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The South Bronx to Oneonta and the Robles’ Family Bronx Tale:
What does it mean for the College at Oneonta?
By Rob Compton, Vice President for Academics
Introduction: Yaser Robles, Ph.D. and Juan Robles, M.D.
On Tuesday, March 4, 2014 at noon, in Le Café, an
anxious and energized crowd of more than 110
attendees consisting of faculty, staff, and students
heard the inspiring story of the Robles’ family and
examined the implications of their journey for our
Latino students and the future of this College.

The animated presentation and discussions brought
such energy to the room that I became concerned
that we might disrupt the weekly lunch buffet of
several faculty, staff, and administrators taking
place simultaneously next door at the Grille.
Attendees at the UUP Diversity Series ate a union
lunch, but feasted on an intellectual diet that has
significant implications for diversity, the College,
and social mobility in the United States.
Paying it Forward in America: The Robles’ Brothers

In 1992, Juan and Yaser arrived in the South Bronx. As the
two brothers noted in their presentation, their mother had
come to the United States from a war ravaged Honduras
several years’ earlier to try to escape poverty and find
future opportunities for her five children. Armed with only
a first grade education and no English language skills, their
mother sacrificed for five years to strategize how to bring
the family to the United States. Juan and Yaser stated that
family is the key to success in the Latino culture. The
Robles’ family continues to value education and service to
others.
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The Robles’ Family Bronx Tale (continued)
Upon arrival, the Robles family experienced the culture shock of being in a large metropolitan environment
rife with crime and underachievement. The new and bewildering urban scene made life difficult for a family
used to the rural open spaces of Honduras. Having no prior knowledge of English, both Juan and Yaser had
to learn English by attending English as a Second Language (ESL) courses. Through all of the trials of the
family, their mother worked multiple jobs and stressed the importance of education achievement. Along
the way, the Robles’ brothers encountered teachers, neighbors, and friends that helped them along the way
as they acclimated to their new surroundings and prepared themselves to create their own American
Dream.
Recently featured on NBC television with Brian Williams and separately in a fund-raising commercial with Al
Pacino, Juan Robles, M.D. continues to “pay it forward.” Dr. Juan Robles, who attended Cornell as an undergraduate EOP scholar and later obtained his medical degree from the Albert Einstein Medical School now
works as a doctor at the Montifiore Medical Center in New York City. He also volunteers with Children’s
Health Fund’s Mobile Clinic ( http://transcriptvids.com/v/we_Zwcc0-iM.html ), the very clinic that treated
him as a child. Dr. Juan Robles noted how EOP played a central role by supporting him to attend and graduate from Cornell.
Meanwhile, Dr. Yaser Robles attended Brandies University as an undergraduate through an innovative program of the Posse Foundation. He then Yaser Robles says that
obtained his Masters degree from SUNY Buffalo in a unique program that
he is “an ALS man,
required study in Cuba and the mastering of three languages. He obtained 100%” because he
his doctorate from SUNY-Albany from the Latin American, Caribbean, and
believes in the unique
US Latino Studies program in 2014. Although Dr. Robles is the only
mission of the ALS
fulltime, non-dual appointee member of the Department of Africana and
department and SUNY
Latino Studies and merely a lecturer for the 2013-14 academic year, his
Oneonta as vehicles for
presence energized and rejuvenated the department staff and students.
Possessing superb judgment, interpersonal skills, and an ability to relate to social mobility and for
students, he has been responsible for recruiting more than 50% of the new cultural awareness and
ALS majors. He routinely works more than 60 hours a week and as
competence.
students have flocked to his courses. Most importantly, he has given the
Latino students greater voice, something that the College needs to work on
consistently. Despite the uncertainty of employment for the future, the Department and the College
continue to rely on him. He has given graciously and unselfishly all of his time and effort to this institution
and its students.

Lessons and Implications for Social Mobility
Despite the fact that the Robles’ brothers are in seemingly
different fields, education and medicine, each respective
profession possesses the common core principle of service to
humankind. The Robles brothers stated their concerns about
what is happening in the United States, especially in regards
to perceptions about immigrants and the diminishing social
mobility. As income inequality in the US increases, they
noted that, “while there are still many opportunities, it has
become more difficult for young people of color.”
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The Robles’ Family Bronx Tale (continued)
The key to the success of the Robles’ brothers was community and family support. They both indicated the
importance of heritage and cultural preservation. The future of the United States is not one of assimilation
but one of multiculturalism, they said. The United States must emphasize cultural competence and multilingualism. Americans need to learn about the world and other ethnicities and cultures.
The UUP Diversity series plays a significant and important role in imparting cultural pluralism and awareness. Education at SUNY-Oneonta must play an even greater role in this regard. Yaser Robles says that he is
“an ALS man, 100%” because he believes in the unique mission of the ALS department and SUNY Oneonta
as vehicles for social mobility and also for cultural awareness and competence.
Conclusion: Positioning Oneonta for the Second Decade of the 21st Century
The College at Oneonta is falling behind in many areas compared to our counterparts in SUNY. We have a
sacred responsibility as educators to protect, nurture, and fulfill the dreams of a great public SUNY system
as envisioned by Governor Nelson Rockefeller. SUNY was created to create opportunities for members of
the working class by maintaining accessibility and supporting our local communities.
As New York State continues its demographic shift to students of color, more Latino students will be seeking
higher educational opportunities. Will SUNY Oneonta be able to capitalize on the emerging demographic
trends? To do so, we need more faculty members like Dr. Yaser Robles and medical doctors like Dr. Juan
Robles who understand and have lived experiences, as immigrants.
I am concerned that, if we fail to transform this institution, we will no longer be a “College of Choice”. Is
Oneonta ready for the challenge? As Mahatma Gandhi once said, “the best way to find yourself is to lose
yourself in the service of others.” This phrase is not just empty rhetoric to the Robles’ brothers. Their
actions speak loudly as they are role models, not just for students, but for all employees at this College.

A "packed" venue for the UUP Diversity Series
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Departments, Deans, and Searches: On Professionalism and Morale
By Rob Compton, Vice President for Academics
Department as Community
Our professional lives must be balanced with
our personal lives. Sometimes, in a few
departments, a community is created. In an
age in academe where people are routinely
“ranked” and emphases are placed on
“individualism”, the notion of academic
community often falls by the wayside.

Recently, several administrators at SUNY
Oneonta and other institutions have asked or
approached me about future plans and
whether I would like to “become an administrator” I tell them that I am a teacher and
researcher first and any leadership role I have
is as a faculty member. To me, community of
The ALS Faculty Community at Fiesta after a long week
scholars and my friendships at this College is a
foundation of my being, providing the necessary ballast or even catalyst in balancing my personal and
professional lives. I hear so often hear how lonely the administrative life is and how once people became
administrators, their lives and focus changed and friendships withered or took on more superficial aspects.
Those that “return to ranks” will find that things will never be the same.
Creating a community of scholars is one of the sacred duties of a department chair. Rare is a moment
when the idealized community is formed and starts to function in the interests of the whole. As chair, I will
never rank my colleagues nor will I dispense travel monies inequitably. At the same time, my colleagues
know that our collective expectation for a small department is very
high. So great is the commitment that for example, two colleagues,
Nonetheless, regardless of the
currently on sabbatical came to their offices almost daily for the first
number of faculty within a
department, the opportunity to month and a half.
hire another member of the
The notion of a community of scholars provides a healthy and produccommunity is a joyous and
tive environment. This is not to say that there are no dysfunctional
serious matter.
moments, but rather that we have basic and fundamental trust in each
other. Thus, I am very fortunate to be part of our project in the ALS department. I believe it is our duty to
make sure that we enhance our common experiences in research, teaching, and service. Thus the hiring of
a new colleague reflects an opportunity to showcase our department and to invite someone to become
part of a very intimate circle.
Role of Departments and Search Committees
Several of my acquaintances and friends, both in administration and in the faculty ranks at other institutions, both in SUNY and other campuses believe that departments are central to the academic mission.
Departments need not only a sense of community but also appropriate allocation of resources. Some
departments are more fortunate than others.
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Departments, Deans, and Searches (continued)
Nonetheless, regardless of the number of faculty within a department, the opportunity to hire another
member of the community is a joyous and serious matter. Departments are organic. They possess a certain
culture and functional specialization. We have seen, time and again, professional sports teams, like the
Mets spending significant money on “the best free agent player” only to find that team chemistry suffers
and the teams flounders. We all know that a dysfunctional department contributes to recruiting, retention,
and work-related problems, so it is important to make sure that the person hired enhances the community
of scholars. A well-functioning academic department delivers the best educational opportunities to its students and the College as a whole. Faculty members are also more likely to be around, beyond their formal
office hours when there is a sense of community. If you have noticed that your colleagues are never around
after their office hours and their classes? Beware. Something might be going on.
When a search is conducted, the Search Committee forms the core of the
tasks involved in going through volumes of files, conducting phone
interviews, and bears the brunt of the tasks associated with on-campus
interviews. Smaller departments, in particular, are acutely aware of the
limited opportunities to hire a colleague. Hiring, in general, may be a multimillion dollar investment that could impact a department for three or four
decades. Thus, departments view hiring as a solemn responsibility.

Academics, especially in
departments that have
strong levels of internal
cohesion, are less likely to
fall into group-think in the
hiring process. Fiercely
interdependent colleagues
believe in the need to
maintain the integrity of
the search process and will
debate the merits of each
candidate with supreme
dedication.

Most departmental faculty believes that one of the few areas wherein they
can collectively exercise a degree of control over their future is in hiring a
colleague. The Search process itself can be a mechanism to build and
strengthen academic communities. The expectation of searches in higher
education is that departments working with their search committees rank
and identify strengths and weaknesses of the candidates. In the evaluation
process, the department is keenly aware of what it needs in order to function. Not only have departmental
members spent years with each other, the members of the Search Committee know the candidates for
academic positions the best. They have combed through the files, conducted phone interviews, and spent
extensive time with the candidates during the interview process. Academics, especially in departments that
have strong levels of internal cohesion, are less likely to fall into group-think in the hiring process. Fiercely
interdependent colleagues believe in the need to maintain the integrity of the search process and will
debate the merits of each candidate with supreme dedication. Departments know what is needed because
they are most connected to their academic enterprise. Faculty members are keenly aware of the staffing
needs, organizational culture, and have the subject matter expertise that administrators from other fields
lack. In contrast, the Deans meet with the candidates for an hour. Thus, the establishment and practice
involving departmental recommendations for hiring need to be taken seriously by administration.
Conclusion: Proper Role of Deans
The College made the decision to move to a five Dean structure under the
recent and ongoing academic reorganization plan. The new Deans are trying to learn about the departmental cultures and processes in addition to
doing their jobs as Management. The principles regarding hiring are
germane as Deans seek to enhance their legitimacy (rather than weaken it).
Assisting in the building strong and functional academic units is the primary
responsibility of the new Deans.

Faculty members are keenly
aware of the staffing needs,
organizational culture, and
have the subject matter
expertise that administrators
from other fields lack. In
contrast, the Deans meet
with the candidates for an
hour.
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Departments, Deans, and Searches (continued)
One of the major strengths of the American state-society relations is the notion of the “night watchman.”
Limited government, a fundamental value in American political culture plays an important role in the
elements of the country’s economic success. This does not mean that government should not regulate
businesses. It is a core function of government. In the same way, Dean’s primary role I the search process,
especially new Deans, should be to:






Understand the past practices of College-wide and departmental academic hiring.
Work with the department to establish trust the Department and the search committee by working to
come to commonly agreed up rules at the beginning of the process.
Respect the decision of the Search Committee and the academic department, rather than to circumvent their decision based on expertise and departmental knowledge.
Abide by the departmental decision unless there are legal issues or a pattern of hiring dysfunction in
the past.
Communicate in a timeous manner, the facts and developments regarding the negotiation process
between the Dean and the candidate(s).
The principles regarding
hiring are germane as
Deans seek to enhance
their legitimacy (rather
than weaken it).

Under no condition is it a normative practice at SUNY Oneonta or in SUNY
itself for a Dean or other administrator to act counter to the decision reached
by an academic department. A model that allows a Dean to hire a faculty
member from a list of non-ranked strengths and weakness candidates is not
only aberrant but unwise for any dean as it creates unnecessary friction
between the department and administration, destroys departmental cohesion, and de-professionalizes the
expertise of faculty.

Kyle J. Britton: The First Grievance Officer Exclusively for Professionals
By Bill Simons, Chapter President
UUP will recruit, recognize, and ready a new
generation of Professional leadership. It is
time to organize our talented Professionals.
“[T]he silo-mentality and lack of understanding of the work of everyone on this campus”
is unacceptable. No Professional should work
in insecurity. The rank-and-file Professionals
have yet to be heard from fully. To move forward, Professionals and Academics need to
unite in a New Solidarity. Progress necessitates resilience, principle, and vision. Unionism is not a spectator sport. UUP will challenge Professionals to employ their skills and
idealism to run for union office, conduct policy research, serve on UUP committees,
Kyle Britton, far right, and other UUP Outreach meet with Assemblyman Pete Lopez, middle
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Kyle Britton: The First Grievance Office Exclusively for Professionals (continued)
join UUP delegations advocating for SUNY in meetings with legislators, contribute to VOTE-COPE, participate in union
community service, and write for The Sentinel. Professional issues of equity and respect will punctuate the LaborManagement agenda. Chapter programming will provide Professionals with strategies to augment the terms and conditions of their careers, starting with the following workshops conducted by Labor Relations Specialist Darryl Wood:
Workshop I: Wednesday, March 19, Noon, Otsego Grille, Morris: Professional Obligation and Your Compensation:
Comp Time, Extra Service, On-Call, Re-Call; $alary Issues and Increases: Promotions, Service Awards, DSA, & More;
Learn the various options you have to be fully recognized and compensated for the work you do;
Workshop II: Monday, April. 14, Noon, Le Café, Morris: Performance Programs and How to Use Them to Your Advantage: Permanent Appointment, Salary Increases, and Promotions;
Workshop III: Tuesday, May 13, Noon, Le Café, Morris: Salary Equity for Professionals: How to Achieve It at Oneonta.
The College, Academics, and the community need to understand and appreciate the vital contributions of Professionals, and given their diverse work, Professionals need to know more about each other. To facilitate this, The Sentinel is
introducing a series profiling our talented Professionals. Contact me if you would like to be profiled or if you would
like to write a Professional profile. The first entry in this series highlights Kyle J. Britton.
Kyle is currently receiving training to become the first UUP Oneonta Grievance Officer exclusively for Professionals,
enabling Mike Brown to concentrate on Grievance representation for Academics. Kyle will make a difference: count on
it. He will bring energy, commitment, and courage to Professional representation. Despite his youth, Kyle has served a
long UUP apprenticeship. He has done stints as UUP Professional Delegate, Oneonta representative to the State UUP
Technology Issues Committee, Executive Board stalwart, former Chapter webmaster, and VOTE-COPE director. It was
Kyle who insisted on the historic January 23rd UUP Professional forum—and then went office to office to ensure a
standing room only turnout. In addition, he is already one of the very best SUNY advocates, respected by state legislators for his command of the issues. Of his political outreach, Kyle reflects, “It is an honor to meet with Senators and
Assemblyman to advocate for SUNY, fellow UUPers, and the people of New York.” More to the point, Kyle will not let
you down. His unionism runs deep.
Family, hard sport, religion, music, technology, and unionism shaped Kyle Britton. His father, Arnold, a Pentecostal
preacher and unionized steelworker, led 100 families in an epic mid-20th migration from Harlan County, Kentucky, to
Illinois. The youngest of nine siblings, Kyle met the world on October 8, 1980. Always surrounded by family, he is Uncle
Kyle to 33 nieces and nephews—and counting. By the age of ten, Kyle played his music at churches and tent revivals.
He gravitated to the fiddle, bluegrass, and the Woodstock Five band. The ocean, airplanes, and religion inhabited
Kyle’s consciousness. President of the Music Association at Illinois’ big, sprawling McHenry High School, he led bands
and choirs. Kyle also wrestled, threw his arm out playing baseball, and specialized in the “fine blitz” as a bullnecked
gridiron linebacker.
Kyle came early to computers. After high school, the 17-year old Kyle Britton worked fulltime providing computer
desktop support for the McHenry School District, making $25,000 per year with benefits, thanks to his union. He also
took courses at McHenry Community College. Still, the politics of Illinois education were not to his liking, and other
dreams beckoned. At 18, Kyle recorded for Gloria Jean Diamond records in Nashville.
Then, Kyle fell in love online. Kyle and Leah Bunzey, a star high school basketball player from Berne, New York, were
one of the first AOL couples. Kyle and Leah headed to SUNY Oneonta. Leah was a student of mine, and I first met Kyle,
playing his guitar, at a History Club picnic in Neahwa Park in 2000. Kyle earned a B.A. with honors in music performance and theory. He also earned certifications in technology. A secondary ed major at Oneonta, Leah later received
certification as a bridal consultant. Her career evolved, and today Leah and her sales team work with lawyers to consider business incorporations.
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Kyle Britton: The First Grievance Office Exclusively for Professionals (continued)
Leah and Kyle have a beautiful little girl, Julianna, who makes her Daddy’s heart melt. Julianna has Type 1
diabetes, but she doesn’t let that get her down. She educates other children about diabetes and administers her own insulin with a pump. A “Shirley Temple blonde,” Julianna inherited Kyle’s musical talent and
ear, “but Leah’s fight and everything else.” During time with her Daddy, Julianna enjoys making music in
their studio, playing video games, going to Chuckie Cheese, and hanging out at Albany County Airport.
Kyle knows the job market. His work experiences include Staples technology center manager, Electrolux
sales manager, maintenance staff at Central Towers in Albany, musical performer/songwriter/producer,
and a Bodacious Bobcat in Always, Patsy Cline.
Kyle and SUNY Oneonta technology go way back. During his first semester as an Oneonta student, he was a
Help Desk consultant under Teri Weigl, another former student of mine and past UUP Membership Director. By 2004, Kyle was working 35 hours per week at College IT as a student training coordinator, supervising the evening crew. In 2005, Kyle became UUP’s youngest member. Receiving his degree in 2006, Kyle
was named Help Desk evening supervisor. Subsequently he rose to Advance Academic Technology Technician. As a Desktop Support Technician, Kyle’s responsibilities include setting up and servicing machinery,
“troubleshooting,” and training student Desktop support consultants. Malware issues are one of Kyle’s fortes. Kyle values his Desktop Support Team colleagues—Jay Wood, Mike Delaire, Ryan Swan, and Jill Attanasio; they report to Steve Maniscalco. Despite the great team, on peak days, demand outruns resources.
The Desktop Support Team can fix many things from their work stations, but other situations demand a
physical presence. Anyone who has a computer at Oneonta has undoubtedly met Kyle. The IT Professionals
support all Academic users—and others. From Kyle’s perspective, IT Professionals are Professional Faculty
who impact every aspect of the College from teaching to technology. IT Professionals educate academics
about incorporating the newest software in their teaching and curriculum.
Addressing his fellow Professionals, Kyle asserts, “Professionals need to become union activists. Academics
vs. Professionals won’t work. We will win only when we come together in active solidarity.”

Kyle Britton and former NYS Assemblyman Jack McEneny confer

The Sentinel March 2014

8

Karl is Gone- Begin Downward Spiral
By Norm Payne, Vice President for Professionals

Karl Lehenbauer a long-time professional faculty member, worked in
the basement of Netzer, quietly programming for the system the
college relies on – BANNER. He has gone off to Tennessee with his
wife Nancy, to follow a different path. Karl’s departure will be felt on
this campus for years to come. To understand why is to get to the
core of what ails the professional faculty on this campus. Professionals that work in the IT area, be it programmers, security analysts, or
Technicians all gain valuable knowledge as they work. Over the years
their skills are worth much more than our contractual gains provide.
The skill level that each person possesses is measurable against a
larger group of IT professionals doing about the same thing in the
private sector, so it is somewhat easy to point to an average salary
when making an argument for an in increase in pay. The net effect is
that programmers are paid more than the average professional in their
Salary Level on this campus, and rightfully so.

American Original: Norm Payne

In the Academic side, when a Professor leaves, the department requests to fill the vacancy with an
Assistant Professor, who, if hired, now has the floor of a new minimum salary. They are not expected to
teach the exact same classes as the parting professor, but they have to teach to an area. This same
formula is expected to work on the Professional side. They are not going to go out and advertise for a
programmer with Karl’s experience, one that will be able to step in and do the work that keeps on
coming. No, instead they will get someone who will have to learn BANNER. This person will not be able
to be “left alone” with BANNER for at least 2 years. To replace an experienced programmer would cost
about $80,000 the new person will cost about $45,000.
So begins the downward spiral. I can almost guarantee that before Karl left, based on work load, the
college could have used another programmer. I bet you right now there is some chart on a wall somewhere that has 50 projects that “end users” want done. They are ranked and tabulated. Your nifty
project may be one of them. Right now the pep talk is “don’t worry, in 2 years, when Karl’s replacement
is up to speed we will work on that list.” My guess is the word will soon go out-“ no more new projects
unless there is blood coming out of someone’s ears”- oh wait, that is what I used to tell my kids about
screaming. The computer center is putting on a smile and saying they can cope. That is what they have
been doing for years, ask Eric, ask Tom, ask…-oh skip him, ask Sue, ask Deb. This is where Directors of
offices should start to worry, as should anyone who ever thought about implementing any program to
make your life easier, or enhance productivity. Ok, so I already know that my request to automate a
part of card access is down the list at 149, scheduled for Octembuary 3, 2017.
My guess is there is an ever increasing work load thrown at the staff, or the project board would be
empty. While other offices have used BANNER to decrease their work, it means someone in the computer center is doing more. Does anyone remember administrative professional’s day ? That week all
the secretaries from all over campus met in IRC to register students. When was the last time you saw an
email promoting a workshop on how to submit your project request to the computer center, because
they just aren’t getting the requests they used to get?
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Karl is Gone—Begin Downward Spiral (continued)
I hear in meetings that there is a very simple easy to install, plug and play, minimal programmer time,
vender guaranteed, certified assessment program called TK20. Oh did I mention the work we do on
assessment in my last article? Insert a Dilbert comic here. I hope they are right and all the promises of the
vendor are true. For our computer center’s sanity I hope they are right. Then I also hear in another
meeting there is a 500 pound gorilla called Degree Works- this is work, reoccurring work on a quarterly
basis. This program has to work, and will command one persons time entirely. Then there is the regular
work that has to be done- spread around an already thin staff. When do you think anyone will be able to
take a vacation? At what point will they all start looking for their place in Tennessee?
Here is what you read: “In the last few years, we’ve implemented a strategic plan around teaching and
learning, increased undergraduate internship opportunities, and emphasized the transformative role of
philanthropy in the success of our students.” The underlying subtext should read: In the next few years
we will figure out how we will keep all the servers and myriad programs running to support our strategic
plan while paying attention to the quality of life of the professional staff.
I am writing this as an outsider looking in. I have seen the computer center ebb and flow, but these are
different times. The Burroughs computer is gone. Everyone left down there is great to work with and are
very professional. (Just don’t hire anyone name Nathan- they always leave.) (Wait- does that move my
project up the list?) The professionals and staff are all hard working people, and I feel I would not be
doing them justice if I did not say something about the hole they are in. I hope somewhere in the master
plan to get every department a dean who supports their mission, there can be serious consideration
about the mission of the hard working professionals in the computer center. I also hope the stress does
not start an endless loop- while(1) or for (;;) – my attempt at programming humor.
If you can, when you are in a meeting, see if you can steer the conversation toward hiring an additional
programmer into your conversation, maybe one with Banner experience.
Karl and Nancy- thank you for your years of service to the college, you both will be greatly missed. Aimee
Swan, congratulations on your new job at the SICAS center, IT security will never be the same, say Hi to
Nathan and Carol.
You know you’ve been around a long time when you remember the Burroughs computer in the basement
of Netzer, the green CRT’s, and Cheryl setting up your new computer with a blazing 128K of RAM.

Oneonta Chapter Adopts Treasurer Rich Tyler’s Budget
UUP Treasurer Rich Tyler presented the 2014-2015 Oneonta Budget
at the Thursday, March 6th Chapter Meeting. Following the presentation and discussion, the Chapter voted to approve the Chapter
budget, which was previously approved by the Executive Board. Rich
was thanked for his dedication, contribution of time, meticulousness, and professionalism.
UUP Treasuer Rich Tyler
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Faculty Complicity in the Adjunct Crisis
By Mark Ferrara, Associate Professor, English Department, and UUP Member

[Editor’s Note: This commentary is republished with permission of the author. From: Mark Ferrara, “Faculty Complicity in the Adjunct Crisis,” Ask My Professor: A Grassroots Approach to the Crisis in Higher Education. http://
askmyprofessor.org/faculty-complicity/ The Ask My Professor website is dedicated to encouraging students and their
parents to ask one simple question of professors and administrators as they chose a college or university: “How many
faculty at this institution are adjunct, full-time instructors and lecturers, or tenured and tenure-track members?” The
on-line version of the commentary, in its entirety, is on the website at , and it provides links to the sources referenced
in the article.]

A heightened focus on the exploitation of adjunct professors by the institutions that employ them is now underway,
for adjuncts now constitute a majority of teaching faculty across the United States.
If we take the Colorado Community College System, for the sake of example, there are currently 3,235 adjunct faculty
members who teach 66% of the courses offered across fourteen campuses. Nationally, that number is 69% at two-year
colleges, while “at public, four-year schools” it is nearly 50%.
Increasingly, the general public is aware that part-time adjunct professors often commute between institutions, have
no guarantee of continuing employment, and teach courses that can be canceled even after they start. On average,
adjunct professors make $25,000 per year (often much less, and generally without benefits). Those raising families are
now turning reluctantly to social welfare programs such as food stamps, while others constantly “struggle to make
their car or rent payments.”
In addition, many adjunct professors feel invisible on campus. They are left out of department meetings, denied
opportunities to participate in college governance, and sometimes do not have a desk—let alone a proper office.
Despite their relegation to second-class status by bottom-line minded university administrators, these part-time
professors endeavor to help students outside of their courses, although they must balance class preparation, teaching,
grading, and commuting from campus to campus with their family and household responsibilities.
If we want real student-focused reform in higher education, we must demand that the preponderance of part-time
adjunct teaching positions be converted into full-time tenurable ones. Not only is this a matter of social justice (of
providing a fair living wage and equal opportunity for advancement to all faculty), it should be a prerequisite of anyone who pays tuition. Students should choose a college or university that provides full-time professors who have the
resources to dedicate to them.
Undoubtedly, the causes of the current crisis in higher education are manifold, and they are taking place against a
broader backdrop of economic recession and a decline in American influence around the world. However, we should
not let those who have enjoyed the protections of tenure for a generation (or more) escape blame for the explosion in
the number of adjunct faculty across the country.
Confessions of tenured faculty members who awakened to discover their own complicity in the exploitation of their
colleagues can be illuminating. Admittedly slow to understand the transformations in higher education that have
marginalized adjuncts, Peter D. G. Brown writes:
“I must confess right off that I did not become a contingent labor activist until I turned 60, a mere six years ago. Until
then, I was a fairly typical senior professor, passionately involved in teaching my students and interacting with my
tenured colleagues on a variety of faculty governance committees. I have also pursued a fairly active research
agenda.”
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Faculty Complicity in the Adjunct Crisis (continued)

Mike Fabricant from Hunter College concurs that many tenured faculty members choose to “focus on their own
research” rather than ”disrupt their work life, even when they’re working alongside folks who are being exploited
terribly.”
In addition to this willful self-absorption and ignorance about the working conditions of their adjunct colleagues, we
must entertain the unsavory possibility that at least some tenured faculty members secretly believe in their own
preeminence over their contingent co-workers. As Brown observes:
“Most tenured faculty view themselves as superior teachers with superior minds. In this view, the arduous six-year
tenure process clearly proves that all of us are superior to ‘them’ and have deservedly earned our superior jobs by
our superior gifts and our superior efforts.”
Perhaps, this elitist mentality emerges naturally in class-based systems like the one found on American campuses
today (a breakdown of which may be found on the homepage of this website).
Regrettably, too many the current 27% “whom fortune favored” with a tenurable teaching position cling to the
belief that they possess an irreplicable skill set that is lacking in their adjunct colleagues. For individuals who hold
such snobbish views, one’s part-time or contingent status may be proof enough of deficiency to justify turning a
blind eye.
In addition to the responsibility born by previous generations of tenured faculty for the current adjunct crisis, obliviousness to the adjunct plight, and an ugly elitism born out of classism, tenured faculty members are also complicit
in the maintenance of the status quo through their own cowardice.

After years of graduate work, the dissertation defense, the anxieties of the job search, and the pressures to
conform as junior faculty members, many whom earn tenure, and understand the current adjunct crisis, are too
fearful of college administration to protest the misuse of adjunct labor on campus.
Most complicit, however, are tenured faculty members who work with the administration (as willing bureaucratic
functionaries, sycophants, or quasi-managers) to implement and enforce policies that marginalize their adjunct
colleagues.
Standing up for adjunct professors across the nation will require challenging management prerogatives that favor
the use of contingent labor. We need to reject the existing multi-tier labor system at the American university and
insist on fair pay, for fair work, for all teaching professionals.
Demand more tenure-track appointments at your college or university! Make the choice to attend an institution
that invests in you by investing in the faculty!

The Sentinel Websites and Disclaimer
Editor’s Note: Statements Made in The Sentinel do not necessarily reflect the opinion of UUP or any of its statewide
representatives.
To go to the UUP Oneonta Chapter website, go to the following link http://www.oneontauup.org/
Norm Payne is the UUP Oneonta Web Master.
The chapter website contains a number of innovative features and links.
The State UUP website is located at www.uupinfo.org . It contains information about members benefits and many other
important topics.
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National Mobilization for Equity

Summary
Significant progress has been made by United University Professions (UUP) and other unions, disciplinary
societies, the media and lately the U.S. Congressional staff to draw attention to the plight of contingent
academic labor. What is needed now is a visible project to activate the nearly one million contingent
teachers themselves. Individuals and organizational leaders around the country are coming together to
form a National Mobilization for Equity, whose initial effort will be to organize rallies and other public
events, beginning on May Day (May 1, 2014).
Mayday $5K Campaign
Last spring, activists at SUNY New Paltz launched a Mayday $5K Campaign. This calls for a minimum
starting salary of $5,000 for a three-credit course, halfway between the current average compensation
and the $7K recommended by the Modern Language Association as a minimum starting salary. The
Mayday $5K Campaign calls for a number of important measures:
1. Increase the starting salary for a three-credit semester course to a minimum of $5,000 for all
instructors in higher education.
2. Ensure academic freedom by providing progressively longer contracts for all contingent instructors
who have proven themselves during an initial probationary period.
3. Provide health insurance for all instructors, either through their college’s health insurance system or
through the Affordable Care Act.
4. Support the quality education of our students by providing their instructors with necessary office
space, individual development support, telephones, email accounts and mail boxes.
5. Guarantee fair and equitable access to unemployment benefits when college instructors are not
working.
6. Guarantee eligibility for the Public Service Loan Forgiveness Program to all college instructors who
have taught for ten years, during which they were repaying their student loans.
7. With or without a time-in service requirement, allow all college teachers to vote and hold office in
institutional governance, including faculty senates and academic departments.
This $5K Campaign has been endorsed by nearly a thousand individuals, by New Faculty Majority and by
the statewide Executive Board and Delegate Assembly of the UUP, the nation’s largest higher education
union. The $5K figure is not set in stone. Depending on the locale, it can be adjusted up or down, according to specific circumstances.
National Mobilization for Equity
The National Mobilization for Equity focuses on organizing May Day activities nationwide, either in support of the $5K Campaign or simply to highlight the plight of contingents and the need for change. On
February 3, 2014, UUP’s full Delegate Assembly unanimously passed the following resolution:
Resolved, that the Contingent Employment Committee supports efforts by UUP members to
form a National Mobilization for Equity that will, collectively with other unions and organizations, organize rallies and other events annually, beginning on May 1, 2014.
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National Mobilization for Equity (continued)
These activities are intended to focus attention on the urgent plight of contingent academic
labor and to publicly advocate for change. The Contingent Employment Committee asks the
full Delegate Assembly for its endorsement of the National Mobilization for Equity and additionally requests UUP President Fred Kowal to reach out to NYSUT and AFT to secure their
material support for this effort.
We need to create a MOVEMENT, to activate the one million contingents at the grass-roots’ level, which
would greatly help those in organizational leadership positions working with state or federal agencies and
legislatures. In addition to contingents, we need to activate tenure-track faculty, retirees, students and
their parents, allied organizations, community groups and the general public. Organizing events around the
country on May Day can help develop to organize a national grass-roots movement.
During the past decade, we have collectively spent thousands of hours and considerable financial resources
working for equity. Our movement lacks any single MLK-like charismatic leader. Instead, there are many
dedicated unionists and activists willing to work together to build an equity movement from the bottom
up. Individuals or organizational leaders who want to work on this are invited to contact me. A Mobilization steering committee is being formed and will be announced shortly. Please join us!
In solidarity,
Peter D.G. Brown, UUP Chapter President, New Paltz
Please sign the Mayday Declaration here
Sign the Declaration here!

Common Core and edTPA Problematic: Who is Assessing the Assessors?
[Editor’s Note: Quoted material from: Jessica Reynolds, “Teaching Students Face Tough New State Exam,” The Daily
Star, February 26, 2014]

The Sentinel has published several articles examining problematic features of Common Core and edTPA
(Education Teacher Performance Assessment]. The former creates imposes high-stakes, ill-conceived,
anxiety-producing tests and curriculum on K-12 students, and the later threatens to destabilize teacher
education programs. They represent assessment run amok. The same combination of corporate and political ambition that threatens public higher education in New York through Open SUNY is responsible for
Common Core and edTPA.
Student teachers now need to pass edTPA to obtain certification. State UUP Vice President for Academics
Jamie Dangler aptly sums up the union critique of edTPA: “It is a poorly implemented experiment. It does
not have to be used right now. There should have been more time taken to decide whether it should be
used, and how.”
Dr. Dennis Banks, Chair & Professor, Secondary Education, SUNY Oneonta, says of the edTPA exam:
“Instead of concentrating on what’s important—learning to be a good teacher—the exam become the
focus.” The paper empires of K-12 and SUNY assessors are deconstructing public education in New York
State. Who is assessing the assessors?
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THE JUST-IN-TIME PROFESSOR
A Staff Report Summarizing eForum Responses on the Working Conditions of Contingent Faculty in Higher
Education House Committee on Education and the Workforce
[Editor’s Note: The full report is available at http://democrats.edworkforce.house.gov/sites/
democrats.edworkforce.house.gov/files/documents/1.24.14-AdjunctEforumReport.pdf]

Democratic Staff
January 2014
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Introduction
The post-secondary academic workforce has undergone a remarkable change over the last several decades. The tenure-track college professor with a stable salary, firmly grounded in the middle or uppermiddle class, is becoming rare. Taking her place is the contingent faculty: non-tenure-track teachers, such
as part-time adjuncts or graduate instructors, with no job security from one semester to the next, working
at a piece rate with few or no benefits across multiple workplaces, and far too often struggling to make
ends meet. In 1970, adjuncts made up 20 percent of all higher education faculty. Today, they represent
half.
Increasing the number of Americans who obtain a college degree or other post-secondary credentials is a
key to growing and strengthening the middle class and ensuring the country’s global competitiveness. Yet
the expanding use of contingent faculty to achieve this goal presents a paradox. These instructors are
highly educated workers who overwhelmingly have post-graduate degrees. They perform work critical to
our national efforts to lift the next generation’s economic prospects. In 2009, CNN Money ranked college
professor as the third best job in America, citing increasing job growth prospects.2 The Bureau of Labor
Statistics predicts postsecondary teachers as having faster than average employment growth over the next
decade. Having played by the rules and obtained employment in a highly skilled, in-demand field, these
workers should be living middle-class lives. But, as will be seen in this report, many often live on the edge
of poverty.
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THE JUST-IN-TIME PROFESSOR (continued)
More than one million people are now working as contingent faculty and instructors at U.S. institutions of
higher education, providing a cheap labor source even while students’ tuition has skyrocketed. Traditionally,
adjuncts were experienced professionals who were still working in or recently retired from their industry
outside of academia, with time on their hands to teach a class or two at the university or community
college. Adjunct work supplemented their income; teaching was not their main job. Such adjuncts still exist.
But national trends indicate that schools are increasingly relying on adjuncts and other contingent faculty
members, rather than full-time, tenure-track professors, to do the bulk of the work of educating students.
Today, being a part-time adjunct at several schools is the way many instructors cobble together full-time
employment in higher education.
In November 2013, the House Committee on Education and the Workforce Democrats launched an eForum
to invite contingent faculty and instructors around the country to comment via email on their working
conditions, how those conditions affect their ability to earn a living and have a successful career, and how
those conditions may affect students and their attainment of educational goals.
Over the course of six weeks, the eForum received 845 responses. Participants hailed from 41 of 50 states.
Some have been working as contingent faculty for more than thirty years, while others have just begun, with
only one semester under their belt. They are employed by private and public two- and four-year institutions.
This report summarizes the responses, providing a snapshot of life as contingent faculty. Because many of
these workers fear retaliation for speaking out about working conditions, respondents’ names and institutions have been omitted from this report.

The eForum responses were consistent with news reports and other research that indicate contingent
faculty earn low salaries with few or no benefits, are forced to carry on harried schedules to make ends
meet, have no clear path for career growth, and enjoy little to no job security. The contingent faculty trend
appears to mirror trends in the general labor market toward a flexible, “just-in-time” workforce, with lower
compensation and unpredictable schedules for what were once considered middle-class jobs. The trend
should be of concern to policymakers both because of what it means for the living standards and work lives
of those individuals we expect to educate the next generation of scientists, entrepreneurs, and other highly
skilled workers, and what it may mean for the quality of higher education itself.

SENTINEL QUIZ
By Nancy S. Cannon, Academic Delegate and Sentinel Photographer
This city, once a major slave trading center for the Vikings, later provided the backdrop for
a novel set in an ordinary day in 1904. The first person to email Nancy Cannon
(Nancy.Cannon@oneonta.edu) with the correct answer will receive a UUP related prize.
The answer to the January quiz, “This iconic American actor, writer, philanthropist, and
opponent of the Blacklist, now nearly 98 years old, was born in a small New York State city
along the Mohawk River. His cinematic roles include playing a mad artist, leader of a slave
rebellion, general in the Israeli War of Independence, soulful cowboy, conqueror of Troy,
juggler, and jazz musician. Who is he?” is Kirk Douglas. The first correct answers were
provided by Austin McCaslin-Doyle, John Relethford, and Martha Livingston (SUNY-Old Westbury).
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Notes: Contingent Concerns Labor/Management Meeting: Feb 12, 2014, 2:30 pm
By J McDermott, Contingent Concerns Officer
Administration: Lisa Wenck, Senior Executive Employee Services Officer
UUP: J McDermott, Contingent Concerns Officer; Darryl Wood, UUP LRS
The meeting began with an observation that contract language has finally been settled.
With both sides awaiting printed copies, we pointed out the text is available online on the UUP website, and that it
is not behind a firewall.
UUP also acknowledged the way that the issue of Deficit Reduction Leave (DRL) for teaching-only academics had
been clarified, and offered the observation that Oneonta is one of the rare campuses to have settled that point
quickly.

There was one item on the agenda: to open discussion of the situation of long-serving adjuncts who continue to be
employed on one–year contracts. Without revealing identities, discussion began with several instances of employees who have expressed strong concern over the fragility of late career employment at SUNY Oneonta. Administration expressed recognition of the vulnerability of senior employees working under ten month contracts, and agreed
to a continuing examination of the problem and possible solutions. The topic will return to the agenda of the April
meeting.
After some brief discussion of adjunct orientation for the fall, the meeting adjourned by 3:30.
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UUP Labor-Management Meeting Notes for February 24th, 2014, 3:00pm
By Geoffrey O’Shea, Secretary

For UUP: Kyle Britton, Nancy Cannon, Rob Compton, Fred Miller, Ho Hon Leung, Geoffrey O’Shea, Norm Payne, and
Bill Simons
For Management: Todd Foreman, Nancy Kleniewski, Steve Perry, Maria Thompson, and Lisa Wenck

I.

UUP thanked Management for scheduling meetings for UUP representatives to meets finalists in the current
searches for Dean of the School of Education and Human Ecology and the School of Arts and Humanities

II. UUP congratulated Management for SUNY Oneonta’s inclusion in Kiplinger’s Personal Finance rankings for 2014
A. SUNY Oneonta was named one of “100 Best Values in Public Colleges” amongst four-year school for the
eighth consecutive year
B. the recent announcement reflects SUNY Oneonta’s academic quality and affordability
III. UUP and Management will consider collaborative outreach advocacy.
IV. Professional Workshops
A. Labor and Management will continue the joint training workshop series for Professionals.
1. UUP stated that at UUP’s recent forum for Professionals requests were made for further Professional
supervisor workshops
B. UUP noted that it will also conduct its own Professional workshops, including the following:
Workshop One: Wednesday, March 19, Noon, Otsego Grille, Morris:
Professional Obligation and Your Compensation
Workshop Two: Monday, April. 14, Noon, Le Café, Morris: Performance
Programs and How to Use Them
Workshop Three: Tuesday, May 13, Noon, Le Café, Morris: Salary Equity for
Professional
V. Professional On-Call and Recall Issues
A. On-Call and Recall Issues are currently engaged in another venue
VI. Professional Permanent appointment issues
A. UUP asked if there were groups of Professionals do not receive permanent appointment either by policy or
practice
B. Management stated that permanent appointment procedures are contractually determined and are in accord with the contract
C. UUP indicated that it would return to the issue of Professional Permanent appointment
VII. Professional salary, compensation, and equity issues
A. Management indicated that planned adjustments would include Professionals
B. UUP indicated that it would return to the issue of Professional salary, compensation, and equity issues
VIII. Discretionary Salary Awards
A. UUP advocated providing notification to individuals who were put in for DSA but do not receive DSA
1. Management indicated that they are considering a form of notification.
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UUP Labor-Management Meeting Notes for February 24th, 2014, 3:00pm (continued)
IX. Academic Faculty Hiring Norms and Procedures
A. UUP requested clarification of the process by which final selection of academic faculty candidates is determined on searches.
1. Management indicated that the hiring process for search committees is determined during meetings
between members of search committees and Employment Opportunities. Furthermore, Management
indicated that the Deans are considered hiring managers.
2. Labor noted that the “Guidelines for Effective Faculty and Professional Searches” states the following:
“Selection/recommendation”
a) “The chairperson of the Search Committee reports the committee’s recommendations to the Office
of Employment Opportunities and appropriate Vice President, Dean or Director. The committee may
elect to rank a list of acceptable candidates.” (p. 11)
b) Management stated that rankings can either be requested or not
c) UUP stated that the discretion is up to the Committee, as stated. In addition, UUP believes that
there should be an arms’ length compilation of strengths and weaknesses and rank (if preferred). It
reads the document as stating that the recommendations are submitted simultaneously to both the
Dean and Employment Opportunities.
3. UUP noted that there is no rule that says that the hiring manager must be a dean. “Final Selection” in
the “Guidelines for Effective Faculty and Professional Searches” p.11 states:
a) “After the offer has been made and verbally accepted, the hiring department head completes section five of the Request to Search and Hire form (APP).
b) UUP noted that its interpretation is that the “hiring department head” may refer to a Department
Chair.
B. UUP stated: departmental search committee members best understand departmental needs and have the
relevant subject matter expertise. UUP expressed concern about deviation from long-standing campus
practices concerning the hiring of academic faculty members.
C. Management noted UUP’s concerns.
X. Open SUNY
A. Management indicated funding for Open SUNY is not budgeted by the state.
B. Management is not aware of any specific campus Open SUNY initiatives in development although some
groups on campus are currently meeting and sharing information.
XI. Start-Up New York
A. UUP asked Management about the status of Start-Up New York as it relates to SUNY Oneonta.
1. Management indicated that they are working on a draft of a campus plan to submit to SUNY Central and
they have had some companies express interest, but so far none of these companies have been a good
fit.
2. UUP indicated that there are serious financial costs associated with Start-Up New York including revenue
loses to municipalities due to the “tax free” provisions of the law.
3. UUP noted that campus Administrations are required to inform the Senate and UUP and other unions
prior to submitting the plan and to provide copies of the plan to them.
XII. Salary Adjustment
A. UUP complimented Management for undertaking the difficult endeavor of salary adjustment
1. Management commented on the process for determining the Phase I adjustments and discussed possibilities for Phase II (salary compression) and Phase III (adjunct salaries) adjustments, but cautioned that
adjustment plans are dependent on a limited pool of money.
B. Labor advocated the inclusion of Professionals in adjustments.
C. Management indicated that planned adjustments would include Professionals
Meeting adjourned 4:10pm
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Leave Donation
TO:
FROM:
RE:
DATE:

ELIGIBLE UUP EMPLOYEES*
BILL SIMONS, UUP CHAPTER PRESIDENT, ONEONTA
LEAVE DONATION FOR JACKIE RUFF
MARCH 6, 2014

On the Oneonta campus, Jackie Ruff, CSEA, has exhausted her sick leave accruals.
Under an agreement between applicable public employee unions and the State of New York, a program has been
established where vacation time can be donated across unions to those who have exhausted their sick leave. Any
member of the UUP bargaining unit who accrues vacation leave can donate vacation days to Jackie so long as they
maintain a balance of 10 vacation days after donated days are deducted from their balances. The identity of donors
remains confidential.
To donate any accruals to Jackie, please print out and complete the form at the following link: http://
www.oneonta.edu/admin/humres/HR/HR_images/LEAVE_DONATION_FORM.pdf and send it to Human Resources
Office, Netzer 208.
For further information, please contact the Human Resources Office at 436-2509. Your generosity is greatly
appreciated.
*Only employees who earn vacation accruals are eligible to donate leave. (Employees who only earn sick leave may
receive donated accruals, but they have no vacation accruals to donate to anyone else.)

AFLAC Representative and SUNY Oneonta Alumni Shawn DeCelle ’89 on Campus April 17th
By Mona L. Hughes, Oneonta Chapter Benefits Chair
All interested UUP members, will have the opportunity on Thursday, April 17 from 10AM to 2PM to sit down with
AFLAC representative and SUNY Oneonta alumni Shawn DeCelle ’89 in the UUP Office (IRC 105), to review and learn
about some benefit options on a variety of AFLAC plans.
UUP members have discounted payroll-deducted rates and there are many policies available. Here is a brief description of a few of the many plans available:

Short Term Disability: Protect your paycheck! We now have GUARANTEED issue policies. Maternity leave
(ask about this). We pay on top of sick time so you don’t have to exhaust your sick leave.

Accident Indemnity Advantage Plan: Accidents happen to all kinds of people every day. Out of
pocket
expenses associated with an accident are unexpected and often burdensome; the impact on your finances and your well being, can be reduced.

AFLAC Cancer Care Plan/Critical Illness Plan: Cancer, Stroke, Heart Attack, End-Stage Renal Failure
(kidney failure) and organ transplant are some of the major diseases that generate significant out-ofpocket costs.

Personal Sickness Plan: Hospital protection plan can help with those major expenses in the event of
hospital stay or surgery (Part of Maternity Package).
You will be very surprised at the many perks to plans that you will find yourself using over and over again. There is
something very affordable for everyone.
Take the time to stop by and get to know Shawn and to look at the many ways to add that additional protection we
may find we need in the future. If nothing else, stop in to say “hello” to one of our alumni and pick up a benefit
packet that you can review in your own time. You will be pleasantly surprised!
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UUP Oneonta Participates in NYSUT Committee of 100 Advocacy: Tuesday, March 4, 2014
UUP provided an essential component in the NYSUT
Committee of 100 Advocacy for Public Education on
Tuesday, March 4th at the New York State Legislature in
Albany. The drive from Oneonta began at 5:30 AM in
darkness and cold. Chapter representatives included
Oneonta Grievance Officer for Professionals Kyle Britton,
Academic Delegate Fred Miller, and President Bill Simons.
NYSUT and UUP activists from throughout the state
attended briefings and reviewed materials on union
agenda items before meeting with members of the New
York State Assembly and Senate as well as with legislative
staff. Fred’s large network of legislative contacts and
Kyle’s thorough command of the issues contributed
significantly to the important work of the day.

Legislative Meeting: Kyle Britton, right, makes a point: Fred Miller, left
Photo by Donald Feldstein.

The Higher Education portion of the agenda advocated:


Add $88.2 million in the SUNY budget to protect quality and access to Public Higher Education



create a dedicated endowment to rebuild the ranks of full-time faculty at SUNY and CUNY



fully restore the subsidy to SUNY’s Health Sciences Centers and Hospitals to $128 million. In addition,
provide, $99 million for SUNY Downstate Medical Center and $35 million for Upstate Medical University
to protect and secure them as full-service public institutions



reject the Health and Mental Hygiene Article VII pilot program (Section 12-Part A) that would allow
business corporations to own and operate five hospitals located in New York



support the “Brooklyn Hospitals Safety Net Plan”



enact legislation requiring greater accountability and transparency for SUNY’s research and campus
foundations



remove the edTPA as a requirement for
teacher certification



safeguard and improve the access and
affordability that the Educational Opportunity Program (EOP) and Educational Opportunity Centers 9EOC) provide for New
Yorkers by increasing funding above 20132014 enacted budget levels

Week after week UUP continues to advocate
for SUNY with legislators in Albany and indistrict.
Left to right, legislative analyst Damon Jeffres and UUP leaders
Bill Simons, Fred Miller, and Kyle Britton.
Photo by Donald Feldstein.
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UUP Oneonta Meets with Assemblyman Bill Magee

Front: Assemblyman Bill Magee; left to right, Fred Miller, Kyle Britton,
Bill Simons, Mark Magnani, Glenn Pichardo, Yaser Robles, Rob Compton,
Kjersti VanSlyke-Briggs, David Potter, and J McDermott

UUP Oneonta met with New York State Assemblyman Bill Magee and his staff assistant Bob Sheuchenko
on Friday, March 7th, from 3-4 PM, in Oneonta to discuss SUNY and other public education issues. A Democrat, Assemblyman Magee represents the 121st district. First elected to the Assembly in 1990, he serves
on the Higher Education, Aging, Banks, Local Governments, Volunteer Emergency Services, and Agriculture committees, and he chairs the later. A member of the SUNY Morrisville College Council, Assemblyman Magee has six colleges and universities in his district.
Three generation of UUPers, assisted by SUNY Oneonta alumni (1985) Mark Magnani and Catskill Regional Teacher Center Director David Potter, presented the UUP and NYSUT agendas. UUP representatives
included Kyle Britton, Rob Compton, J McDermott, Fred Miller, Glenn Pichardo, Yaser Robles, Bill Simons,
and Kjersti VanSlyke-Briggs.

The UUP and NYSUT agendas include: add $82.2 million to the SUNY budget to protect quality and access
to public higher education; create a dedicated endowment to rebuild the ranks of full-time faculty at
SUNY and CUNY; enact legislation requiring greater accountability and transparency for the SUNY’s research and campus foundation to include these agencies under FOIL; remove the edTPA as a requirement
for teacher certification; revise unemployment insurance provisions to account for adjunct faculty circumstances; and safeguard and improve the access and affordability that the Educational Opportunity Program (EOP) and Educational Opportunity Centers (EOC) provide for New Yorkers by increasing funding.
UUP appreciates Assemblyman Magee’s engagement, attention, and on-going dialogue concerning SUNY
and public education issues.
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UUP Meets with Senator James Seward

Left to right, Fred Miller, Norm Payne, Senator Seward, & Bill Simons

UUP Oneonta met with New York State Senator James Seward (Republican, Milford) on Thursday,
February 13, 2014, in his Oneonta district office. The UUP delegation included Vice President for
Professionals Norm Payne, Legislative Outreach liaison Fred Miller, and Chapter President Bill Simons.
Senator Seward represents the 51st Senatorial District and was first elected to the Senate in 1986.
Senator Seward serves on both the Higher Education and Education committees as well as on the
Agriculture, Finance, Health, Libraries, Mental Health and Developmental Disabilities committees. He is
the Chair of the Insurance Committee. Senator Seward is the assistant majority leader on conference
operations. The discussion with Senator Seward concerned issues and concerns related to the State
University of New York.
UUP thanked Senator Seward for his long-standing support for the SUNY system and, in particular, for
the College at Oneonta and other units in his district. UUP presented key elements of the union’s
legislative agenda to the Senator.
Excerpts from the UUP legislative agenda appear below:
--increased state funding for SUNY’s operating costs
--an endowment to increase fulltime Academic and Professional lines
--safeguarding access and affordability
--increasing funding for EOP and other opportunity programs
--Freedom of Information legislation to include the Research Foundation and other entities
--reform SUNY rule-making process
--oppose the racial repurposing of SUNY
--remove the high-stakes certification requirement of the edTPA
--protect and enhance SUNY’s Health Sciences Centers
--make adjunct faculty eligible for unemployment insurance
--establish a civil course of action for employees who are subjected to an abusive work environment
The discussion with the Senator was substantive and interactive. He took notes, asked questions, and
shared information. UUP also provided Senator Seward with written materials concerning the union’s
SUNY agenda.
UUP appreciates Senator Seward’s time and attention, and his invitation to continue the dialogue as the
process moves forward.
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An Irish-American Story: The Given Day
By Bill Simons, Chapter President

St. Patrick’s Day is here, and on that day, there are
only two types of people, the Irish and those who
wish they were—or so the Irish say. They are a
great, flawed, fated, and poetic people. For the
Irish, playwright Eugene O’Neill observed, “There
is no present or future, only the past, happening
over and over again.” Language is one of their
gifts, and the American branch of the tribe has
contributed mightily to the canon. It was oft pure
blarney and boast, but when it soared, the words
could pierce the heart and soul. An Irish cop could
make pilfering that first drink from his father’s
St. Patty's Day, Boston, 1958: “To be Irish is to know that in the end the
whiskey bottle sound like a retelling of The Odyssey.
world will break your heart.”
From the boxing ring came a challenge echoed in
many a barroom: “My name is John L. Sullivan, and I can lick any sonofabitch in the house." From the tough
urban wards of Jim Curley to JFK’s elegant Camelot, Irish politicians melded wit, moxie, and eloquence.
Their demagogues, Father Coughlin and Joe McCarthy, keened with the banshee. The gravelly pitch of
Richard Cardinal Cushing and the velvet delivery of Bishop Fulton J. Sheen provided American Catholicism
with public voices. Carolyn McCarthy and Carolyn Maloney spoke the language of reform. Michael Harrington wrote a book that launched a war on poverty. The McGuire sisters and Rosemary Clooney melded
words to rhythm while Bing crooned, “Too-ra-loo-ra-loo-ral, That's an Irish lul-la-by.” Announced by insouciant patter, Gene Kelly invested American dance with an urban masculinity. George Carlin knew seven
dirty words; scholar and Senator Pat Moynihan knew more words, but found equal delight in playing the
stage Irishman. Gangster Whitey Bulger honed the vernacular of intimidation while brother Billy, President
of UMASS and a practicing pol, mastered an aggressive but less lethal delivery. Thanks to video immortality, those Honeymooners Gleason and Carney still make us laugh with dialogue an extension of their physical humor. From stage and screen came the Cohans and Cagneys who gave an Irish lilt to Yankee Doodle
Dandy. John Ford sent The Quiet Man, John Wayne’s Sean Thornton, back to the ould sod where Maureen
O’Hara’s Mary Kate Danaher, armed with fiery tongue, more than matched the Duke and McLaglen. With
only a word—and a look, Grace Kelly, a fairy tale princess, made strong men’s legs buckle. The list of Irish
American writers is long, and some of the best—Edwin O’Connor, James Carroll, George V. Higgins, and
Dennis Lehane—have used Boson as their canvas.
Set in Boston in the tumultuous year of 1919, Lehane’s historical novel The Given Day is a literary masterpiece. Plotting, characterization, and contextualization are superb. Grounded in solid research, it recounts
the epic events of 1919—the lethal influenza epidemic that killed more Americans than did World War I
battlefields, terrorist bombings, the Red Scare, ethnic and racial conflict, and labor unrest, culminating in
the Boston police strike. An ensemble of historical figures—Calvin Coolidge, J. Edgar Hoover, Babe Ruth,
Jack Reed, and Eugene O’Neill—limn the tale. The people, streets, neighborhoods, and wards of Boston,
that most cosmopolitan and provincial of cities, serve as the Greek chorus. The habitats ring familiar—
Summer Street, Broadway, Beacon, Washington, Scollay Square, Haymarket, Filene’s, Jordan Marsh,
Southie, Dorchester, Roxbury, Charleston, and the North End. The Given Day also tells an intimate story
featuring two protagonists, Luther Laurence, a black ballplayer and domestic servant, and Danny Coughlin,
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an Irish Catholic cop. These two young men save one another’s lives and forge an interracial friendship rare
for its time. By pagination and dramatic weight, it is Danny, however, and, by extension, his family who
provide The Given Day with its ballast.
At 27 years old, Danny Coughlin is Boston police royalty, the son of an iconic precinct captain and godson to
the head of special units. Fiercely strong, 6’2”, 220 pounds, and brave, he is also compassionate and tolerant. Everyone loves Danny, not just fellow cops and the ladies but little children and even dogs. He seems
destined to become the youngest detective in the department’s history, but character and the fates deem
otherwise. Operating undercover, collecting intelligence about the Lettish Workingman's Society, Danny
finds the group neither subversive nor violent, and asks for reassignment. Indeed, labor consciousness and
worker solidarity begin to color Danny’s thought. He joins the Boston Social Club, a patrolmen’s fraternal
group that evolves into a labor union. With a gift for platform oratory peculiar to the Irish, Danny ascends
to the vice presidency of the Boston Social Club. He demands redress for low wages and unsanitary conditions in station houses. The arrogance, deceit, and intractability of the WASP police commissioner lead the
Irish patrolmen to strike. Boston descends into chaos. The strike fails, and Danny and the other strikers are
fired. During the course of the year, Danny is blamed for the blinding of his brother Connor; barely survives
a bombing, beating, and knifing; receives two hard slaps across the face from his mother; suffers a stroke;
kills three people; contemplates suicide; and endures banishment from his parents’ home.
It is a woman, one Nora O’Shea, not union politics, that leads to Danny’s excommunication from the house
of Coughlin. Five years before Danny’s father, Captain Thomas Coughlin, had found the lass cold, hungry,
and fearful on the streets of Boston. The Captain brings Nora into the Coughlin household, gives her an
ambiguous status, far more than a domestic servant but not quite family. With time, nourishment, and
security, Nora blooms, and she and Danny have a discrete, if not quite secret, affair. Danny dearly loves this
daughter of Erin, but she reveal a dark hidden past to Danny and to Danny alone, and he turns away. Weakness, convenience, and manipulation lead Nora to become engaged to the middle Coughlin son, Connor, a
rising assistant district attorney, whom the Captain is grooming for politics. The Captain does some
research on Nora and brings her past to Boston, in the form of the husband she fled from in Ireland. The
husband, more than twice Nora’s age, is hideous of form and character. The Coughlins, however, are
respectable, lace-curtain Irish, and the Church is clear on the sinfulness of a woman who deserts husband
and stepson. The Captain and his wife Ellen, never absent from daily mass, toss Nora back on the mean
streets for she had repaid the generosity of the Coughlins by shaming the family and humiliating Connor.
The name of Nora O’Shea is added to The List maintained by Thomas and Ellen. Those on The List are never,
ever to be mentioned or acknowledged. When Danny commits mortal sin and renews his love for Nora,
culminating in a civil marriage, the Captain banishes Danny from the Coughlin home.
The Captain is a man of parts, a Shakespearian hero, with a tragic flaw—an insecurity that precludes
intimacy, for that would render him weak and vulnerable. There is much to admire about the Captain. He is
generous, charming, unpretentious, relatively free of racism, a decisive leader, loyal to his patrolman, alive
to wit and irony, and a courageous defender of his country, city, and family. Deep into middle age, backed
only by scabs and out of shape officers, he challenges a marauding mob with the cry, “I’m Captain Thomas
Coughlin…Run, you wretched curs. RUN!” Yet, the Captain is afraid, afraid of the shamed, humiliated, poor
youth that he once was. His own father was a pathetic, defeated alcoholic, and Thomas’ other self, his twin
brother, died young with dreams dashed. The Captain will keep the vileness of the streets from his home.
Respectability or its appearance is imperative. When his youngest son, 12-year old Joe uses the “F” word in
The Sentinel March 2014

25

An Irish-American Story: The Given Day (continued)
the Coughlin house, the Captain beats him for his sin, driving the boy to run away and suffer degradation
on the streets. An exemplary police officer, by most standards, Thomas solicits graft as protection against
the return of past deprivation. He cannot confide his fears or thoughts to others, for then he will no longer be the powerful Captain. To compensate for a cold marriage, Thomas keeps a woman at the Parker
House, who spends his money freely—and then runs off with a bellboy. Indiscretion and vulnerability are
not to be confessed. In the immediate aftermath of an explosion that blinds Connor, the Captain orders
his distraught son not to commit the sin of despair. Only once is the Captain depicted showing physical
affection, gently kissing the hand of the broken, silent corpse of his oldest friend, Eddie McKenna.
The tumultuous year of 1919 finally comes to an end. January 10, 1920—a cold wind carries swirling
snow through the Boston night. A solitary Captain Thomas Coughlin makes the familiar end-of shift walk
from the station house to his South Boston home. At the corner, leaning against a streetlamp, the
prodigal son waits. For a greeting, Danny notes the Red Sox trade of the Babe to the Yankees, evoking a
disinterested shrug from his father. Danny inquires about his damaged younger brothers, and the
Captain’s responses are terse. Referencing the Job-like tragedies of the year past, Danny asks how his
father is doing, and the Captain retains his stoic mask: “Nothing overwhelms me…I am a man.” Then,
Danny announces that he and Nora are departing Boston: it is no longer their home. The Captain winces,
grabs Danny’s arm, and tells his son to write, even though he has no intention of writing back. In that
case, Danny states that he will not write. The Captain stands his ground as Danny, soon made almost
invisible by night, snow, and distance, walks away. Finally, the father calls out, “I’ll write back…Take care
of yourself, son.” The Captain, head bowed, can say no more to the son that he loves even in defeat so
perhaps we should voice the sad, haunting words for him:
Oh, Danny Boy, the pipes, the pipes are calling
From glen to glen, and down the mountain side,
The summer's gone, and all the roses falling,
It's you, it's you must go and I must bide.

UUP Meetings with Finalists in Dean Searches
UUP met with the finalists in the searches for founding Dean of the School of Education and Human Ecology and the founding Dean of the School of Arts and Humanities. The purposed of these UUP dedicated
meetings was to introduce candidates to the role of the union and to establish the foundation for a future working relationship. The Chapter was represented in these sessions by UUP Executive Board Officers Michael Brown, Rob Compton, and Bill Simons. UUP thanks the following for their roles in facilitating
the meetings: President Nancy Kleniewski, Senior Executive Employee Services Officer Lisa Wenck, Provost Maria Thompson, Senior Staff Assistant Deborah Wolfanger, Chair of the Search Committee Dean of
the School of Education and Human Ecology Dennis Banks, and Chair of the Search Committee, Dean of
the School of Arts and Humanities Michael Koch.
UUP met with the following candidates: School of Education and Human Ecology—Dr. Robert Hannafin;
Dr. Jan Bowers; and Dr. Paul Bischoff; School of Arts and Humanities—Dr. Eric Link; Dr. Joao Sedycias; and
Dr. Sachiko Matsunaga.
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Toon Commentary: Autism Spectrum
By Fred Miller, Academic Delegate

Tenure and Promotion Committee
1. Paul Bischoff
2. Gwen Crane
3. Orlando Legname
4. Sunil Labroo
5. Gretchen Sorin

SPANISH RICE
By Nancy Cannon, Academic Delegate and Chapter Photographer
1 lb. ground beef
¼ c. chopped green peppers
1 large onion, chopped
3 stalks celery, chopped
About 1 Tbs. butter
2 c. spaghetti sauce
1 small can tomato paste
2 c. cooked brown rice
Grated cheddar cheese
Brown beef; drain off fat. Brown peppers, onions, and celery in butter. Combine cooked rice, spaghetti sauce, and
tomato paste with browned beef, peppers, onions and celery. Place all in casserole. Cover top with grated cheese
and bake at 350 F. until cheese melts and mixture bubbles.
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