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Where We Stand


Wages
Yale’s current wage proposal does not address the legitimate concerns of all Local 34 members.  While less-senior workers would benefit from potential increases generated by labor grade changes, promotions, and elimination of the bottom two steps in the salary grades, many more senior employees would receive only the 4% across-the-board increase.  President Levin says that “The increases offered both unions are well in excess of anticipated inflation, and larger than those achieved in recently negotiated labor contracts both regionally and nationally,” but that rationale distorts reality.  Compensation for positions at Yale lags far behind wages for similar jobs locally at Connecticut state universities and colleges (UConn, Southern and Gateway, for example), and at peer institutions like Harvard.
Yale’s current minimum wage
 for a C&T position ($9.67) is 24% lower than for clerical workers employed by the State of Connecticut ($11.99) and 16% lower than at Harvard ($11.26).  The astonishing gap, however, is at the other end of the wage scale.  The maximum salary for state clerical workers (after 10 years) is $25.00, 29% higher than for Yale workers after 12 years ($19.35).  At Harvard, the $30.42 maximum is an astonishing 57% higher than the upper range for Yale C&Ts. Our current wage proposal of 9% across-the-board per year would help us close this gap.

The chart below illustrates the wide gap between workers doing similar jobs at similar institutions. 

Our Maximums = Their Minimums
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At Yale, the top-level job in the secretarial/administrative job family is Senior Administrative Assistant; for state clerical workers it’s Administrative Assistant; and at Harvard it’s Coordinator/ Faculty Assistant III.

Note that the maximum at Yale is roughly the same as the minimums at both Harvard and Connecticut state colleges and universities.  (It’s worth noting, too, that neither Harvard nor the State of Connecticut has ever forced clerical workers to strike.)

Charts illustrating the wage gap for other job titles/labor grades can be found in the Negotiations Update section of our website, <www.yaleunions.org>. 

Maxed-Out of Promotional Opportunities

Wage proposals that do not address these enormous disparities in wages make a mockery of President Levin’s professed commitment to creating and maintaining promotional opportunities for Yale workers.  Even those of us who would initially benefit under his proposals will soon find ourselves “maxed out,” with nowhere to go.  Continuing to repeat misleading and confusing “information” about the generosity of Yale’s offer does nothing to solve the very real problems of Yale’s clerical and technical workforce, who have fallen behind the market and our colleagues at other academic institutions.  

Pensions

A lifetime of service at Yale should end with a secure and dignified retirement.  For faculty and M&P employees, that principle holds true.  For Local 34 and 35 members, Yale’s current offer comes nowhere near meeting that standard.  Yale’s financial stability and extraordinary investment success offer an unprecedented opportunity to make real change in lives of future retirees, the first such change since the pension formula was improved in 1984. 

Yale’s pension proposals mean that even very senior employees would retire with less than $1,000 a month in pension benefits.  A Library Cataloguing Assistant in Asian languages would receive only $888 after 26 years.  A Purchasing Assistant, after 27.5 years, whose salary ranks in the top 7% of Labor Grade C, would have to make do with $957.  Our proposals would bring our pensions up to a more livable level:  a married, twenty-year, “maxed-out” Labor Grade B employee would receive a pension of about $1,000 per month; with thirty years of service, about $1,500 per month. 

As a wise woman recently said, “With the fall in the stock market, we now see that a secure, defined-benefit pension has its merits after all.”  That woman is Janet Yellen, professor of economics and business at the University of California at Berkeley—and a member of the Yale Corporation.  Yale should heed her advice.

Training and Education

“…[T] he University and the Union share a commitment to making Harvard a workplace where all staff members have rich, plentiful opportunities for learning and skill development…” Harvard backs up this language from the University’s contract with the Harvard Union of Clerical and Technical Workers (find it at www.atwork.harvard.edu/a-huctw-agmt-art3.html) with real substance. At Harvard, after one year of service, employees are eligible to take two Harvard courses per term (or any combination of 8 credits per semester). At Yale, negotiators have said a flat “No” to our proposal to open up Yale courses to employees. President Levin’s negotiating team has proposed three days release time for training per year; at Harvard, workers are entitled to three hours per week. Yale has proposed increasing tuition reimbursement to $3,000 annually; Harvard’s maximum reimbursement is a far more realistic $5,250. Yale’s proposals fall woefully short of providing “plentiful opportunities.” 

As labor consultant John Stepp noted in his report, “Yale is described as deferring its investment in human capital, much as it did ten years ago with its physical plant … Managers are not accountable for the development of their employees.” If the Yale administration wants to change that well-founded perception, they need only follow Harvard’s example.

Job Security

We have on the table very modest proposals regarding Local 34 job security. Our language would simply require that Yale demonstrate an operational need for any plans to subcontract work to the hospital or other Yale affiliates and give additional protection to employees displaced by such outsourcing. Yale Negotiator Brian Tunney responded that, while Yale has no “current” plans to subcontract clerical or technical work, “we won’t rule it out.”  We know from our experience at the Yale Psychiatric Institute (YPI), that such weak assurances from Yale are worthless. Library cataloguing work, billing functions and medical records maintenance could easily be outsourced here, as they have been at other organizations and academic institutions.  Settling a contract without concrete provisions to protect our seniority and our jobs would be irresponsible. 

Changing How Yale Manages: Best Practices

The consultant’s report focused sharply on the need to change “the way Yale manages … its employees.”  To that end, we proposed language on “best practices,” modeled on a successful project at Harvard, also facilitated by John Stepp’s consulting firm.  According to Stepp, when such “best practices” projects are well-funded, involve top management and union leadership, feature significant training of managers, supervisors and union leaders, and involve outside training and facilitation, they have yielded major increases in employee satisfaction and productivity.

The Harvard model was rejected wholesale by Yale negotiators.  Although “best practices” may sound abstract, the concept that labor and management not only should but can work together productively is demonstrated throughout the provisions of Harvard’s contract with its clerical union.  By creating and supporting real labor-management cooperation, we can build a relationship with our employer where our work can be rewarded, our issues addressed and our voices heard – without our having to fight every inch of the way to make changes that will benefit Yale and our community as well as ourselves.   
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� Hourly wages, rather than annual rates, are used throughout to compensate for differences in work week length.


� The title Administrative Assistant at Harvard is used for lower-level managerial positions outside the bargaining unit.
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				Minimum		Maximum

		Yale Sr Admin Asst (Labor Grade D)		$   13.63		$   19.35

		State of CT Admin Asst		$   19.32		$   25.00

		Harvard Coordinator/Faculty Asst III		$   19.49		$   30.42
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