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From the Chapter President

The last column: What a long, strange trip it’s been
by Jim Dix
Chemistry Department
This is my last
column as one of
your elected chapter officers. Lately
it occurs to me:
What a long,
strange trip it’s
been. I will take
my privilege and
reminisce for a
while.
I first came to
Binghamton on an interview trip in
1980. I was in a post doc at Harvard
Med, barely heard of SUNY (some
state university system in the East),

and never heard of Binghamton. The
place was suggested to me by a fellow post doc, so I thought I would
give it a look-see.
One look and I was hooked. Binghamton had the perfect blend of
small college (I had gone to a small
liberal arts college as an undergraduate) and a large university. And, oh,
by the way, faculty are represented
by a union. Union? How odd. Oh,
well, I guess that’s New York. Just
let me teach and do my research.
In the early days, the union was
for me a social organization. There
was a Christmas gathering, and political events, and places where one
could meet other people that one
would not normally meet.

New realities, new contract
by Jim Dix and Fran Goldman
It was the best of contracts, it was the worst of contracts.
That just about sums up the new proposed agreement between UUP and
the State that we vote on in April.
Viewed globally, we essentially got the same contract that other state
unions got. The State won the trifecta (0%, 0%, 0%, 2%, 2%; increased
health insurance premium share; and nine furlough days). With ambitious
accounting, the State can claim that UUP gave back $87 million as UUP’s
share of the total state workforce savings necessitated by the economic
collapse of four years ago. In that sense, it was the worst of contracts.
Viewed in more detail, however, the proposed contract is the best of
contracts given the financial realities.
When UUP first sat down at the negotiations table, the State said the
only new money available was the two 2% across the board salary increases
in the fourth and fifth years of contract.
After months of hard negotiation, UUP got the State to put more money
on the table. However, all of this additional money was to be given to
continued on page 6
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c the 1990s, Bob Pompi
One day in
informed me that I had been elected
to the UUP Binghamton Executive
Board. I thought that was nice. A
few years later, Bob suggested that
I, as an Executive Board member,
should actually attend Executive
Board meetings. I attended and those
were nice and sometimes fun too.
Then a couple of events transpired
that really sucked me into UUP. The
then-UUP Binghamton vice president for academics resigned to move
to another university, and Bob Pompi
(again!) asked me to step in to fill the
position until the next election. I
said yes, for reasons that are not
really clear to me now. I held that
position for about a decade.
Another event: because of various personal difficulties, I was wandering around Binghamton aimlessly in the fall of 1996. My friend
and colleague Eric Cotts suggested
that I check out the Unitarian Universalist organization, which I eventually did. The UU church (where
the word church is used with a broad
interpretation) does not have a set
dogma, but does have a set of principles. The first principle I read was,
“the inherent worth and dignity of
every human being.” That principle
resonated strongly with me. Like
the hot kiss on the end of a wet fist,
it struck me: being in the UUP leadership was a means whereby I could
affirm the inherent worth and dignity of human beings.
Being vice president for academics was fun. I could play the role of
loose cannon to President Darryl
continued on page 7
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Kinky, controversial and cool—
Kindness in the workplace
by Lisa Havtur
Newsletter Editor
When I first came to campus, in
the Compliance Department, I
quickly realized that kind people
are often compliant people. From
this, I deduced that to effectively
promote compliance, we should also
effectively promote kindness. And
we could start by inviting campus
participation in a structured campaign based on the simple premise
of kindness.
Almost before I had hit the “submit” button on my e-mail inquiry, a
front man started pelting me with emails and voice mails and requests
to talk to someone with more juice,
to invite people with more juice.
Suddenly and
without warning, I was made
aware of my offensive lack of
juice.
It was here
that I started to
waiver in my belief that this
would be the best
thing ever for our
compliance efforts. Slowly, I
believe in response to the persistent efforts for
MORE from this
organization,
campus interest
started to recede. I could actually
feel it waning as I sat there at my
desk, in my insufficiently juicy office. But everything was set. A room
selected. A notice had gone out to the
campus and to the greater community. I was pretty sure there was no
going back once the greater community has been notified.
The day of the kickoff presentation arrived. I didn’t know exactly
what was going to happen, although
ever the demented optimist, I envi-

sioned something of unprece d e n t e d
spectacularity.
It looked promising upon arrival; a good
crowd, a big
stage; this could
still work. I introduced the
Lisa Havtur
presenter, an individual I have
been working with for months organizing this occasion. Months. Unbelievably, he thanks me very clearly
and with the use of a microphone, by
calling me the wrong name. First
and last name. Wrong. The concept
of kindness was suddenly receding
from me at a
good clip. Why
did I do this?
What have I gotten our campus
involved with?
Or I should say,
what did Julie
Guditis get our
campus
involved with?
(Remember all
this, Julie?)
In the end,
this particular
presentation
didn’t ignite our
campus’s enthusiasm. And
that’s okay,
there are other ways to get there.
Refocusing on kindness is beneficial
to employees, to the productivity,
and to life in general. And, unless
you hire the services of a national
campaign, kindness is free.
There are a shocking number of
simplistic and overly sweet articles
and web sites available. A site with
great art and good writing captured
my attention: The Intentional Workplace. This site provides a wealth of
continued on page 4

While it’s not always
easy to reach out to
others ... it will, bit
by bit, contribute a
different energy to
our workplace
culture.
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The ‘No Asshole’ Rule
by Jim Dix
The premier public university of
the 21st century will – not tolerate
assholes.
Crudely put, that is what is missing from BU’s Road Map. Enhanced
teaching effectiveness, internationalization, research are good things
to propose, but the Road Map has
nothing about the employees who
will actually implement the Road
Map.What would really benefit employees is a No Asshole Rule.
Several things started me thinking along these lines. Earlier this
semester, I attended a UUP-sponsored workshop on bullying which
showed how negative interpersonal
interactions between supervisors
continued on page 8

Editor’s Note

Vote early and often for ‘No Asshole’ Rule!
When Jim sent me his newsletter
write up about the No Asshole Rule,
I wrote and asked him if I was being
overly prissy to wonder if the word
“Asshole” in its entirety would cause
a storm of outrage. Even as I wrote
that, though, I decided that I was
being a big baby and that the use of
a potentially questionable word was
the least of our campus worries. And
honestly, no other word conveys quite
the same meaning.
I must point out that never once
did it occur to me to question or
doubt the existence of bad behavior
(aka: assholes) on our campus. Those
who know me can probably vouch
for my optimistic tendencies, but I
have not only heard of this behavior
from many, many colleagues and
friends, I have also experienced it
firsthand on more than one occasion. During our transition to online
time and attendance, for example, I
found myself on the receiving end of
a number of unpleasant tirades, delivered at such a level of rude ferocity that I thought they might actually culminate as a rumble in the

parking garage! It was exhausting
and discouraging and there was, apparently, nothing to be done.
Remembering this–and thinking
about how so many of us flock to the
Difficult People and Anti Bullying
workshops on our campus–I found
my thoughts changing from worrying about one possibly offensive word
to hoping his article really would
spark something, some form of recognition in those who perpetuate
bad behavior, behavior that demoralizes others, behavior that is an
obstacle to positive change. It feels
badly to behave badly; perhaps
people would welcome a chance to
change, or to at least have the opportunity to consider it as a viable option.
The recent Anti Bullying sessions
were a good opening to this conversation. So too will be the new and
upcoming Leadership Development
Program, which Fran writes more
about in her column (page 7). Adding to that, UUP’s recent Executive
Board elections will not only serve to
revitalize our Union’s mission, but
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those changes can also help spark a
shift in our campus culture for the
better. That is, if we aim ourselves
that way, if we make it a conscious
goal.
Already on a bright note, President Stenger and Provost Nieman
literally shine with wonderful energy and positivity. I feel better just
looking at them and I am very thankful to be here during this particular
time on our campus; a time when it
is absolutely expected that people
will treat each other with respect
and courtesy, a time when it feels
like anything is possible–anything
except, apparently, ridding our fields
of geese. Oh, and maybe deer.
Thank you, Jim Dix, for everything; for encouraging me, for encouraging our members, for filling
in for me this issue, for your leadership; but especially for raising this
important, long-neglected issue.
Friends and colleagues, I implore
you, please vote early and often for
the No Asshole Rule!
–Lisa Havtur

From the Vice-President for Academics

AAUP advice on contingent faculty in governance
by A. Serdar Atav
School of Nursing
In January, the American Association of University Professors
(AAUP) released a report on issues
regarding contingent faculty employed at institutions of higher education (http://www.aaup.org/report/
governance-inclusion).
The contingent faculty definition
covers all full-time or part-time faculty who are not on a tenure track or
hold tenured positions. Such faculty positions are rapidly increasing across the country.
According to the AAUP, “though
many people inside and outside of
higher education think of tenuretrack appointments as the norm, in
reality tenure-track faculty are a
dwindling minority on American
campuses: while in 1975, tenuretrack faculty accounted for 45.1 percent of the instructional staff, by
2009 they accounted for only 24.4
percent.”
Of the 867 academics here at
Binghamton University, 366 are
contingent faculty (visiting professors, part-time academics, adjuncts

on temporary
lines, and others
not eligible for
tenure) and 501
are tenured and
tenure-track
faculty. Our
tenured and
tenure track
faculty members represent
58 percent of
our academic
A. Serdar Atav
staff, putting us
well above the
national percentages. However, keep
in mind that the AAUP uses a
broader definition of faculty that
includes teaching assistants. Regardless, our percentage is expected
to drop in line with national trends.
Despite such high levels of contingent faculty on U.S. campuses,
most institutions have not included
these faculty members in any significant way in faculty governance.
There is increasing fear that any
governance system that relies primarily upon a dwindling number of
tenure track faculty to represent the
full faculty’s views becomes less rep-

Kindness in the workplace
continued from page 2
information, including an explanation of my new, non-juice related
deficit: Empathy Deficit Disorder
(EDD) (http://intentionalworkplace
.com/2011/04/28/why-do-we-have-to%E2%80%9Cpromote%E2%
80%9D-kindness-at-work/).
Below is an excerpt from an article on the site:
“There is an artificial separation
and compartmentalization that most
organizational structures impose on
human connection. Those structures
and systems often inhibit open communication and contact, despite the
era of teams. But those obstacles

don’t have to stop us, as individuals,
from reaching out to our co-workers,
even with a smile, acknowledgment
or thank-you.
Ultimately, our actions are dictated by our thinking. What we believe about kindness in the workplace (and outside of it), what we
believe about people (including ourselves) and their “motives,” and what
we believe about the possibilities for
creating change will determine what
we do. While it’s not always comfortable or easy to reach out to others,
it’s almost always gratifying. And it
will, bit by bit, contribute a different
energy to our workplace cultures.”
-4-

resentative, less effective, and more
easily bypassed.
The exclusion of contingent faculty in governance may lead to many
ill effects ranging from diminished
academic freedom to exploitative
work conditions. However, there are
also concerns that arise when contingent faculty are included in governance such as failure to be compensated for participation in governance and susceptibility to pressure
from administrators or other faculty
due to their non- secured positions.
In their report, the AAUP makes
the following five recommendations:
• “Faculty” should be defined inclusively rather than exclusively;
faculty status should not be limited
to those holding tenured or tenuretrack appointments.
• Faculty members who hold contingent appointments should be afforded responsibilities and opportunities in governance similar to those
of their tenured and tenure-track
colleagues.
• Faculty governance must be
exercised to be real.
• Academic freedom and governance reinforce each other. While
governance work helps to support
faculty status, a secure faculty is a
pre-requisite for free participation
in governance.
• All faculty members should be
afforded academic freedom and dueprocess protections, whether they
hold tenured, tenure-track, or contingent appointments.
This issue deserves our attention
over the next few years. As we strive
to become the ‘premier’ public university in the United States, it is
incumbent upon us to carefully examine and discuss these recommendations. We need to take a leadership role within the SUNY system to
address the role of contingent faculty in faculty governance and find
an approach that reflects the unique
character of Binghamton University.

By the numbers: staffing trends
by Jim Dix
The charts on the right give the
trends for the number of full-time
and part-time UUP-represented faculty and professional staff at
Binghamton from 2006 through
2012, displayed for April and for
November of a given year.
Three notable trends emerge.
• The number of full-time academics increased significantly in
the past year, in line with BU’s
priorities for spending new tuition
money.
• The number of full-time professionals increased slightly, but not
enough to get back to the level before the cutbacks of 2008-2010.
• The number of part-time professionals increased significantly,
while the number of part-time academics has remained at about the
same level as the past few years.
Meetings, strategic plans, hiring
proposals are useful, but actions that
generate data give the real priorities of the administration.

(Note: the data represent the number of UUP-represented employees
on the State payroll, and may differ
from administration numbers that
may include employees on leave. The

data points in April and November
were chosen for display because at
these time points, fluctuations in
employment due to beginning-ofsemester changes had stabilized.)

UUP official 2013 election report, Binghamton Chapter
Total Rank
President and Delegate
Roth, Benita
Atav, A. Serdar
Goldman, Fran
Michael, Sandra
Synder, Robert
Kahn, Rebecca

211
X
1
1
1
1
Ineligible

VP for Academics and Delegate
deHaan, Heather

107

X

VP for Professionals and Delegate
Goldman, Frances
Gallagher, Lisa
Havtur, Lisa
Morris, Andrew
Seymour, Jill
Sweeney-Cummings,
Karen

126
1
1
1
1

X

Ineligible

Secretary/Treasurer
Farris, Renee

214

X

Kane, Kathleen
Morris, Andrew

1
1

Officer for Contingents
Oldfield, John
Fiori, Victor
Russell, Melissa

215
1
1

X
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1

14

1
15
1
16
1
17
Ineligible

Professional Delegate

Academic Delegate
Dix, James
Atav, A. Serdar
Pages, Neil C.
Michael, Sandra
Massey, Sean
Pompi, Robert
Zinkin, Melissa
Whittingham,
M. Stanley
Lees, Alistair
Jones, Wayne E. Jr
O’Conner, Thomas
Cotts, Eric
Stevers, Eugene

Shephard, Edward
Seibold-Simmons,
Susan
Sayma, Hiroki
Park, Seungbae
Fridrich, Jessica

110
93
91
81
2
2
2

1
2
3
4
5
6
7

2
1
1
1
1
1

8
9
10
11
12
13

Gallahger, Lisa
Stone, David
Havtur, Lisa
Chidester, Ed
Kilmarx, Beth
Santobuono, Sharon
Oldfield, John
Kunkel, Donald
Jackson, Gordon
Farris, Renee
L’Hommedieu, Stuart
Goldman, Joseph
Seymour, Jill
Cornick, Bonnie
Kane, Kathleen

98
94
91
84
82
77
76
74
69
65
59
50
3
1
1

1
2
3
4
5
6
7
8
9
10
11
12
13
14
15

continued from page 1
individuals at the discretion of Management, and was not to be added to
the base salary.
UUP fought hard to get at least
some of the discretionary money
changed to an across-the-board increase on base. In our last contract,
Management did not give 14,000 of
the 32,000 UUP-represented employees any of the discretionary
funds, and to have all the new discretionary money go to only a fraction of our members again was
against what UUP stands for. UUP
was eventually able to convert $1250
per represented employee of the discretionary funds to an across-theboard increase for everyone for this
and the next two years of the contract ($500, $250, $500).
UUP never gave up in trying to
convert all the additional State
money to base, but the State (and,
since they sit on the same side of the
table as the State, SUNY) was adamant that it not be on base. Management cannot now complain that
there is no money on base for it to
use to recognize what it considers
meritorious service when it argued
so strongly at the negotiations table
that such money should not be on
base. Furthermore, Management
has in the past, and can now, increase any employee’s salary by any
amount for any reason. It’s just that
now, UUP is unable to provide the
money to do so.

Love and Profit
by James Autry
Listen.
In every office
you hear the threads
of love and joy and fear and guilt,
the cries for celebration and reassurance,
and somehow you know that connecting those threads
is what you are supposed to do
and business takes care of itself.
Someone needs to say “amen.”

El-Wise Noisette

New realities, new contract

Chief negotiator Jamie Dangler reviews the tentative new contract with
UUP delegates at the Winter DA.
Several other details in the proposed contract make it the best
contract. We were able to get our
health insurance premium increase retroactive to only the beginning of this year, rather than
retroactive all the way back to Oct
1, 2011, as other unions had. We
managed to lose only two furlough
days pay, rather than five days
pay as other unions initially had.
Our other seven furlough days will
be treated as lag pay.
For the first time ever, there are
contractually specified salary increases for career milestones (tenure, permanent appointment) or
years of service. These fall under the
Triborough amendment, which
means that they continue in force
even if the contract expires.
The discretionary one-time salary increases are split between contingent (non-tenure or non-permanent track) and non-contingent employees on a per-capita basis rather
than a pro-rata salary basis, helping
in a small way to redress gaping
inequities of our contingent faculty
and professional staff. These and
many other positive details give the
proposed contract a whiff of roses.
Additional details of the contract,
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along with a calculator to determine
the economic impact of the proposed
contract on an individual employee,
will be sent to all UUP members as
soon as the State and SUNY finalize
details on the furlough plan.
Voting on the new contract will
begin with ballots mailed to members April 19, and will end May 15.
Note that only UUP members can
vote on the proposed contract.
The authors of this article are
absolutely convinced that this is
the best contract we can get from
the State given the current fiscal
and political climate. We base
our conclusion on having spent 12
months of preparation before sitting
down with the State, crafting contract proposals that took into consideration as may members’ suggestions as possible; having sat across
from the State for 18 months at the
negotiations table (Fran); and hearing updates as part of the Negotiations Committee (Jim).
Voting the contract down and going back to the table will not get us
any better deal, and will probably
result in the loss of some of the hardfought perks we have in the current
version of the contract. We strongly
urge a yes vote.

From the Vice President for Professionals

Supervisory training: A necessity long overdue
by Frances L. Goldman
Asian and Asian-American
Studies
As I have mentioned on numerous occasions, UUP has been a
strong advocate for mandatory
supervisory training for all who
are in a supervisor role at
Binghamton.
Whether your supervisory
skills are well- honed or need finetuning, everyone can benefit from
such training, and given the number of supervisory issues that UUP
has dealt with, the reality of an
actual leadership development
program–that Management has
bought into and helped develop–
is encouraging.
Working with Management, I
am happy to announce that a
Leadership Development Program (LDP) has been designed in
conjunction with the Center for
Leadership Studies and the University Center for Training and
Development.
The goal of the LDP is to pro-

vide anyone
who supervises
others on campus with the
behaviors,
skills and competencies that
can be used to
increase their
effectiveness
and better motivate their
staff. The first
group of 40 (two cohorts of 20 each)
will be part of the pilot program that
begins in October and ends in December 2013.
The LDP will consist of three halfday face-to-face interactive sessions,
additional online modules and
mentoring. Individuals may be nominated or self-nominate to be part of
the LDP. More information will be
forthcoming on how to participate.
UUP sees this as a positive step
toward effective supervisory training and the effective interactions
between supervisors and staff.
On another note, please remem-

ber that if you have requested a
promotion or salary increase and
have not received a response
within 45 days from your supervisor, or an additional 45 days for
each supervisory level below that
of the president, you have the
right to request a review by the
College Review Panel. The contact person for this committee is
Don Guido (guido@binghamton
.edu). You can contact me for further information (frances@
binghamton.edu.)
Finally, as you all know, we
now have a tentative agreement
between UUP and the State of
New York. (See the article by me
and Jim, page 1.) I would also
urge you to read the information
on the UUP website (uupinfo.org)
concerning the Agreement. Statewide UUP will be sending information to all members that will
provide detailed explanations
about the Tentative Agreement,
including contract article changes
and a Q & A document that covers
all aspects of the Agreement.

The last column: What a long, strange trip it’s been
continued from page 1
Woods’s staid leadership role.
Darryl went on to become the
NYSUT Labor Relationship Specialist, and chapter bylaws dictated that
I should become President. I now
had to play the role of President:
wear a suit, keep my hair cut, promote professionals and academics,
hobnob with the big wigs, toe the
union line. That was three years
ago. After a few missteps (memo to
self: never talk to the Chronicle
again), I felt I hit stride, using the

It’s time to take stock
and define what the
union will be in the
coming years.
union power to affirm the inherent
worth and dignity of every person we
represent.
As I and most of the elected chap–7–

ter officers move on (Fran Goldman
will be the only returning officer),
it’s time to take stock and define
what the union will be in the coming
years. Want all our dues money to be
spent on social events? Speak up!
Want to hold seminars on professional development? Talk to Executive Board members! Want to march
on the Administration Building?
Make signs! We have the opportunity to define what a premier academic union will be in the 21st century. Get involved!

The ‘No Asshole’ Rule
continued from page 3
and supervisees create an unproductive and unhealthy work environment. I read the book, The No
Asshole Rule, by Bob Sutton, management professor at Stanford,
which delineates and documents the
destructive effects assholes can have
on an organization. A colleague
passed on a blog post, Academic
Assholes and the Circle of Niceness,
pointing out how one can advance
academically, and is almost expected
to advance, by being an asshole.
One of UUP’s functions at BU is
to serve as a conduit by which represented employees can talk about
and redress grievances. I reviewed
the last ten grievances brought to
me, using the framework provided
by the workshop, book, and blog
post. Seven of the ten cases can be
tied directly in whole or part to
asshole behavior on the part of supervisors. In their meetings with
me, supervisees document the absolutely crushing effect such behavior
has on their personal lives, as well
as the dysfunction the behavior
brings to the unit.
Management is and has been
aware of these issues for some time.
Over the past two and one half years,
UUP has been pushing supervisor
training, and that training be man-
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Seven of the last 10
grievances can be
tied directly to
asshole behavior
by supervisors.

datory and that there be a longitudinal assessment of the effectiveness
of the training. Management has
responded by rolling out this fall a
pilot program called the Leadership
Development Program. As Fran
points out in her column on page 7,
this is a positive step.
Unfortunately, it appears from
discussion at the last Labor Management meeting that the program
will not be mandatory and there will
be no longitudinal assessment. In
my view, without these two important aspects, the newly developed
Leadership Development Program
is just a glorified extension of the
online training exercises we currently take. There is no university-

wide policy on consequences of not
taking the online training, and there
is no follow up on whether the online
training is doing any good. As Sutton
points out in his book, pro forma
adherence to a policy is often worse
than no policy at all.
What are needed are clear statements and actions from top management down that supervisors will be
trained, assessed, evaluated and
valued on not only goals that are
achieved, but also on how well they
managed people to achieve those
goals. Without these clear statements and actions, employees see
assholery, see that Management is
aware of assholery, see that nothing
is done and therefore assholery is
implicitly condoned by Management,
and are consequently physically
crushed, psychically crushed, and
can’t work to their full potential. A
positive culture created by clear
statements and actions from Management would spread to improve
interpersonal interactions among
peers as well.
We have the opportunity to define what the premier public institution will be in the 21st century. Our
definition should include intolerance
to incivility, with consequences of
being uncivil. In other words, an
enforced no asshole rule.

