, the University and 
the Union will select an arbitrator as provided in Section D 
of this Article, provided, however, that a list of arbitrators 
familiar with discrimination allegations will be requested if 
the University and the Union are unable to select a mutually 
agreeable Arbitrator. In discrimination cases, the fees and 
expenses of the Arbitrator shall be paid by the Union if the 
grievant's claim of discrimination is denied and by the 
University if the grievant's claim of discrimination is upheld. 

Nothing in this Section shall be construed to prevent an 
Employee who alleges discrimination from exercising 

constitutional or statutory rights which might be available in 
addition to arbitration, provided however: (1) that if the 
Union gives notification of intent to arbitrate, the aggrieved 

Employee shall not attempt to avail themseif of such 
additional rights until after receipt of the arbitration award, 
except for a case where the Employee might be foreclosed 
from exercising those rights because of the time involved in 
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the arbitration proceedings, and (2) that if the Employee files 
for such rights prior to receipt of the arbitration award, the 
Employee will request any investigative agency to delay its 
investigation pending receipt of the arbitration award. In the 
event the Employee acts in a way inconsistent with (1) 
and/or (2), the grievance and arbitration process shall cease. 

As an alternate to Step One of the grievance process (Section 
C of this Article), complaints or grievances by Employees 
alleging a violation of Article IV can be brought directly to 
the Office of Institutional Equity. Time spent in active 
pursuit of such informal dispute resolution will not count 
towards the grievance clock for Step One. 

Section H. Recognitions and Definition of Grievances 

No matter concerning the definition or application of "in 
good standing" in a University of Michigan graduate degree 
program shall be subject to the grievance and arbitration 
procedures. 

In the event that a grievance arises alleging a violation of 
Article I, it shall begin at the Step Two of the grievance and 
arbitration procedure, provided it is submitted in writing 
within twenty (20) days following reasonable knowledge of 
the facts giving rise to the grievance. There shall be 
unrestricted review of all aspects of the grievance at Steps 
Two and Three. 

If any such grievance alleging a violation of Article I should 
be taken to arbitration as provided in Section D. of Article 
XIV, the Arbitrator's authority and jurisdiction shall not 
include any matter involving a question of good standing in 
a University of Michigan graduate degree program or 
whether employment is academically relevant. Neither shall 
the Arbitrator have authority to review the decision by a 
department or degree program regarding the acceptability of 
an employment position as meeting a degree requirement. 
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The Arbitrator shall, however, have authority to determine 
the factual matter of whether an employment position has or 
has not been certified as meeting a degree requirement by the 
department or degree program in which the degree is being 
pursued. 

Nothing herein shall preclude a group grievance on behalf of 
all named and similarly affected individuals. 

Article XV: Special Conferences 

Section A. Contract Administration 

Special conferences for important matters of mutual interest 
may be arranged between the Grievance Committee 
Chairperson and the designee (as listed in Article XIV) of 
the provost. The University and GEO recognize a mutual 
interest in equity and access. Special conferences may be 
held to address equity and access issues, including but not 
limited to institutional equity, international students, health 
care benefits, and child care. Special conferences will not be 
used to circumvent the grievance procedure. 

Arrangement for such special conferences shall be made in 
advance by the submission of a written agenda setting forth 
the nature of the matters to be discussed. The meeting shall 
be scheduled within fourteen (14) calendar days of the 
submission of a written agenda unless the parties mutually 
agree to delay the meeting. Attendance at such meetings 
shall be limited to five (5) representatives of each party. 

It is understood that any matter discussed or any action taken 
pursuant to such conferences under this Section shall in no 
way establish any obligation to negotiate over any item 
discussed or that is the subject of any action taken under this 
Section. 
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Further, no such matter or action shall alter any of the 
provisions of this Agreement, or the rights of either the 
University or the Union under the terms of the Agreement 
unless reduced to writing and signed by both parties. 

Both the University and the GEO understand and agree that 
nothing in this Section, including any work product that 
results from these provisions, establishes any obligation to 
negotiate, nor will it in any way change or alter any of the 
provisions of this Agreement, or the rights of either the 
University or the Union under the terms of the Agreement 
unless reduced to writing and signed by both parties. 

Article XVI: Changes Resulting in a Conference 

The University's Contract Administrator will notify the 
Union in writing within fourteen (14) calendar days of any 
changes reported to the University's Contract Administrator 
in any of the following matters as it relates to the terms and 
conditions of employment of Employees within a department 
or unit: 

Level of funding available to the department or unit 
for the employment of Employees; 

2. FTE's available to the department or unit for 
Employees; 

3. The work assignments or scope of responsibility or 
Employees caused by changes in the educational 
curriculum of the department or unit; 

4. Average size of Employees' employment fractions; 

5. Number of Employees; 

6. Class size policy. 
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The University's Contract Administrator will provide an 
opportunity for the Union representative to confer with the 
department or unit chairperson, or designee, on the change 
and on its implications for the terms and conditions of 
employment of the affected Employees. 

Article XVII: Class Size 

Recognizing that the size of classes has an impact on the 
workload of the Employee, the University and the Union 
agree that: 

1. At the Union's request, once during each of Terms I 
and II, each department chairperson, or designee, 
shall arrange a meeting with interested Employees in 
the department and with the Union Representative, 
designated pursuant to Article XVI, to discuss class 
size. 

2. Each department employing GSIs will establish a 
class size policy for classes to which GSIs are 
assigned. This class size policy will include, but 
need not be limited to, the maximum number of 
students in each section (recognizing the potential 
for reduction within sections with regard to 
programmatic need) and the maximum ratio of 
students to GSIs. 

The class size policy will be provided to any 
Employee upon request. 

3. The department will have available, in writing, the 
method(s) for handling override authorization forms 
and person(s) who are authorized signers. No GSI 
shall be required to accept enrollees in excess of the 
maximum class or section size. Should a GSI wish 
to add enrollees beyond the established maximum, 
there will be no presumption of a change in 
appointment fraction. 
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Article XIX: Employee Training 

The special conference procedure (as set forth in Article XV) 
shall be available to discuss Union concerns about specific 
departmental class sizes or class size policies as they relate 
to courses which utilize Employees. 

Article XVIII: Curriculum 

Departments are encouraged to have Employee 
representation on committees dealing with undergraduate 
curriculum and/or educational innovation. 

Employees may submit written comments concerning course 
content at any time to their appropriate supervising 
instructional staff member and/or departmental chairperson. 
These comments shall be considered the next time the course 
in question is organized. 

Employees are encouraged to prepare written reports 
evaluating course content, teaching methods, examinations, 
grading and other matters concerning the course or courses 
they have taught and submit them to the appropriate 
supervising instructional staff member and/or appropriate 
departmental chairperson. Such reports may be required by a 
department. In addition, written reports by Employees may 
be prepared on overall curriculum and submitted to the 
appropriate curriculum committee. 

It is understood that nothing herein precludes oral comments 
on these matters. 

Article XIX: Employee Training 

Section A. Employee Training 

Each department will be required to hold an Employee 
training/orientation program for all new Employees. The 
content and length of the program will be determined by the 
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department chairperson or designee with input from the 
Employees. This program shall be no less than four (4) hours 
in length, but may be split into multiple sessions held during 
the semester at the department's discretion. New Employees 
appointed to positions not requiring classroom instruction 
will be provided with a one-hour training session specific to 
their duties to be held at the beginning of the term of 
employment. Any department in which there are fewer than 
six new Employees may, at the discretion of the department 
chairperson or designee, combine their program with that of 
one or more departments in related fields. 

Attendance will not be required for any new Employee who 
is determined by the department chairperson or designee to 
already have the skills and experience equivalent to what 
would be provided in the program. All other new Employees 
will be required to attend such a program. It is understood 
that nothing herein precludes the department chairperson or 
designee from requiring any returning Employees to attend 
the program. The amount of time commitment to attend such 
a program by an Employee with a fraction of greater than or 
equal to .25 shall be reflected in pay at the hourly equivalent 
of the Employees' rate*, included in the fraction, or as 
academic credit for the program. The amount of time 
commitment to attend such a program by an Employee with 
a fraction of less than a .25 shall be reflected in pay at the 
hourly equivalent of the Employee's rate*, or included in the 
fraction. 

Section B. Communicative Skills Testing and Training 

For the purposes of this Agreement, "communicative skills" 
shall be defined as communication in instructional roles in 
the subject(s) to be taught, both inside and outside of the 
classroom. 
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1. Required Testing and Waiver 

Any training or testing of communicative skills 
required by the department or the University as a 
qualification of employment must be required of all 
applicants who have not previously been employed 
in an instructional capacity by the University. 
Participation in such training or testing will not be 
required for any applicant who meets the eligibility 
requirements for an exemption. 

In addition, participation will not be required of 
those who are determined by the department 
chairperson or designee, in consultation with 
appropriate University resources, to already have the 
skills and experience equivalent to what would be 
provided in the training or evaluated in the testing. 
Waiver criteria shall be public and accessible to all 
applicants. No exemption to either requirement can 
be granted on the basis of impermissible factors, as 
defined by Article IV of this Agreement. Prospective 
Employees who are informed that they will be 
required to take the training will be notified of the 
waiver criteria in writing. 

2. Testing Procedure 

Prospective Employees may take a test of 
communicative skills in Term I for employment in 
Term II, or in Term II for employment in Term I 
before or after participating in communicative skills 
training. The testing criteria and rationale will be 
available to prospective Employees no less than one 
week before they take the test. 

If a prospective Employee passes the test before 
training, the prospective Employee may, but will not 
be required to, take the training. If a prospective 
Employee does not pass the test before training, the 
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prospective Employee may be required to take the training. 
A prospective Employee who is exempt or waived from 
testing and training may take the training if space is 
available in the training classes. 

Upon completion of training, testing of communicative skills 
may be required. Results of such testing may be appealed 
and re-testing requested by the prospective Employee. 

Employees who desire it may request English language 
assistance. If a department approves such a request, the 
assistance will be provided by the University. Upon initial 
employment, departments will inform Employees of this 
policy. 

Section C. Lab Training 

An Employee whose duties involve the use, maintenance, or 
management of a laboratory will be provided sufficient 
training in that laboratory's safe usage (i.e., lab training). 
This may include, but is not limited to, training in the 
supervision of students, in the conduct of procedures 
required to be performed by students, in the handling of 
hazardous materials, and in the operation of lab equipment. 
Lab training described herein that is provided as part of the 
appointment shall be reflected in pay at the hourly equivalent 
of the Employees' rate*, included in the fraction, or as 
academic credit for the program. 

*The hourly equivalent of the Employee's rate will be 
computed by multiplying their Full Time Equivalent (FTE) 
rate by three (3) and dividing that product by 2,080 hours 
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Employees with .237 or greater total employment fraction 
will pay no tuition. 

Employees with a total employment fraction of: 

.087 will pay an amount equivalent to 59% 

.137 will pay an amount equivalent to 49% 

.187 will pay an amount equivalent to 39% 

of assessed tuition. Departments or units may, at their 
discretion, require Employees to pay amounts equivalent to a 
lower percentage of assessed tuition. 

Employees will pay no fees other than Michigan Student 
Assembly, school and college government, course fees and 
lab fees, and Registration fee; the amount of the Registration 
fee assessed to the Employee shall be no more than eighty 
dollars ($80.00). 

An Employee who is employed, regardless of employment 
fraction, for less than the term for which the Employee is 
enrolled, is not eligible for a tuition waiver. 

Employees who disenroll from the University or drop below 
the minimum credit requirement before the end of the term 
due to medical reasons should contact the Union and 
Academic Human Resources to discuss timely continuity of 
their tuition waiver. 
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Section A. Library Privileges 

Library privileges provided to Employees by the University 
Library System will be to the same extent, and in the same 
manner, as those provided to the University's instructional 
staff. 

Section B. Personnel Records 

At the request of an Employee, the Employee will be 
permitted to review records pertaining exclusively to their 
employment and maintained in a personnel file by a 
department or unit or by University Human Resources. It is 
understood that such records include evaluations which 
relate exclusively to performance as an Employee, but 
exclude letters of recommendation for employment and 
records which contain, in whole or in part, information 
pertaining to performance or progress as a student. 

Section C. Instructional Materials 

Any instructional materials required by the department chair 
or designee for a course being taught by the Employee or 
required of students taking the course will be provided at no 
cost to the Employee. 

Section D. Office and Building Access 

An Employee's department or unit shall make arrangements 
for the Employee's access to their office, and to the building 
containing that office, consistent with arrangements made 
for the instructional or research or similarly situated 
professional staff of that department or unit. 
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Section E. Resources 

Appointing units will provide, without charge, appropriate 
space, tools, facilities and other resources necessary for the 
fulfillment of the Employee's assigned work obligations, 
including but not limited to: 

1. office equipment necessary for duplicating and 
collating; 

2. access to a computer and printer; 

3. desk and work surface; 

4. mailbox; 

5. office supplies; 

6. office space if office hours are required; 

7. in the event space is needed for sensitive 
conversations with students as part of their 
employment duties, Employees will be able to make 
arrangements through the employing Department for 
access to such space; and 

8. Employees will be afforded secure space for storage 
of grading and teaching materials. 

Departments are not required to provide individual photo-
copiers or computers or printers to Employees or to give 
them access to main departmental offices after office hours. 
This Article in no way assumes that Employees have 
unlimited copying rights or unlimited access to supplies. 
These supplies and services shall be available to the same 
extent and on the same terms as they are made available to 
faculty and lecturers for the performance of teaching duties. 
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Written hiring unit policies regarding the implementation of 
this Section, where they exist, shall be made available to 
Employees. 

The special conference procedure (as set forth in Article XV) 
shall be available to discuss specific concerns related to 
implementation of this Section. 

Section F. Employee Advocacy 

An Employee may submit in writing to the appropriate 
department or unit committee any matter concerning the 
employment relationship of Employees in that department or 
unit. If the matter is subsequently placed on the department 
or unit committee agenda, the Employee initiating the matter 
and other Employees, including the department or unit 
steward, if any, may be invited to discuss the matter. If other 
employees are invited, the Employee initiating the matter 
must be invited. If any Employee is invited, they may invite 
a department steward or other representative of the Union at 
their discretion. 

Section G. Health and Safety 

No Employee will be required to act, nor will any Employee 
act, in a manner which constitutes a health or safety hazard 
in their employment relationship. 

Section H. Student Grades 

Except as noted in the paragraph immediately following, an 
Employee who teaches a discussion, lab or lecture course 
will be consulted by the chair or designee prior to any 
change in the final grades that the Employee has assigned. 
The Employee shall be given reason for the proposed grade 
changes at this consultation. 
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If the Employee cannot be contacted after an attempt has 
been made to do so, written notification of the grade changes 
will be sent to them as soon as possible. 

Section I. Work Hours 

Appointing units will make reasonable efforts to ensure that 
all group work sessions involving GSIs (e.g., grading 
sessions) end before 1:00 a.m. In the event a group work 
session involving GSIs continues beyond 1:00 a.m., no GSI 
will be required to remain and work after that time. Any GSI 
who elects to leave as provided in this Section may be 
required to finish their work associated with the work 
session as soon as possible that same day or thereafter. 

No Employee will be required to attend any work-related 
meeting as a term or duty of their employment unless the 
Employee is provided reasonable notice of the date, time, 
and location of such function. An Employee may be required 
to attend any work-related meeting during a recess of the 
University only if given reasonable notice in order to make 
appropriate arrangements. 

Section J. Privacy 

The University will respect the privacy of all Employees, 
consistent with University Standard Practice Guide 601.11 
"Privacy and the Need to Monitor and Access Records." 
Records pertaining to Union business will be considered 
personal in the context of this paragraph, and will be given 
the same protections and privileges as "Personal Records" in 
601.11. 

Section K. Kitchens 

Where hiring units have kitchens available for use by 
Employees, Employees shall continue to have access to these 
facilities unless and until such kitchens may be re-tasked for 
alternative use. 
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Section L. Immigration 

The International Center can provide advice and assistance 
with Employees' Immigration Status. Employees are 
responsible for their immigration paperwork and the timely 
initiation of the immigration process. 

Section M. Biological Station 

All Employees working at the University of Michigan 
Biological Station shall be subject to the same terms and 
conditions of room and board as apply to faculty working at 
the University of Michigan Biological Station. 

Section N. Accommodations for Lactation 

Where spaces exist for faculty or staff for the primary 
purpose of expressing breast milk, Employees shall have 
access to those spaces for the purpose of expressing breast 
milk. A list and map of such spaces will be maintained on 
the Work/Life Resource Center website. If no such space 
exists in reasonable proximity to an Employee's work site, 
the Employee's appointing unit will make a reasonable effort 
to designate an appropriate temporary space for the purpose 
of expressing breast milk. 

The University will allow time for an Employee to express 
breast milk, with the understanding that the Employee will 
not disrupt classroom or lab activities for this purpose. 

Section 0. Restroom Access 

An employee who requires the use of gender-inclusive 
restrooms for reasons of gender identity may request to be 
located in a work site that has reasonable proximity to 
gender-inclusive restrooms. The University will allow 
employees to make these requests without requiring proof of 
gender identity. Such requests may be granted solely at the 
Employer's discretion and on a case-by-case basis. Grants or 
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with Disabilities 

denials of these requests shall not be subject to Article XIV 
Grievance and Arbitration Procedures. 

Article XXII: Policies and Procedures for Employees 
with Disabilities 

Section A. Americans with Disabilities Act 

The Americans with Disabilities Act (ADA) is a federal civil 
rights law which prohibits discrimination against qualified 
individuals with disabilities. The University of Michigan 
promotes the full inclusion of individuals with disabilities as 
part of its commitment to creating a diverse, inclusive 
community. It is the policy of the University of Michigan to 
comply with the Americans with Disabilities Act of 1990, 
Section 504 of the Rehabilitation Act of 1973, and other 
applicable federal and state laws that prohibit discrimination 
on the basis of disability. 

Additional information about the ADA can be found at the 
following websites: 

http://hr.umich.edu/oie/ada/adainformation.html 

http://hr.umich.edu/oie/ada/adaresources.html 

Section B. University Organization 

1. The provisions of this Article will be fully 
implemented no later than January 1, 2012. 

2. The University will maintain a central fund for 
implementing reasonable accommodations for 
Employees with disabilities. Exhaustion of the fund 
shall not be used as a reason for denying 
accommodation requests. 
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with Disabilities 

3. The University will designate a central office 
("designated central office") for responding to 
requests for accommodations for Employees with 
disabilities. This designated central office shall have 
in its charge: 

4. 
a. managing the accommodations fund specified in 

B.2.; 

b. receiving and maintaining Employee 
accommodation requests and supporting 
documentation; 

c. advising employing schools or colleges, or 
appointing units as needed, in determining 
whether requested accommodations are 
"reasonable" as the term is defined in the 
Americans with Disabilities Act ("ADA") and 
other applicable federal and state regulations; 

d. coordinating with the administrative designee of 
employing schools or colleges in implementing 
accommodations; 

e. maintaining records of accommodations 
formally requested (according to C.4.a.i.) either 
through the designated central office or the 
administrative designee of an employing school 
or college, and the disposition of those requests; 

f. compiling an annual report containing a 
summary of accommodations formally requested 
(according to C.4.a.i.), and the outcome of those 
requests, omitting information pertaining to 
specific individuals, and providing the report to 
GEO and/or Academic Human Resources upon 
request; 
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g. advising Employees about the accommodations 
process; and 

h. providing guidance and training to employing 
schools or colleges and/or appointing units as 
needed about ADA compliance and compliance 
with the provisions of this Article, and best 
practices for interacting with Employees with 
disabilities. 

5. Each employing school or college will designate an 
administrative contact ("administrative designee") 
who is responsible for communicating with 
necessary parties about accommodations requests 
made by Employees in that employing school or 
college. 

6. The University will maintain standardized 
accommodation request forms, medical 
documentation forms, and accommodation approval 
forms. Employees will be able to access these forms 
through their employing school or college's 
administrative designee, the designated central 
office, and the website of the designated central 
office. 

7. As specified in Article IX, Section C.8., employing 
units will include in their initial offer letters to all 
Employees a statement that the University complies 
with the ADA, contact information for the 
administrative designee for the employing school or 
college, and contact information for the designated 
central office. 
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Article XXII: Policies and Procedures for Employees 
with Disabilities 

Section C. Accommodations Procedure 

I. The accommodation process may require discussion 
and consultation with the Employee's immediate 
faculty supervisor and/or other appropriate faculty 
or staff whose duties include the coordination 
and/or management of GSA appointments. 

2. An Employee need not disclose their medical 
condition or impairment to their immediate 
supervisor or appointing unit administrators in order 
to request a reasonable accommodation. An 
Employee, however, will be required to disclose 
such an impairment and/or medical condition to the 
designated central office as necessary to process an 
accommodation request. The designated central 
office may disclose the impairment and/or medical 
condition to the immediate supervisor or appointing 
unit faculty and staff only to further the interactive 
process. In the event the designated central office 
decides it is necessary to disclose the impairment 
and/or medical condition to the immediate 
supervisor or appointing unit faculty and staff to 
further the interactive process, the designated 
central office will inform the Employee prior to the 
disclosure. 

3. Documentation involving accommodations will be 
kept separate from departmental academic records 
and Employee personnel files. Documentation 
related to accommodation requests will be available 
only to employing school or college administrators 
and/or appointing unit faculty and staff who are 
involved with the implementation of a reasonable 
accommodation. 
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Article XXII: Policies and Procedures for Employees 
with Disabilities 

An Employee need not provide documentation 
concerning medical information (e.g., physician 
statements) to appointing unit faculty and/or staff in 
order to request the accommodation. An Employee, 
however, will be required to provide documentation 
concerning medical information to the designated 
central office as necessary to process an 
accommodation request. The designated central 
office may provide the documentation concerning 
medical information to the immediate supervisor or 
appointing unit faculty and staff only to further the 
interactive process. In the event the designated 
central office decides it is necessary to disclose 
documentation concerning medical information to 
the immediate supervisor or appointing unit faculty 
and staff to further the interactive process, the 
designated central office will inform the Employee 
prior to the disclosure. 

4. Employee requests for accommodations will 
proceed according to the following steps: 

a. Step One 

i. The Employee seeking a disability 
accommodation may obtain an 
accommodations request form and 
medical documentation form through 
the administrative designee for the 
employing school or college, the 
designated central office, or the website 
of the designated central office. The 
Employee may submit the completed 
forms to the administrative designee or 
the designated central office physically 
or electronically. 
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Article XXII: Policies and Procedures for Employees with 
Disabilities 

If the Employee submits the forms to the 
administrative designee, the administrative 
designee will submit the forms to the 
designated central office on a timely basis, 
recognizing Employees have limited term 
appointments. Accommodations requests 
may be made at any point during (or 
preceding) the term of employment. 

ii. The parties recognize that an Employee 
may make informal requests directly to 
the Employee's immediate faculty 
supervisor and/or appointing unit faculty 
and/or staff with responsibility for the 
Employee's GSI/GSSA appointment 
("appointing unit contacts"). Further, the 
parties acknowledge that in doing so 
Employees are not required to contact 
the administrative designee or the 
designated central office about their 
request(s). Further, it is possible that 
appointing unit contacts responding to 
an informal request could agree to and 
implement said request without 
consulting the administrative designee 
and/or designated central office. In this 
event, the provisions of Step One (1) i. 
need not be followed (i.e., neither the 
administrative designee nor the 
designated central office need be 
involved). In the event an Employee 
makes a request to appointing unit 
contacts that is denied, the Employee 
may formally pursue a request for a 
disability accommodation through Step 
One (1) i. outlined above. 
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Article XXII: Policies and Procedures for Employees 
with Disabilities 

b. Step Two 

Following receipt of an Employee's 
completed accommodation request forms, 
the designated central office will initiate an 
interactive process with the Employee and 
the employing school or college's 
administrative designee. At the conclusion 
of that process, the designated central office 
will provide the Employee written notice as 
soon as possible (e.g., via email) whether the 
accommodation will be implemented, 
keeping in mind that the Employee is on a 
limited term appointment. The designated 
central office will also notify the employing 
school or college's administrative designee, 
who will notify the appropriate contacts in 
the appointing unit. 

If the accommodation request is granted, the 
designated central office will facilitate, in 
consultation with the employing school or 
college's administrative designee, the steps 
required to implement the accommodation. 

If the accommodation request is denied, the 
designated central office will notify the 
Employee, and provide the Employee with 
the reason for the denial as soon as possible. 

If an accommodation request is denied due 
to the nature of the accommodation 
requested, the designated central office and 
the employing school or college 
administrative designee will make a 
reasonable effort, in cooperation with the 
Employee, to continue the interactive 
process in order to determine whether an 
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Article XXII: Policies and Procedures for Employees with 
Disabilities 

equally effective reasonable accommodation 
is available. 

5. The Employee may use a communication from the 
designated central office notifying the Employee 
that their accommodation request has been granted 
as supporting documentation for future 
accommodation requests. The fact that a previous 
accommodation request has been granted does not 
mean all future requests will be granted. The facts 
and circumstances of subsequent requests will be 
assessed at the time of the subsequent request. 

6. Nothing in this Article shall be interpreted to 
preclude Employees' use of the Grievance and 
Arbitration Procedure as described in Article XIV. 
A grievance alleging a violation of this Article must 
be initiated at Step Three of the grievance 
procedure, and must be submitted within forty (40) 
calendar days following reasonable knowledge of 
the facts giving rise to the grievance. 

Section D. Administrative Training 

The designated central office will provide professional 
training for the administrative designees concerning the 
processes outlined above, as well as best practices as stated 
in Section B.3.h. of this Article. 
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Article XXIII: Past Practices 

Article XXIII: Past Practices 

Section A. Employees' Representation on Committees 

Where in effect on the execution date of this Agreement, 
Employees' representation on a department or unit 
committee(s) shall continue. 

Section B. Lounges 

Where rooms or facilities exist such that these rooms or 
facilities serve as Employee lounges to which all Employees 
have access, such rooms and facilities shall continue to serve 
as Employee lounges and Employees shall continue to have 
access as long as the rooms or facilities continue to exist. 

Section C. Coffee-making Facilities 

Where coffee-making facilities exist such that Employees 
have access to and utilize such facilities, Employees shall 
continue to have access to these facilities. 

Section D. Mail Receptacles 
Departments and units that provide individual Employee 
mail receptacles on the execution date of this Agreement 
shall continue to provide such individual receptacles. 
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Article XXIV: Waiver 
Article XXV: Law Savings Clause 

Article XXIV: Waiver 

The University and the Union acknowledge that during the 
negotiations which resulted in this Agreement each had the 
unlimited right and opportunity to make demands and 
proposals with respect to any subject or matter not removed 
by law from the area of collective bargaining, and that the 
understandings and agreements arrived at by the parties after 
the exercise of that right and opportunity are set forth in this 
Agreement. 

Article XXV: Law Savings Clause 

Therefore, the University and the Union, except as provided 
in Article XXVI, Term of Agreement, each voluntarily and 
unqualifiedly waives the right, and agrees the other shall not 
be obliged, to bargain collectively with respect to any 
subject or matter referred to or covered in this Agreement, or 
with respect to any subject or matter not specifically referred 
to or covered in this Agreement, even though such subject or 
matter may not have been within the knowledge or 
contemplation of either or both parties at the time that they 
negotiated or signed this Agreement. 

If any provision of this Agreement shall, at any time, be 
found invalid by operation of any court or board of 
competent jurisdiction, and from whose judgment no appeal 
has been taken within the time provided for so doing, or if 
compliance with or enforcement of any provision should be 
permanently restrained by any such court, then said 
provision shall become null and void, and the University and 
the Union, at the request of either party, shall enter into 
negotiations for the purpose of arriving at a mutually 
satisfactory replacement for such provision. In the event any 
provision of this Agreement becomes null and void in this 
manner, all other provisions of this Agreement shall continue 
in full force and effect. 
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For the purposes of this provision, the word "board" shall not 
include the Board of Regents of the University of Michigan 
or any board established by them or their agents. 

In the event an action is brought before a state court of 
competent jurisdiction regarding the offering or maintaining 
of benefits for Other Qualified Adults (comparable to those 
offered by the University) to employees of a state or other 
governmental institution, including but not limited to public 
colleges, universities or other public school systems, and 
said court determines that the plan in question violates the 
Michigan Constitution, specifically Article 1, § 25, either 
party may exercise the right to reopen negotiations under the 
Law Savings Clause of the Agreement. 
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Article XXVI: Term of Agreement 

This Agreement between the Graduate Employees' 
Organization and The University of Michigan shall be 
effective from and after the date that the Union notifies the 
University of ratification up to and including May 1, 2023. 

If either party desires to amend or modify this Agreement, 
written notice to that effect shall be given to the other party 
by October 31, 2022. It is understood that following such 
notice, negotiations will begin by November 14, 2022, 
unless mutually agreed otherwise. The parties agree to reach 
a tentative agreement by March 1, 2023. The Parties may 
extend the March 1, 2023 deadline by written agreement. 

In the event that a successor Agreement is not negotiated by 
11:59 p.m. May 1, 2023, this Agreement shall continue in 
full force and effect unless thirty (30) days' written notice of 
termination is given by the Union or the University. 

Executed this 16th day of April, 2020. 

FOR THE REGENTS OF FOR GRADUATE 
THE UNIVERSITY OF EMPLOYEES' 

MICHIGAN ORGANIZATION* 

s/ El en 6.rachek/ sI 1vlally 3raokfceld, 
Ellen Grachek Molly Brookfield 
Associate Director, Academic 
Human Resources Si SheA'Af-Gt/ Co-heirti 

Sheira Cohen 
s/ Vomt;ru For, 
Dominick Fanelli si DeN1.44i'v Mcitio-ry 

Devlin Mallory 

s/Cr4t1,rta,/1/0-ret;rot4--
s/ Peter Mowte).//14e44-cir 
Peter MartelCristina Moreiras-Menor 

kl Kat Maters/ RO-fne4h/S 
Kat Miller

Romesh Saigal 
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s/ 4 il)/J.orvStri:dc& '/ Feiv4Zhw 
Allyson Strickland Feng Zhu 

Date: April 30, 2020s/ Vag -t:e 141r4A.t;t/iFe,-rfr 
Daniel Washington 

*signed electronically due to 
COVID-19*signed electronically due to 

COVID-19 
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MOU I. Work/Life Resource Center 
MOU II. Summer Benefits 

MEMORANDA OF UNDERSTANDING 

I. Work/Life Resource Center 

The University has established a Work/Life Resource Center. 
The function of the center is to facilitate informed choice by 
faculty, staff, and students about family care services 
available in their communities and in campus communities. 
The services of this program are available to Employees 
represented by GEO. 

II. Summer Benefits 

The University will provide special handling of any 
Employees who are eligible for summer coverage as 
described in Article XI: Benefits but whose confirmation of 
eligibility was not delivered to the Benefits Office by April 
10. Employees so affected should contact the Academic 
Human Resources Office which will arrange for continued 
enrollment. If it is too late for such enrollment for those who 
continue health and dental insurance coverage using 
COBRA or who pay for other coverage, the University will 
reimburse the Employee for any premiums actually paid up 
to the amount the University would have paid in premiums 
for the continuation of regular University coverage provided 
a premium receipt is submitted to the Benefits Office. For 
those who decide to pay for health and dental expenses 
directly, the University also will reimburse the Employee up 
to the amount the University would have paid in premiums 
for the continuation of regular University coverage, but not 
to exceed actual expenses provided an original bill is 
submitted. 
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MOU III. Compliance with the Family Medical Leave 
Act 

MOU IV. International Graduate-Student Training 

III. Compliance with the Family Medical Leave Act 

The University will comply fully with the Family Medical 
Leave Act (FMLA). The Union and the University agree to 
include Employees' Other Qualified Adults under the 
definition of "immediate family member" in connection with 
all FMLA provisions. 

IV. International Graduate Student Training 

Listed in the Appendix is the LSA Policy for support of 
international graduate students who participate in the August 
workshop in English Language Proficiency. For eligible 
students who do not take advantage of the LSA Policy, the 
University will provide $45 per day to attendees of the 
workshop to assist with food, insurance costs, and other 
expenses. Comparable support will be provided to 
international graduate students who are employed outside 
LSA, through their respective schools or colleges. 

The University is committed to this policy for the term of 
this Agreement. The provisions and duration of this policy 
are not a part of the collective bargaining agreement. 
However, any graduate student who believes they have not 
been properly accorded the provisions of this policy may file 
a grievance with the Rackham School of Graduate Studies. 
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MOU V. Mental Health Co-payments 
MOU VI. Lactation Accommodations 

V. Mental Health Co-payments 

Effective January 1, 2021 through plan year 2023, the 
annual-out-of-pocket copayment maximum for mental health 
office visits shall be $500 per individual and $1,000 per 
family. 

VI. Lactation Accommodations 

The University and GEO have a mutual interest in increasing 
the quality and accessibility of spaces made available for 
expressing milk on campus (i.e. personal rooms, etc.). The 
University acknowledges the importance of having available 
space for the purpose of expressing milk on campus and will 
continue to make reasonable efforts to meet the following 
guidelines for appropriate space as referenced in Article 
XXI, Section N. 

The designated campus spaces will be shielded from view 
and free from intrusion from coworkers and the public. A 
bathroom, even if private, is not a permanent permissible 
location. The location must be functional as a space for 
expressing breast milk. If the space is not dedicated to 
nursing parents' use, it must be available to nursing parents 
when needed. 

If an Employee is not able to locate available space for 
expressing milk on campus, they can contact the Work-Life 
Resource Center at (734) 936-8677 or visit their lactation 
resources website at https://hr.umich.edu/benefits-
wellness/family/work-life-resource-center/lactation-
resources. 
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MOU VII. Continuation of Dues Authorization 
MOU VIII. E-Signatures 

VII. Continuation of Dues Authorization 

The parties agree that a Graduate Employees' Organization 
Union Membership / Representation-Service Fee Card, as 
described in Article V, Section I of the Agreement, if signed 
and executed by an Employee prior to May 1, 2017, shall be 
provided to University Payroll prior to May 15, 2017 so as to 
authorize the deduction of Union Dues. Such cards shall be 
considered a valid Payroll Deduction Authorization for Dues 
Card under Article V of this Agreement, having the identical 
effect as the card described in Article V, Section D. 

VIII. E-Signatures 

The Union and the University agree in principle that e-
signatures may be acceptable for authorization of payroll 
deduction of dues if the electronic signature meets the 
University standard for a valid authorized signature. Within 
ninety (90) days of the ratification of this Agreement, the 
parties will convene a working group with the goal of 
identifying a mutually acceptable e-signature product or 
system. 
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MOU IX. Memorandum of Understanding — 
Diversity, Equity and Inclusion GSSAs 
MOU X. Memorandum of Understanding 
Required Disclosure of Felony Charges and/or Felony 
Convictions 

IX. Memorandum of Understanding — Diversity, Equity 
and Inclusion GSSAs 

The parties have agreed that the University and the Union 
have a shared interest in having graduate student employees 
contribute to the Diversity, Equity and Inclusion Strategic 
Plan. 

From August 31, 2020 through April 30, 2023, the 
University will employ during the fall and winter semesters 
six (6) Graduate Student Staff Assistants ("GSSAs") who 
will perform administrative, counseling or educational duties 
related to the Schools' and Colleges' diversity, equity and 
inclusion strategic plans under the direction of the Vice 
Provost for Graduate Studies or their designee, in 
cooperation with the Vice Provost for Equity and Inclusion. 
GSSA positions will be made pursuant to Article I, Section 
B.6. 

X. Memorandum of Understanding- Required 
Disclosure of Felony Charges and/or Felony Convictions 

Effective May 1, 2020, Standard Practice Guide 601.38, 
Required Disclosure of Felony Charges and/or Felony 
Convictions, shall apply to all employees. SPG 601.38 may 
be accessed online at the following link: 
https://spg.umich.edu/policy/601.38. 

If an Employee is charged or convicted in a period of time 
when they are not employed as a GSA nor hold any other 
position covered by the SPG 601.38, they are only required 
to disclose the charge (if still pending) or conviction when 
they re-enter the Bargaining Unit. Once an Employee re-
enters the Bargaining Unit, the timeline for disclosure begins 
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X. Memorandum of Understanding — Required 
Disclosure of Felony Charges and/or Felony Convictions 

at the appointment start date. Employees will be notified of 
the policy upon their re-entry into the Bargaining Unit. 

Employees who fail to disclose felony charges and 
convictions, and/or fail to provide accurate details regarding 
felony charges and convictions, or fail to consent to a 
background check, will be subject to the process set forth in 
Article VIII, Job Security. 

In the event an Employee is terminated for violation of 
Standard Practice Guide 601.38, or is relieved of 
employment responsibilities pending disposition of a felony 
charge, Academic HR will notify the Union. If the Union 
files a grievance in accord with Article XIV concerning the 
termination or relief of employment responsibilities, an 
arbitration hearing will be held and a decision rendered by 
the arbitrator no later than fourteen (14) calendar days after 
receipt of the grievance. The arbitrator will be asked to 
determine whether the action taken was for just cause. 
Action taken against an Employee will not be taken solely 
based on the existence of a felony charge or conviction, but 
must be job-related for the position in question and reflect 
business necessity. During the period of arbitration, the 
Employee will continue to receive their full salary and 
benefits, including their tuition waiver. 

Arbitrations held pursuant to this article shall be heard by 
one (1) arbitrator from a three-person panel that will be 
mutually agreed upon by the Employer and the Union no 
later than thirty (30) days after ratification of the Agreement. 
Arbitrators will be selected on a rotating basis. If an 
arbitrator is provided notice and the case does not go to 
hearing for any reason, the assigned arbitrator will go to the 
bottom of the list just as though they had heard the case. 

Nothing in this paragraph limits the University's right to 
terminate employment or take action as would otherwise be 
available under the Agreement. 
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X. Memorandum of Understanding — Required 
Disclosure of Felony Charges and/or Convictions 
XI. Memorandum of Understanding — Speech 
Language Therapy for the Treatment of Gender 
Dysphoria 

In the event that an Employee is relieved of employment 
responsibilities pending disposition of a felony charge, they 
will keep their salary, tuition waiver, and benefits for the 
remainder of the employment period. 

A material change to SPG 601.38 shall be subject to 
negotiation. 

XI. Memorandum of Understanding- Speech 
Language Therapy for the Treatment of Gender 
Dysphoria 

Effective July 1, 2020, GradCare will cover up to 15 speech 
language therapy sessions per calendar year for the treatment 
of gender dysphoria. The employee will be responsible for 
paying the $25.00 co-pay for each speech language therapy 
session. 
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XII. Memorandum of Understanding- Joint 
Committee on Workplace Free from Discrimination, 

Sexual Harassment, and Sexual Misconduct 

The University and the Union share interests in a safe, diverse, 
and inclusive workplace, free from discrimination, sexual 
harassment, and sexual misconduct. 

The Joint Committee on Workplace Free from 
Discrimination, Sexual Harassment, and Sexual Misconduct 
shall meet twice per year (one meeting in the Fall Term, and 
one meeting in the Winter Term), in accord with Article XV 
Special Conference, to discuss potential concerns 
specifically related to GSA employment, with the express 
intent of working toward maintaining and advancing a 
workplace free from discrimination, sexual harassment, and 
sexual misconduct. Additional meetings may be held by 
mutual agreement. 

Three (3) representatives from the Union and three (3) 
representatives from the University (including one designee 
from the Office of Institutional Equity, the GEO Contract 
Administrator, and a representative from the Sexual Assault 
Prevention and Awareness Center, as needed and depending 
on the meeting's subject matter) shall convene as the Joint 
Committee on Workplace Free from Discrimination, Sexual 
Harassment, and Sexual Misconduct. The Parties will 
mutually agree upon dates and locations for each meeting. 
The Joint Committee pledges to address the following 
agenda items during its first year of operation. Agenda items 
may be added or subtracted only by mutual agreement. 

1. Preventing discrimination, sexual harassment, and 
sexual misconduct during University-sponsored field 
experiences for Employees, including guidance for 
Employees and their supervisors. 

2. Potential mechanisms for improving the OIE's 
process for Employee complaints of discrimination. 

3. Creating an informational resource outlining the 
complaint process, including GEO's role. 
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XII. Memorandum of Understanding — Joint 
Committee on Workplace Free from Discrimination, 
Sexual Harassment, and Sexual Misconduct 
XIII. Memorandum of Understanding — Special 
Conference for Review of Letters of Recommendation 

4. Potential avenues for improving sexual misconduct 
trainings for Employees. 

5. Ensuring access to gender-inclusive restrooms for 
Employees on campus. 

Nothing in this MOU obligates the Parties to negotiate or in 
any way change or alter any of the provisions of this 
Agreement, or the rights of either the University or the 
Union under the terms of the Agreement. Nothing in this 
section shall impair or supplant the Union's right to grieve in 
accord with Article IV or XIV, Grievance and Arbitration 
Procedures. 

This MOU shall terminate with the expiration of this 
Agreement, unless the parties mutually agree to extend its 
terms beyond the expiration of this Agreement. 

XIII. Memorandum of Understanding- Special 
Conference for Review of Letters of Recommendation 

The Union and the University have a mutual interest in 
addressing appropriate responsibilities and guidelines 
associated with Employees' writing letters of 
recommendation for students. The Parties will hold a special 
conference, pursuant to Article XV, Special Conferences, to 
discuss employment-related concerns and issues associated 
with writing letters of recommendation. The special 
conference will be held in Fall Term 2020. 
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XIV. Memorandum of Understanding- Special 
Conference for Fraction Calculation Form 

XV. Memorandum of Understanding — Special 
Conference on SMTD Employment Fractions below .25 

XIV. Special Conference for Fraction Calculation 
Form 

The Union and the University recognize Employees are 
engaged in professional activities that cannot be precisely 
standardized or measured in relation to a given period of 
time. The Parties have a mutual interest in ensuring 
appropriate communications between hiring units and 
Employees regarding average weekly expectations and 
actual work hours. The Parties will hold a special 
conference, pursuant to Article XV, Special Conferences, to 
discuss employment-related concerns and issues associated 
with the fraction calculation form and potential avenues for 
improvements to it. The Parties will also discuss the content 
and format of the Hours Accountability form which the 
University will provide to Employees, as specified in Article 
X.G.b. The special conference will convene once during the 
Spring/Summer Term and once during the Fall Term 2020. 
The Parties may mutually agree to additional meetings. 

XV. Memorandum of Understanding- Special 
Conference on SMTD Employment Fractions below .25 

The parties agree to hold a special conference, per Article 
XV, including at least one representative from the School of 
Music, Theater & Dance, to discuss issues related to 
employment fractions below .25 and possible solutions. 
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XVI. Memorandum of Understanding - Joint 
Committee on Disability Accommodations 

The University and the Union share interests in improving 
the disability accommodations procedure for Employees, in 
accord with Article XXII: Policies and Procedures for 
Employees with Disabilities. 

The Joint Committee on Disability Accommodations shall 
meet twice per year (one meeting in the Fall Term, and one 
meeting in the Winter Term), in accord with Article XV 
Special Conference, to discuss potential concerns 
specifically related to GSA employment, with the express 
intent of working toward improving the employee disability 
accommodations process. Additional meetings may be held 
by mutual agreement. 

Three (3) representatives from the Union and three (3) 
representatives from the University (including one designee 
from the Office of Institutional Equity and the GEO Contract 
Administrator) shall convene as the Joint Committee on 
Disability Accommodations. The Parties will mutually agree 
upon dates and locations for each meeting. 
The Joint Committee pledges to address the following 
agenda items during its first year of operation. Agenda items 
may be added or subtracted only by mutual agreement of the 
committee members. 

1. Potential mechanisms for improving the 
employment disability reasonable accommodations 
procedure, such as process improvements and 
communication between the Designated Central 
Office and Administrative Contacts. Such 
mechanisms might include, but are not limited to: 
efficiencies in the disability reasonable 
accommodation process and improving the 
Employee experience in the reasonable 
accommodation process. 
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XVI. Joint Committee on Disability Accommodations 

2. Identification of and discussion about mechanisms 
for disseminating information to Employees 
regarding health coverage benefits and disability 
reasonable accommodations. 

3. Identification of and discussion about mechanisms 
for improving communication and enabling better 
understanding of the disability reasonable 
accommodations process for Employees within the 
University system. 

4. Discussion about ways to build the relationship 
between GEO and the University to help Employees 
navigate and understand the disability reasonable 
accommodations process. 

Nothing in this MOU obligates the Parties to negotiate or in 
any way change or alter any of the provisions of this 
Agreement, or the rights of either the University or the 
Union under the terms of the Agreement. Nothing in this 
section shall impair or supplant the Union's right to grieve in 
accord with Article IV or XIV, Grievance and Arbitration 
Procedures. 

This MOU shall terminate with the expiration of this 
Agreement, unless the parties mutually agree to extend its 
terms beyond the expiration of this Agreement. 
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Appendix A: Policy for Graduate Students with Non-
English Medium Undergraduate Backgrounds Who Seek 
GSI Positions in the College of Literature, Science, and the 
Arts 

APPENDICES 

A. Policy for Graduate Students with Non-English Medium 
Undergraduate Backgrounds Who Seek GSI Positions in 
the College of Literature, Science, and the Arts 

The College of Literature, Science, and the Arts strongly 
supports the employment of Graduate Student Instructors (GSI) 
from diverse educational, linguistic and cultural backgrounds 
and values their contribution to the College community. In 
recognition of the particular challenges of working as a GSI in a 
different educational system, in potentially new classroom 
cultures, and perhaps in a different language, graduate students 
from non-English medium undergraduate educational 
backgrounds who are candidates for GSI positions in LSA have 
the opportunity to be part of a special training course sponsored 
by LSA and conducted jointly by the English Language Institute 
(ELI) and the Center for Research on Learning and Teaching 
(CRLT). The course, ELI 994 College Teaching in the U.S.: 
Pedagogy, Culture and Language, provides participants with 
practice in classroom English and in leading discussion sections 
and labs. It provides perspectives on aspects of the U.S. 
educational system such as office hours and aspects of the 
culture of the University of Michigan undergraduate classroom. 

As part of the training, the College of LSA also requires that 
potential GSIs whose undergraduate medium of instruction is not 
English be evaluated for effective proficiency in classroom 
English. Effective proficiency includes fluent and intelligible 
speech, the ability to understand the English spoken by the 
undergraduate students, the ability to produce 
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Appendix A. Policy for Graduate Students with Non-
English Medium Undergraduate Backgrounds Who Seek 
GSI Positions in the College of Literature, Science, and the 
Arts 

organized, coherent explanations, and the ability to contribute to 
the development of interactions with their students. 

Graduate students are exempt from ELI 994 and the Graduate 
Student Instructor Oral English Test (GSI-OET) if they hold an 
undergraduate degree from a U.S. college or university, or an 
undergraduate degree from a college or university where English 
is the exclusive medium of instruction. The Department Chair 
can also refer to the course potential GSIs who need additional 
language instruction and/or introduction and orientation to the 
American university classroom and community. If referred, 
attendance and satisfactory completion is required as a condition 
of employment as a GSI. Students who are exempt may take the 
training course on a space-permitting basis. 

As part of the training and testing, graduate students are required 
to demonstrate their effective proficiency by taking the GSI-OET 
conducted by independent evaluators from the Testing Division 
at the ELI and a faculty representative from the department in 
which the prospective GSI will be teaching. 

In the event that an examinee does not successfully complete the 
GSI-OET at the end of a course, it is incumbent on the 
department that made admission and support offers to identify 
alternative support resources that are not GSI positions and that 
do not require direct contact with undergraduate students. 
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Appendix A. Policy for Graduate Students with Non-
English Medium Undergraduate Backgrounds Who Seek 
GSI Positions in the College of Literature, Science, and the 
Arts 

It is not required that these "backup" support systems offer 
conditions of support that are identical or comparable in level to 
that which would come from a regular GSI position, but they 
must be sufficient to meet Department of Homeland Security 
requirements that the international student be able to demonstrate 
the existence of financial support during the first year of study. 

Such alternative support is contingent on the student's 
concurrently fulfilling ELI course requirements identified in the 
GSI-OET. This Test is provided at no cost to the student, and the 
ELI courses are available from the College to enrolled students. 
Although there is no limit to the number of times one can retake 
the GSI-OET, a student must complete the post-OET 
requirements to be eligible for a retest. 

There are two options for the training course during the year. 
There will be a Winter semester course (ELI 994) and a Summer 
course (both 2 credits), the latter only for new, first-term 
prospective GSIs. For LSA graduate students who are not 
required to attend the Summer ELI 994 course but who would 
like to, prior written approval from the appointing department is 
necessary 

Prospective employees who are not first-term GSIs may take a 
test of communicative skills in the Fall term for employment in 
the Winter term or in the Winter term for employment in the 
following Fall term. If the prospective employee passes the test 
before training, the employee may choose whether or not they 
would like to participate in the training. Students who are waived 
may take the training on a space-permitting basis. 

For any LSA graduate student who is required to attend the 
Summer LSA ELI 994 course, the University provides housing 
in a designated University facility and a living allowance of $45 
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Appendix A. Policy for graduate Students with Non-
English Medium Undergraduate Backgrounds Who Seek 

GSI Positions in the College of Literature, Science, and the 
Arts 

per day to attendees of the workshop to assist with food, 
insurance costs, and other expenses. For those who do not 
choose to live in the designated facility, there are no cash 
alternatives. Please review the tax treaty information at: 
http://www.finops.umich.edu/payroll/forms/taxtreaties to see if 
you qualify for a tax exemption. 

Matriculating students from a non-LSA school or college must 
be nominated by an LSA department to participate in the 
Summer LSA ELI 994 course. The Rackham Graduate School 
will provide funds for housing in a designated University facility 
and a living allowance of $45 per day (to assist with food, 
insurance costs, and other expenses), for non-LSA graduate 
students attending the Summer LSA ELI 994 course. For those 
who do not choose to live in the designated facility, there are no 
cash alternatives. Please review the tax treaty information at: 
http://www.finops.umich.edu/payroll/forms/taxtreaties to see if 
you qualify for a tax exemption. 
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Appendix B: Elliott-Larsen Civil Rights Act 

B. Elliott-Larsen Civil Rights Act 
Sec. 202. (1) An employer shall not do any of the following: 

(a) Fail or refuse to hire, or recruit, or discharge, or otherwise 
discriminate against an individual with respect to employment, 
compensation, or a term, condition, or privilege of employment, 
because of religion, race, color, national origin, age, sex, height, 
weight, or marital status. 

(b) Limit, segregate, or classify an employee or applicant for 
employment in a way which deprives or tends to deprive the 
employee or applicant of an employment opportunity, or 
otherwise adversely affects the status of an employee or 
applicant because of religion, race, color, national origin, age, 
sex, height, weight, or marital status. 

(c) Segregate, classify, or otherwise discriminate against a 
person on the basis of sex with respect to a term, condition, or 
privilege of employment, including, but not limited to, a benefit 
plan or system. 

(d) Treat an individual affected by pregnancy, childbirth, or a 
related medical condition differently for any employment-related 
purpose from another individual who is not so affected but 
similar in ability or inability to work, without regard to the 
source of any condition affecting the other individual's ability or 
inability to work. For purposes of this subdivision, a medical 
condition related to pregnancy or childbirth does not include 
nontherapeutic abortion not intended to save the life of the 
mother. 

(2) This section does not prohibit the establishment or 
implementation of a bona fide retirement policy or system that is 
not a subterfuge to evade the purposes of this section. 
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Appendix B: Elliott-Larsen Civil Rights Act 

(3) This section does not apply to the employment of an 
individual by his or her parent, spouse, or child. 

Sec. 203. An employment agency shall not fail or refuse to 
produce, refer, recruit, or place for employment, or otherwise 
discriminate against, an individual because of religion, race, 
color, national origin, age, sex, height, weight, or marital status; 
or classify or refer for employment an individual on the basis of 
religion, race, color, national origin, age, sex, height, weight, or 
marital status. 
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Appendix C: GradCare University Contribution Formula 

C. GradCare University Contribution Formula 

Per Article XI. Section A. 4. a.: The maximum University 
contribution towards GradCare will be the lesser of the total 
GradCare premium and the highest University contribution given 
to a regular non-bargained for instructional staff member for 
each coverage tier. 

The University contribution toward GradCare 
For individual Employee coverage (Tier I: one adult), the 
University contribution toward the cost of the GradCare group 
health insurance plan premium will be 93% of the weighted 
average premium cost of the two lowest-cost comprehensive 
plans available to all University employees. The University 
contribution toward the cost of group health insurance plan 
premiums for other tiers of coverage (those that include 
dependents, including OQAs) shall be the same contribution for 
the coverage for the Employee plus an additional contribution 
for covered dependents, calculated such that the University pays 
75% of the weighted average aggregate premium cost for 
dependent children and 66% of the weighted average aggregate 
premium for the second adult. 

The Employee will be responsible for any additional premium 
cost above the base University contribution rate toward 
GradCare. 

This formula may be adjusted as long as the University 
contribution does not go below the 2019-2020 highest University 
contribution level for non-bargained-for instructional staff per 
coverage tier. 
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I
OFFICE OF THE 

PROVOST 
UNIVERSITY O1>MICIIIGAN 

Paul N. Coattail • We'll') and Newlyn Vice President for Acadninic Affairs 

MEMORANDUM 

TO: Faculty and Staff 

FROM: Paul N. Courant c. / 1 ' 
Interim Provost and Executive Vice President for Academic Affairs 

DATE: April 14, 2017 

SUBJECT: Work hour restrictions for international graduate students 

The University recognizes that many international graduate students' visas (e.g., J-1 and F-I 
visas) prohibit them from being required to work more than 20 hours per week. 

The University and its appointing units are committed to working with and supporting graduate 
students in these circumstances to meet these requirements. 

The University values a diverse 0S1/GSSA population. To that end, we encourage appointing 
units, when makinghiring decisions, to consider what applicants bring to a particular position, 
based on the required and desired qualifications. Absent compelling reasons, the visa status ofan 
applicant fbr a 0SI/GSSA position may not be used as a factor in making a hiring decision. 

In addition, the University reinlbrees its commitment to honor (181's average weekly work 
expectations and its other commitments as set forth in the collective bargaining agreement with 
respect to providing substitute coverage for international graduate students who become unable 
to fulfill their GSUGSSA employment responsibilities because ofvisa status. 

PNC/tf 
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STATE OF MICHIGAN 
IN THE CIRCUIT COURT FOR THE COUNTY OF WASHTENAW 

BOARD OF REGENTS OF THE 
UNIVERSITY OF MICHIGAN, 

Plaintiff, 

v Case No. 21- -CL 

THE GRADUATE EMPLOYEES Hon. 
ORGANIZATION AMERICAN 
FEDERATION OF TEACHERS LOCAL 
3550, 

Defendant. 

(CONT’D) EXHIBITS TO VERIFIED COMPLAINT 

Exhibit 1 Collective Bargaining Agreement (April 16, 2020 – May 1, 2023) 

Exhibit 2 GEO Strike FAQ pamphlet 

Exhibit 3 Unarmed Non-Police Response Proposal, GEO to UM AHR 12/16/22 

Exhibit 4 P4P Proposal, GEO to UM-AHR 1/06/2023 

Exhibit 5 Immigration Protection Proposal, GEO to UM AHR 12/16/2022 

Exhibit 6 MERC Charge filed by UM 

Exhibit 7 Affidavit of Dr. Thomas Finholt 

Exhibit 8 Affidavit of Anne Curzan 

Exhibit 9 Affidavit of Cliff Lampe 

Exhibit 10 Affidavit of Katherine DeLong 

Exhibit 11 Second GEO Strike FAQ pamphlet 



EXHIBIT 2 



GE 
Strike FAQ 

Contents: 
• Why are UM;grad workers considering a strike? 

• What is the goal of a strike? 
• What will I have to do if we strike? 

• How is a strike autllorized and who can vote? 
. Will striking effect my student visa? 

• Is striking illegal? 
• Will I lose pay or get fired? 

• How should I communicate with my advisor/students? 



 

 
 

Why are um grad workers considering a strike? 
At the baraininglable, dozens ofgraduate students have pro-vided well-researched arguments for each ofour proposals. Meanwhile,hundreds ofgraduate students have participated in several actions tocommunicate to the Universityabout the necessity of theseropotals.including picketing duringvarious events, conducting a wdli-in protest,and speaking directly to theelected Regents. Yet, the Administrationhasn't budged at all.A strike is our absolute last option but one that wemust consider at this time. 

What is the goal of a strike?, 
A strike significantly interrupts undergraduate instruction, alertsthe campusand local community to our struggle, and brings media 

attention to the University, all ofwhich pressure the administration to 
makemovestosettle thestrike. Once we are on strike, UM leaders will be 
highlymotivatedto get usback to work We will ask UM leaders tosnake 
us an offer that can settle the strike. Ultimately, we are striking in order to 
receive an offer that is acceptable to a majority of GSIs/GSSAs. 

What is a strike? 
A strike is a coordinated stoppage ofwork to make an employ-

er meet the needs and demands ofworkers. During a strike, GSIs and 
GSSAs would cease performing their paid instructional and staff assistant 
labor There are over 2,000 GSIs and GSSAs. When we stop performing 
our job duties, our value becomes dear to the entire community. 

When would we go on strike? 

This willultimately depend on what the University offers us, and 
willbe a collective decision bygrad workers. However, we would proba-
blynot have a strike authorization vote until mid-March. 

How long will we strike for? 
We hope that good preparation and a credible strike threat will 

push the Universityto make us an offer before a strike even begins. 
Remember, theyhave the moneyand resources to agree to our proposals 
and can do that at anytime. In the event that we do have to strike, a strike 
could go on for several weeks. 

—2— 
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What will 'I have to do if we strike? 

IfyouareaGSI/GSSit: you should refrain from teaching your riacand 

stop other GSI/GSSA-related activities. 

Ifyou areaGSRA:you will not be crossing the picket line by continuing 

your paid research labor. However, strikes often cause ripples and waves 

throughout a workplace.In the event of a strike, you and your labmates 

might decide that the best thing is to halt your experimentsfor the time 

being. You should feel empowered to do that! 

All grad students regardless ofyour employment statusshould partici-

pate in picket lines. Picket linfti,avolve chanting, marching, andhap...nt, 

out informational literature outside of buildings. 

And, if you are asked to pickupthe labor of strikingworkers,always 

say no. This is called scabbing and it underminesthe democratic decisions 

of GSIs/GSSAs to go on strike andweakens our collective power, meaning 

we may have to strike for longer. 
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Should I' 4.SLOP attendingNo. Our strike ,i-
class or dolGSSA duties. ' You can mivoives a mypar:sefarch?ifclass and coordinated work si,ipcontinue to workconducfing g o our GSresearch.. towards your degree by going toI've heard that striking isYes. UM is a public illegal.Is that tru4k.employees to strike in A-ii 

university
•strike clause" 

and it is unlawfulIn addit tion, our 
for public sectorspecifying that we can contract has a no 

be a breach of contrao and the Univneorsi.ty could legally discipline or fire 

strike.Strilung would therefore 
us. The question is whoher the University would retaliate against workers 

and the union rather than pay us a living wage. TM 
fire all of its GSIs and GSSAs because 

. is highly unlikelyfl tooperations of the University They need us! 
are essential to the day-€,

UMcould take action against GEO as an organization. None of 
these actions woulddirectly-affect individual members. First, 'UM could
stop collecting union dues from union;members. Second, the Universi-
ty could also ask a court for an injunction to force us back to work (seebelow). Finally, the University could sue GEO for damages ifwe violatedour no-strike clause. 
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an international student.CanIgo on strike? 
I'm 

Yes. International students, like d'imestic students, have the right 

andparticipate in their union. Your visa requirementsdo notto jor your 
ability to participate in a strike. International students have 

restrict 
histoecakbeen active and centrAI in GEO since its inception including 

having ledlitrilces and other collective actions that have improved all of 

our Jives here at UM. 

Will UM punish strikers? 

Tens of thousands of graduate workers have gone on strike in 

the U.S. in the last decade, and not one person has lost their place at the 

university. (UC Santa Cruz did fire some striking grad workers in 2020, 

largelybecause at that point the number ofstrikers was small [-501. How-

ever, even in this case, their union fought for and ultimatelywon their 

reinstatement.) 
Columbia University has gone on strike five times in the last 

ten years. After the last strike, theywon significant pay increncPs and 

improvements to their benefits. Other recent graduate worker strikes 

succeeded in winning the demands of grad workers at NYU, Harvard, 

the University of Illinois, and the University of Illinoisat Chicago. We 

ourselves at UniversityofMichigan went on strike and won in 2020. 

We will onlystrike ifwe have the participation ofhundreds of 

GSIs/GSSAs. Our strength in numbers is our primary protection against 

punishment, as it has been with everystrike everywhere. 

Will striking affect my student visa? Will it affect future 

visas? 
No.Your visa is connected toyour status as attuderitnotyour 

status as an employee. Internationalstudentsvisas can onlyberevoked if 

a student is dismissed from thesziniversity. Not one internationalgraduate 

worker has ever had their visa taken away or restricted for participation 

in a university labor union. ieach out to us at umgeo@geo3550sorg ifthe 

administration schedules kdisciplinary hearing to punish you for your 

participation in the strike. 
As described above, anylegal action UM tookwould.target GEO 

leadership rather than rank-and-fileworkers. And in the unlikely event 

that UM pursued legal action against individual GEO members—some-

thing which has never been done before at any institution and may not be 

legally possible—this would not amount to a criminal penalty, but to a 
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civil one and should haVe no impact on your current or future im-
migration status (whether you are in the US currently or not). We 
know ofno instances of an international grad worker having their 
visastatus or job position affected by striking, or of international 
students being asked about union participation or striking at the 
border Cmcluding internationalstudents who were a prominent
part of GEO'sleadership during the 2020 strike and internation-
alstudentswho were prominently featured inthe media attiring 
strikesat Wand UCSC). 

Employers often. target immigrant workers because of their 
perceived vulnerability, but the truth is that international students 
are crucial to the University's business model. About a third of grad 
students and GSIs/GSSAs at UM are international students; if UM 
attempted to revoke international students' visas, it would seriously 
damageitsprospects for recruiting international gradstudents and 
undergradomnsalike.This is why international students have been 
atthe center ofmany gradworker strikes, from UIC to TU to GEO. 

How willUMleaders respond? 
Based on howadministrations have reacted at other univer-

sities and how UM reacted against our 2020 strike, we can expect 
that UM will threaten strikers. Theywill threaten our jobs, our 
wages,and our a demicstanding.You can expect to get an email 
from Provost McCauley or the Dean ofyour college tellingyou that 
you could be punished forstriking. Vague threats of punishment is 
a typical anti-union scare tactic that we have seen before. The goal 
of usinollese tactics is to scare you and stop you from advocating 
for yourselfand others. 

Can UM withhold my wages ifI strike? 

It is not typical for universities to,withhold pay. This is 
because it is illegal to withhold pay from people who are working, 
and it willbe very difficult for UM to determine who is striking 
and when theyare striking. Especially in the context of a strike of 
hundreds or thousands, UM will probably not be able to logistically 
withhold pay from onlystrikingworkers, and if theywithhold from 
workers who are not striking or who are out sick, theywould be 
acting illegally. 
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In the event that UM did withhold our wages, we would still 
have recourse:First, we are raising money for a hardship fund for 
those who need money for essentials such as rent, bills, and food. 
Secondly, before agreeing to end the strike, we would insist that 
UM return any withheld wages just like Columbia grads did in their 
recent teft-: week strike. 

Will I get fired if l strike? 
UM could legally fire striking workers, and will almost cer-

tainly threaten to do so. However, there are a variety of reasons why 
it is unlikely to follow through: 

1. Grad workers are highlyspecialized laborers performing work 
that is essential to the University's operations, so UM cannot 
fire all ofus. Where would theyfind another 2200 skilled 
teachers to teach? 

2. UM would have to determine which workers were on strike. 
This is not easy to do in an institution as decentralized as UM. 

3. HUM fired more vulnerable workers (like international stu-
dents), then we could sue them for discrimination. 

4. Firing strikingworkers is an escalation that would likely cause 
significant backlash from the UM communityand beyond. 

These are the major reasons why UM has never fired GSIs/ 
GSSAs in previous GE0 strikes (including the2020 strike),and 
why no grad worker haslost their placeat their university over the 
past decade ofstrikes. (1./C Santa Cruz did fire some sinting grad 
workers in 2020, largely because at that point the number ofstrik-
ers wassmall [-50]. How&etleyen in this case, their union fought 
for and ultimatelywin their reinstatement.) in addition, we would 
negotiate with the University for a non-retaliation agreement as 
part of anystrike resolution. This is one reason why it is crucially 
important that we all stay on strike together to ensure all of our col-
lective safety: Without enough strike power, we may not be capable 
of getting UM toSign a non-retaliation agreement at the end of the 
strike. 
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Will I be able to get hired in the future if _I strike? 
Yes. For those who came in with offer letters, your de-

partment isstill obligated to hold up their end of the bargain and 
provide you with the previously agreed upon funding, assuming 
that you are in good academicstanding, are on track with. PrQtrain
milestones, or have received exceptions for those thingslcMoreover, 
before we would be willing to call an end to the strike, we would 
negotiate with UM for a non-retaliation agreement. Such an agree-
ment would involve UM communicatingwith all departments that 
retaliation through refusal to hire or any other meanswould be 
unacceptable. 

How will striking affect my students? 
Astrike will disrupt undergraduate learning in the short 

term,butitwill enhance their educational experience in the long 
term. Fundamentally,ourworking conditions are their learning 
conditions. In addition, manyof our proposals would directlybene-
fit undergrads, including dass size caps, accessible trans healthcare, 
and a better childcare subsidy. Finally, many undergrads will go on 
to grad school themselves, benefiting directly from the progress we 
make toward affordability and dignityfor all grad workers. 

Many undergraduates support GEO and will understand 
whywe are striking andwill demonstra₹e support At the same 
time, manystudents will be confused and-would prefer that we 
keep teaching. Preparing yourstudents for a strike is the best way 

-to mitigate stressr for them. Email umgeo@geo3550.org for a slide 

showandcs ript talk to them,. A strotig show of support from 
undergraduates and theitsparerlts wjll help end the strike swiftly. 

What should I say to my advistr? 
As support for the strike grows, we encourage you to work 

withyour department stewardto inform your departments and 
faculty supervisors that you are preparing to.strike. We encourage 
you to do this as a group of grad workers preparing to strike. This is 
muchbetter than trying to have this conversation one-on-one. 

Many departments will be supportivebecause the strike will 
ultimately help them too. We are advocating for millions of dollars 
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to be added to fund graduate education, which will increase the 
money that every department receives. 

However, ifyour advisor oversees your teaching or you have 
other concerns, talk to your department steward to make a plan. 
That plan might entail approaching that professor as a group of 
GSIs or it M' ight entail having the entire department make a state-
ment about why grad workers have decided to strike (the PsychoI-
ogy department has already issued such a statement). We will be 
providing templates for these conversations and statements soon. 
What ifUM filesaairijunction to get us to return to 
work like they didint)20? 

In the event ofa strike, we can expect UM to file an injunc-
tion against GEO to force us back to work. Thisis a common tactic 
of employers to try to intimidate workers (e.g., EMU sought an 
injunction against faculty there when theywent on strike last year). 
Keep in mind that an injunction is first and foremost a scare tac-
tic. An injunction cannot result in you personally being criminally 
charged, sued or ill the loss of our status as unionized workers. 

The injunction will likely target GEO as an organisation and 
its officers, not rank-and-file workers. (Although we know that a 
union is its membership, the law constructs the union as separate
from workers.) 
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While UM has the right to enjoin us if we strike, itWould 
mean that the Universitffould rather take its workers to court 
than pay usa living wage.'Such an aggressive attack on our union 
would likely result in the rest ofthe UM community turning 
against theadministration. This happened in 2020, when faqtY 
showed up in force to call on UM administrators to revipke their 
injunction.We ultimately caine to a resolution with UM before the 
courts decided on the injunction. 

Finally, the courts would take time to make a decision on 
an injunction, most likely a week or two. During this time, there 
would be intense pressure for the University to make a deal that 
would end the strike. In 2020, GEO's strike began on 9/7, UM filed 
an*unction on 9/14, and a judge set a hearing for 9/24. Member-
ship-voted to accept UM's offer and end the strike on 9/16. 

Within these-parameters, how an injunction actually plays 
out dependson manyfactors that we cannot predict. Grad workers 
would weigh the relevant factorsand make decisions together at the 
time. 

What is the process by which grad workers vote to 
strike? 

GEO leadership will only rail a strike authorization vote if 
enough grad workers sign strike pledges indicating that theywould 
vote "pee We are collecting strike pledges nowat: 
bitly/GEOStrficePledge. 

Ifwe get enough strike pledges to demonstrate a widespread 
commitment to the platform, there will be a vote of GRingand GS-
SAingGEO members to authorizeastrike. A strike authorization 
voteauthorizes the union's officers to call a strike in the event that 
all other options for pressuring the University to bargain produc-
tively have been exhausted. It does not necessarilymean thatwe 
will strike,but it does give us the option.',If the membership votes 
"yes" on the strike authorization ballot, it sends a clear message 
to the Universitythat our membership is willing to strike over the 
issues on the table. 
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Who can vote to authorize a strike? 
To vote in a strike authorization, you have to be (1) a cur-

rent GSI or GSSA AND (2) a GEO member. The ballot will beopen 
for approximate sc'ven days. More information about whether 
votingwill happen in person or virtuallyand where you can vote 
will be available in the weeks to come. 

I'm supportive of striking for affordability and dignity 
for grad workers. Now what? 

Sign the pledge to strike at bitly/GEOStrficePledge 

Have more questions? 
Email GEO leadership at umgeo@geo3550.org 
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Unarmed Non-Police Response Proposal, GEO to UM AHR 

12/16/2022 

Proposal 
The University and The Union recognize "policing as a public health issue" (as per 
UMIGEO Strike Resolution Agreement, September 16, 2020). The University will uphold 

the rights of an Employee to a healthy and safe workplace by providing non-police and 
unarmed alternatives. The University will fund an unarmed and non-police urgent 
response program. 

Changes to contract language 
This proposal Affects Article XXI and introduces a new MOU. 

Article XXI: Employee Rights 
Section G. Health and Safety 
No Employee will be required to act, nor will any Employee act, in a manner which 
constitutes a health or safety hazard in their employment relationship. Recognizing that 
policing is a public health and workplace safety issue, the University will allocate funds 
for non-police and unarmed alternatives to support the health and safety of Employees. 
These alternatives will be separate from the Division of Public Safety and Security. 

MOU XVII. Unarmed and non-police alternative for health and safety 

The University and the Union share interests in improving the health and safety of 
Employees, in accord with Article XXI: Employee Rights, Section G. Health and Safety. 

In recognition of policing as a public health issue, the University will fund an unarmed 

and non-police urgent response program that is separate from the Division of Public 

Safety and Security (DPSS). The function of this program is to facilitate an alternative 

for faculty, staff, students, and community members to call in the event of public health 

and safety concerns. The services of this alternative program will be available to 
Employees represented by GEO and the wider Washtenaw County community. The 

Union shall have the right to meet and confer with the University in the implementation 

of this program. One current viable alternative to policing is the urgent response 

program proposed by the Coalition for Re-Envisioning our Safety (CROS) as designed 

by their Care-Based Safety (CBS) team. An estimated budget amount produced by the 

CBS team involves a cost-share by the University of $2.25 million. 
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P4P Proposal, GEO to UM-AHR 
1/06/2023 

Proposal 1: Payment for Placements 

Proposal: Provides compensation for Masters of Social Work students completing field 
placements as required by their degree programs. Establishes funds to cover program 
costs and need-based scholarships. 

Changed contract language: This proposal introduces a new MOU into the contract. The 
MOU number will be finalized once other proposals have been incorporated into the 
contract. 

MOU [N]: Payment for Masters of Social Work Placements 

The University shall, in its annual allocation to the School of Social Work (SSW), create 
a new, permanent line item for the purpose of funding stipends for Master of Social 
Work (MSW) field students, separate from financial aid-related line items. All students 
who do not already receive funding at a rate at or above $20/hr from their field site, a 
state apprenticeship program, or the SSW's Field Placement Donor-Funded Stipend 
Program will receive a stipend from this source. The hourly stipend for each student 
shall equal $20/hr minus any existing hourly payment from their field site, 
apprenticeship program, or the Field Placement Donor-Funded Stipend Program for all 
field hours required by their degree program. These payments shall be made in addition 
to any financial aid funding or payments. 

Additionally, the University shall contribute $250,000 to the School of Social Work to 
cover program costs including but not limited to additional staff, training, and supplies 
for the Office of Field Education (OFE) and the Office of Student Services and 
Enrolment Management (OSSEM) within the Department of the School of Social Work. 
Any leftover funds from a given fiscal year shall be reallocated to the School of Social 
Work's Financial Aid Office to fund need-based scholarships. 
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Immigration Protection Proposal, GEO to UM AHR 
12/16/2022 

Proposal 
The University will uphold the rights of an Employee in the event of an immigration case 
against the Employee. Additionally, the University will provide notice to the Employee 
and the union, and ensure the Employee has access to legal representation through 
University-provided legal services. 

Article XXI: Employee Rights 

Section L. Immigration Protections 
In the event in which the University is contacted by ICE, CBP, or other government 
agencies regarding an immigration case related to an Employee, regardless of the 
nature of the inquiry, the University is required to first provide 72-hours notice to both 
the Employee and their primary union contact before complying with requests for 
information by said agencies. 

The University will ensure that agents have obtained a validly executed Search or Arrest 
warrant prior to allowing agents to enter a workplace or inspect records. 

In the event that the University is served with a validly executed Search or Arrest 
warrant, the University will refuse to permit access to agents for the execution of 
detention warrants for Employees while working or living on University premises. 

The Employer shall not permit the agent(s) to enter the premises without a valid warrant 
or, in the case of the inspection of 1-9 forms, without 72 hours notice. In all instances in 
which agent(s) are permitted to enter the premises, the University is required to provide 
72 hours notice both to the Employee and GEO before the agent(s) are permitted to 
enter the premises. 

In instances in which a detention warrant is being executed against an Employee, the 
University must not only provide 72-hours notice to the Employee before allowing 
agent(s) to enter the premises, but must also ensure that the Employee has been 
notified of the availability of legal representation via University legal services. 

Should any change in laws or regulations relevant to these procedures, including but 
not limited to repeal of DACA, rescinding of TPS, travel bans, or any other change in 
immigration law or regulations, or a court ruling that sets forth any new interpretation 
pertaining to these procedures occur, then, at the union's request, the parties shall meet 



to determine whether any adjustments to these procedures are necessary to comply 
with the new legal requirements. 

[Guarantee of legal representation in the event of a federal immigration inquiry initiated 
at the workplace] 
In the event of a federal immigration inquiry concerning an Employee, the University will 
ensure that the Employee is given access to legal representation through University-
provided legal services. The International Center can provide advice and assistance 
with Employees' Immigration Status. Employees are responsible for their immigration 
paperwork and the timely initiation of the immigration process. 

The University is prohibited from reverifying immigration documents on their own 
initiative, outside of an active hiring process. 

Section J. Privacy 
The University will respect the privacy of all Employees, consistent with University 
Standard Practice Guide 601.11 "Privacy and the Need to Monitor and Access 
Records." Records pertaining to Union business will be considered personal in the 
context of this paragraph, and will be given the same protections and privileges as 
"Personal Records" in 601.11. 

The University will not share any information with government agencies (ICE, OHS, 
CBP) pertaining to immigration status, criminal history, residence and contact 
information, except as required by warrant or law. 

2 



EXHIBIT 6 



 

Michigan Department of Labor and Economic Opportunity 
Employment Relations Commission (MERC)CHARGE Labor Relations Division 

313-456-3510
Authority: P.A. 380 of 1965, as amended. 

INSTRUCTIONS: File an original and 4 copies of this charge (including attachments) with the Employment Relations 
Commission at: Cadillac Place, 3026 W. Grand Boulevard, Suite 2-750, PO Box 02988, Detroit MI 48202-2988 or 
503 W.Allegan,Mason Building, Garden Level, PO Box 30015, Lansing,MI 4.8909. The Charging Party must serve the Charge 
on the opposing side within the applicable statute of limitations, and must file a statement of service with MERC. 
(Refer to the "How to File a Charge" document under the "Forms"link at www.michipan.qovitnerc.) 

Complete Section 1if you are filing charges against an employer and/or its agents and representatives. —or— 
Complete Section 2 if you are filing charges against a labor organization and/or its agents and representatives. 

1.EMPLOYER AGAINST WHICH THE CHARGE IS BROUGHT Check appropriate box: U Private CO Governmental 

Name and Address: 

2. LABOR ORGANIZATION AGAINST WHICH THE CHARGE IS BROUGHT 

Name and Address: 

Graduate Employees' Organization - American Federation of Teachers Local 3550 
Jared Eno - President (president@geo3550.org) 
339 East Liberty Street, Suite 340 
Ann Arbor, MI 48104 

3. CHARGE 

Pursuant to the Labor Mediation Act (LMA) or Public Employment Relations Act (PERA) (cross out one), the 
undersigned charges that the above-named party has engaged in or is engaging in unfair labor practices within 
the meaning of the Act. 

On an attached sheet you must provide a clear and concise statement of the facts which allege a violation of the 
LMA or PERA, including the date of occurrence of each particular act and the names of the agents of the charged 
party who engaged in the complained of conduct.The charge should describe who did what and when they did it, 
and briefly explain why such actions constitute a violation of the LMA or PERA. 

The Commission may reject a charge for failure to include the required information. However, it is not necessary to 
present your case in full at this time. Documentary material and exhibits ordinarily should not be submitted with 
this charge form. 

4. Name and Address of Party Filing Charge (Charging Party) Telephone Number: 
(if labor organization, give full name, including local name and number) 

University of Michigan (734 ) 764-0304 

5. List ALL related MERC case(s) (if any): University of Michigan and Graduate Employees Organization, Local 3350 

(Name of parties) 
Case No.: 

23-0294-CE 
Jud Peitz. 

Case No.: u • 

I have read this charge and it is tr e to he b st of nowledge and belief. Email: 

see attached 
L ( Telephone/Cell No.: 

Signature of R re nta ve/Perso iling Charge see attached 
Print Name andTitle: Fax No.: 

Craig Schwartz, Co-Counsel; Gloria Hage, Senior Associate General Counsel see attached 
Street Address: City: State: Zip Code: 

see attachedsee attached see attached 
The Department of Labor and Economic Opportunity will not discriminate against any individual or group because of race, sex, religion, age, national origin, color, marital 
status, disability, or political beliefs. If you need assistance with reading, writing, hearing, etc., under the Americans with Disabilities Act, you may make your needs 
known to this agency. 

BER (5/27) 

mailto:president@geo3550.org
www.michipan.qovitnerc


Attachment "A" to ULP Charge 

UNIVERSITY OF MICHIGAN, 

Charging Party, 
v. Case No. 

GRADUATE EMPLOYEES ORGANIZATION, 
AMERICAN FEDERATION OF TEACHERS 
LOCAL 3550, 

Respondent. 

Butzel Long, a Professional Corporation Gloria Hage 
Attorneys for Charging Party Senior Associate General Counsel 
Craig S. Schwartz (P36137) University of Michigan 
201 W. Big Beaver Road Office of the VP and General Counsel 
Suite 1200 Ruthven Building, Suite 2300 
Troy, MI 48084 1109 Geddes Avenue 
(248) 258-2507; Fax: (248) 248-1439 Ann Arbor, MI 48109-1079 
Schwartz@butzel.com (734) 764-0304; Fax (734) 763-5648 
Co-Counsel for the University of Michigan GHage@umich.edu 

Co-Counsel for the University of Michigan 

STATEMENT OF UNFAIR LABOR PRACTICE CHARGE 
AGAINST RESPONDENT GRADUATE EMPLOYEES ORGANIZATION 

1. Respondent Graduate Employees Organization ("GEO") is the collective bargaining 
representative of Graduate Student Instructors and Graduate Staff Assistants of the 
University of Michigan ("University"). The GEO and the University are parties to a 
collective bargaining agreement with a term of April 16, 2020 — May 1, 2023. 

2. Article III "No Interference" of the collective bargaining agreement contains broad and 
stringent no-strike commitments by the GEO. This article provides, in pertinent part: 

Article III; No Interference 

The Union, through its officials, will not cause, instigate, support or encourage, nor 
shall any Employee take part in, any concerted action against or any concerted 
interference with the operation of the University, such as the failure to report for 
duty, the absence from one's position, the stoppage of work, or the failure, in whole 
or part, to fully, faithfully, and properly perform the duties of employment. Nothing 
in this paragraph, however, shall be construed to limit participation of individuals 
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in an activity that is unrelated to their employment relationship. In the event of any 
such action or interference and on notice from the University, the Union, through 
its officials, will immediately disavow such action or interference. Further, the 
Union will instruct in writing (email will suffice) and in a timely matter (e.g., prior 
to the action or interference when notice from the University is provided prior to 
the interference) any and all Employees to cease their misconduct and inform them 
that this misconduct is a violation of the Agreement, which subjects them to 
disciplinary action, including discharge. (Exhibit 1) 

3. Since November, 2022, GEO and the University have engaged in collective bargaining 
negotiations for a new labor contract. 

4. Despite repeated objections by the University, and specific requests for GEO to withdraw 
non-mandatory and/or illegal subjects of bargaining from its bargaining demands, since the 
inception of bargaining, and continuing to date, GEO has bargained to impasse over several 
non-mandatory and/or illegal subjects of bargaining under the Michigan Employment 
Relations Act ("PERA"). These non-mandatory and/or illegal subjects include: 

a) GEO's "Unarmed Non-Police Response" Proposal (Exhibit 2). 

This proposal demands that the University "fund an unartned and non-police urgent 
response program separate from the Division of Public Safety", a demand which does not 
pertain to the wages, hours, and terms and conditions of employment of employees in the 
GEO bargaining unit. 

The proposal further states that the function of this program is intended to provide services 
not only to University employees outside the GEO bargaining unit, but also to non-students 
in the Ann Arbor Community: 

"The function of this program is to facilitate an alternative for faculty, staff, 
students and community members ... The services of this alternative 
program will be available to Employees represented by GEO and the wider 
Washtenaw County Community." 

GEO's bargaining proposal is a non-mandatory subject of bargaining under PERA because 
it does not impact the wages, hours and terms and conditions of employment in the GEO 
bargaining unit; seeks to negotiate police services for non-unit members and the public 
generally; and infringes on the University's management rights under PERA, and 
constitutional rights undersection 5 of the Michigan Constitution. 

b) GEO's "Payment for Placement" Proposal (Exhibit 3) 

In this bargaining proposal, GEO seeks to bargain a minimum $20 per hour stipend for all 
Masters of Social Work students performing social work placements required by their 
degree programs despite: 1) all social work graduate students are not GSI's or GSA's in 
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GEO's bargaining unit; and 2) even if graduate Social Work students are otherwise GSIs 
or GSAs, the field work they are performing for their graduate degree program is 
professional training related to their academic requirements and not their activities as an 
employee of the University. 

GEO's proposal further demands that the University contribute $250,000 to the School of 
Social Work to cover program costs for Social Work students generally, and not 
specifically to members of the GEO bargaining unit. 

GEO's bargaining proposal is a non-mandatory subject of bargaining under PERA because 
it demands the University provide funding for non-employees and/or non-members of the 
bargaining unit; and infringes upon the University's management rights under PERA, and 
Section 5 of the Michigan Constitution, to determine the level of funding for academic 
programs and students participating in such programs. 

c) GEO's "Immigration Protection" Proposal (Exhibit 4) 

This proposal attempts to place stringent and unlawful restrictions on the University's 
cooperation with federal immigration agencies attempting to investigate and enforce 
federal immigration laws. GEO demands in its proposal that the University not cooperate 
with requests of federal immigration authorities to enter a workplace or inspect records 
absent a validly executed search or arrest warrant. 

The proposal additionally demands that the University not comply with requests of federal 
immigration authorities to inspect I-9 forms and other supportive documentation 
establishing a right to work in the United States, or to even enter University premises, 
unless 72 hours' notice is provided to an employee. This would permit any individual 
unlawfully working in the United States ample notice and opportunity to evade 
enforcement of federal immigration law. 

Finally, GEO demands that the University pay for and provide legal representation to any 
employee in any federal immigration inquiry. Such representation is not limited to inquiries 
about an individual's ability to work in the United States, but rather to all immigration 
inquiries include visa status generally. 

GEO's bargaining proposal is a non-mandatory and/or illegal subject of bargaining in 
violation of public policy because it prohibits the University's voluntary cooperation with 
federal immigration authorities enforcing federal law; places restrictions on legal 
compliance by the University in violation of the federal law; and demands legal 
representation from immigration issues unrelated to University employment. 

5. Notwithstanding GEO's contractual no-strike obligation, on March 29, 2023, GEO 
initiated an unlawful work stoppage among members of its bargaining unit in support of 
its non-mandatory and/or illegal bargaining demands, and has encouraged, authorized and 
organized the illegal work stoppage. The work stoppage not only repudiates Article II of 
the collective bargaining agreement, but also constitutes an unlawful "strike" within the 
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meaning of Section 2 of PERA. In the "GEO Strike FAQ" pamphlet attached hereto as 
Exhibit 5, GEO fully admits that "UM is a public university and it is unlawful for public 
sector employees to strike in Michigan". (at p. 4) Similarly, in the web page headed 
"GEO Strike FAQ" attached hereto at Exhibit 6, GEO states it is going on strike because 
the University has not accepted its bargaining proposals, and confirms that "UM is a public 
university and it is unlawful for public employees to strike in Michigan. In addition, 
our contract has a `no strike' clause that says we cannot strike." 

6. Prior to initiating and organizing the unlawful strike, GEO failed to exhaust the statutory 
dispute resolution mechanism of MERC mediation, and failed to file for or complete the 
fact finding process provided for under the Michigan Labor Mediation Act, MCLA 423.27 
et seq. 

7. By initiating and organizing a strike in repudiation of Article II "No Interference" of the 
labor contract, Respondent GEO has violated its duty to bargain in good faith under PERA 
and has committed an unfair labor practice in violation of Sectionl 0(2)(d) of PERA. 

8. By bargaining to impasse over non-mandatory and/or illegal subjects of bargaining, and 
organizing and initiating an illegal strike is furtherance of such non-mandatory and/or 
illegal bargaining subjects, Respondent GEO has violated its duty to bargain in good faith 
under PERA, and has committed an unfair labor practice in violation of Section 10(2)(d) 
of PERA. 

9. By organizing and initiating a unlawful strike before exhausting the statutory dispute 
resolution mechanisms of mediation and fact finding, Respondent GEO has violated its 
duty to bargain in good faith under PERA, and has committed an unfair labor practice in 
violation of Section 10(2)(d) of PERA. 

WHEREFORE, THE UNIVERSITY OF MICHIGAN requests that the Commission: 

1) Enter an immediate Order to Show Cause, requiring Respondent GEO to show cause 
why it should not be found in violation of PERA for the acts complained of herein; 

2) Order Respondent and its officers and agents to cease and desist from unlawfully 
striking or conducting a work stoppage against the University of Michigan, or from 
organizing, authorizing or engaging in such action; 

3) Order Respondent to cease and desist from repudiating its collective bargaining 
agreement with the University; and 

4) Order Respondent to cease and desist from violating its duty to bargain collectively 
under PERA, including demanding bargaining on mandatory and/or illegal subjects of 
bargaining over the University's objections. 
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Respectfully submitted, 

Butzel Long, a Professional Cor ra ion 

By: 
Craig S. c artz P36137) 

201 W. Big Bea er Road 
Suite 1200 
Troy, MI 48084 
(248) 258-2507; Fax: (248) 248-1439 
Schwartz@butzel.com 
Co-Counsel for the University of 
Michigan 

Dated: March 29, 2023 

University of Michigan 

t 

By: 665-tat 
Gloria Hage °S)

Senior Associate General Counsel 
University of Michigan 
Office of the VP and General Counsel 
Ruthven Building, Suite 2300 
1109 Geddes Avenue 
Ann Arbor, MI 48109-1079 
(734) 764-0304; Fax (734) 763-5648 
GHage@umich.edu 
Co-Counsel for the University of Michigan 
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MICHIGAN DEPARTMENT OF LABOR AND ECONOMIC OPPORTUNITY 
EMPLOYMENT RELATIONS COMMISSION ("MERC") 

LABOR RELATIONS DIVISION 

UNIVERSITY OF MICHIGAN, 

Charging Party, 
v. Case No. 
GRADUATE EMPLOYEES ORGANIZATION, 
AMERICAN FEDERATION OF TEACHERS 
LOCAL 3550, 

Respondent. 
I 

Butzel Long, a Professional Corporation Gloria Hage 
Attorneys for Charging Party Senior Associate General Counsel 
Craig S. Schwartz (P36137) University of Michigan 
201 West Big Beaver Road Office of the VP and General Counsel 
Suite1200 Ruthven Building, Suite 2300 
Troy, MI 48084 1109 Geddes Avenue 
(248) 258-2507; Fax: (248) 248-1439 Ann Arbor, MI 48109-1079 
Schwartz@butzel.com (734) 764-0304; Fax (734) 763-5648 
Co-Counsel for the University of Michigan GHage@umich.edu 

Co-Counsel for the University of Michigan
/ 

PROOF OF SERVICE 

Craig S. Schwartz states that on March 29, 2023, he served Charging Party's Unfair Labor 
Practice Charge (with attachment), together with this Proof of Service upon: 

Jared Eno — President Nathan Walker (P86540) 
Graduate Employees Organization 2661 East Jefferson Ave. 
American Federation of Teachers Local 3550 Detroit, MI 48207 
339 East Liberty Street, Suite 340 nwaker@aftmichigan.org 
Ann Arbor, MI 48104 
president@geo3550.org 

via email and by enclosing said documents in an envelope addressed to the above-referenced 
individuals with postage fully prepared and by depositing said envelope in the United States mail, 
Troy, Michigan. 

Craig 
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AGREEMENT 

The Regents of the University of 
Michigan 

& 

Graduate Employees' Organization 

American Federation of Teachers, 

AFL-CIO Local 3550 

April 16, 2020 — May 1, 2023 



Article I: Recognition and Definitions 
Article II: University Rights 
Article III: No Interference 

whether employment is academically relevant. Neither shall 
the Arbitrator have authority to review the decision by a 
department or degree program regarding the acceptability of 
an employment position as meeting a degree requirement. 
The Arbitrator shall, however, have authority to determine 
the factual matter of whether an employment position has or 
has not been certified as meeting a degree requirement by the 
department or degree program in which the degree is being 
pursued. 

Nothing herein shall preclude a group grievance on behalf of 
all named and similarly affected individuals. 

Article II: University Rights 

The University retains, solely and exclusively, all of its 
inherent rights, functions, duties, and responsibilities with 
the unqualified and unrestricted right to determine and make 
decisions on all terms and conditions of employment and the 
manner in which the operations of the University will be 
conducted except where those rights, functions, duties, and 
responsibilities may be limited in this Agreement. 

Article III: No Interference 

The Union, through its officials, will not cause, instigate, 
support or encourage, nor shall any Employee take part in, 
any concerted action against or any concerted interference 
with the operations of the University, such as the failure to 
report for duty, the absence from one's position, the 
stoppage of work, or the failure, in whole or part, to fully, 
faithfully, and properly perform the duties of employment. 
Nothing in this paragraph, however, shall be construed to 
limit participation of individuals in an activity that is 
unrelated to their employment relationship. 

In the event of any such action or interference, and on notice 
from the University, the Union, through its officials, will 
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Article III: No Interference 

immediately disavow such action or interference. Further, 
the Union will instruct in writing (email will suffice) and in a 
timely manner (e.g., prior to the action or interference when 
notice from the University is provided prior to the 
interference) any and all Employees to cease their 
misconduct and inform them that this misconduct is a 
violation of the Agreement, which subjects them to 
disciplinary action, including discharge. 

If the Union, through its officials, performs its obligations as 
set forth in this Article, the University agrees that it will not 
file or prosecute any action for damages against the Union or 
its officials or pursue the remedy in the following 
paragraphs. Nothing herein, however, shall preclude the 
University from proceeding against any Employee involved 
in such action or interference. 

If the Union, through its officials, fails to perform its 
obligations as set forth in this Article to disavow such action 
or interference and/or to provide notice to all Employees in a 
timely manner to cease their misconduct and inform them 
that this misconduct is a violation of the Agreement, which 
subjects them to disciplinary action, including discharge, the 
University, in consultation with and support from the 
Provost and Executive Vice President for Academic Affairs, 
shall inform the Union of its failure in writing. 

Effective immediately upon such notice, Article V, Payroll 
Deduction Authorization for Dues, shall become null and 
void as set forth in Article V, Section E. 

Upon written request from the Union the University will 
convene a Step 3 hearing within five (5) business days for 
the purpose of hearing the Union's argument as to why the 
penalties invoked should be reversed. The University will 
provide a written response within five (5) business days. The 
Union may appeal the Step 3 decision under the provisions 
of Article XIV Arbitration, Section D. Impartial Arbitration. 
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Unarmed Non-Police Response Proposal, GEO to UM AHR 
12/16/2022 

Proposal 
The University and The Union recognize "policing as a public health issue" (as per 
UMjGEO Strike Resolution Agreement, September 16, 2020). The University will uphold 
the rights of an Employee to a healthy and safe workplace by providing non-police and 
unarmed alternatives. The University will fund an unarmed and non-police urgent 
response program. 

Changes to contract language 
This proposal Affects Article XXI and introduces a new MOU. 

Article XXI: Employee Rights 
Section G. Health and Safety 
No Employee will be required to act, nor will any Employee act, in a manner which 
constitutes a health or safety hazard in their employment relationship. Recognizing that 
policing is a public health and workplace safety issue, the University will allocate funds 
for non-police and unarmed alternatives to support the health and safety of Employees. 
These alternatives will be separate from the Division of Public Safety and Security. 

MOU XVII. Unarmed and non-police alternative for health and safety 
The University and the Union share interests in improving the health and safety of 
Employees, in accord with Article XXI: Employee Rights, Section G. Health and Safety. 
In recognition of policing as a public health issue, the University will fund an unarmed 
and non-police urgent response program that is separate from the Division of Public 
Safety and Security (DPSS). The function of this program is to facilitate an alternative 
for faculty, staff, students, and community members to call in the event of public health 
and safety concerns. The services of this alternative program will be available to 
Employees represented by GEO and the wider Washtenaw County community. The 
Union shall have the right to meet and confer with the University in the implementation 
of this program. One current viable alternative to policing is the urgent response 
program proposed by the Coalition for Re-Envisioning our Safety (CROS) as designed 
by their Care-Based Safety (CBS) team. An estimated budget amount produced by the 
CBS team involves a cost-share by the University of $2.25 million. 
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P4P Proposal, GEO to UM-AHR 
1/06/2023 

Proposal 1: Payment for Placements 

Proposal: Provides compensation for Masters of Social Work students completing field 
placements as required by their degree programs. Establishes funds to cover program 
costs and need-based scholarships. 

Changed contract language: This proposal introduces a new MOU into the contract. The 
MOU number will be finalized once other proposals have been incorporated into the 
contract. 

MOU [N]: Payment for Masters of Social Work Placements 

The University shall, in its annual allocation to the School of Social Work (SSW), create 
a new, permanent line item for the purpose of funding stipends for Master of Social 
Work (MSW) field students, separate from financial aid-related line items. All students 
who do not already receive funding at a rate at or above $20/hr from their field site, a 
state apprenticeship program, or the SSW's Field Placement Donor-Funded Stipend 
Program will receive a stipend from this source. The hourly stipend for each student 
shall equal $20/hr minus any existing hourly payment from their field site, 
apprenticeship program, or the Field Placement Donor-Funded Stipend Program for all 
field hours required by their degree program. These payments shall be made in addition 
to any financial aid funding or payments. 

Additionally, the University shall contribute $250,000 to the School of Social Work to 
cover program costs including but not limited to additional staff, training, and supplies 
for the Office of Field Education (OFE) and the Office of Student Services and 
Enrolment Management (OSSEM) within the Department of the School of Social Work. 
Any leftover funds from a given fiscal year shall be reallocated to the School of Social 
Work's Financial Aid Office to fund need-based scholarships. 
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Immigration Protection Proposal, GEO to UM AHR 
12/16/2022 -----

Proposal 
The University will uphold the rights of an Employee in the event of an immigration case 
against the Employee. Additionally, the University will provide notice to the Employee 
and the union, and ensure the Employee has access to legal representation through 
University-provided legal services. 

Article XXI: Employee Rights 

Section L. Immigration Protections 
In the event in which the University is contacted by ICE, CBP, or other government 
agencies regarding an immigration case related to an Employee, regardless of the 
nature of the inquiry, the University is required to first provide 72-hours notice to both 
the Employee and their primary union contact before complying with requests for 
information by said agencies. 

The University will ensure that agents have obtained a validly executed Search or Arrest 
warrant prior to allowing agents to enter a workplace or inspect records. 

In the event that the University is served with a validly executed Search or Arrest 
warrant, the University will refuse to permit access to agents for the execution of 
detention warrants for Employees while working or living on University premises. 

The Employer shall not permit the agent(s) to enter the premises without a valid warrant 
or, in the case of the inspection of 1-9 forms, without 72 hours notice. In all instances in 
which agent(s) are permitted to enter the premises, the University is required to provide 
72 hours notice both to the Employee and GEO before the agent(s) are permitted to 
enter the premises. 

In instances in which a detention warrant is being executed against an Employee, the 
University must not only provide 72-hours notice to the Employee before allowing 
agent(s) to enter the premises, but must also ensure that the Employee has been 
notified of the availability of legal representation via University legal services. 

Should any change in laws or regulations relevant to these procedures, including but 
not limited to repeal of DACA, rescinding of TPS, travel bans, or any other change in 
immigration law or regulations, or a court ruling that sets forth any new interpretation 
pertaining to these procedures occur, then, at the union's request, the parties shall meet 
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Unarmed Non-Police Response Proposal, GEO to UM AHR 
12/16/2022 

Proposal 
The University and The Union recognize "policing as a public health issue" (as per 
UMIGEO Strike Resolution Agreement, September 16, 2020). The University will uphold 
the rights of an Employee to a healthy and safe workplace by providing non-police and 
unarmed alternatives. The University will fund an unarmed and non-police urgent 
response program. 

Changes to contract language 
This proposal Affects Article XXI and introduces a new MOU. 

Article XXI: Employee Rights 
Section G. Health and Safety 
No Employee will be required to act, nor will any Employee act, in a manner which 
constitutes a health or safety hazard in their employment relationship. Recognizing that 
policing is a public health and workplace safety issue, the University will allocate funds 
for non-police and unarmed alternatives to support the health and safety of Employees. 
These alternatives will be separate from the Division of Public Safety and Security. 

MOU XVII. Unarmed and non-police alternative for health and safety 
The University and the Union share interests in improving the health and safety of 
Employees, in accord with Article XXI: Employee Rights, Section G. Health and Safety. 
In recognition of policing as a public health issue, the University will fund an unarmed 
and non-police urgent response program that is separate from the Division of Public 
Safety and Security (DPSS). The function of this program is to facilitate an alternative 
for faculty, staff, students, and community members to call in the event of public health 
and safety concerns. The services of this alternative program will be available to 
Employees represented by GEO and the wider Washtenaw County community. The 
Union shall have the right to meet and confer with the University in the implementation 
of this program. One current viable alternative to policing is the urgent response 
program proposed by the Coalition for Re-Envisioning our Safety (CROS) as designed 
by their Care-Based Safety (CBS) team. An estimated budget amount produced by the 
CBS team involves a cost-share by the University of $2.25 million. 



to determine whether any adjustments to these procedures are necessary to comply 
with the new legal requirements. 

[Guarantee of legal representation in the event of a federal immigration inquiry initiated 
at the workplace] 
In the event of a federal immigration inquiry concerning an Employee, the University will 
ensure that the Employee is given access to legal representation through University-
provided legal services. The International Center can provide advice and assistance 
with Employees' Immigration Status. Employees are responsible for their immigration 
paperwork and the timely initiation of the immigration process. 

The University is prohibited from reverifying immigration documents on their own 
initiative, outside of an active hiring process. 

Section J. Privacy 
The University will respect the privacy of all Employees, consistent with University 
Standard Practice Guide 601.11 "Privacy and the Need to Monitor and Access 
Records." Records pertaining to Union business will be considered personal in the 
context of this paragraph, and will be given the same protections and privileges as 
"Personal Records" in 601.11. 

The University will not share any information with government agencies (ICE, DHS, 
CBP) pertaining to immigration status, criminal history, residence and contact 
information, except as required by warrant or law. 
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Contents: 

Whyare U1V1grad workers considering a s rike? 
.Wfiat.isthe goal ofa strike? ‘、 

• Whatwill Ihave to doif westrike? 

Howis a strike autllorized and who can vote? 
• Will striking effect mystudentvisa? 

, Is strildng illegal? 
・WillIlose pay or get fired? 

How should I communicate with my advisor/students? 



  

 

Whyare U!.4 grad workers considering a strike? 
At the bargainMetable, dozens oftraduate students havepro-vided well-researched argUments for-each ofour proposals:Meanwhile,hundredsofgraduatestudentshave participated in several actions, to 

including 
communicate 

picketing 
to the 

-kiri
University 

ngv- .41j. o
about the necessityof thes,eitaMals:,

events, conducting awand speakingdirectly to' he- -in prOlest,ected Regents. Yet, the Administrationhasn't budged:at alL A strike is ourabsolute last option but 0rie that wemust consider at this time. 

What is the goal ofa strike?-::.
A strikesignificantly interrupts undergraduate,instruction, alertsthe campusandlocal community to our struggle, and.brings mediaattention to the University, all ofwhichpressure theadministration tomakemovestotettle the strike. Once we are on strike, UM leaders will behigblymotivatedto get usbackto work. We will ask*UM leaders to makeus aauffer-thnt cansettle the strike.Ultimately, we arestrikingin order toreceive anoffer:that isacceptable toa Majority of GSIs/GSSAs. 

What is a strike? 
Astrikeis-a coordinatedstoppage ofwork to make an employ-

er meetthe needsand demandSbfWorkers.Duringa strike, GSIsand 
GSSAs would ceaseperfornfing theirpaid instructional and staffassistant 
labor. There are over2;000 GSIsandIGSSAs..When westop performing 
our job duties, ourvaluebecomes dear to the entire community. 

When would we go on strike? 
This wffiUltimately depend onWhatthe Universityoffers us, and 

wiIlbea collective.decision bygraaworkers. However, we wouldproba-
blynothaveastrike authorization vote until mid-March. 

How long will we strike for? 
We hope that goodpreparation: nd acredible strike threat will 

push the Universityto make usan offer before astrike even begins.
Remember, theyhave the moneyand resources toagree to our proposals
andcan do that atanytime.In the event that we do have to strike; a strikecouldgo on for severatweeks. 

What will l have to doifwe strike? 

IfyouareaGSIIGSSA:you should refrain from teachingyourclassand 

stop other GSI/GSSA-related activities. 

IfyouareaGSRA:youwillnot be crossingthepicket line by continuing 

your paid research labor. However, strikesoften cause ripples andwaves 

throughout a workplace.In the event ofastrike,youandyour labmates 

might decide that the best thing is to halt your experirae.ntsfor the time 

being. You shatild feel empoweredto do.that! 

Allgradstudentsregardless ofyour employmentstatesshoU143partici-

pate in picket lines. Picket lines involvechanting; marrhing„anahandiut 

out informational.literature outsideofbuildings. 

And, ifyouareasked topick upthe labor ofstrikingworkers,always 

say no. This is called scabbing and it underminesthe democratic decisions 

of GSIs/GSSAs to go on strike andweakensour collective power,meaning 

we may have to strike for longer. 
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Should I stop 
attending class or doin

Na 
°lir*11(e itivOlves a g niy research?GSSA duties- yon 

class and coordinated work siuppage of our GSI/ 

cart conthane to 'workcondUcting 
researdl. towards your degree by going toI've heard that striking is illegal.Is that trui? 

Yes."UNtis a public:: universiemployees tostrilmin 
versify,

anclitis-unlawfid for.public
strilte clause' A-iichigan. In addition o ,specifyingthatwe cannot 

, resectorur contract'has 'a"o
be a breach:of contract and the Univer 

strike. us. The'questionis*tell-ter theUnive 
sity 

Strikingwould therefore
couldlegallydiscipline:or fireandthe union rather than livicsItty

Fay us a we 
; 

would'retaliate against workersfire ail of its GSIs and -.wage-
GSSAs.because we- wage. 

is highly unlikely tooperations:of the University. They need 
uslare essential to the day4tt..day

UM couldlake actionagainst GEO as an ortheseactions would Nbne ofdirectlraffectiridiVidual members. First, UM could
stop c011ecting:union dnes from uniongtembers. Second, the Universi-ty could as°ask a.courtfor an injunction toforce us bac.ktowork(seebelow). Finally, the Universitycould sue GEOfordamages ifwe violatedourno-strike clause. 

?.7.;Ye.P- -9 

I'm an international student. Can I go on strike? 

Yes. International students, like doraestic students, havethe right 

to join oilparticipate:in their union. Your visa requirements do not 

restrict your ability.to participatein astnIce. International studentshave 

,een active andcentisj,in GEO-sinceits inception including
hist 

s.and otherxollective actions that have improved all of 
ha ring 
our10.ihere at UM. 

Will UM punish strikers? 

Tens ofthousands of graduateworkershavegone-on strikein 

last decade, and not oneperson haslost.theirpIaceat the 
theUS.in the- workersin2020,.
:university. (LTC Santa Cruz did fire:some 

.largelYbecause atthatpoint.the number ofstrikers wassmall[-501.How 

ever, eveninthis case,their =innfought forandultimatelywort their 

reinstatement.) -thelast 
Columbia University has gone=strikefivetimesin 

tenyears.After thelast strike, theywon significant pay increases and 

improvements to their-benefits:Other recentgraduate workerstrikes 

thedemandsofgradworkersatNYU;Harvard, 
succeededin 

and.theUniversity of Illinoisat Chicago. We 
theUniversity 
ourselves at UniversityofMichiganwent =strikeandwonin2020. 

WeWillonlystrike ifwehave theparticipation ofhundredsof 

GSIstGSSAs. Our.strength in-numbersis our primary protection aginst 

punishment, as ithas.been witifeyerystrikeeverywhere. 

Will striking affect my student visa? Will it affect future 

visas? 
No.Your Visa isconnectedtoyourstatus as a'stude tyour 

statusasan employee Internationalstudentevisascanonlyberevoked if 

a student.is dismiSsed frpm:the,nniversity.Not one internationalgraduate 

workerhas ever had their:visa taken away or restricted for participation 

in a university la.borunion. itaCh out torus.at umgeo@geo3550.org ifthe 

administratibnsChedules*disciplinary hearingto purtishyoufor your 

participation:in the strike. 
As describeclabove,anylegalaction:UM tookwould target GEO 

leadership rather thartrank-and-fileworkers. And inthe unliltely event. 

that UMpursued legal actionagainst.individualGEOmembers-some-

thing.whiCh hasnever been donebeforeat any institution and:may notbe 

legally possible—this wouldnot amount to a:criminal penalty, but to.a 
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civiloneandshoulcihiveno impact on your current or future 
migration.status (whether.you are in the:'US currently or not). We 
know°filo instances ofal-international grad worker having their 
visastatus or job position affetted bystriking, or of international 
studentsbeingasked about union participation or striking atthe 
border (icludinginternationalstuants who were a proninent;
part ofGEO'sleadership duringthe 2020 strikeand internation-
alstudents:whowere prominently featured iritheanttlia dicing
strikesat11.7 and'MSC). 

Employersoften target immigrant workers because of their 
perceivedvulnerability, butthe truth is that international students 
are crucial to-the University's business.model. About athird of grad 
studentsand GSIs/GSSAs at UM are international students; if UM 
attemptedto:revoke internationalstudents'visas; itwould seriously 
damage itsprospects for recruiting international grad:students and 
undergraduates alike.Timis whyinternational students have been 
atthe center of manygrad.worker strikes, from UIC to IU to GEO. 

How will UM leaders respond? 
Based onhowadministrations have reacted at other univer-

sitiesandhowUM reacted against.our:2020 strike, we can expect 
thatUMwill threatenstrikers.Theywill threaten our jobs, our 
wages,-and ouracademicstanding.You can expect to getan email 
from_ProvostMcCauleyor theDean ofyour college telling you that 
you couldbepinished forstriking:Vague threats of punishment is 
atypical anti-union scare tactic thatwe have seen before. The goal 
of usingtese tactics is toscare you and stop you from advocating 
for yourielfand others. 

Can UM withhold my wages if I strike? 

It isnot. ypical foruniversities tO,Withhold pay. This is 
because it is illegal to withholdpayfromi3sople whoare working, 
and itwill beverydifficult for UM to determine who is striking 
anci.when theyare striking. Especially in thecontext of a strike of 
hundredsor thousands, UM will:probably notbe-able to logistically 
withhold payfrom onlystrikingworkers,and if theywithhold from 
workers-whoarenot strikingor who are out sick, theywouldbe 
acting illegally. 

—6-

In the event that UM did withholdour wages, we would still 
have recourse:.First, we are raising Toney for a hardship fund for 
those who need rnoney for essentialsuch as rent, bills, and food. 
Secondly;before agreeing'to end thestrike. we would insist that 
uNtretuip any withheld wages just like Columbia grads did in their 
recent tekweekstrike. 

h. 

Win get fired ill s rike? 
UMcould legallyfirestrikingworkers,and.willalmost cer-

tainly threatentodoso..However, there are a variety of reasons why 
it unlikelyto follow through: 

1. Grad:workers arehighlyspecialindlaborers performing work 
that is essential to the University'soperations,so UM:cannot 

fire all of ns. Where wouldtheyfind anotb.er2,200 skilled 

teachers to teach? 
2. IJM'would have to,determinewhich.workers were on,strike. 

This is noteasyto do in an institution as decentralized.as UM. 

3. If UM firedinore-vulnerable workers (like internationalstu-
dents), then we could sue them for discrimination. 

4. Firingstrikingworkers isan escalation thatwould likely cause 
significant backlashfrom the UM community.and beyond. 

These are the major reasonswhy"UM has never fired.GSIsi 
GSSAs inprevious GEO strikes (includingthe 2020strike),and 
why no grad worker has lost their placeat thokuniversityover the 
past decade:ofstrikes. (UC Santaf.Cruz did firesome sAldnggrad-
workers in:2020, largelybecause at that.point thenumberastrik-

erswas'fmall L-501. ItOwe)teeyen in this case, theirunionfought 
for and ultimatelywbi; their reinstatement.)Inaddition,wewould' 
negotiate with theUniversity fora non-retaliation agreement as 
part.of anystrike rest:Anti:on. This is one reason why it is crucially 
important that we all stay on strike together:to ensure all of our col-
lective safety:Without enoughstrike power, we may notbe capable 
of getting UM to tigna non-retaliation agreement atthe end of the 
strike. 
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Willibe able to get hired in the futureifI strike? 
Yes. For those whcitate iri with offerletters, your de-

partment isstillobligated to hold.up theirend of the bargain and 
provide:youwith thepreviouslyagreedupon funding,assimiAg 
that youare in good academicstanding, are.on trackwith prck ,._ 
milestones, orhave received exceptions:for:those thingsMoreqer, 
before wewould be willingto call an end to'the strike,.we would 
negotiate with-UM fora non-retaliationagreement Such an' iree-
ment:would involve UM communicating with all departments that 
retaliation through refusal to hire or any other means.would be 
unacceptable: 

How will striking affect my students? 

A.strikezwill disrupt undergraduate learningin the short 
term,butitwillenhance-their educational experience in the long 
term.Fundamentally, our working.conditions are their learning 
conditions. In addition, manyof our proposals woulddirectlybene-
fit undergrads, including class size caps, accessibletranshealthcare, 
and.a better childcaresubsidy. Finally, many undergrads -will go on 
to:grad schoolthemselves, benefitingdirectly from. the progress we 
make toward.affordability.and dignityfor all gradworkers. 

Many undergraduatessupport GEO and will understand 
whyweare strikingandwill demonstrate snpport. At thesame 
time, manystudents willbe confused.ancbwould. prefer that we 
keep.terhing.Preparingyourstadents for a strike is the bestway 
to roitivestressfor them. Ethail umgep@geo3550.org fora slide-

showaa scriptto talk to th kstratikshow ofsupport from 
wjl help end the strikeswiftly.undergraduates andtheirpar 

1. 
What should I say to my advisor? 

As support for the:strike_gxows,it encourage you towork 

withyour departmentsteward.toiriforn4our departments and 
facultysupervisors'that youarepreparing tO'strike. We encourage 

youto dothisasagroupof grad workers preparing tostrike.This is 
muchbetter than tryingto have this conversation:one-on-one. 

Many departmentswillbesupportivebecause the strike will 
ultimately help them too. We are advocating for millions:ofdollars 
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to be added to fund graduate educatioli;fivhid) willincrease the 
money that evefy department receives. 

However, ifyouradvisor oveiSSiesyour teaching oryou have 
other concerns; talk to your department steward to makea plan. 
That planmightentail approaching that professor asagroupof 
GSIs or it (iight entail haVing the entire department make a state-
ment aboutivhygradworkers have decidedtostrike:(the Psychol-
ogy deliartment has alreadyissued such a statement). Wewill be 
providing templates for these conversations and statementssoon. 

What ifUM files anillunction to get s to return to 
work like they did n' 20? 

Inthe:event ofastrike, we can expect UM to ftlean injunc-
tionagainst:GEO.taforceusback towork Thisis-atommontactic 
ofemployer&to trytaintimidateworkers(eg,.EMUsoughtan 
injinictiomagainst faculty ther&When theywenton strike-.last year). 
Keep innaindithat an,hijuxictionis-first andlorernost ascaret2c-
tic-Aninjuncticin cannot result inyou personallybeing criminally 
charged,sued or,re thel0ssufour status as-unioni7Pd.workers. 

Theinjunctdon will likelytarget GEO.as an-organiz- atiOn.and 
Officers„ncit rank,and-file workers.{Although weknow that a 

union:isits membership; the-lawconstructs the'union asseparate 
fromworkers.) 

-9-
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While UNI:haStherighttoenjoin us if we strike, itWonici, 
mea.n that theUniversity4fOuld rather take itsworkers to court 
thanPaY usa living wage.sSiiiii an aggressiveattack on our union 
wouldlikely resultin the rest otthe UM community turning 
againsttheadministration.:This happened in 2020, when faqtY 
showed upinforce tocall on'UM administrators to re4ke Okeir 
injunction.Weultimatelycaine to a:resolution with UM before the 
courts decided.on:the injunction. 

Finallyithecolutswouldtake time tomake a decisionnn:-. 
aninjunctionomostlikely:a:week or`two. Duringthis time, there 
wouldhein Pnse pressure for theUniversityto make a..-deal that 
would. nd thestrike. In 2020, GEO's strike began on 9/7, UM:filed 
ar4unction on 9/14,andajudgeseta,hearing for9/24.Member-
shipvoteilto accept UM's offer and end the strike on 9/16. 

Within these-Tarameters, howaninjunction actually:plays 
out dependson manyfactors thatwe cannot predict Grad workers 
wouldweigh.therelevant factorsand.make decisionstogether at the 
time. • : 

What is the process by which grad workers vote to 
rike? 

GEOleadeiship-will.only call astrike.authorization vote if 
enoughgrad workerssign;strike pledges indicating that theywould 
vote yes:'We are collecting strike pledges nowat:; 
bitly/GEOStrikePledge. 

Ifweget ertongh strike pledges:to demonstratea widespread 
commitnie. nt tothe platform, therewillbe.a vote of GSlingand GS-
SAing GEO members to authorizea.siiiice. Astrike authorization 
voteauthorizes the union's officers to call astrikeinzthe eventthat 
allother options forpressuring the University to bargain produc-
tively havebeenexhausted.Itdoes ncitTcessarilymean thatwe 
wili.strike, but it doesgive ustheoption.4f the membership votes 
"yes" on the strilteauthorizatio" n.ballot, itsendsa dear message 
to theUhiversity that ourmembership is willing to strike over the 
issues on the table. 

Who can vote to authorize a strike? 
To vote in astrike authorization, you have to be (1) a cur-

rent GSI or GSSA AND.(2)aGEO member. Theballot willbeopen 
forapproxirnat4soven days. More information about whether 
votingwillhappen in. person or virtuallyandwhere youcan vote 
will be availablein theweeks to come. 

I'm supportive of striking for affordability and dignityl 
for grad workers. Now what? 

Sig,athepledgeto strike atliitly/GEOSttikePledge 

Have more questions? 
Email GEO leaderstdp at.umgeo@geo3550.org 
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GEO Strike FAQ 

-Sign up for a picket shift: bit.ly/GEOPicketShift4— 
Join a Strike Committee: "-""r") .4!--"-- -imittee 

Why are UM grad workers considering a strike? 

What is the goal of the strike? 

What is a strike? 

When would we go on strike? 

How long will we strike for? 

What will I have to do if we strike? 

Should I stop attending class or doing my research? 

I'm an international student, Can I go on strike? 

Will UM discipline strikers? 

Can UM withhold my wages if I strike? 

Will striking affect my student visa? Will it affect future visas? 

How will UM leaders respond? 

Will I get fired if I strike? 

Will I be able to get hired in the future if I strike? 

How will striking affect my students? 

What should I say to my advisor? 

What if UM files an injunction to get us to return to work like they did in 2020? 

What is the process by which grad workers vote to strike? 

Have more questions? Email GEO leadership at umgeo@geo3550.org 

Why are UM grad workers considering a strike? 
At the bargaining table, dozens of graduate students have provided well-researched 
arguments for each of our proposals. Meanwhile, hundreds of graduate students have 
participated in several actions to communicate to the University about the necessity of 
these proposals, including picketing during various events, conducting a work-in 
protest, and speaking directly to the elected Regents. Yet, the Administration hasn't 

mailto:umgeo@geo3550.org


budged at all. A strike is our absolute last option but one that we must consider at this 
time. 

What is the goal of the strike? 
A strike significantly interrupts undergraduate instruction, alerts the campus and local 
community to our struggle, and brings media attention to the University, all of which 
pressure the administration to make moves to settle the strike. Once we are on strike, 
UM leaders will be highly motivated to get us back to work. We will ask UM leaders to 
make us an offer that can settle the strike. Ultimately, we are striking in order to receive 
an offer that is acceptable to a majority of GSIs/GSSAs. 

What is a strike? 
A strike is a coordinated stoppage of work to make an employer meet the needs and 
demands of workers. During a strike, GSIs and GSSAs would cease performing their 
paid instructional and staff assistant labor. There are over 2,000 GSIs and GSSAs. 
When we stop performing our job duties, our value becomes clear to the entire 
community. 

When would we go on strike? 
This will ultimately depend on what the University offers us, and will be a collective 
decision by grad workers. We will discuss this at the General Membership Meeting on 
Monday, March 27. RSVP here: https://bit.ly/GEOEvents 

How long will we strike for? 
We hope that good preparation and a credible strike threat will push the University to 
make us an offer before a strike even begins. Remember, they have the money and 
resources to agree to our proposals and can do that at any time. In the event that we 
do have to strike, a strike could go on for several weeks. 

What will I have to do if we strike? 
If you are a GSI/GSSA: you should refrain from teaching your class and stop other 
GSI/GSSA-related activities. 

https://bit.ly/GEOEvents


If you are a GSRA: you will not be crossing the picket line by continuing your paid 
research labor. However, strikes often cause ripples and waves throughout a 
workplace. In the event of a strike, you and your labmates might decide that the best 
thing is to halt your experiments for the time being. You should feel empowered to do 
that— but remember, there is safety in numbers, so make sure you have conversations 
with your labmates as soon as possible, and ensure that any action you take is as part 
of a collective effort. 

ALL grad students regardless of your employment status should participate in picket 
lines. Picket lines involve chanting, marching, and handing out informational literature 
outside of buildings. 

And, if you are asked to pick up the labor of striking workers, always say no. This is 
called scabbing and it undermines the democratic decisions of GSIs/GSSAs to go on 
strike and weakens our collective power, meaning we may have to strike for longer. 

Should I stop attending class or doing my research? 
No. Our strike involves a coordinated work stoppage of our GSI/GSSA duties. You can 
continue to work towards your degree by going to class and conducting research. 

At the same time, a strike is a collective action every one of us owns it! Organizing 
with your coworkers always makes us more powerful. You can ask your professor to 
cancel class as a group, or organize a walkout of your lab. Talk to your steward if you 
need help thinking through options. 

I've heard that striking is illegal. Is that true? 
Yes. UM is a public university, and it is unlawful for public sector employees to strike in 
Michigan. In addition, our contract has a "no-strike clause" specifying that we cannot 
strike. Striking would therefore be a breach of contract and the University could legally 
discipline or fire us. The question is whether the University would retaliate against 
workers and the union rather than pay us a living wage. UM is highly unlikely to fire all 
of its GSIs and GSSAs because we are essential to the day-to-day operations of the 
University. They need us! 

UM could take action against GEO as an organization. First, UM could stop collecting 
union dues from union members. Second, the University could also ask a court for an 



 

   
 

injunction to force us back to work (see below). Finally, the University could sue GEO 
for damages if we violated our no-strike clause. 

I'm an international student. Can I go on strike? 
Yes. International students, like domestic students, have the right to join and 
participate in their union. Your visa requirements do not restrict your ability to 
participate in a strike. International students have historically been active and central in 
GEO since its inception including having led strikes and other collective actions that 
have improved all of our lives here at UM. 

Will UM discipline strikers? 
Tens of thousands of graduate workers have gone on strike in the U.S. in the last 
decade, and not one person has lost their place at the university. (UC Santa Cruz did 
fire some striking grad workers in 2020, largely because at that point the number of 
strikers was small [—50]. However, even in this case, their union fought for and 
ultimately won their reinstatement.) 

Columbia University has gone on strike five times in the last ten years. After the last 
strike, they won significant pay increases and improvements to their benefits. Other 
recent graduate worker strikes succeeded in winning the demands of grad workers at 
NYU, Harvard, the University of Illinois, and the University of Illinois at Chicago. We 
ourselves at University of Michigan went on strike and won in 2020. 

We will only strike if we have the participation of hundreds of GSIs/GSSAs. Our 
strength in numbers is our primary protection against punishment, as it has been with 
every strike everywhere. 

Can UM withhold my wages if I strike? 
It is not typical for universities to withhold pay. This is because it is illegal to withhold 
pay from people who are working, and it will be very difficult for UM to determine who 
is striking and when they are striking. Especially in the context of a strike of hundreds 
or thousands, UM will probably not be able to logistically withhold pay from only 
striking workers, and if they withhold from workers who are not striking or who are out 
sick, they would be acting illegally. 



In the event that UM did withhold our wages, we would still have options. First, we are 
raising money for a hardship fund for those who need money for essentials such as 
rent, bills, and food. Secondly, before agreeing to end the strike, we would insist that 
UM return any withheld wages just like Columbia grads did in their recent ten-week 
strike. 

Will striking affect my student visa? Will it affect 
future visas? 
No. Your visa is connected to your status as a student not your status as an employee. 
International students' visas can only be revoked if a student is dismissed from the 
university. Not one international graduate worker has ever had their visa taken away or 
restricted for participation in a university labor union. Reach out to us at 
umgeo@geo3550.org if the administration schedules a disciplinary hearing to punish 
you for your participation in the strike. 

As described above, any legal action UM took would target GEO leadership rather than 
rank-and-file workers. And in the unlikely event that UM pursued legal action against 
individual GEO members-something which has never been done before at any 
institution and may not be legally possible—this would not amount to a criminal 
penalty, but to a civil one and should have no impact on your current or future 
immigration status (whether you are in the US currently or not). We know of no 
instances of an international grad worker having their visa status or job position 
affected by striking, or of international students being asked about union participation 
or striking at the border (including international students who were a prominent part of 
GEO's leadership during the 2020 strike and international students who were 
prominently featured in the media during strikes at IU and UCSC). 

Employers often target immigrant workers for intimidation because of their perceived 
vulnerability, but the truth is that international students are crucial to the University's 
business model. About a third of grad students and GSIs/GSSAs at UM are 
international students; if UM attempted to revoke international students' visas, it would 
seriously damage its prospects for recruiting international grad students and 
undergraduates alike. This is why international students have been at the center of 
many grad worker strikes, from UIC to IU to GEO. 
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How will UM leaders respond? 
Based on how administrations have reacted at other universities and how UM reacted 
against our 2020 strike, we can expect that UM will intimidate strikers. They will 
threaten our jobs, our wages, and our academic standing. You can expect to get an 
email from Provost McCauley or the Dean of your college telling you that you could be 
punished for striking. Vague threats of punishment is a typical anti-union scare tactic 
that we have seen before. The goal of using these tactics is to scare you and stop you 
from advocating for yourself and others. 

Will I get fired if I strike? 
UM could legally fire striking workers, but we think it is highly unlikely. There are a 
variety of reasons why it is unlikely to follow through: 

1. Grad workers are highly specialized laborers performing work that is essential 
to the University's operations, so UM cannot fire all of us. Where would they 
find another 2,200 skilled teachers to teach? 

2. UM would have to determine which workers were on strike. This is not easy to 
do in an institution as decentralized as UM. 

3. If UM fired more vulnerable workers (like international students), then we could 
sue them for discrimination. 

4. Firing striking workers is an escalation that would likely cause significant 
backlash from the UM community and beyond. 

These are the major reasons why UM has never fired GSIs/GSSAs in previous GEO 
strikes (including the 2020 strike), and why no grad worker has lost their place at their 
university over the past decade of strikes. (UC Santa Cruz did fire some striking grad 
workers in 2020, largely because at that point the number of strikers was small [—50]. 
However, even in this case, fellow graduate students fought for and ultimately won 
their reinstatement.) In addition, we would negotiate with the University for a 
non-retaliation agreement as part of any strike resolution. This is one reason why it is 
crucially important that we all stay on strike together to ensure all of our collective 
safety: Without enough strike power, we may not be capable of getting UM to sign a 
non-retaliation agreement at the end of the strike. 



  

Will I be able to get hired in the future if I strike? 
Yes. For those who came in with offer letters, your department is still obligated to hold 
up their end of the bargain and provide you with the previously agreed upon funding, 
assuming that you are in good academic standing, are on track with program 
milestones, or have received exceptions for those things. Moreover, before we would 
be willing to call an end to the strike, we would negotiate with UM for a non-retaliation 
agreement. Such an agreement would involve UM communicating with all 
departments that retaliation through refusal to hire or any other means would be 
unacceptable. 

How will striking affect my students? 
A strike will disrupt undergraduate learning in the short term, but it will enhance their 
educational experience in the long term. Fundamentally, our working conditions are 
their learning conditions. In addition, many of our proposals would directly benefit 
undergrads, including class size caps, accessible trans healthcare, and a better 
childcare subsidy. Finally, many undergrads will go on to grad school themselves, 
benefiting directly from the progress we make toward affordability and dignity for all 
grad workers. 

Many undergraduates support GEO and will understand why we are striking and will 
demonstrate support. At the same time, many students will be confused and would 
prefer that we keep teaching. Preparing your students for a strike is the best way to 
mitigate stress for them. You can use this slideshow and script to talk to them. A 
strong show of support from undergraduates and their parents will help end the strike 
swiftly. 

What should I say to my advisor? 
As support for the strike grows, we encourage you to work with your department 
steward to inform your departments and faculty supervisors that you are preparing to 
strike. We encourage you to do this as a group of grad workers preparing to strike. This 
is much better than trying to have this conversation one-on-one. 

Many departments will be supportive because the strike will ultimately help them too. 
We are advocating for millions of dollars to be added to fund graduate education, 
which will increase the money that every department receives. 



However, if your advisor oversees your teaching or you have other concerns, talk to 
your department steward to make a plan. That plan might entail approaching that 
professor as a group of GSIs or it might entail having the entire department make a 
statement about why grad workers have decided to strike (the Psychology department 
has already issued such a statement). We will be providing templates for these 
conversations and statements soon. 

What if UM files an injunction to get us to return to 
work like they did in 2020? 
In the event of a strike, we can expect UM to file an injunction against GEO to force us 
back to work. The injunction will likely target GEO as an organization and its officers, 
not rank-and-file workers. (Although we know that a union is its membership, the law 
constructs the union as separate from workers.) 

While UM has the right to pursue an injunction against us if we strike, it would mean 
that the University would rather take its workers to court than pay us a living wage. 
Such an aggressive attack on our union would likely result in the rest of the UM 
community turning against the administration. This happened in 2020, when faculty 
showed up in force to call on UM administrators to revoke their injunction. We 
ultimately came to a resolution with UM before the courts decided on the injunction. 

Finally, the courts would take time to make a decision on an injunction. During this 
time, there would be intense pressure for the University to make a deal that would end 
the strike. In 2020, GEO's strike began on 9/7, UM filed an injunction on 9/14, and a 
judge set a hearing for 9/24. Membership voted to accept UM's offer and end the strike 
on 9/16. 

Within these parameters, how an injunction actually plays out depends on many 
factors that we cannot predict. Grad workers would weigh the relevant factors and 
make decisions together at the time. 

Anyone and everyone, sign up for picket shifts: 
bitly/GEOPicketShift 



Have more questions? Email GEO leadership at umgeo .geo3550.org 
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v 

STATEOFMICHIGAN 
INTHE CIRCUITCOURTFORTHECOUNTYOFWASHTENAW 

THEBOARD OFREGENTSOFTHE 
UNIVERSITY OF MICHIGAN, 

Plaintiff, 

Case No: 

THE GRADUATE EMPLOYEES ORGANIZATION Hon. 
AMERICAN FEDERATION OF 
TEACHERS LOCAL 3550, 

Defendant. 
I 

AFFIDAVIT OF DR. THOMAS FINHOLT 

STATE OF MICHIGAN ) 
) ss 

COUNTY OF WASHTENAW ) 

NOW COMES Dr. Thomas Finholt, having been duly sworn does hereby depose and state 

as follows: 

I. If sworn as a witness, I am competent to testify to the matters stated herein. 

2. I am employed by the University of Michigan as the Vice Provost for Academic 

and Budgetary Affairs and Professor of Information, School of Information 

3. The University employs approximately 2,200 GSSAs/GSIs covered by the 

collective bargaining agreement between the Graduate Employee Organization ("GEO") and the 

University of Michigan at its Ann Arbor, Dearborn, and Flint campuses, who teach thousands of 

distinct class sections. 

4. Approximately 89.5% of University's undergraduate students are enrolled in at 

least one course that is taught or co-taught by a GEO member. 

5. In many cases where the GSSA/GSI refuses to teach the course, there is no 
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substitute to backfill the role given the number of classes taught by GEO members, the preparation 

for a class that is required, and the expertise required in many disciplines. 

6. In some cases, the class may continue with students forced to work through the 

syllabus on their own without any instruction. But in most courses, where self-instruction is not 

feasible, particularly in courses with labs, the lecture or lab will need to be made up later. 

7. If there is not sufficient time to make up the lecture or lab, the course will be 

cancelled. 

8. This is particularly concerning where many introductory level courses for first year 

students are taught by GSSAs/GSIs. These courses are foundational for student success in future 

semesters and often prerequisites for enrolling in courses required for graduation in the major. 

9. If the winter term is extended or changed based on the lost instruction time, to the 

extent that is even feasible, the University will suffer increased operational damages, and many 

innocent students, who did not plan for such an exigency, will be negatively impacted. 

10. For instance, students may need to push back or lose internships and other job 

opportunities to stay through summer break to makeup cancelled classes. Many students rely on 

part-time work to support themselves or their family. And other students are in majors that require 

internships, either for graduation, or career opportunities. 

11. Similarly, students with families may have unanticipated childcare costs or other 

issues if the semester is extended. And even students without families will face increased costs to 

extend lease or cover dormitory costs if the semester is extended beyond their lease. 

12. Approximately 46% of the University's undergraduate students have permanent 

residences in other states and countries and will incur high costs to change travel arrangements if 

the semester is extended. 
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13. If courses are cancelled, students will lose the money they spent on books and other 

course materials/equipment that may not be reused, even if they take the course in a later semester 

(as it may be obsolete the following year especially if the course is taught by a different instructor 

who uses different materials). 

14. Over 50% of undergraduate students (approximately 14,000) receive a grant or 

scholarship from the federal, state, or local government as well as the University, another 

institution, or a foundation/charitable organization. 

15. Many scholarship programs and financial aid require that students be enrolled on a 

full-time basis. If courses are cancelled and students are unable to find available replacement 

course(s), they may fall below full-time status and lose scholarships and financial aid. 

16. International students must also maintain full-time status to maintain their student-

visas. 

17. 90% of international undergraduate students are enrolled in at least one course 

taught by a GSSA/GSI. Their visas are threatened if their courses are cancelled and they are unable 

to find a replacement to meet the requisite credit level. 

18. Over 9,000 seniors expect to graduate timely in 2022/2023. If they are unable to do 

so due to cancelled or delayed courses, they may be ineligible for graduate programs or 

professional schools and also face additional expenditures for housing costs to stay later to 

complete a course. The delay here is significant up to a year in many circumstances, as 35% of 

seniors are enrolled in courses taught by GSSAa/GSIs instructional staff that are only offered in 

the Winter semester. 

19. GEO's strike will damage the academic reputation of the University, making it 

more difficult to attract and retain prominent faculty and quality undergraduate students. 
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20. Students facing cancelled courses or inability to enroll in courses of their choosing 

due to backlogs could withdraw or transfer to another school. 

21. Similarly, the strike and subsequent cancelled or prolonged courses will cause a 

loss of confidence in the University's educational mission, and the reputation of the quality of 

public education at the University will suffer. This loss of reputation reduces the likelihood that 

future students will enroll at the University thus compromising the future viability, climate and 

revenue of the University. 

ck Li/L.< 
Thomas Finholt, Vice Provost for Academic and 
Budgetary Affairs for the University of Michigan 

Subscribed and swpiy efore me 
This20-day of , 2023. 

Notary Public 
Washtenaw County, Michigan 
Acting in0[4.40VIK) County, MI 
My Commission Expires: O1 9 

6 W\ TROk,t/tt, 

NOTARY PUBLICC ,O,/ ?) 

c a, COUNTY OF 
WASHTENAW \‘My Commission Expires 

',DECEMBER 1, 2029; 
Acting in the County of 

$i7 

x\'OV 

op ivi\o'c:0%' 
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v 

STATE OF MICHIGAN 
IN THE CIRCUIT COURT FOR THE COUNTY OF WASHTENAW 

THE BOARD OF REGENTS OF THE 
UNIVERSITY OF MICHIGAN, 

Plaintiff, 

Case No: 

THE GRADUATE EMPLOYEES ORGANIZATION Hon. 
AMERICAN FEDERATION OF 
TEACHERS LOCAL 3550, 

Defendant. 
I 

AFFIDAVIT OF ANNE CURZAN 

STATE OF MICHIGAN ) 
) ss 

COUNTY OF WASHTENAW ) 

NOW COMES, Anne Curzan having been duly sworn does hereby depose and state as 

follows: 

1. If sworn as a witness, I am competent to testify to the matters stated herein. 

2. I am employed by the University of Michigan as the Dean of the College of 

Literature, Science, and the Arts (LSA). I am also a Professor in the Departments of English 

Language and Literature and Linguistics, and in the College of Education. 

3. LSA is the University's largest college, enrolling more than 18,000 

undergraduate students and 2,100 graduate students. LSA currently employs more than 1,000 

Graduate Students Instructors Graduate (GSIs), who are covered by the collective bargaining 

agreement between GEO and the University of Michigan. 



4. LSA relies extensively on GSIs to provide instruction to undergraduate students 

and course support to LSA faculty. GSIs lead course sections that make up approximately 25% 

of each student's class time in LSA. Additionally, more than 150 GSIs are currently teaching as 

instructors of record for courses in LSA. As instructors of record, these GSIs are teaching 

courses independently. 

5. In many cases, where GSIs choose to stop teaching a course as part of a work 

stoppage, there is no ready substitute to backfill the role. This is particularly impactful in courses 

where the GSI is the instructor of record. 

6. Many of the courses that have GSIs serving as the instructor of record are 

language courses that require specialized language skills and/or fluency that makes substitute 

coverage difficult if not impossible. 

7. If a significant number of GSIs stop teaching as part of a work stoppage, LSA will 

not be able to cover all scheduled class and lab sessions, and there will be substantive changes to 

the learning experience for many students. These impacts will not be limited to LSA students. 

Approximately 21% of students enrolled in LSA courses are students of other schools and 

colleges within the University. 

8. For those instances where the college is able to provide substitute coverage for 

GSIs who have stopped teaching or working, LSA will incur the compensation costs for 

replacement instruction. 

9. In some cases, the college may have to combine small course sections into a 

bigger course to reduce the number of instructors required, thereby depriving students of 

meaningful opportunities to engage with course materials in a smaller, more personalized 

environment. 
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10. In some cases, the college may have to change the format or modality of the 

course, meaning that a course that was developed as a synchronous in-person course may have to 

be suddenly converted to an online course or a course that is delivered asynchronously through 

pre-recorded sessions. This has the potential to negatively impact student learning because the 

new course format, developed on short notice, may not be as pedagogically effective for the 

given course material. 

11. In other cases, the class may continue with students required to work through the 

syllabus on their own without direct instruction. Such self-instruction undermines the in-person 

collaborative learning experience that is the hallmark of a residential education, negatively 

impacts students for whom direct instruction is essential for learning, and has the potential to 

negatively impact grades, which can have consequences for applications for professional and 

graduate programs, among other areas. 

12. This is particularly impactful at the end of the semester, where many GSIs 

provide necessary review sessions for final exams. Without such preparation for final exams, 

undergraduate students risk negative impacts to their final grades. 

13. Also, in many courses, where self-instruction is not feasible, particularly in 

courses with labs, the lecture or lab will need to be made up later. Make-up sessions can be 

especially difficult to schedule at the end of the semester. 

14. While the liberal arts curriculum of LSA allows students substantial flexibility in 

their selection of courses, many of our most popular majors have key courses that must be taken 

in sequence for students to stay on track for on-time graduation. They include prerequisite 

courses in English, Math, Psychology, Computer Science, Statistics, Economics, Chemistry, and 

Physics. Some of these courses are also required for cross-campus transfer to the Ross School of 
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Business, the School of Information, the Ford School of Public Policy, and the School of Public 

Health. As such, any student unable to complete a course may be unable to transfer to such 

schools in a timely way; they will either have to change their goals or face a one-semester to 

one-year delay. 

15. Almost all LSA students must achieve two years of proficiency in a foreign 

language, which many accomplish by taking four courses in sequence; they must also complete a 

first-year and upper-level writing course. There are approximately 3,300 students enrolled in a 

foreign language course in any given semester. Class interaction is particularly significant in 

foreign language instruction, as students become proficient by speaking the language to each 

other and their instructor in class. Any canceled courses that are not made up (e.g., combined 

classes to make up for lost classes) or other disruptions to the student learning experience could 

result in students losing skills learned in the earlier course and deprive students of obtaining the 

full benefits of the course. 

16. GSIs do a significant amount of the grading for LSA courses. Thus, a work 

stoppage is particularly impactful at the end of the semester, and even more so the semester 

before graduation, because of the effort required to grade final exams and assign final grades for 

the semester. Large classes in LSA have as many as 700 students and grading for that many 

students takes significant time. Delays in grading could impact the college's timeline for degree 

confirmation and the university's ability to finalize transcripts. 
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17. Many LSA students have plans for internships, jobs, and graduate school, which 

may be disrupted if they are unable to complete a course or if there are delays in grading, 

graduation certification, and/or access to final transcripts. 

Anne Curzan, Dian of the College of Literature, 
Science, and the Arts, and Professor of English 
Language and Literature and Linguistics and 
Professor in the College of Education. 

Subscribed and sworn to before me 
This tiltay of AID-Ch , 2023. 

de.e 
Notary Public 
Washtenaw C unty, Michigan 
Acting in Was-hie/74R) County 
My Commission Expires: 0/ /007/ 620a 
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EXHIBIT 9 



v 

STATE OF MICHIGAN 
IN THE CIRCUIT COURT FOR THE COUNTY OF WASHTENAW 

THE BOARD OF REGENTS OF THE 
UNIVERSITY OF MICHIGAN, 

Plaintiff 

Case No: 

THE GRADUATE EMPLOYEES ORGANIZATION Hon. 
AMERICAN FEDERATION OF 
TEACHERS LOCAL 3550, 

Defendant, 

AFFIDAVIT OF CLIFF LAMPE 

STATE OF MICHIGAN 
) ss 

COUNTY OF WASHTENAW ) 

NOW COMES, Cliff Lampe having been duly sworn does hereby depose and state as 

follows: 

If sworn as a witness, I am competent to testify to the matters stated herein. 

2. I am employed by the University of Michigan as the Associate Dean for Academic 

Affairs, School of Information. I am also a Professor of Information in the School of Information. 

3. GSSAs/GSIs covered by the collective bargaining agreement between GEO and the 

University of Michigan teach approximately 60% of all students in the School of Information. 

4. The Master of Applied Data Science (MADS) degree features tightly coupled, 

sequential one-month long courses with weekly assignments and/or a final exam or project. 

5. One week of a MADS course is the equivalent of one month of a semester long 

course; 2 weeks is the equivalent of half a semester; and 4 weeks is the entire course, 

6. There are currently 750 students in the MADS degree program. 



   

 

7. GSSAs/GSIs are highly utilized in the MADS degree program meeting with and 

supporting students. As this is an online-only degree, students need extra support for group project 

and course work. 

8. Missed classes must be made up, and because GEO's work-stoppage comes at the 

end of the semester in the final semester before summer break, it is not possible to make up these 

classes, and may result in cancellation of the courses. 

9. Because MADS courses are highly coupled with prerequisite chains, if courses are 

cancelled because GSSAs and GSIs do not provide the required assistance, students would be 

severely impacted. They will be unable to enroll in a subsequent course to complete their degree. 

10. Many MADS students receive tuition reimbursement from their employer, who 

only pre-approves enrollment in the next course upon completion of a previous course. If the 

course is cancelled, these employers may not provide pre-approval for the subsequent course. but 

only upon completion of the course. 

11. Many MADs students rely on the expected degree for jobs or promotional 

opportunities, which may be delayed and have serious financial consequences for these students 

who cannot complete their courses and/or graduate timely. 

Cliff Lampe, Associate Dean for Academic Affairs, 
Professor of Information, School of Information. 

Subscribed and sworn to b9fore me 
This '''day of rt.si-ax , 2023. 

/OSHAMARTIN 
Notary Public - State ofMichigan 

County of Oakland 
Notary Public My Commission Expires Noy 22, 028 

Acting in the County of
Washtenaw Co nty, Michigan 
Acting in R4,6 /Nati) County 
My Commission Expires: Qi 
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v 

STATE OF MICHIGAN 
IN THE CIRCUIT COURT FOR THE COUNTY OF WASHTENAW 

THE BOARD OF REGENTS OF THE 
UNIVERSITY OF MICHIGAN, 

Plaintiff 

Case No: 

THE GRADUATE EMPLOYEES ORGANIZATION Hon. 
AMERICAN FEDERATION OF 
TEACHERS LOCAL 3550, 

Defendant. 
I 

AFFIDAVIT OF KATHERINE DELONG 

STATE OF MICHIGAN ) 
)) ss 

COUNTY OF WASHTENAW 

NOW COMES Katherine DeLong, having been duly sworn, does hereby depose and state 

as follows: 

1. If sworn as a witness, I am competent to testify to the matters stated herein. 

2. I am employed by the University ofMichigan as an Associate Director of Academic 

Human Resources. I have been the chief negotiator in bargaining with GEO since 2022. 

3. The University and GEO are parties to a current collective bargaining agreement, 

which has a term of April 16, 2020 — May 1, 2023. 

4. In the labor contract, GEO committed to strict prohibitions against any sort of 

strike, work stoppage or interference with University operations during the term of contract. These 

prohibitions are contained in Article III, "No Interference." 

5. Since November 2022, GEO and the University have engaged in collective bar-

gaining negotiations for a new labor contract. 



 

 

 

 

6. Despite repeated objections by the University and specified demands for GEO to 

withdraw certain bargaining demands, since the inception of bargaining, GEO has bargained to 

impasse over several "non-mandatory" and/or illegal subjects of bargaining under PERA, which 

include the following: 

a. GEO's "Unarmed Non-Police Response" Proposal — demanding that the Univer-

sity "fund an unarmed and non-police urgent response program separate from the 

Division of Public Safety." Such a demand does not pertain to the wages, hours, 

and terms and conditions of employment of GEO members. The proposal even 

states that the function of this program is intended to provide services not only to 

University employees outside the GEO bargaining unit, but also to non-students in 

the Ann Arbor Community. Ex. A. 

b. GEO's "Payment for Placement" Proposal — seeking to bargain a minimum $20 

per hour stipend for all Masters of Social Work Students performing social work 

placements required by their degree programs, and demands that the University 

contribute $250,000 to the School of Social Work to cover program costs for Social 

Work students generally. Most Social Work students are not GSSAs/GSIs and, 

therefore, necessarily not GEO members. While some Social Work Students may 

be GSSAs/GSIs in GEO, the field work they are performing for their graduate de-

gree program is professional training related to their academic requirements. Ex. B. 

c. GEO's "Immigration Protection" Proposal seeking to place stringent and unlaw-

ful restrictions on the University's cooperation with federal immigration agencies 

attempting to investigate and enforce federal immigration laws. The proposal spe-

cifically demands that the University not comply with requests of federal 
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immigration authorities to inspect I-9 forms and other supportive documentation 

establishing a right to work in the United States, or to even enter University prem-

ises, unless 72 hours' notice is provided to an employee. This would permit any 

individual unlawfully working in the United States ample notice and opportunity to 

evade enforcement of federal immigration law. It also demands that the University 

pay for and provide legal representation to any employee in any federal immigra-

tion inquiry. Such representation is not limited to inquiries about an individual's 

ability to work in the United States, but rather to all immigration inquiries including 

visa status generally. Ex. C. 

7. Despite GEO's unlawful bargaining posture, the University has bargained in good 

faith since November 2022 with the assistance of a mediator appointed by MERC. 

8. Mediation efforts have not, however, been exhausted, nor has GEO filed a petition 

with MERC for statutory fact-finding. 

9. The illegality of the strike is fully admitted in a pamphlet issued by GEO to its 

Union membership. Ex. D. In response to the question "I've heard that striking is illegal. Is that 

true?" GEO informs its members "Yes. UM is a public university and it is unlawful for public 

sector employees to strike in Michigan. In addition, our contract has a `no strike clause' 

specifying that we cannot strike." Id. at p. 4. 

10. Despite GEO's contractual no-strike obligation, on March 27, 2023, GEO orga-

nized, authorized, and implemented a strike against the University. 

3 



 

 

 

 

 
 

 

Katherine DeLong 

Subsclftd and s orn to before me 
This/...M day of , 2023. 

IAA 
Notary Public 

Wash.tenaw Michigan 
Acting in C , MI 
My Commission Expires: 
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GEO Strike FAQ 

-Sign up for a picket shift: bit.ly/GEOPicketShij 
Join a Strike Committee: hit.ly/GEOStrikeCom ' 

Why are UM grad workers considering a strike? 

What is the goal of the strike? 

What is a strike? 

When would we go on strike? 

How long will we strike for? 

What will I have to do if we strike? 

Should I stop attending class or doing my research? 

I'm an international student. Can I go on strike? 

Will UM discipline strikers? 

Can UM withhold my wages if I strike? 

Will striking affect my student visa? Will it affect future visas? 

How will UM leaders respond? 

Will I get fired if I strike? 

Will I be able to get hired in the future if I strike? 

How will striking affect my students? 

What should I say to my advisor? 

What if UM files an injunction to get us to return to work like they did in 2020? 

What is the process by which grad workers vote to strike? 

Have more questions? Email GEO leadership at urndeo geo3550.org 

Why are UM grad workers considering a strike? 
At the bargaining table, dozens of graduate students have provided well-researched 
arguments for each of our proposals. Meanwhile, hundreds of graduate students have 
participated in several actions to communicate to the University about the necessity of 
these proposals, including picketing during various events, conducting a work-in 
protest, and speaking directly to the elected Regents. Yet, the Administration hasn't 

https://geo3550.org


budged at all. A strike is our absolute last option but one that we must consider at this 
time. 

What is the goal of the strike? 
A strike significantly interrupts undergraduate instruction, alerts the campus and local 
community to our struggle, and brings media attention to the University, all of which 
pressure the administration to make moves to settle the strike. Once we are on strike, 
UM leaders will be highly motivated to get us back to work. We will ask UM leaders to 
make us an offer that can settle the strike. Ultimately, we are striking in order to receive 
an offer that is acceptable to a majority of GSIs/GSSAs. 

What is a strike? 
A strike is a coordinated stoppage of work to make an employer meet the needs and 
demands of workers. During a strike, GSIs and GSSAs would cease performing their 
paid instructional and staff assistant labor. There are over 2,000 GSIs and GSSAs. 
When we stop performing our job duties, our value becomes clear to the entire 
community. 

When would we go on strike? 
This will ultimately depend on what the University offers us, and will be a collective 
decision by grad workers. We will discuss this at the General Membership Meeting on 
Monday, March 27. RSVP here: https://bit.ly/GEOEvents 

How long will we strike for? 
We hope that good preparation and a credible strike threat will push the University to 
make us an offer before a strike even begins. Remember, they have the money and 
resources to agree to our proposals and can do that at any time. In the event that we 
do have to strike, a strike could go on for several weeks. 

What will I have to do if we strike? 
If you are a GSI/GSSA: you should refrain from teaching your class and stop other 
GSI/GSSA-related activities. 

https://bit.ly/GEOEvents


If you are a GSRA: you will not be crossing the picket line by continuing your paid 
research labor. However, strikes often cause ripples and waves throughout a 
workplace. In the event of a strike, you and your labmates might decide that the best 
thing is to halt your experiments for the time being. You should feel empowered to do 
that— but remember, there is safety in numbers, so make sure you have conversations 
with your labmates as soon as possible, and ensure that any action you take is as part 
of a collective effort. 

All grad students regardless of your employment status should participate in picket 
lines. Picket lines involve chanting, marching, and handing out informational literature 
outside of buildings. 

And, if you are asked to pick up the labor of striking workers, always say no. This is 
called scabbing and it undermines the democratic decisions of GSIs/GSSAs to go on 
strike and weakens our collective power, meaning we may have to strike for longer. 

Should I stop attending class or doing my research? 
No. Our strike involves a coordinated work stoppage of our GSI/GSSA duties. You can 
continue to work towards your degree by going to class and conducting research. 

At the same time, a strike is a collective action—every one of us owns it! Organizing 
with your coworkers always makes us more powerful. You can ask your professor to 
cancel class as a group, or organize a walkout of your lab. Talk to your steward if you 
need help thinking through options. 

I've heard that striking is illegal. Is that true? 
Yes. UM is a public university, and it is unlawful for public sector employees to strike in 
Michigan. In addition, our contract has a "no-strike clause" specifying that we cannot 
strike. Striking would therefore be a breach of contract and the University could legally 
discipline or fire us. The question is whether the University would retaliate against 
workers and the union rather than pay us a living wage. UM is highly unlikely to fire all 
of its GSIs and GSSAs because we are essential to the day-to-day operations of the 
University. They need us! 

UM could take action against GEO as an organization. First, UM could stop collecting 
union dues from union members. Second, the University could also ask a court for an 



 

   
 

injunction to force us back to work (see below). Finally, the University could sue GEO 
for damages if we violated our no-strike clause. 

I'm an international student. Can I go on strike? 
Yes. International students, like domestic students, have the right to join and 
participate in their union. Your visa requirements do not restrict your ability to 
participate in a strike. International students have historically been active and central in 
GEO since its inception including having led strikes and other collective actions that 
have improved all of our lives here at UM. 

Will UM discipline strikers? 
Tens of thousands of graduate workers have gone on strike in the U.S. in the last 
decade, and not one person has lost their place at the university. (UC Santa Cruz did 
fire some striking grad workers in 2020, largely because at that point the number of 
strikers was small [—50]. However, even in this case, their union fought for and 
ultimately won their reinstatement.) 

Columbia University has gone on strike five times in the last ten years. After the last 
strike, they won significant pay increases and improvements to their benefits. Other 
recent graduate worker strikes succeeded in winning the demands of grad workers at 
NYU, Harvard, the University of Illinois, and the University of Illinois at Chicago. We 
ourselves at University of Michigan went on strike and won in 2020. 

We will only strike if we have the participation of hundreds of GSIs/GSSAs. Our 
strength in numbers is our primary protection against punishment, as it has been with 
every strike everywhere. 

Can UM withhold my wages if I strike? 
It is not typical for universities to withhold pay. This is because it is illegal to withhold 
pay from people who are working, and it will be very difficult for UM to determine who 
is striking and when they are striking. Especially in the context of a strike of hundreds 
or thousands, UM will probably not be able to logistically withhold pay from only 
striking workers, and if they withhold from workers who are not striking or who are out 
sick, they would be acting illegally. 



In the event that UM did withhold our wages, we would still have options. First, we are 
raising money for a hardship fund for those who need money for essentials such as 
rent, bills, and food. Secondly, before agreeing to end the strike, we would insist that 
UM return any withheld wages just like Columbia grads did in their recent ten-week 
strike. 

Will striking affect my student visa? Will it affect 
future visas? 
No. Your visa is connected to your status as a student not your status as an employee. 
International students' visas can only be revoked if a student is dismissed from the 
university. Not one international graduate worker has ever had their visa taken away or 
restricted for participation in a university labor union. Reach out to us at 
umgeo@geo3550.org if the administration schedules a disciplinary hearing to punish 
you for your participation in the strike. 

As described above, any legal action UM took would target GEO leadership rather than 
rank-and-file workers. And in the unlikely event that UM pursued legal action against 
individual GEO members—something which has never been done before at any 
institution and may not be legally possible—this would not amount to a criminal 
penalty, but to a civil one and should have no impact on your current or future 
immigration status (whether you are in the US currently or not). We know of no 
instances of an international grad worker having their visa status or job position 
affected by striking, or of international students being asked about union participation 
or striking at the border (including international students who were a prominent part of 
GEO's leadership during the 2020 strike and international students who were 
prominently featured in the media during strikes at IU and UCSC). 

Employers often target immigrant workers for intimidation because of their perceived 
vulnerability, but the truth is that international students are crucial to the University's 
business model. About a third of grad students and GSIs/GSSAs at UM are 
international students; if UM attempted to revoke international students' visas, it would 
seriously damage its prospects for recruiting international grad students and 
undergraduates alike. This is why international students have been at the center of 
many grad worker strikes, from UIC to IU to GEO. 

mailto:umgeo@geo3550.org


 

How will UM leaders respond? 
Based on how administrations have reacted at other universities and how UM reacted 
against our 2020 strike, we can expect that UM will intimidate strikers. They will 
threaten our jobs, our wages, and our academic standing. You can expect to get an 
email from Provost McCauley or the Dean of your college telling you that you could be 
punished for striking. Vague threats of punishment is a typical anti-union scare tactic 
that we have seen before. The goal of using these tactics is to scare you and stop you 
from advocating for yourself and others. 

Will I get fired if I strike? 
UM could legally fire striking workers, but we think it is highly unlikely. There are a 
variety of reasons why it is unlikely to follow through: 

1. Grad workers are highly specialized laborers performing work that is essential 
to the University's operations, so UM cannot fire all of us. Where would they 
find another 2,200 skilled teachers to teach? 

2. UM would have to determine which workers were on strike. This is not easy to 
do in an institution as decentralized as UM. 

3. If UM fired more vulnerable workers (like international students), then we could 
sue them for discrimination. 

4. Firing striking workers is an escalation that would likely cause significant 
backlash from the UM community and beyond. 

These are the major reasons why UM has never fired GSIs/GSSAs in previous GEO 
strikes (including the 2020 strike), and why no grad worker has lost their place at their 
university over the past decade of strikes. (UC Santa Cruz did fire some striking grad 
workers in 2020, largely because at that point the number of strikers was small [—50]. 
However, even in this case, fellow graduate students fought for and ultimately won 
their reinstatement.) In addition, we would negotiate with the University for a 
non-retaliation agreement as part of any strike resolution. This is one reason why it is 
crucially important that we all stay on strike together to ensure all of our collective 
safety: Without enough strike power, we may not be capable of getting UM to sign a 
non-retaliation agreement at the end of the strike. 



  

Will I be able to get hired in the future if I strike? 
Yes. For those who came in with offer letters, your department is still obligated to hold 
up their end of the bargain and provide you with the previously agreed upon funding, 
assuming that you are in good academic standing, are on track with program 
milestones, or have received exceptions for those things. Moreover, before we would 
be willing to call an end to the strike, we would negotiate with UM for a non-retaliation 
agreement. Such an agreement would involve UM communicating with all 
departments that retaliation through refusal to hire or any other means would be 
unacceptable. 

How will striking affect my students? 
A strike will disrupt undergraduate learning in the short term, but it will enhance their 
educational experience in the long term. Fundamentally, our working conditions are 
their learning conditions. In addition, many of our proposals would directly benefit 
undergrads, including class size caps, accessible trans healthcare, and a better 
childcare subsidy. Finally, many undergrads will go on to grad school themselves, 
benefiting directly from the progress we make toward affordability and dignity for all 
grad workers. 

Many undergraduates support GEO and will understand why we are striking and will 
demonstrate support. At the same time, many students will be confused and would 
prefer that we keep teaching. Preparing your students for a strike is the best way to 
mitigate stress for them. You can use this slideshow and script to talk to them. A 
strong show of support from undergraduates and their parents will help end the strike 
swiftly. 

What should I say to my advisor? 
As support for the strike grows, we encourage you to work with your department 
steward to inform your departments and faculty supervisors that you are preparing to 
strike. We encourage you to do this as a group of grad workers preparing to strike. This 
is much better than trying to have this conversation one-on-one. 

Many departments will be supportive because the strike will ultimately help them too. 
We are advocating for millions of dollars to be added to fund graduate education, 
which will increase the money that every department receives. 



However, if your advisor oversees your teaching or you have other concerns, talk to 
your department steward to make a plan. That plan might entail approaching that 
professor as a group of GSIs or it might entail having the entire department make a 
statement about why grad workers have decided to strike (the Psychology department 
has already issued such a statement). We will be providing templates for these 
conversations and statements soon. 

What if UM files an injunction to get us to return to 
work like they did in 2020? 
In the event of a strike, we can expect UM to file an injunction against GEO to force us 
back to work. The injunction will likely target GEO as an organization and its officers, 
not rank-and-file workers. (Although we know that a union is its membership, the law 
constructs the union as separate from workers.) 

While UM has the right to pursue an injunction against us if we strike, it would mean 
that the University would rather take its workers to court than pay us a living wage. 
Such an aggressive attack on our union would likely result in the rest of the UM 
community turning against the administration. This happened in 2020, when faculty 
showed up in force to call on UM administrators to revoke their injunction. We 
ultimately came to a resolution with UM before the courts decided on the injunction. 

Finally, the courts would take time to make a decision on an injunction. During this 
time, there would be intense pressure for the University to make a deal that would end 
the strike. In 2020, GEO's strike began on 9/7, UM filed an injunction on 9/14, and a 
judge set a hearing for 9/24. Membership voted to accept UM's offer and end the strike 
on 9/16. 

Within these parameters, how an injunction actually plays out depends on many 
factors that we cannot predict. Grad workers would weigh the relevant factors and 
make decisions together at the time. 

Anyone and everyone, sign up for picket shifts: 
bitly/GEOPicketShift 



Have more questions? Email GEO leadership at umgeo@.geo3550.orq 
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