
Notes of the Labor-Management Meeting, Virtual, October 23, 2020. 
 
Present for management: Interim-president Wang, interim-provost Schneider, director of 
HR Rhonda Haines 
 
Present for labor: Maarten Heyboer, Brian Taylor, Steve Perta, Michelle Couture 
(outgoing Labor Relations Specialist), Jeremy Ginsburg (incoming Labor Relations 
Specialist) 
 

Note: These are not official minutes but Labor’s notes of the Labor-Management 

meeting. As such, they reflect Labor’s perspective on the meeting.  

 

New Business 

1. Workplace Satisfaction Survey  

Background: The Poly chapter of UUP conducted a workplace satisfaction survey last 

academic year among its members. It is important to remember that the survey was 

conducted before the pandemic hit and before most work went remote. The survey is 

intended to identify workplace satisfaction issues and concerns with the functioning of 

Poly. Since a search for a new president was ongoing at that time, our original intention 

was to share the results with the incoming president and then post them to the chapter's 

website. We thought at the time it would be more productive to share the results with 

the incoming president who would then have a baseline sense of these issues and 

concerns at Poly. We also thought at that time that our then current administration 

would not have enough time left to begin to address these concerns. But at this time, we 

assume that the search for our new president has failed. Whether our still current 

administration still has enough time left to begin to address these issues and 

concerns is unclear. However, we have shared the survey results with the membership 

at this point because the members paid for the survey. We also placed this issue of the 

survey results on the agenda for this Labor-Management meeting. (You can find the 

survey at http://uuphost.org/uticarome/?page_id=108; it is the fourth item on the page). 

Maarten began by explaining that this survey was based on scholarly research that has 

identified employee perceptions with respect to workload (questions 9-13), autonomy 

and control (questions 14-17), recognition (questions 18-21), community (questions 22-

26), fairness (questions 27-32), and values and goals (questions 33-37) as critical 

factors in workload satisfaction. The survey allowed for the addition of additional 

questions, and based on anecdotal evidence, the chapter’s Executive Board had 

decided to add a number of questions related to trust (questions 38-47). Maarten 

explained that the survey was conducted only among members of the union, and he 

explained the significance of the participation rates of professional staff and faculty, 

members with and without tenure/permanency, and from both of Poly’s campuses.  

http://uuphost.org/uticarome/?page_id=108


Maarten then discussed the survey results for each of those variables in turn. In the 

process, he indicated that the survey revealed reasonable results with respect to control 

and autonomy, community, and values and goals. He also indicated that the survey 

revealed problems with respect to members’ perceptions related to workload, 

recognition, fairness, and trust in the organization. In the process, Steve Perta 

reinforced that this survey was conducted before the pandemic hit, and that this was 

especially significant with respect to member perceptions related to workload.  

Maarten concluded the discussion by indicating that Linda Weber, the chapter’s 

previous VP for Academics, had run a number of initial statistical analyses of the data, 

including a comparison of faculty responses versus professional staff responses. These 

initial analyses did not reveal any statistically significant differences. When the 

pandemic then hit, and everyone’s workload increased significantly to transition to 

remote education, it was decided not to perform additional analyses since they were 

unlikely to discover statistically significant differences.  

Rhonda thanked Maarten for sharing these results and said management would take 

them into consideration. Rhonda asked when the survey was executed (February 2020) 

and about cost (a little over $400). Maarten and Rhonda discussed the survey results, 

during the course of which Rhonda asked whether data were available to compare the 

results at Poly to results at other universities. Maarten indicated that such data was 

available, but that such an analysis had not yet been conducted, and that those data 

would probably have to be purchased. Maarten and Rhonda agreed to continue the 

discussion of the survey data and their significance in future meetings.  

Interim president Wang asked whether we had performed an analysis comparing the 

responses of faculty and professional staff. Maarten explained that such an analysis 

had been started, had not found any significant statistical differences, and had been 

interrupted by the pandemic. Interim-president Wang then wondered whether the 

sample size was large enough to uncover such potentially fine-grained differences.  

 

2. DSI/Salary Compression raises 

Background: Maarten indicted that the union expects money to be available for these 

raises at the end of the calendar year. At one point during the conversation, Jeremy 

Ginsburg, the chapter’s new Labor Relations Specialist, reinforced this point, and 

explained that members of other unions such as CSEA still get step raises, something 

UUP members are not eligible for, and that UUP therefore expects that money for these 

raises will be available.  

Keep in mind that the amount of money available for these raises is small, 1% of the 

total of the salaries of all of the members of the bargaining unit represented by UUP 

(that includes both members and faculty and professional staff who opted not to 

become members). Under the current contract, one-half of that sum of money has to be 



used to address the problem of salary compression. The other half is to be allocated at 

the discretion of the president.  

Management initially indicated that they had not heard anything about these raises, and 

that they did not see how these raises could be awarded because the contractually 

required 2% raise has been delayed. This would in turn effect the calculation of the 

compression increase. Jeremy explained how this could easily be addressed and new 

salary levels calculated to determine salary compression.  

Salary compression raises will again be calculated based on algorithms jointly 

developed and agreed to by UUP and SUNY. Those algorithms have been fine-tuned 

since the analysis was run last year.  

Management and labor discussed the possibility of taking into consideration as one of 

the criteria for discretionary salary increases the contributions made by employees who 

have been required to work on campus part-time or full-time during this crisis. Maarten 

explained that there is a sense among some working on campus that they are second-

class employees. There is also a sense among some that employees working remotely 

have in effect received a raise because they currently don’t have to pay, e.g., 

commuting expenses, and are able to pocket that money. Maarten indicated there was 

no consensus among members of the chapter’s Executive Board on this issue, but that 

management should be aware of the perceptions and sentiments of employees working 

on campus. Management indicated they would consider whether to include this as one 

of the criteria fir discretionary raises.  

 

3. Update: Grievances/IPs filed 

Background: The chapter currently has two pending grievances, one related to the use 

of volunteer/courtesy faculty, and a second related to the administration’s decision to 

deny professional staff the possibility of summertime flex hours at the Utica campus this 

past summer of 2020 (a practice that dates back decades, but which management has 

been trying to take away ever since the Kaloyeros regime; management availed itself of 

the opportunity provided by the current pandemic during this past summer, which was 

perceived as insulting and a slap in the face by professional staff who had worked very 

hard to enable the transition to remote education during the Spring semester). 

As expected, management had no comment on the volunteer/courtesy faculty issue. 

Summertime flex hours at the Utica campus was discussed briefly. At this point in time, 

clearly the denial of the flextime hours at the Utica campus during the summer of 2020 

has become almost irrelevant, except to make sure that the summer of 2020 does not 

become perceived as precedent-setting. Labor’s attention with respect to this issue of 

flextime during the summer has therefore mostly refocused on the summer of 2021 to 

return to previous practice. Maarten offered to withdraw the grievance related to 



summer 2020 if management is willing to commit publicly to a return to the flextime 

summer schedule as in prior summers. No response from management.  

 

4. Job Creep: IT, Distance Learning, Wellness Center 

Background: Locally and across the state, the union was receiving some reports of job 

creep in several departments. In response, statewide leadership requested that chapter 

presidents reach out to members in those departments to ask them whether they were 

experiencing job creep.  

Maarten reported that somewhat surprisingly, members in the Wellness Center reported 

no job creep. The expectation had been that there would be significant job creep in the 

Wellness Center due to the pandemic, the implementation of pool testing on campus, 

etc. But it was good to hear that was not the case. 

Members in Information Technology and in Distance Learning did report some job 

creep. This is partly due to demands placed on members due to the switch to remote 

education for many courses, and due to some understaffing. While members reported 

some job creep as a result, it was not as significant as expected or as has been 

reported at some other campuses in the system. 

Nonetheless, this is an issue labor will continue to monitor because job creep can add 

to the stresses associated with work and cause burnout. Management should assess 

whether these departments are adequately staffed, or whether it is necessary to hire 

additional employees in these departments. In addition, it is possible that some 

employees have taken on additional work and responsibilities to the point that they 

should be considered for promotion.   

Rhonda acknowledged the concern, indicated she would look into the issue, and that 

she did not want employees to become overly burdened and burnout. Rhonda also said 

she hoped this situation is temporary due to the impacts of the pandemic and that 

efforts at some program modifications are currently underway. She will continue to 

discuss this issue with Maarten. Maarten indicated he would continue to gather 

information, including with respect to employees providing student support services. 

Interim president Wang presented a lengthy justification explaining why employees in 

the Wellness Center were experiencing job creep, and explaining the many 

contributions of M/C employees to alleviate the stress on employees in the Wellness 

Center, such as staffing the pool testing. She acknowledged the extra effort by all.  

Maarten reiterated that somewhat surprisingly, employees in the Wellness Center at 

Poly had not reported job creep.  

 

 



5. Library: reports of students who don’t practice safe behavior 

Background: Locally and across the system, the union was receiving some reports of 

students in libraries not practicing safe behaviors such as mask wearing and social 

distancing.  

Maarten reported that there had been reports of students in the library at Poly not 

practicing safe behavior. He also reported that some union members had already taken 

the initiative to address the problem in various ways. He indicated that more assistance 

from management would be appreciated, especially now that library hours have been 

extended.  

Interim president Wang acknowledged there had been some reports of students not 

practicing safe behavior in the library in the previous week, and that management had 

begun to address the problem. She attributed the cause of the problem to a large extent 

to “sign fatigue,” and promised that the signs in the library would be changed to address 

that problem. (Note: new signs have since been placed in the library). She also said that 

senior administrators had performed and will continue to perform walk-throughs to 

monitor and enforce compliance.  

 

6. Request for update: Athletics 

Background: Due to the impact of the pandemic on sports and on budgets, locally and 

across the system the union is concerned about the employment of members working in 

the Athletic Department. 

Maarten explained the significance of the Athletic Department for Poly, in terms of the 

number of students the department helps bring to the campus every year, and in terms 

of the department’s contributions to campus life. He explained that the infrastructure of 

coaches that the department has built over the years is critical to the department’s 

future success, and that the infrastructure needs to be maintained because it will be 

very difficult to rebuild.  

Interim president Wang indicated that she fundamentally agreed with the importance of 

the department for Poly, and that the department’s infrastructure needs to be 

maintained. But it all comes down to resources. She indicated that most of the Fall 

coaches had been renewed, and she acknowledged them for the various ways they 

have contributed to the campus. She expects that will be the case in the Spring as well. 

But she indicated that there is uncertainty about athletic fees and they are awaiting 

decisions by the conference (NAC).  

 

 

 



7. Update: Presidential Search/Succession 

Interim president Wang indicated that there was no new information to report. (Note: 

one week later she announced that she will be leaving Poly on November 30. We wish 

her well in her new job at Ohio State.) 

 

8. On-Call/Recall 

Background: The union is concerned that under the current emergency circumstances 

due to the pandemic, more employees are being expected to be on-call even when their 

formal work day has ended, and/or are being recalled to campus after the end of their 

workday – even though being on-call or being subject to recall is not part of their 

Performance Program and even though they are not on the campus’s official list of 

employees/job titles subject to on-call/recall.  

Poly does not have an official list of employees subject to on-call/recall. And no 

employees report having been recalled to campus after the end of their official work 

obligation. However, some employees have reported a kind of soft expectation to be on-

call in the sense that at times they should check their email after regular hours and 

possibly address an issue, if it emerges. They also report that their supervisors have 

been understanding and allowed them to take an equivalent amount of comp time when 

it suits the employee. So no employees have reported that they find the situation 

problematic.  

Rhonda indicated she was glad to hear that supervisors worked with employees to 

enable them to take comp time when they had performed job duties beyond their normal 

working hours.  

However, the union is concerned that this practice not become exploitative. The union 

therefore recommends that employees keep meticulous records if they perform any 

work outside of their normal hours. The union is also concerned that the practice is not 

formalized in policy or performance programs because that lack of formalization could 

potentially hurt employees. Overwork and consequent burnout are also a concern. 

Maarten asked management to consider looking at some positions to see if some 

should be reclassified as on-call for the duration of this pandemic.  

 

Old Business 

Note: For background on these old business items, please see previous Labor-

Management Notes. 

9. Update: Budget 

▪ Union representation on relevant committees/working groups 

▪ CARES Act 



Maarten again requested union representation on committees that make decisions with 

respect to moneys the union helped to secure for the campus. Rhonda said she would 

consider looking into that possibility, but that governance was represented on the 

relevant committees. Maarten also pointed out that it is ironic, to put it mildly, that the 

union not only does not have a voice in how that money is used, it cannot even get an 

accounting of how that money was spend. Rhonda responded that they had complied 

with all relevant guidelines.  

 

10. Update: Electronic portfolios 

Maarten pointed out that the current practice with respect to electronic portfolios is 

unacceptable because it does not adequately protect the rights of candidates under 

review. The union therefore argues that a different system should be used, and has in 

the past recommended, among other things, Interview Exchange. 

Management: No response 

 

11. Update: Extra service contracts 

Extra service contracts were again late. Management blamed the current crisis. Maarten 

pointed out that this is not a new problem and therefore should not be blamed merely on 

the pandemic. Management has in the past promised 1) to look into the situation, and 2) 

to send out extra service contracts in a more timely fashion. Neither has happened to 

date.  

 

12. Update: SUNY Online 

Rhonda indicated that Poly had not been selected, and that therefore there are currently 

no issues related to SUNY Online; Interim provost Schneider then indicated that Poly 

had not yet received a response from SUNY, and that therefore this is currently in limbo. 

 

13. Update: Lecturer Promotion Policy 

Management indicated that this initiative cannot move forward until governance and 

management complete their work on the lecturer review process. 

Maarten asked whether the working group consisting of representatives from 

management, governance, and labor will be reconvened when this initiative moves 

forward. No response from management.  

 



14. Update: Faculty Handbook 

Interim provost Schneider indicated that he is continuing to work on this with 

governance, and that he is optimistic that the work will be completed soon. Maarten 

indicated that the current version is not acceptable because it is out of date.  

 

 


