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Labor Notes  

 

Present 

Labor: Linda Weber, President; Michael Durr, Vice-President of Professionals; Dan White, 

CNSE Professional Representative, Peter Ludden, Labor Relations Specialist 

 

Management: Bob Geer, COO;  Bill Durgin, Provost; Scott Bateman, V.P. of Finance;  Mark 

Lemire, SUNY Polytechnic Legal Counsel, Rhonda Haines, VP. of Human Resources  

 

Approval of the Minutes 

 

The Labor Notes from the LM meetings of October 28, 2014 were not approved as minutes.   

 

Management started a broader discussion about approving or not approving minutes. A 

discussion on the distinction between Notes and Minutes ensued.  Notes are Labor’s 

understanding of the proceedings.  If agreed upon by both Labor and Management, they 

become an “official” and formal recording of the meeting and are referred to as Minutes.   

 

Management:  Management feels it that to approve the Notes as Minutes, they would have to 

have a line by line discussion about the notes and they do not want to do this. Management 

does not want to approve formal minutes. It does not feel that there is value in having an agreed 

upon understanding of the meeting.  Only formal agreements on negotiated items will be 

memorialized as MOUs.  

 

Labor:  Labor agrees that Management does not have to agree with the understanding of the 

meeting as documented in the Notes. Labor indicated that the Notes would become the formal 

recording of the meeting for Labor. Notes have been and will be published on the Utica/Rome 

UUP website and in the newsletter as Notes and not Minutes and will clearly be labeled as 

such.  

 

General Concern: Flight of Professional Employees: 

 

The Chapter President stated that there is great concern in the membership that there has been 

an apparent flight of high level professionals, among others. Most recently and notably is the 

resignation of the Registrar.  Members are concerned about adequate staffing in all 

departments and anxiety has increased.  Management should take this concern seriously and 

Labor will raise this issue as it sees fit.  Management says it is trying to quickly address the 

Registrar’s resignation.   

 

 

 



New Business 

 

A. The Length of Term Employment Contracts 

Labor:  Labor has verified that Management has announced its intent to change the term of 

employment contracts to 1 year even when a 2 or 3 year option is available and desired. This is 

a change in long-standing practice on the Utica Campus wherein two year contracts have 

become the norm for those with academic rank after a usual initial contract of one or two years. 

This decision does not affect those with Permanency of Continuing Appointment, but does affect 

the length of the contract leading to such.  Whereas the length of term contracts is up to the 

CEO, with the exception of those 5 year titles in Appendix A of the Policies of the BoT, Labor 

believes that one year contracts are detrimental to staff retention efforts and prevent the 

recruitment of good staff, especially on the Utica Campus as the wages are significantly lower 

than those on the CNSE campus. There is no benefit to uniformly reducing everyone to one 

year contracts. Labor pointed out that after two years of employment, because of contractual 

rights to notice, that employees are due one year of notice and, as such, that a new contract 

would be issued at the same time that one would be told that one subsequently would not be re-

contracted.   

 

Management: 1 year contracts are preferred by the CEO and this has been a long standing 

practice at CNSE. This option is within the CEO’s discretion. Management does not see the 

changing of the term of the contract as a problem.  Management wants the one year contract to 

be seen as a positive thing.   

 

B. The Separation of Evaluation of Academic Employees from Decisions to Continue or 

Not Continue Employment 

 

Labor:  Contractually, professional employees are required to have a yearly evaluation. Past 

practice for Academic employees on the Utica Campus is to use the outcomes of the review in 

decisions surrounding issuing the next contract.  With one year contracts, how would members 

get feedback about their performance and expectations on a yearly basis?  Labor asked 

specifically how academic faculty have been evaluated at CNSE in the past. Labor expressed 

great concern that there was no formal peer review or administrative review leading up to the 

review for continuing appointment in year six of the tenure-line at CNSE.  In addition, there 

appears to be no formal peer review process at CNSE at any time leading to continuing 

appointment.  The rationale for taking a stable, long standing past practice, personnel review 

and re-contracting process at the Utica Campus and exchanging it for an informal and 

ambiguous process at the CNSE campus is unclear. Labor believes that people should be 

afforded the right to be told why they may not be renewed in their position. Without a formal 

feedback process this is difficult to achieve. Labor is open to governance working out an 

acceptable review process.   

 

 

Management:  According to Management, on the CNSE campus, faculty mentorship comes 

through the constellation heads who work with individual faculty on a yearly basis. This 



feedback is informal and is not necessarily documented. It appears that at CNSE there is only 

one formal review right at the time the dossier is being put together for tenure. Management 

indicates that there are no formal mechanisms for review.  Management believes that the 

personnel review process at CNSE works well.  Management expects the “new” joint 

governance group to start to crystallize a process for review. (Note there is no joint governance 

group at this time.)  The goal is to help people to be successful.   

 

 

Action:  No resolution.  Labor will investigate its options.   

 

 

Old Business 

 

A. Part-time Academics’ Wages: 

 

Labor:  Labor supplied SUNY system-wide data that indicates that the Utica Campus is paying 

adjuncts at the bottom of the wage scale with its $750 per credit hour reimbursement, in good 

company with Cobleskill at $733, Alfred at $750, and Buffalo State at $766.  The range is from 

$733-. $1167 (ESF), with Albany at $933.33 being a good comparison.  It is difficult to attract 

and retain adjuncts at this rate of pay.  Labor was in agreement with management that the 

desire was for more full-time hires (see next issue), but that the reality was that the Utica 

Campus was dependent on its part-time academic labor force for both general and specialized 

teaching and would be so dependent into the far future.  Labor would like to develop “criteria” 

that would allow a part-time faculty member to be considered as a “specialized adjunct” that 

would command a higher base rate.   

 

Management:  There are “market forces at play” that determine the rate at which adjuncts are 

reimbursed and Management does not think the rate is unreasonable. Expertise plays a role in 

the rate.  Management wanted information as to the composition of the part-time force.  How 

many adjuncts are trying to make a living by cobbling together a bunch of courses as opposed 

to, for example, the “cryptography” expert who comes in in the evenings to teach in an area that 

the faculty may not have expertise? Those specialized adjuncts should be considered for a 

higher base rate.  The goal is get more full time tenure track faculty and to reduce the need for 

adjuncts. 

 

Action:  The Chapter President and the Provost, in conjunction with the Deans, would work 

together to develop criteria for the assignment of the designation as a “specialized” adjunct. The 

issue of adjunct wages will be brought back to the table.   

 

 

B.  What constitutes a full-time teaching load for part-time faculty? 

 

Labor:  Data provided for both Utica Campus and SUNY system regarding the % Full-Time (FT) 

a part-time academic is assigned as their payroll designation when they teach one course, two 



courses, three courses, four courses….etc.   Data was from SUNY payroll data.  Keep in mind 

that there is not a direct comparison as many campuses are teaching three credit classes.  

Currently, part-time faculty are assigned 20% FT for teaching one four credit class on the Utica 

Campus that equates to five classes being considered as FT; a 20 credit hour teaching load to 

be considered full-time is ridiculous.  Historic data indicates that in 2008, one four credit course 

was considered at 25% FT, which allowed for a more reasonable four class workload to be 

considered full-time.  SUNY system data for comprehensive colleges does have some variation, 

but the bulk of campuses set %FT for one class at 25%, keeping in mind that most of these 

campuses have three credit classes.  The closest comparison is the full-time lecturer whose 

load is normally three classes with other duties as assigned, namely service as scholarship is 

not required of lecturers.  There is a large gap in yearly salary for someone who is part time with 

four courses at the base rate (24K) and someone who is a full time lecturer and teaching three 

courses with other assigned duties (40k). (The workload comparison should not be those with 

academic rank, those in tenure lines.)  Labor supports the Contract ‘s good faith assertion that 

part-time faculty should be appointed to full-time status where possible.  One mechanism to do 

this without infringing on full-time faculty rights is to offer the possibility of a temporary 

appointment to full-time lecturer status for the semester when one’s workload is 100% FT.  This 

would allow programs to meet their teaching needs while acknowledging the contribution that 

the part-time faculty are making toward meeting the teaching needs of the Campus.  This 

mechanism to temporary designation as a full-time lecturer line as the need arises would be a 

way of fulfilling this good faith principle as established in the contract.  However, even this 

requires an understanding of what % of FT one course comprises.   

 

 

Management:  There really should be a bona fide reason for using part time faculty. Budgetary 

constraints of using this approach would interfere with the ability to hire full-time lecturers on 

term contracts (non-temporary).  

 

Action: No resolution.  This issue will be brought back to the table.   

 

 

 

C. Compensatory Time 

 

Labor:  The policy on compensatory time is found in Appendix A-29 of the Contract.   Labor 

would like clarification and formalization of the process.  There are three concerns:  some 

supervisors do not understand this policy, there are no  non-burdensome formalized procedures 

for  taking compensatory time, and  some supervisors have refused their employees requests 

for compensatory time.  Most SUNY campuses have procedures in place and labor would like to 

see procedures developed on this campus. We will work together to identify best practices. 

Especially of concern in procedures for taking compensatory time the morning after having 

worked through or late into the night.   

 



Management:  There was some concern about whether Management had to do this and the 

“authority” of an item in the appendix of the contract.  There was agreement on the need to 

document in a non-burdensome fashion the request and the approval of the request. One 

suggestion is for employees to ask supervisors about compensatory time at the time that they 

are called in. 

 

Action:  Mark Lemire and Peter Ludden will work to verify the authority of appendix items.  Linda 

Weber and Rhonda Haines will work on evaluating procedures in place on other SUNY 

campuses and drafting up a procedure for this campus.    

 

 

Respectfully Submitted,  

Linda Weber  

 

 

 

 

 


