
Final Labor Notes* 
Labor Management 

SUNY Polytechnic Institute 
April 6, 2017  

10-12 Albany Campus, NFE 2107 
 

Attendance:  

Labor - Linda Weber, President; Scott Tenenbaum - CNSE Academics Representative;  Dan 
Smith - CNSE Professionals Representative;  Pete Ludden, Labor Relations Specialist 

Management - Michael Frame, President’s Designee;  William Durgin, Provost;  Paul Kutey, 
Chief Financial Officer;  Rhonda Haines, Vice President for Human Resources; Mark Lemire, 
SUNY Counsel 

Announcements:  Compressed work week notice and academic obligation notice are 
needed.  

Brief discussion on how to coordinate LM Meetings.  Each side will coordinate their 
respective team once the date and time has been agreed upon by the principals.  

 

 

NEW BUSINESS 

1.  Moving Course and Teaching Evaluations Online  

Context:  On Feb 22, 2017 all Utica Faculty received the following directive from the 
Provost:  

“Colleagues, 

We have had many conversations during the past two years regarding course evaluations. It              
is time to take action and implement some of the goals discussed, including increasing the               
number and frequency of courses evaluated, and use of an online tool. To that end, I am                 
pleased that we are ready to undertake a pilot that will: 

1. Utilize software that we own, Blackboard, but we are not using 
2. Utilize on-line processes that are reflective of a first-class technological university 
3. Provide minimal disruption to classes 

_____ 
* These are Notes and not minutes and only represent Labor’s view of the meeting. 
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4. Save substantial expense 
5. Provide immediate feedback once grades are submitted 
6. Support outcomes assessment and continuous improvement 
7. Survey all courses and laboratories with more than 5 students enrolled, each semester 
8. Allow for additional specialized questions for different courses of study 
9. Provide prescribed analyses and be available for specialized analyses 

Beginning this semester, we will implement this system as a pilot. Details of the process and                
procedures will be shared with you soon and reaffirmed as we approach the end of the                
semester.    

I have attached a list of suggested evaluation questions. These are adopted from the              
University of Buffalo and so are reasonably well vetted. If you see errors or wish to offer                 
suggestions, please do so. “ 

As the unilateral change in procedures related to the evaluation of personnel is prohibited by the                
Taylor Law, Linda requested that the issue be brought to the table for discussion. As it was too                  
late to put it on the current agenda, Linda and Bahgat agreed to form a working group with                  
Linda, Bill, and governance to discuss the issue and come to agreement so that the issue could be                  
addressed at the next LM meeting on April 6.  

Linda indicated that the following concerns had to be addressed before agreement could be              
reached.  

1. the reliability and validity of the measuring tool 
2. who has access to the data 
3. what the data will be used for 
4. documentation that evaluating each course every semester is productive, even Middle 

States does not advocate this 
5. evidence (validity) that an instrument used to assess online classes (Blackboard) is at 

all useful to assess on-site classes. 

A meeting was held by the principals on March 15, 2017 and the above issues were discussed.  

1.  There appears to be no reliability and validity information on the chosen new tool.  So, using 
an electronic version of the IDEA form – short form if possible was discussed as an agreeable 
option.  

2. Only the faculty member and those in the line of supervision will have access to the data 
(normally the Provost, and the Dean and the peer review committees) and the data will be housed 
on a secure server (and PW protected –can’t remember if we discussed this part),  

3.  The data is to be used for assessment of effectiveness in teaching from a student view – as 
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indicated in the policies of the BoT, 

4.  The change in protocol for choosing the classes and the movement toward assessment every 
faculty member for every class all the time was discussed.  There was tentative agreement that 
the current frequency of administration and rotation would be adhered to,  

5.  Information would be gathered on the generalizability of online and in-class teaching 
assessments,  

6.  Finally, the response rate concern about online teaching evaluations as compared to in-class 
teaching assessments was discussed.  It was agreed that this information would be found to 
support best practices to generate respectable online response rates and would that would be.  

Subsequently, on Tuesday March 22, 2017,   Bill and Linda met and agreed to the short IDEA 
form on line and sticking with the normal rotation and frequency of evaluation.  We both agreed 
to address the response rate issue by finding some research.  The concern expressed by UUP that 
if terrible response rates resulted from a change in practice, that this would be detrimental to 
faculty who would lose a semester of data (if these evaluations were pulled from consideration) 
or that the data would be detrimental (as those with strong negative views have more motivation 
to respond).  

Subsequently, Bill & Linda met to discuss the short form.  It was a lot shorter than Linda expected.  The 
cost of administration from IDEA of the short and long form is the same.  The loss of more in-depth 
instructor classroom practices was a concern.  The representative response rates from the University of 
Oregon, 60% for a class of 20 and 40% for a class of 50 was accepted as the standard.  Below this 
response rate, the evaluations would be pulled from consideration for those academics in a reappointment 
of continuing appointment review unless the faculty member wanted it included.  

At this point, we need to finalize the agreement, develop best practice procedures and codify it so 
that we can refer to this policy in the future.  

Summary Update:  As this issue was resolved prior to the LM meeting, Bill and Linda just 
reported that an agreement was reached that the usual IDEA form would be administered 
according to the usual schedule for online and onsite classes as a pilot this semester. 

 

 

2.  Clarification of the Associate Provost for Diversity position and its relationship to 
the AA officer.  

Robert Yeh has been appointed as the Interim Assistant Provost  for Diversity and 
Inclusion.  This is a FT, MC position.  This position is underneath the supervision of the 
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Chief Diversity Officer and Title IX Officer, Rhonda Haines.  The intent is for this position to 
eventualy be a stand alone position.  

 

3.  Beginning discussion of clarifying of when a staff member needs permission to be 
working off-campus, especially with respect to travel.  

Context:  There has been some confusion surrounding the existing “draft” travel policy. 
The policy, in the draft Faculty Handbook (located on the Provost’s page of the SUNY Poly 
website) is as follows: 

Travel Approval 

Faculty must request prior approval from the department chair for all travel off 
campus whenever such travel conflicts with teaching assignments or office hours, or 
when a state car or reimbursement for expenses is requested. Requests for travel 
funds should be submitted well in advance of the planned travel to determine which 
expenses, if any, will be reimbursed. The chief academic officer must approve all 
travel out of state. A special form is used and is available from department 
secretaries. In general,out-of-state travel is approved for attendance at conferences 
or meetings of professional or scholarly associations and organization, or for travel 
otherwise related to one's employment. 

Discussion:  

Labor:  The policy is outdated, for example, the department chair does not supervise 
full-time faculty.  In addition, the policy is unclear; for example,  the policy does not indicate 
if one is traveling for reasons related to one’s employment, but the state is not covering any 
expenses and if one’s teaching assignments and office hours are covered, does one need to 
seek approval?  It is important if not abiding by the policy could result in disciplinary 
action, that the policy be clarified and communicated.  Distinctions should be made 
between informing and requesting approval; any final policy should not infringe upon 
academic culture.  

Management:  Supervisors should be aware of where faculty are during the period of 
professional obligation and should have up-to-date contact information.  Faculty members 
should be responsive to administrative requests for workshops, meetings and be attending 
to other aspects of their professional obligation during those times when classes are not in 
session during the 10 month professional obligation period which normally starts at the 
beginning of August and ends at the end of May.  The language should be clarified and the 
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policy should respect academic culture. 

Action:  Labor and Management will work together to draft clearer language to be brought 
forth at the next LM for approval.  Bill and Mark will represent Management and Linda and 
Pete will represent Labor in these preliminary discussions.  

 

OLD BUSINESS 

4.   Adjuncts teaching full-time who have a “part-time” designation.  

Context:  At the last LM meeting, Linda was asked to draft language that would be 
acceptable to the UUP that reflects an agreement that addresses the problem of how to 
proceed when a adjunct lecturer is asked to take on full-time teaching responsibilities.  This 
spring 2017 semester, there appear to be 2 adjunct lecturers that are teaching full-time as 
indicated by the number of credit hours and contact hours. That language was drafted and 
forwarded to the President who responded on March 16 that he would consult with Bill 
and Mark and get back to me.  The suggested language is as follows: 

“Draft March 9  

Whereas the Agreement between the State of New York and United University Professions established a 

salary minimum for full-time work (Article 20), 

Whereas it is at times necessary to employ a part-time lecturer to work in a full-time capacity (e.g. in the 

case of an emergency hire or inability to fill an existing teaching vacancy),  

Be it understood, that effective starting the ________semester, in the event that a part time lecturer 

carries a teaching load of four classes in a semester, the equivalent of 16 credit hours or contact hours at 

the undergraduate level and 12 credit hours or contact hours at the graduate level, he/she shall be 

provided a temporary appointment as a lecturer with the accompanying salary for lecturer delineated in 

Article 20 of the Agreement between the State of New York and United University Professions. 

Additionally, any such employee shall receive any and all benefits as provided for in the Agreement and 

the Policies of the Board of Trustees.  “ 

UUP would like to come to agreement on language that protects our worker’s rights to 
appropriate compensation as indicated in the Contract. 

Update & Action:  The issue is still under deliberation by Management and will be brought 
to the next LM meeting.  Linda and Pete will check on dates by which a grievance or 
improper practice violation must be filed and will inform Management.  
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5.  Revision of promotion and salary increase procedures for professionals.  

The existing procedure had a couple of problems that were addressed in a meeting with 
Linda Weber, Rhonda Haines, and Terry Kremer.  Attached.  

Context:  The existing procedure for promotion and salary increases was previously 
brought to the LM table and was undergoing revision.  The main concerns by Management 
was that HR was not aware of these requests until the very end of the process and that 
supervisors did not have necessary salary data or job descriptions with which to make a 
decision.   In the new procedure, the applicant must submit the application to HR and then 
a salary report and job description would be attached prior to sending to the applicant’s 
supervisor.  Labor had two concerns.  The first was that the application provide a voluntary 
opportunity for UUP to be informed of the request on the application and that there be a 
statement that he or she could consult the UUP if desired.  Second, even though there were 
due dates to initiate a request, the applicant would at times submit the application so far in 
advance that it would be denied as having missed the previous date.  The remedy was to 
have an application window of two weeks two times a year.  

Action:  Linda will make the two minor corrections suggested and forward to Rhonda and 
this revised procedure and application would be posted on the HR website.  The 
corrections include: 1) #12 in procedures, the sentence should be amended to read “If the 
application has been denied at the level [below that] of the President…”  and 2) #  13 in 
procedures, a sentence should be added that indicates that “the decision of the University 
Review Board is final.” 

 

6.  Academic Promotions & Salary Issue.  

Context:  Progress is being made on this issue:  

A.  Minimum salary increase upon promotion was approved! Great.  The minimum 
increase was 3k to Associate and 5k to Full Professor.  

B.  A number of faculty applied for and received a salary adjustment upon 
demonstrating that his or her salary was out of range for his or discipline and title. 
However, some indicated that even with the raise, they were still not close enough. 
HR has indicated that there is a 10% cap on raises given.  

Discussion:  

Management - The 10% “cap” is not a cap but a guideline.  If a raise is given above that, it 
would trigger an audit by the Office of the State Comptroller. So, management would like to 
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not trigger any audits.   The raises were reasonable, although it was recognized that not all 
were satisfied.  Management was not obligated to give raises and the state of the SUNY 
Polytechnic budget was not good.  Under what conditions did Labor think it was ok to not 
give a raise?  How should the budget be brought under control?  Cut high salaries?  Cut 
programs or departments?  Would that be better?  

Labor -  The time of promotion is an ideal time to make salary adjustment for those whose 
salaries are well below the average for their titles and/or disciplines.  When people come in 
with an abnormally low salary, the salary problem compounds itself by the time they 
receive continuing appointment or promotion.  Being paid below those who are of a lower 
rank is particularly problematic and demoralizing.  If we indeed want to keep those we just 
promoted, having an appropriate salary would help.  Those faculty at the Utica campus are 
the salaries in dispute and the Utica campus should not take the brunt of fiscal 
mismanagement of the Albany campus.  (Now, Linda accidentally said “our campus” or 
perhaps “my campus” when referring to the Utica Campus and this lead to a quite heated 
discussion which she will tell you about over a beer if you are really that interested…) 
Regardless,  it is good that raises were given at all given the fiscal mal-decisions of the past 
administration. 

Action-  Bill agreed to meet with those who were still dissatisfied to review the decision.  

  

7. One Year Contracts for Professionals Working Toward Permanency  
 
Context – One-year contracts for professionals are problematic, especially with respect to 
notice.  It has come to Labor’s attention that our professionals are being reappointed with 
one-year terms.  Labor would like to discuss this concern and assert the desire for two year 
contracts for our professionals.  To reiterate, one year contracts:  1) create workforce 
instability, 2) are a sign that the Institute is not willing to commit to the professional, 3) 
provides a burdensome review process in the first two years.  In the last LM, the cycle of 
reappointments was reviewed and a discussion ensued about how to protect 
administrative rights if they had just done a “bad hire.”  The possibility of starting out with 
a 1 year contract and then moving to 2 year contracts was discussed. The idea is that one 
year contracts should not be the norm or mandatory for each year of the 7 year term 
leading to permanency. Management agreed to discuss the cycle of reappointment and to 
bring a proposal to the table to resolve this problem. 
 
Update & Action:  As the Statewide UUP is in negotiation with GOER concerning the next 
Contract, this issue cannot be negotiated locally at this time.  The issue will be brought back 
to the table if the statewide remedy is not forthcoming.  
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8. Adjunct Compensation 

Context:   Labor would like to continue the discussion on the starting salary of adjuncts. 
Currently, the rate is set at $750 per credit hour.  The starting salary has not increased 
since 2003.  In 2015, SUNY Polytechnic was the third lowest (i.e., Delhi and Cobleskill were 
lower)  in the SUNY system and we would like to see an increase on par with those other 
University Centers like the University at Albany which recently raised its per credit hour 
starting wage to $1,200 from $933 per credit hour.  (In fall 2013 - 51% of the academic 
staff (Head Count) were adjunct and it was 48% in spring, 2015, with approximately 35% 
of the sections being taught by adjuncts in 2015. In 2016, 46% of the headcount were 
adjunct.)  At our last LM, Bahgat agreed to give consideration to raising the minimum 
starting salary for our adjuncts.  

Resolved:  Adjunct starting base compensation has been raised to $875 per credit hour. 
Great!  However, Kumbaya moment was missed Linda was accused of inciting division 
between the campuses when Paul started lamenting that  he now had to find $100k in the 
budget somewhere.  According to Linda, this was once again trying to blame those at the 
Utica campus for the fiscal mismanagement at the Albany campus.  She did indeed use “our” 
and/or “my” in reference to Utica.  Linda retorted that she was proud to represent both 
campuses and did a fairly good job of it even though the problems and interests of both 
campuses were quite different.  She further explained that Management is mistaken if they 
believed that the two campuses were ready to get together, hold hands and sing 
Kumbaya…or something like that…. The discussion deteriorated from that point.  Meeting 
was called as it was time.  

  

Approved,  

Linda R. Weber 
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