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Utica/Rome Chapter of UUP 
Labor-Management 
February 24, 2015 

Labor Notes 
10-12 AM Albany Campus 

 
 
 
Labor Attendance:  Linda Weber, President; Peter Ludden,  Labor Relations Specialist; Scott Tenenbaum, 
CNSE Academic Representative 
 
Management Attendance:  Bob Geer, COO (President’s Designee); Rhonda Haines,  VP HR; Mark Lemire, 
SUNY Counsel, Scott Bateman, VP Finance 
 
New Business: 
 
 1.  HR Concerns 
  A. Appointment/Reappointment Letters/Contracts-   
    1.  Not received in a timely fashion 
    2.  Information lacking, especially terms 
  Labor:  Article 30, Section 30.3, of the Agreement establishes  what information must  
  be in the letters. 
 
  Management:  Will review the appointment letter template to make sure all needed  
  Information is present.  Rhonda Haines will review fall and spring appointment letters  
  and make sure all pertinent information is there.   
 

Action:  Management will review the appointment letter template and adjust as 
appropriate.   
 
B.  Missed Review for Continuing Appointment 
 
Labor:  CNSE has a group of faculty who are coming to the end of their seventh year and 
have not been reviewed for tenure.  What is being done? 
 
Management:  Some may be able to be moved through in a timely manner.  For others, 
the “clock” will be stopped so review can be done.   
 
Action:  Labor will investigate this further.   
 

 
  B.  Signator of Appointment Letters- Rhonda Haines 
   
  Labor:  The President must sign the letters of appointment or reappointment.  Article  
  30, Section 30.1, of the Agreement- “Appointments shall be made in accordance with  
  Article XI of the Policies of the BoT.”  In addition, the “Change of Status” Forms cannot  
  be changed by someone without the authority to set or change the terms of   
  appointment.  Recently, change of status forms have been changed and initialed by  
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  someone without the authority to do so.  If mistakes are made by the form creator, then 
  the form should be retyped if a mistake has been made. 
 
  Policies of the BoT Article XI, Title A. Procedure, Section 1.  “The Chief Administrative  
  Officer of a college, after seeking consultation, may appoint, reappoint…. 
 
  Policies of the BoT, Title D., Section 3, Method of Appointment:  “All term appointments  
  shall be made by the Chief administrative officer of the college… 
 
  Management:  Administration will confer and will get back to labor asap.  Forms that are 
  in error will be retyped.  
  
  Action: Linda will follow-up.  If issue not resolved, will be brought back to LM. 
   
  

C.  Problems with processing of Part-time Academics- Late appointment letters,  missing 
application… 

  D.  Application Processes – disorganized  
 
  Labor:  There have been a multitude of complaints surrounding the processing of  
  applications and appointments for full-time and part-time academics.  One suggestion is 
  to go back to the old “Interview Exchange” program for job searches.  This was the  
  program in place prior to the planned migration to “People Admin” which, as we  
  understand, is too costly for Management to consider.  Interview Exchange is far less  
  costly and will resolve a number of problems with the processing of applications all at  
  once.  In addition, it will allow for meeting some of the HR compliance issues.   
 
  Management:  Bob and Rhonda will review Interview Exchange and bring back their  
  thoughts to the next LM meeting in late March, early April.   
 
  Action:  Bob and Rhonda will report back on Interview Exchange at the next LM. 
      
Old Business: 
 
 1.  One Year Contracts –revisited 
 
 Labor:  Recently, the chair of faculty assembly at the Utica campus reported that Rhonda Haines 
 had indicated that there was not a policy in place to render one year contracts.  Yet, it appears 
 that all of the December reappointments were given one year contracts.  Labor is not interested 
 in a semantic exercise and wants to know if the practice to achieve continuing appointment is to 
 have sequential one year reappointments.  Since faculty governance is not going to agree to 
 uncouple review from reappointment, something that would be in violation of the Policies of 
 the BoT Article XI, Title A. Procedures, this would result in a bureaucratic nightmare.  Practically 
 speaking, it makes no sense after the first two years to render one year contracts as the person 
 needs one year notice.  Practically speaking, it makes no sense to review the person in the first 
 year after his or her arrival as the person is just getting established.  To have the review in the 
 second year of the first two year appointment makes more sense.  In general, if the 
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 administration wants to proceed, then it should think strategically about the timing of the 
 reviews and reappointments.    The faculty are in an uproar.   
 
 Management:  The administration does not have a “practice” of sequential one year contracts.  
 They understand the problem after the second year.  Bob Geer will explain this to the FA at the 
 meeting on Feb 26 2015.  The President of the Institute has the right to set the term of the 
 contracts up to three years.  It is not the intent of the campus president to dangle multi-year 
 appointments but never give them. 
 
 Labor:  Labor understands the President’s right but does not support its recent practice.  Labor  
 appreciates the COO clarifying with the faculty the term length of contracts on the path toward 
 tenure.   
 
 Action:  COO Geer will announce that one year appointments/reappointments will not be the 
 practice.  Linda Weber will monitor the new round of reappointment contracts to see if this is 
 indeed the case. 
 
 2.  Compensatory Time – The SUNY Policy on Compensatory Time 
 
 Labor:  The SUNY Policy on Compensatory time is little understood at the Institute.  Some 
 supervisors are not aware of the policy and some are not allowing for compensatory time to be 
 utilized even if they are aware.  The preamble attached to the SUNY policy was derived from  
 a discussion with Rhonda Haines as to the scope of the policy on this campus.  The preamble 
 was as follows:   
 
It is generally understood that after-hours work may be part of one’s professional obligation, and if this 
consistently and significantly goes beyond a normal full-time work week, then this policy may be used to 
bring the work hours into balance. 
 
It is generally understood that those after-hours work obligations that are known in advance that result 
in the professional going significantly beyond a full-time work week, should be planned for in advance 
and addressed within the week’s work schedule so that the total number of hours worked for the 
professional does not go beyond a full-time obligation, within reason.  (For example, an athletic event or 
student activities event is well known in advance to occur in the evening, the work schedule for the 
week should be adjusted in advance to accommodate the inclusion of these hours within a normal full-
time work week.)   
 
It is generally understood that there will be occasions when the professional has to return to work as 
part of an unforeseen event (e.g. medical crisis) that is a required part of the professional obligation that 
will result in an undue difficulty for the person to meet their normally scheduled work hours the next 
day.  In this case, compensatory time arrangements will be made with the supervisor upon the call to 
return to work and if the professional’s schedule allows, the professional is assumed to have permission 
to take compensatory time with an email notice to their supervisor as soon as practical, but before the 
taking of the time.   
 
 
 Labor:  Planned after hours work should be addressed within the full-time work schedule for the 
week.  Just because an activity is after hours and after hours work is included as part of the professional 
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obligation, this does not mean that the work week can extend significantly beyond the full-time 
workweek, which is normally around 8 hours a day, without some redress.  The comp time policy allows 
for this.  This is not an hour-for-hour solution, but is a way of bringing the work obligation in-line with a 
normal professional  workweek  obligation.  This is a different situation than the emergency return to 
work situation listed as part three of the preamble. 
 
 Management:  Management believes it has the right to extend the workweek hours as far as it 
would like, as long as it is detailed in the appointment letter and the performance program.  So, 
Management does not support the first and second part of the preamble.  It supports the generic SUNY 
Compensatory Time policy, without the preamble.  Management is in agreement that some supervisors 
are unaware of the policy and the ability to use the policy.   
 
 Labor:  Labor agrees to remove the preamble, but does NOT support the idea that the 
workweek is as ill-defined and can be inflated to, for example, 60 hours habitually if necessary to 
complete the professional obligation.  Professionals who are so affected should file a grievance.  Labor is 
willing to remove the preamble at this point so that the SUNY policy can be posted on the HR website 
and be promoted to its professionals at this time.   
 
 Action:  Linda Weber will remove the preamble and send the policy to Rhonda Haines to post on 
the HR website.  Linda will also post it on the UUP website.   
 
 
 
 3.  Part-Time Academics 
  A. Overall Vision of Role:  In Fall 2014, part-time academic (adjunct) faculty comprised 
47% of the total academics for the Institute as a whole (by headcount).  The baseline starting salary is 
$750 per credit hour, which is well below other campuses such as the University at Albany ($933) and  
Buffalo ($833).  The Appendix A30 of the Agreement asserts that “The University shall instruct campuses 
to appoint part-time faculty to full-year appointments where they are in a position to do so.  This would 
be possible, for example, in instances where faculty have been employed for consecutive semesters for 
several years and are expected to continue in this capacity” (p.105).  We have a large pool or talented 
adjuncts who are significantly underpaid who are valued members of the Institute.    Both Labor and 
Management are committed to the creation of more full-time positions.   
 
  Labor:  We would like to promote 1) a higher base salary for beginning adjuncts, 2) the 
creation of criteria for consideration as “specialized” adjuncts, 3) the reduction in the proportion of 
adjuncts through the creation of full-time lecturer positions (but not to the detriment of full-time tenure 
line positions), and 3) the backing into a temporary full-time lecturer position for those part-time faculty 
that are needed to teach four courses for that semester.   We recognize and appreciate the recent 
creation of a number of full-time lecturer positions to reduce the number of part-time faculty teaching 
at the Institute.   
 
  Management:   Management does not believe the base salary is a problem.  
Management is interested in a one-size does not fit all solution where an incentivized structure is set up 
for those, for example, that have their terminal degree.  According to Bob Geer, Alain Kaloyeros is 
determined to reduce the proportion of adjunct faculty through the creation of lecturer positions as a 
start.  Management is not-at-all interested in backing into a full-time temporary lecturer positions 
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  Action:  Bob Geer will talk with Alain Kaloyeros about the possibility of creating an 
“incentivized structure” to partially address the pay issue.   
 
 B.  %FTE:  Currently, the payroll designation for teaching of one class is 20%, implying that 5 
classes is a full-time workload.  According to the IRS, Department of the Treasury, 26 CFR, regulations 
regarding the implementation of the ACA, “ The Treasury Department and the IRS have determined that, 
until further guidance is issued, one (but not the only) method that is reasonable for the purpose would 
credit an adjunct faculty member of an institution of higher education with a) 2.25 hours of service 
(representing a combination of teaching or classroom time and time performing related tasks such as 
class preparation and grading of examinations or papers) per week for each hour of teaching or 
classroom tine…and b) an hour of service each week for each additional hour outside of the classroom 
the faculty member spends performing duties he or she is required to perform (such as required office 
hours or required attendance at faculty meetings). “    Using this approach, for the Institute, 2.25 x 4 =9 
hours of work is necessary for each four credit hour class.  9x4=36 hours, a full-time obligation.  
 Labor:  Whereas the Treasury/IRS guidelines are the actual documented attempt to 
operationalize the workload for adjuncts (and well appreciated), 2.25 appears a bit low, but is a good 
starting point.  Using this approach, 4 classes (if one is doing nothing other than teaching) is a full-time 
load.  We would like more reality-based recognition of the actual amount of work to teach a class 
engendered by our part-time faculty.  The designation is not just a payroll designation but has some real 
life consequences of determining load and when an employee is really at full-time status.  We would like 
the designation changed.  The idea that 5 4 credit classes is reasonable or appropriate is ludicrous. 
 
 Management:  The Treasury/IRS guidelines do provide some guidance, but Management sees no 
need to change the payroll designation. 
 
 Action:  As we ran out of time, this item will be brought back to the table. Linda will research 
how payroll designations get made … 
 
 
   
Respectfully Submitted,  

Linda R. Weber 
 

  
 
  

 
 
 


