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Affirmative Action

It is the policy of the Board of Trustees of The City University of New York and Hunter College of
The City University of New York to recruit, employ, retain, promote, and provide benefits to
employees and to admit and provide services for students without regard to race, color, national
or ethnic origin, religion, age, sex, sexual orientation, gender identity, marital status, disability,
genetic predisposition or carrier status, alienage, citizenship, military or veteran status, or status
as victim of domestic violence. The "protected classes" as delineated in the Federal Executive
Order [Black, Hispanic (including Puerto Rican), Asian/Pacific Islander, American Indian/Alaskan
Native and women] were expanded on December 9, 1976 by the Chancellor of The City
University of New York to include Italian-Americans.

The Dean for Diversity and Compliance can be reached at 772-4242.

Click here to read the "Statement of Affirmative Action and Equal Employment Opportunity"



http://www.hunter.cuny.edu/affirmativeaction/index.shtml

Americans w/ Disabilities Act

Section 504 of the Rehabilitation Act of 1973 states that "no otherwise qualified handicapped
individual in the United States shall, solely by reason of his handicap, be excluded from the
participation in, be denied the benefits of, or be subjected to discrimination under any program or
activity receiving Federal financial assistance." Enforcement and remedy of grievances are under
the jurisdiction of the Office of Civil Rights.

The Americans with Disabilities Act (ADA), signed into law in 1990, greatly expands the
provisions of the Rehabilitation Act, extending its jurisdiction to employment, covering businesses
that employ 15 or more persons, public services (including transportation and public
accommodation), work settings that employ more than 15 persons, and telecommunications
services. Enforcement is under the jurisdiction of the Department of Justice.

The function of the ADA/504 Coordinator at Hunter is to make sure that the provisions of the laws
are fully implemented, to advise on issues of reasonable accommodation, and to hear complaints.

The Section 504 Coordinator for the Disabled is Prof. Tamara Green. Her office is located in the
West Building, Room 1425A, and she can be reached at 772-5061.


http://hr.hunter.cuny.edu/policies/ada.html

Computer User Policy

NOTE: The City University of New York Computer User Responsibilities is a statement originally
prepared by the University's Computer Policy Committee. It underwent review by the University
Faculty Senate and the CUNY Office of the Vice Chancellor for Legal Affairs.

The computer resources** of The City University of New York must be used in a manner that is
consistent with the University's educational purposes and environment. All users of computer
resources are expected to act in a spirit of mutual respect and cooperation, and to adhere to the
regulations for their use set forth in this document. As a user of CUNY computer resources:

e You must have a valid authorized account to use computer resources that require one
and may use only those computer resources that are specifically authorized. You may
use your account only in accordance with its authorized purposes and may not use an
unauthorized account for any purpose.

e You are responsible for the safeguarding of your computer account. For a mainframe
computer account, you should change your password frequently and should not disclose
it to anyone. You should take all necessary precautions in protecting the account, no
matter what type of computer resources you are using.

e You may not circumvent system protection facilities.

e You may not knowingly use any system to produce system failure or degraded
performance.

e You may not engage in unauthorized duplication, alteration or destruction of data,
programs or software. You may not transmit or disclose data, programs or software
belonging to others and may not duplicate copyrighted material.

e You may not engage in abusive or improper use of computer hardware. This includes,
but is not limited to, tampering with equipment, unauthorized attempts at repairing
equipment and unauthorized removal of equipment components.

e You may not use computer resources for private purposes, including, but not limited to,
the use of computer resources for profitmaking or illegal purposes.

e You may not use computer resources to engage in abuse of computer personnel or other
users. Such abuse includes the sending of abusive, anonymous, or unsolicited messages
within CUNY or beyond via network facilities.

e The use of college computer resources may be subject to college regulations, and you
are expected to be familiar with those regulations.

e These regulations and college regulations are subject to revision. You are expected to be
familiar with any revisions in regulations.

The University reserves the right to monitor, under appropriate conditions, all data contained in
the system to protect the integrity of the system and to insure compliance with regulations.



e Any user who is found to be in violation of these rules shall be subject to the following:
e Suspension and/or termination of computer privileges;

e Disciplinary action by appropriate college and/or University officials;

o Referral to law enforcement authorities for criminal prosecution;

e Other legal action, including action to recover civil damages and penalties.

** "Computer Resources" is an inclusive term referring to any and all computing/information
technology: hardware, software and access. Hardware includes, but is not limited to, terminals,
personal computers, workstations, printers, mice, monitors, cabling, peripheral devices. Software
includes, but is not limited to, mainframe shared software, networked software, and stand-alone
software residing on personal computers. Access includes, but is not limited to, accounts on
timesharing systems as well as access to stand-alone personal computing systems and other
relevant technology.

Revised 1/95

This statement is also available on CUNYVM as a file: ETHICS POLICY Y. If you have any
qguestions about the statement please contact the CUNY Help Desk at 212-541-0981 or via e-
mail:ctrcu@cunyvm.cuny.edu .



mailto:ctrcu@cunyvm.cuny.edu
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of

New York

THE CITY UNIVERSITY OF NEW YORK

The Dedicated Sick Leave Program

I. Program Description

The Dedicated Sick Leave Program enables individuals who are employed full-
time on an annual salary basis to donate sick leave and/or annual leave for use
as sick leave by a seriously ill or injured eligible employee who has been
designated by the donor.! Eligible recipients may receive up to one-hundred and
twenty (120) days or six (6) months of paid sick leave, whichever is greater, in
any one (1) program year (September 1 — August 31), inclusive of the annual
leave period for teaching faculty. Donated leave may be approved in increments
not exceeding two (2) months. The Dedicated Sick Leave Program permits
donations of annual leave and/or sick leave across campuses and across fitles.

ll. Criteria For Recipient Eligibility

1. An employee must be in a full-time title employed on an annual salary basis
and have at least two (2) years of continuous fuli-time service with the
University. Those employed in substitute titles with no underlying regular

“annual appointment are not eligible to receive donated leave.

2. An employee’s illness or injury must not be job-related and must require an
absence of at least thirty (30) continuous working days. Absence due to
illness or injury must be supported by medical documentation acceptable to
the recipient's college. The recipient’s college will determine whether
requests by eligible employees to receive dedicated sick leave will be
approved, based solely upon the nature and severity of the iliness or injury.
Employees whose requests have been denied may appeal in writing to
CUNY’s Appeals Panel, as set forth in Section V1., paragraph 2 herein.

3. All annual leave, sick leave, compensatory time balances, and sick leave

advancements, to the extent applicable, must have been exhausted.

4. Dedicated sick leave may not be used to supplement or supplant income
benefits under any applicable collectively-bargained or union-provided

! As of the promulgation date of this program, CUNY employees in skilled trade prevailing wage
fitles are not eligible to participate.
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short-term or long-term disability program. If the employee has already
received income benefits under any applicable union provided short-term or
long-term disability program, those benefits must be reimbursed.

5. The number of hours that comprise a day for the recipient is determined by
the title of the recipient.

6. (a) The time that an employee is on a paid parental leave, paid Family and
Medical Leave Act (‘FMLA”) leave, paid Fellowship leave, or any other
applicable paid leave will count towards service in calculating whether the
employee has met the two (2) years of full-time continuous CUNY service

required for recipient eligibility.

(b) The time that an employee is on an unpaid child care leave, unpaid
Family and Medical Leave Act (‘FMLA") leave, or on a Scholar Incentive
Award leave will serve to bridge service which immediately precedes and
follows such leave in calculating whether the employee has met the two (2}
years of full-time continuous CUNY service required for recipient eligibility.

7. A prospective recipient’s College may deny his/her request to use dedicated
sick leave if he/she is on a disciplinary suspension.

ill. Criteria For Donating Dedicated Leave

An employee who wishes to donate annual leave and/or sick leave to a specific
individual must meet the following criteria:

1. The employee must be in a full-time title, employed on an annual salary
basis.

2. Donations must be made in increments of one (1) day, with a minimum
donation of one (1) day of annual leave or sick leave. The number of hours
that comprise a day for the donor is determined by the title of the donor.

3. Employees with fewer than five (5) years of full-time continuous CUNY
service may donate only annual leave. There is no minimum length of
service required to donate annual leave and no cap on the amount that may
be donated. Employees with five (5) or more years of full-time continuous
CUNY service may donate annual leave (without limitation) and/or sick
leave up to ten (10) sick leave days per program year. In order to donate
sick leave, an employee must maintain a sick leave balance of at least

twenty-four (24) days.

4. (a) The time that an employee is on a paid parental leave, paid Family and
Medical Leave Act (‘FMLA"} leave, paid Fellowship leave, or any other
applicable paid leave will count towards service in calculating whether the
employee has met the five (b) years of full-time continuous CUNY service
required for donating dedicated sick leave.
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(b) The time that an employee is on an unpaid child care leave, unpaid
Family and Medical Leave Act (“FMLA”) leave, or on a Scholar Incentive
Award leave will serve to bridge service which immediately precedes and
follows such leave in calcuiating whether the employee has met the five (5)
years of full-time continuous CUNY service required for donating dedicated
sick leave.

IV. Program Requirements

1.

There is no enrollment period. Donations are made on an “as-needed”
basis.

All dedicated leave is irrevocable.

All dedicated leave is to run concurrently with FMLA leave, i.e., a recipient’s
use of dedicated sick leave shall be counted towards his/her FMLA leave
entitlement as though he/she were using his/her own sick leave.

The number of dedicated sick leave days will be extended by any CUNY
observed holiday contained in a recipient employee’s collective bargaining
agreement or CUNY policy that is observed during the period of the
recipient employee’s approved dedicated leave.

If the number of days dedicated is more than the number of days actually
used by the recipient, the unused days will be transferred by the recipient’s
College Office of Human Resources, via notice to the University Benefits
Office, to the Catastrophic Sick Leave Bank after one (1) year elapses from
the date of the recipient’s return to work. (The transfer of such leave shall
not, however, qualify a donor for participation in the Catastrophic Sick Leave
Bank.) In the event of a medically documented recurrence of the original
illness or injury during this one (1) year period, the recipient will be
permitted, upon approval of his/her respective College Human Resources
Office, to utilize the unused balance, provided that all other leave balances
have been exhausted.

Each day of leave donated will be debited from the donor's leave balance as
one (1) full day; however, each day of sick leave donated will be credited to
the recipient as one-half (1/2) day. Each day of annual leave donated will
be credited to the recipient as one (1) full day.

Dedicated sick leave will be granted to the recipient retroactive to the first
day of absence without pay. A recipient utilizing dedicated sick leave is
deemed to be in active pay status as though the employee were using
his/her own sick leave. Annual leave and sick leave will therefore be
accrued while using dedicated sick leave, as otherwise appropriate, but will
not be credited until the employee returns to work.

. A determination regarding a prospective recipient’s eligibility should be

made, and his/her consent should be obtained, before efforts are made to
secure donations of leave. Every reascnable effort will be made to maintain
confidentiality of employee medical information and the identity of donors.



V. Procedures For Donating Dedicated Sick Leave

1. An employee who wishes to donate annual leave and/or sick leave to a
designated employee must complete Form No. [DSL-2010 - TBD],
“Application to Dedicate Sick Leave,” and return it to his/her respective
College Office of Human Resources as soon as possible. The application
shall include an attestation by the donor that he/she understands that the
decision to donate sick leave and/or annual leave to another employee is
irrevocable and that the donated leave will not be returned to the donor,
unless the intended recipient is deemed ineligible to receive the dedicated
leave. The donor’s attestation shall also provide that the donor has not
been coerced and is not receiving any benefit, express or implied, in
return for the donated sick leave and/or annual leave. The donor’s identity
is confidential and may not be released to the recipient by the college.

2. The following steps are to be taken when the employee dedicating leave
and the employee receiving leave are employed in the same CUNY
college:

Upon receipt of an application to dedicate leave, the College Office of
Human Resources must review the application, determine the accuracy of
all the statements in accordance with college personnel and payroll
records, and complete the appropriate section. The application must be
returned to the applicant with the disposition within five (5) working days of
receipt. If the employee is deemed eligible to donate leave, and the
recipient has been approved to receive donated leave in accordance with
Section Il above, then the College Office of Human Resources shall make
the appropriate adjustments in time and leave records and shall notify the
donor and the recipient, respectively, of the number of days to be debited
or credited and when such debit or credit will occur. In the event the
recipient is determined to be ineligible to receive donated leave, the
College Office of Human Resources will so notify the intended donor.

3. The following steps are to be taken when the employee dedicating leave
and the employee receiving leave are employed in different CUNY
colleges:

Upon receipt of an application to donate dedicated leave, the donor’s
College Office of Human Resources must review the application,
determine the accuracy of all the statements in accordance with college
personnel and payroll records, and complete the appropriate section. The
application must be returned to the applicant with the disposition within
five (5) working days of receipt. If the employee is deemed eligible to
donate leave then the donor's College Office of Human Resources shall
send a copy of the approved application to the Office of Human
Resources of the recipient’s college within two (2) working days of the
approval. The recipient’s college must notify the donor’s college whether
the recipient has been approved to receive dedicated sick leave. If
approved, the donor’s Office of Human Resources will make the
appropriate adjustment in the time and leave records to debit the donort’s
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leave balances and notify him/her of the number of days to be debited and
when such debit will occur. In the event the recipient is determined to be
ineligible, the donor's Office of Human Resources will so notify the
intended donor.

VI. Procedures For Receiving Dedicated Sick Leave

1.

The employee must complete Form No. [DSL-2010 - TBD], “Application to
Receive Sick Leave,” include medical documentation, and forward the
application to his/her College Office of Human Resources. The
application will include a release by the intended recipient permitting the
College Office of Human Resources or a physician retained by the College
to seek clarification or additional information from the employee’s
physician concerning the medical documentation submitied by the
intended recipient. The release shall also provide that the employee shall
submit to an examination by a physician retained by the College if deemed
necessary. Where practicable, applications should be submitted when the
employee has been absent for twenty (20) continuous working days and
anticipates being absent in excess of thirty (30) continuous working days,
and will not have sufficient leave to cover the projected period of his/her
absence.

The College Office of Human Resources must review the application,
determine the accuracy of all statements in accordance with coliege
personnel and payroll records, and complete the appropriate section. All
discrepancies must be resolved with the employee before a determination
is made, based solely upon the nature and severity of the illness or injury
as indicated by the medical documentation. The College Office of Human
Resources shall consuit with the Vice Chancellor for Labor Relations or
designee, prior to rendering a determination as to whether the applicant’s
condition qualifies for this benefit. Dedicated Sick Leave approvals wili be
made in increments not to exceed two (2) months. Employees needing
more than two (2) months of Dedicated Sick Leave will be required to
submit additional medical documentation for each subsequent two (2)
month period, up to a maximum of one-hundred and twenty (120) days or
six (6) months of paid leave, whichever is greater. The application of an
employee who has been granted or denied approval to receive leave
should be returned to the applicant with the disposition within five {5)
working days of receipt by the College Office of Human Resources, to the
extent feasible. The College Office of Human Resources must inform an
employee whose request has been denied that denial of the request may
be appealed in writing to CUNY’s Appeals Panel, in care of the University
Benefits Office, 535 East 80™ Street, New York, New York 10075, within
fifteen (15) working days of the employee’s receipt of the denial. The
CUNY Appeals Panel will be constituted as follows:

a) For classified staff, the appeals panel shall consist of the Vice
Chancellor for Human Resources Management, the Vice
Chancelior for Labor Relations, or their respective designees, and a
classified staff union representative;
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b} For instructional staff, the appeals panel shall consist of the Vice
Chancellor for Human Resources Management, the Vice
Chancellor for Labor Relations, or their respective designees, and a
PSC union representative;

c) For classified managerial staff, executive compensation staff,
and other non-represented employees, appeals shall be decided by
the Vice Chancellor for Human Resources Management or
designee;

All decisions issued by CUNY’s Appeals Panel shall be final and shall not
be subject to any further appeal by way of employee collective bargaining
agreement or otherwise.

. Following approval of an eligible employee’s application to receive sick
leave from the Dedicated Sick Leave Program, the College Office of
Human Resources will match the application to any approved request(s)
to dedicate leave to the employee that have been forwarded to the
recipient’s college. If the employee is to receive dedicated leave, the
College Office of Human Resources shall make the appropriate
adjustments in his/her time and leave records and shall inform him/her of
the number of days to be credited and when such credit will occur.



THE CITY UNIVERSITY OF NEW YORK
DOMESTIC VIOLENCE AND THE WORKPLACE POLICY & PROCEDURES

POLICY STATEMENT

The City University of New York (“CUNY”) disapproves of violence against women, men, or
children in any form, whether as an act of workplace violence or in any employee’s personal
life. Domestic violence can spill over into the workplace, compromising the safety of both
victims and co-workers and resulting in lost productivity, increased health care costs, increased
absenteeism, and increased employee turnover. CUNY is committed to full compliance of all
applicable laws governing domestic violence in the workplace, to promoting the health and
safety of its employees, and to making a significant and continual difference in the fight to end
domestic violence. CUNY will review this policy annually and will notify all employees and the
New York State Office for the Prevention of Domestic Violence (“OPDV”) of any revisions.

DEFINITIONS

For purposes of this policy, the following terms will be defined as follows.

Domestic Violence: A pattern of coercive tactics, which can include physical, psychological,
sexual, economic and emotional abuse, perpetrated by one person against an adult intimate
partner, with the goal of establishing and maintaining power and control over the victim.

Intimate Partner: Includes persons legally married to one another; persons formerly married to
one another; persons who have a child in common, regardless of whether such persons are
married or have lived together at any time; couples who live together or have lived together; or
persons who are dating or who have dated in the past, including same sex couples.

Abuser: A person who perpetrates a pattern of coercive tactics which can include physical,
psychological, sexual, economic, and emotional abuse against an adult intimate partner, with the
goal of establishing and maintaining power and control over the victim.

Victim: The person against whom an abuser directs coercive and/or violent acts.

Page 1 of 8



POLICY

EMPLOYEE AWARENESS

A

B.

CUNY will provide its Domestic Violence and the Workplace Policy to all
employees.

CUNY employees will review and follow this policy and procedures.

CUNY will provide to all employees, and post in locations of high visibility,
such as bulletin boards and break rooms, health/first aid offices, university
phone directories, and on-line information data bases, a list of resources for
survivors and perpetrators of domestic violence, the phone numbers and
descriptions of national and local domestic violence resources batterers’
intervention programs as well as the information for the New York State
Office for the Prevention of Domestic Violence. Also posted prominently will
be the names and contact information of CUNY personnel who are trained and
available to serve as confidential sources of information, support, and referral.

Included in the documentation provided to all employees will be information
informing employees that New York State law prohibits insurance companies
and health maintenance organizations from discriminating against domestic
violence victims. The law prohibits designation of domestic violence as a pre-
existing condition. An insurance company cannot deny or cancel an insurance
policy or require a higher premium or payment because the insured is or has
been a domestic violence victim. [§2612 of the Insurance Law.].

CUNY will integrate information on domestic violence into existing materials
and literature, policies, protocols, and procedures, including its Workplace
Violence Prevention Policy & Procedures and existing health and wellness
programs, as appropriate. CUNY will take all reasonable actions to educate
employees regarding the effects of domestic violence, ways to prevent and
curtail violence, and methods to report such violence to authorities.

NON-DISCRIMINATORY AND RESPONSIVE PERSONNEL POLICIES
FOR VICTIMIZED EMPLOYEES

A.

CUNY will not discriminate against victims of domestic violence or persons
perceived as domestic violence victims in employment determinations and
will be responsive to the needs of victims of domestic violence.

CUNY will not make inquiries about a job applicant's current or past domestic
violence victimization and employment decisions will not be based on any
assumptions about or knowledge of such exposure.

CUNY will abide by all relevant New York State laws making it a crime for
employers to penalize an employee who, as a victim or witness of a criminal
offense, is appearing as a witness, consulting with a district attorney, or

Page 2 of 8



exercising his/her rights. CUNY, with at least one prior day notification, will
allow time off for victims or subpoenaed witnesses to exercise their rights as
provided in the Criminal Procedure Law, the Family Court Act, and the
Executive Law [Penal Law §215.14]. If there are any questions or concerns
regarding the leave that must be granted to victims or subpoenaed witnesses,
employees should contact their human resources director for assistance and
clarification.

. CUNY, upon request of the employee, will assist the employee in determining
the best use of his/her attendance and leave benefits when an employee needs
to be absent as a result of being a victim of domestic violence. If an employee
requests time off to care for and/or assist a family member who has been a
victim of domestic violence, CUNY will evaluate the employee’s request for
leave for eligibility under existing law and collective bargaining agreements
applicable to the employee.

In instances when an employee victim of domestic violence has difficulty
producing the documentation necessary to justify absences due to his/her
status as such victim, CUNY will make all reasonable efforts, in consultation
with employee victims of domestic violence, to identify the documentation
necessary to justify absences from work and assist the employee with his/her
safety-related needs to satisfactorily meet the identified documentation
requirement without compromising the employee’s safety.

. When appropriate, available and permissible, employees who are victims of
domestic violence and who separate from a spouse (or terminate a relationship
with a domestic partner, if covered), will be allowed to make reasonable
changes in benefits at any time during the calendar year where possible, in
accordance with statute, regulation, contract and policy.

. CUNY encourages victims of domestic violence who are subject to discipline
due to job performance or conduct problems, to notify appropriate
supervisory, managerial or human resources staff of their situation. Said
employees will be afforded all of the proactive measures outlined in this
policy, and will be provided clear information about performance
expectations, priorities, and performance evaluation. If a disciplinary process
is initiated, special care will be taken to consider all aspects of the victimized
employee's situation, and all available options in trying to resolve the
performance problems will be exhausted, including making a referral to any
Employee Assistance Program, consistent with existing collective bargaining
agreements, statutes, regulations and policy.

. CUNY encourages any employee who is terminated or voluntarily separates
from employment due to domestic violence-related performance problems to
notify appropriate human resources staff in order to investigate the
employee’s potential eligibility for unemployment insurance. CUNY will
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respond quickly to any requests for information that may be needed in the
claims process. New York State law provides that a victim of domestic
violence who voluntarily separates from employment may, under certain
circumstances, be eligible for unemployment insurance benefits. [8593 of
NYS Labor Law.]

WORKPLACE SAFETY PLANS

Each campus within the CUNY system has prepared a domestic violence
workplace safety response plan and each campus and worksite is prepared to
provide reasonable means and personnel to assist victimized employees in
developing and implementing individualized domestic violence workplace safety
plans, consistent with existing collective bargaining agreements, statutes and
regulations. Said workplace safety response plans are on file on each campus and
worksite with the relevant security personnel and with the University-level liaison
to OPDV.

A

CUNY has designated a University liaison to OPDV to ensure University-
wide implementation of the domestic violence and the workplace policy, and
to serve as the primary liaison with OPDV regarding the domestic violence
and the workplace policy. Said liaison’s name and contact information will be
provided with copies of this policy to employees and will be listed on all
additional literature and postings.

. CUNY has designated campus-level liaisons on each campus to further ensure

campus-level implementation of the domestic violence and the workplace
policy, to serve as the campus-level liaison within CUNY regarding the
domestic violence and the workplace policy, and to be available to employees
in need of support.

Each campus-level liaison will be identified in University and college-level
materials and his/her name, phone number and office location will be clearly
posted.

. Any employee who obtains a temporary or permanent order of protection is

encouraged to provide the relevant security personnel and supervisory
personnel with a copy of the petition and court order. Additionally, the
employee is encouraged to provide the relevant security personnel and
supervisory personnel with the following information on the abuser: a
photograph or physical description, description of the abuser’s automobile and
license plate number, and any other information CUNY needs for the security
of the workplace. CUNY is committed to compliance and assistance with
enforcement of all known court orders of protection, particularly orders in
which abusers have been ordered to stay away from the work site of the
victim. If requested by the victim of domestic violence or law enforcement,
CUNY will cooperate in situations concerning an alleged violation of an order
of protection.
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E. Inthe event that a person is observed engaging in threatening behavior, each
CUNY campus public safety department will implement its emergency
security response plan, including procedures for contacting the appropriate
law enforcement agency, and will provide employees with clear instructions
about what to do and whom to contact.

F. Upon notice from a victimized employee, each campus public safety
department, working with the employee, the campus-level liaison and the
employee’s supervisor will develop and implement individualized workplace
safety plans, which may include, when appropriate, advising co-workers and,
upon request, the employee's bargaining representative, of the situation;
setting up procedures for alerting security and/or the police; temporary
relocation of the victim to a secure area; options for voluntary transfer or
permanent relocation to a new work site; change of work schedule;
reassignment of parking space; escort for entry to and exit from the building;
responding to telephone, fax, e-mail or mail harassment; and keeping a
photograph of the abuser and/or a copy of any existing court orders of
protection in a confidential on-site location and providing copies to security
personnel. Plans must address additional concerns if the victim and the
offender are both employed by CUNY.

ACCOUNTABILITY FOR EMPLOYEES WHO ARE OFFENDERS

CUNY will not tolerate nor excuse conduct that constitutes workplace domestic
violence. CUNY will hold accountable any and all employees who engage in the
following behavior: (1) using CUNY resources to commit an act of domestic
violence; (2) committing an act of domestic violence from or at the workplace or
from any other location while on official CUNY business; or (3) using their job-
related authority and/or CUNY resources in order to negatively affect victims
and/or assist perpetrators in locating a victim and/or in perpetrating an act of
domestic violence.

A. In cases in which CUNY has found that an employee has threatened, harassed,
or abused an intimate partner at the workplace using CUNY resources such as
work time, workplace telephones, FAX machines, mail, e-mail or other
means, said employee will be subject to corrective or disciplinary action in
accordance with existing collective bargaining agreements, statutes and
regulations. If appropriate, law enforcement will be contacted, which may
result in arrest, criminal charges, and/or prosecution.

B. In cases in which CUNY has verification that an employee is responsible for a
domestic violence-related offense, or is the subject of any order of protection,
including temporary, final or out-of-state order, as a result of domestic
violence, and said employee has job functions that include the authority to
take actions that directly impact victims of domestic violence and/or actions
that may protect abusers from appropriate consequences for their behavior,
CUNY will determine if corrective action is warranted, in accordance with
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VI.

existing collective bargaining agreements, statutes and regulations.

C. Incases in which any employee intentionally uses his/her job-related authority
and/or intentionally uses state resources in order to negatively impact a victim
of domestic violence, assist an abuser in locating a victim, assist an abuser in
perpetrating acts of domestic violence, or protect an abuser from appropriate
consequences for his behavior, said employee will be subject to corrective or
disciplinary action, in accordance with existing collective bargaining
agreements, statutes and regulations. If appropriate, law enforcement will be
contacted, which may result in arrest, criminal charges, and/or prosecution.

FIREARMS

Pursuant to New York State and federal law, a person convicted of a domestic
violence-related crime or subject to an order of protection, under certain
circumstances, forfeits the right to legally possess a firearm or long gun.
Additionally, federal law contains prohibitions relating to shipping,
transportation, or receiving firearms or ammunition.

A. In addition to complying with the law, employees who are authorized to carry
a firearm as part of their job responsibilities are required to notify CUNY if
they are arrested on a domestic violence- related offense and/or served with an
order of protection. Under certain circumstances, such employees are
responsible for surrendering their firearms to the issuing agency or to the
appropriate police agency.

B. Should an employee fail to comply with the requirements set forth above, said
employee will be subject to corrective or disciplinary action, in accordance
with existing collective bargaining unit agreements, statutes or regulations. In
addition, the appropriate law enforcement agency will be notified for possible
criminal action.

TRAINING

CUNY will train management and supervisory personnel on this policy and will
provide continuing educational opportunities for employees using materials
provided by or approved by OPDV.

A. All persons designated as liaisons, whether the University-level liaison or
college-level liaison, and all liaison-identified support personnel will
complete OPDV’s one-day training on Domestic Violence and the Workplace
as soon as practicable after the appointment is made. Training will prepare
support personnel to identify possible signs and indicators of victimization,
make appropriate referrals to domestic violence service providers, work with
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professionals to assist identified victims with safety planning, and develop
individualized responses. Training will also include information on the
physical, social and cultural realities that may affect victims of domestic
violence, the ways in which domestic violence impacts the workplace,
including the potential impact on worker productivity and the safety risks to
on-site personnel and visitors.

B. Campus-level liaisons will designate, as appropriate, managers, supervisors,
employee assistance professionals, human resources personnel, union and
labor representatives or security staff for additional training on domestic
violence issues which may include the one-day OPDV training.

C. CUNY will also make training in the prevention and awareness of domestic

VII.

VIII.

violence and its impact on the workplace available for all staff. Training will
include information on the physical, social and cultural realities that may affect
victims of domestic violence, the ways in which domestic violence impacts the
workplace, including the potential impact on worker productivity and safety risks.

REPORTING REQUIREMENTS

As directed by OPDV, CUNY is obligated to document all incidents of domestic
violence that happen in the workplace, including the number of employees who
report domestic violence, the number of employees who request
information/services, and the number of referrals made to domestic violence
service providers. The information gathered will not contain any identifying
personal information. Said information will be forwarded by each college to the
University liaison to OPDV for further reporting to OPDV at the time and in a
manner determined by OPDV. Such documents will be kept confidential to the
extent permitted by law and policy and the provisions of section (VI11) detailed
below.

CONFIDENTIALITY

Information related to an employee being a victim of domestic violence will be
kept confidential, to the extent permitted by law and policy, and will not be
divulged without the consent of the victimized employee, unless CUNY
determines that maintaining said confidentiality puts the victim or other
employees at risk of physical harm, is required by law, or is deemed necessary to
enforce an order of protection. The limitations on confidentiality will be discussed
with each victim who seeks assistance from supervisory or security staff. In such
circumstances where a determination has been made that maintaining
confidentiality puts the victim or other employees at risk of physical harm, is
required by law, or is deemed necessary to enforce an order of protection, only
those individuals (employees and/or safety and security personnel and/or rescue
and first aid personnel) as deemed necessary by CUNY to protect the safety of the
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victim and/or other employees or to enforce an order of protection will be given
information concerning incidents of domestic violence.

CUNY will disclose only the minimum amount of information necessary to
protect the safety of the victim and/or other employees or to enforce an order of
protection. Where possible, CUNY will provide to the victim of domestic
violence notice of the intent to provide information to other employees and/or
safety personnel. Nothing herein will prevent CUNY from investigating an act or
acts of domestic violence that happen within the workplace. Examples of
situations where confidentiality cannot be maintained include the following:

A. Supervisors/managers may be informed about a domestic violence incident
that happens in the workplace, or a report of domestic violence, if it is
necessary to protect the safety of the employee or the employee’s co-workers.

B. First aid and safety personnel may be informed about a domestic violence
incident that happens in the workplace or a report of domestic violence, if it is
necessary to protect the safety of the employee or the employee’s co-workers.

C. Government officials investigating a domestic violence incident that happens
in the workplace, or a report of domestic violence, will be provided relevant
information on request.

LAW ENFORCEMENT AND LEGISLATION

CUNY will cooperate to the fullest extent legally possible with law enforcement
and other appropriate government agencies. In addition, this policy will be
interpreted and applied in accordance with all applicable local, state and federal
laws as well as all existing collective bargaining agreements, policies and
regulations.
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"THE CITY UNIVERSITY OF NEW YORK
POLICY ON DRUGS AND ALCOHOL

The City University of New York (“CUNY™) is an institution committed to
promoting the physical, intellectual, and social development of all individuals. As such,
CUNY seeks to prevent the abuse of drugs and alcohol, which can adversely impact
performance and threaten the health and safety of students, employees, their families, and
the general public. CUNY complies with all federal, state, and local laws concerning the
unlawful possession, use, and distribution of drugs and alcohol.

Federal law requires that CUNY adopt and implement a program to prevent the
use of illicit drugs and abuse of alcohol by students and employees. As part of its
program, CUNY has adopted this policy, which sets forth (1) the standards of conduct
that students and employees are expected to follow; (2) CUNY sanctions for the violation
of this policy; and (3) responsibilities of the CUNY colleges/units in enforcing this
policy. CUNY’s policy also (1) sets forth the procedures for disseminating the policy, as
well as information about the health risks of illegal drug and alcohol use, criminal
sanctions for such use, and available counseling, treatment, or rehabilitation programs, to
students and employees; and (2) requires each college to conduct a biennial review of
drug and alcohol use and prevention on its campus.

This policy applies to all CUNY students, employees and visitors when they are
on CUNY property, including CUNY residence halls, as well as when they are engaged
in any CUNY-sponsored activities off campus.

CUNY STANDARDS OF CONDUCT

The unlawful manufacture, distribution, dispensation, possession, or use of drugs
or alcohol by anyone, on CUNY property (including CUNY residence halls), in CUNY
buses or vans, or at CUNY-sponsored activities, is prohibited. In addition, CUNY
employees are prohibited from illegally providing drugs or alcohol to CUNY students.
Finally, no student may possess or consume alcoholic beverages in any CUNY residence
hall, regardless of whether the student is of lawful age. For purposes of this policy, a
CUNY residence hall means a residence hall owned and/or operated by CUNY, or
operated by a private management company on CUNY’s behalf.

In order to make informed choices about the use of drugs and alcohol, CUNY
students and employees are expected to familiarize themselves with the information
provided by CUNY about the physiological, psychological, and social consequences of
substance abuse. ' '



CUNY SANCTIONS

Employees and students who violate this policy are subject to sanctions under
University policies, procedures and collective bargaining agreements, as described below.
Employees and students should be aware that, in addition to these CUNY sanctions, the
University will contact appropriate law enforcement agencies if they believe that a
violation of the policy should also be treated as a criminal matter.

STUDENTS

Students are expected to comply with the CUNY and college policies with respect
to drugs and alcohol. Any student found in violation may be subject to disciplinary
action under Article 15 of the Bylaws of the Board of Trustees, which may result in
sanctions up to and including expulsion from the University.

In addition, any student who resides in a CUNY residence hall and who is found
to have violated any CUNY or college policy with respect to drugs and alcohol may be
subject to sanctions under the CUNY Residence Hall Disciplinary Procedures, up to and
including expulsion from the residence hall,

In lieu of formal disciplinary action, CUNY may, in appropriate cases, seek to
resolve the matter through an agreement pursuant to which the student must see a
counselor or successfully participate in a drug and alcohol treatment program.

In accordance with the Federal Educational Rights and Privacy Act (“FERPA”),
CUNY may also choose—when appropriate—to contact parents or legal guardians of
students who have violated the CUNY policy on drugs and alcohol,

EMPLOYEES

Any employee found to have violated this CUNY policy may be subject to
disciplinary action, in accordance with the procedures set forth in applicable CUNY
policies, rules, regulations, and collective bargaining agreements. Sanctions may include
a reprimand, suspension without pay, or termination of employment. In lieu of formal
disciplinary action, CUNY may, in appropriate cases, seek to resolve the matter through
an agreement pursuant to which the employee must successfully participate in a drug or
alcohol treatment program.

RESPONSIBILITIES OF CUNY COLLEGES/UNITS

Each college or unit of the University should make its best efforts to educate
employees and students about this policy and the risks associated with the unlawful
possession, use, or distribution of illegal drugs and alcohol. The President of each
college or unit may choose to ban alcohol at on-campus functions or at any particular



function. This policy, together with information about the health risks of illegal drug and
alcohol use, criminal sanctions for such use, and counseling, treatment, or rehabilitation
programs available to employees or students, must be distributed annually to all
employees and students. The Chief Student Affairs Officer shall be responsible for the
distribution of this material to students, and the Director of Human Resources shall be
responsible for the distribution of the material to employees.

The Vice President for Administration, or person performing the equivalent
function at each college or unit of CUNY, shall be responsible for conducting a biennial
review to determine the effectiveness of CUNY’s drug and alcohol program at its college
or unit, and to ensure that sanctions for drug and alcohol violations are consistently
enforced. Upon completion, the biennial review must be sent to the University’s
Executive Vice Chancellor and Chief Operating Officer. This biennial review must
include the number of drug and alcohol-related violations and fatalities that occur on the
college’s campus or as part of the college’s activities, as well as the number and type of
sanctions imposed as a result of drug and alcohol-related violations and fatalities that
occur at the college as part of its activities.

Adopted by the CUNY Board of Trustees
June 22, 2009



INFORMATION FOR THE CUNY COMMUNITY
ON THE RISKS AND CONSEQUENCES
OF DRUG AND ALCOHOL USE

Background

The City University of New York’s Policy on Drugs and Alcohol, adopted
by the Board of Trustees on June 22, 2009, prohibits the unlawful
manufacture, distribution, dispensation, possession, or use of drugs or
alcohol by employees, students or visitors, on CUNY property, in CUNY buses
or vans, or at CUNY-sponsored activities. It prohibits all students
(regardless of their age) from possessing or consuming alcoholic beverages
in CUNY residence halis. It also prohibits CUNY employees from illegally
providing drugs or alcohol to CUNY students. As the Policy states, sanctions
for violation of the Policy, following appropriate disciplinary proceedings,
may include, in the case of students, expulsion from the university, and in
the case of employees, termination of employment.

This document sets forth additional information required to be
provided under federal law, including the legal sanctions for drug and alcohol
use, health risks of such use, and information regarding available
counseling, treatment, or rehabilitation programs.

Legal Sanctions

Federal and New York State laws make it a criminal offense to
manufacture, distribute, dispense, possess with intent to distribute, or
simply possess a controlled substance. Such substances include hergin,
cocaine, methamphetamine, ecstasy, LSD, PCP, marijuana, and a number of
common pharmaceutical drugs if unlawfully obtained. The sanctions for
violation of these laws, ranging from community service and monetary fines
to life imprisonment, depend upon the particular offense, the drug type, and
the drug quantity. Students convicted under these statutes may also forfeit
federal financial aid eligibility.

Note that an individual need not be in actual physical possession of a
controlled substance to be guilty of a crime. The unlawful presence of a
controlled substance in an automobile is presumptive evidence of knowing
possession of such substance by each passenger unless the substance is
concealed on the person of one of the occupants. Similarly, the presence of
certain substances in plain view in a room can sometimes be presumptive
evidence of knowing possession of such substance by anyone in close

proximity.




Further, pursuant to New York State law:

« Any person under age 21 who is found to be in possession of alcohol
with the intent to consume it may be punished by a fine and/or
required to complete an alcohol awareness program and/or to
provide up to 30 hours of community service. Alcoholic
Beverage Controf Law, § 65-c.

« Giving or selling an alccholic beverage to a person less than age 21 is
a class A misdemeanor punishable by a sentence of
imprisonment up to one year. Penal Law § 260.20

« Any person who operates a motor vehicle while intoxicated or while
his ability to operate such vehicle is impaired by the
consumption of alcohol or drugs, is subject to suspension or
revocation of driving privileges in the State, monetary fines up to
$1,000, and imprisonment for up to one year. Vehicle and
Traffic Law § 1192

e A person under 21 who presents false written evidence of age for the
purpose of purchasing or attempting to purchase any alcoholic
beverage may be punished by a fine, community service and/or
completion of an alcohol awareness program. Alcoholic
Beverage Control Law § 65-b(1). Possessing such false evidence
may also be criminal possession of a forged instrument, which is
a felony in New York, punishable by a fine of up to $5000,
imprisonment up to 7 years, or both. Penal Law § 170.25.

« Appearing in public under the influence of narcotics or a drug other
than alcohol to the degree that a person may endanger him or
herself or other persons or property, or annoy persons in his
vicinity, is a violation, punishable by a fine and imprisonment up
to 15 days. Penal Law § 240.40

Health Risks

The following is a brief summary of some of the health risks and
symptoms associated with use of many of the most-publicized drugs,
including alcohol and tobacco. This information was obtained from the
National Institute on Drug Abuse (part of the National Institutes of Health of
the U.S. Department of Health and Human Services), and the Mayo Clinic.
Please note that individuals experience such substances in different ways
based on a variety of physical and psychological factors and circumstances.




LSD (Acid)

LSD is one of the strongest mood-changing drugs, and has
unpredictable psychological effects. With large enough doses, users
experience delusions and visual hallucinations. Physical effects include
increased body temperature, heart rate, and blood pressure;
sleeplessness; and loss of appetite.

Cocaine
Cocaine is a powerfully addictive drug. Common health effects include
heart attacks, respiratory failure, strokes, and seizures. Large
amounts can cause bizarre and violent behavior. In rare cases,
sudden death can occur on the first use of cocaine or unexpectedly
thereafter.

MDMA (Ecstasy) :
Ecstasy is a drug that has both stimulant and psychedelic properties.
Adverse health effects can include nausea, chills, sweating, teeth
clenching, muscle cramping, and blurred vision.

Heroin
Heroin is an addictive drug. An overdose of heroin can be fatal, and
use is associated - particularly for users who inject the drug - with
infectious diseases such as HIV/AIDS and hepatitis.

Marijuana
Effects of marijuana use include memory and learning problems,

distorted perception, and difficulty thinking and solving problems,

Methamphetamine
Methamphetamine is an addictive stimulant that is closely related to
amphetamine but has long lasting and more toxic effects on the
central nervous system. It has a high potential for abuse and
addiction. Methamphetamine increases wakefulness and physical
activity and decreases appetite. Chronic, long-term use can lead to
psychotic behavior, hallucinations, and stroke.

PCP/Phencyclidine

PCP causes intensely negative psychological effects in the user.
People high on PCP often become violent or suicidal.

Prescription Medications
Prescription drugs that are abused or used for nonmedical reasons can

alter brain activity and lead to dependence. Commonly abused classes
of prescription drugs include opioids (often prescribed to treat pain),



central nervous system depressants (often prescribed to treat anxiety
and sleep disorders), and stimulants (prescribed to treat narcolepsy,
ADHD, and obesity). Long-term use of opioids or central service
system depressants can lead to physical dependence and addiction.
Taken in high does, stimulants can lead to compulsive use, paranoia,
dangerously high body temperatures and irregular heartbeat.

Tobacco/Nicotine

Tobacco contains nicotine, which is highly addictive. The tar in
cigarettes increases a smoker’s risk of lung cancer, emphysema, and
bronchial disorders. The carbon monoxide in smoke increases the
chance of cardiovascular diseases., Secondhand smoke causes lung
cancer in adults and greatly increases the risk of respiratory illnesses
in children.

Steroids

Adverse effects of steroid use in males may include shrinking of the
testicles and breast development. In females, adverse effects may
include growth of facial hair, menstrual changes, and deepened voice.
Other adverse effects can include severe acne, high blood pressure
and jaundice. In some rare cases liver and kidney tumors or even
cancer may develop.

Alcohol

Excessive alcohol consumption can lead to serious health problems,
including cancer of the pancreas, mouth, pharynx, larynx, esophagus
and liver, as well as breast cancer, pancreatitis, sudden death in -
people with cardiovascular disease, heart muscle damage leading to
heart failure, stroke, high blood pressure, cirrhosis of the liver,
miscarriage, fetal alcohol syndrome in an unborn child, injuries due to
impaired motor skills, and suicide.

Substance Abuse

You or someone you know may have a problem with drugs and alcohol if
you/they are:

Using drugs and/or alcohol on a regular basis.

Losing control of the amount of drugs and/or alcohol used after being
high or drunk.

Constantly talking about using drugs and/or alcohol.

Believing that drugs and/or alcohol are necessary in order to have fun.




« Using more drugs and/or alcohol to get the same effects as in the
past.

« Avoiding people in order to get high or drunk.

» Pressuring others to use drugs and/or alcohol.

« Foregoing activities that were once priorities (i.e. work, sports,
spending time with family and sober friends).

« Getting into trouble at school, at work, or with the law.

» Taking risks, including sexual promiscuity and driving while
intoxicated.

» Lying about things, including the amount of drugs and/or alcohol used.

» Feeling hopeless, depressed, or even suicidal.

If you suspect that you or someone you know has a problem with
drugs and/or alcohol, please utilize the resources listed below.

Resources

For assistance and referrals, students should (1) consult the relevant
college website; or (2) contact their Student Affairs Office and/or Counseling
Center. '

For assistance and referrals, employees should consult with their Human
Resources office. Assistance is also available through union employee
assistance programs or through the CUNY Work/Life Program.

CUNY Work/Life Program (800) 833-8707
http://www.cuny.edu/worklife/

12 Step Recovery Programs

Narcotics Anonymous (212) 929-6262
http://www.newyorkna.org/

Cocaine Anonymous (212) 262-2463
http://www.ca-ny.org/

Marijuana Anonymous (212) 459-4423



http://www.ma-newyork.org/

Alcoholics Anonymous (212} 647-1680

http://www.nyintergroup.org/

Nicotine Anonymous (631) 665-0527
http://www.nicotine-anonymous.org/

Al-Ancon/Alateen (888) 425-2666
http://www.al-anonny.org/

New York County

Kirlgs County

Bellevue Hospital Center
462 First Ave.
New York, NY 10016
(212) 562-4141

St. Luke’'s-Roosevelt Hospital Center
1000 Tenth Ave.
New York, NY 10019
(212) 523-6491

Greenwich House, Inc.
50B Cooper Square
New York, NY 10003
(212) 677-3400

Queens County

Kings County Hospital Center
606 Winthrop St.
Brooklyn, NY 11203

(718) 245-2630

Interfaith Medical Center
1545 Atlantic Ave.
Brooklyn, NY 11213
(718) 613-4330

Bridge Back to Life Center, Inc.
175 Remsen St., 10™" Floor
Brooklyn, NY 11201
(718) 852-5552

Bronx County

Flushing Hospital Medical Center
4500 Parsons Blvd.
Flushing, NY 11355
(718) 670-5078

Samaritan Village, Inc.
144-10 Jamaica Ave.
Jamaica, NY 11435
(718) 206-1990

St. Barnabas Hospital
4535 East 183™ St.
Bronx, NY 10457
(718) 960-6636

Montefiore Medical Center
3550 Jerome Ave., 1% Floor
Bronx, NY 10467
(718) 920-4067



Daytop Village, Inc.
316 Beach 65" St. .
Far Rockaway, NY 11692
(718) 474-3800

Richmond County

Bronx-Lebanon Hospital Center
1276 Fulton Ave., 7™ Floor
Bronx, NY 10456
(718) 466-6095

Nassau County

Staten Island University Hospital
375 Seguine Ave.
Staten Island, NY 10309
(718) 226-2790

Richmond University Medical Center
427 Forest Ave. '
Staten Island, NY 10301
(718) 818-5375

Camelot of Staten Island, Inc.
263 Port Richmond Ave.
Staten Island, NY 10302
(718) 981-8117

Long Beach Medical Center
455 East Bay Dr.
Long Beach, NY 11561
(516) 897-1250

North Shore University Hospital
400 Community Dr.
Manhasset, NY 11030
(516) 562-3010

Nassau Health Care Corporation
2201 Hempstead Tpke.
East Meadow, NY 11554
(516) 572-9402

New York State Office of Alcoholism and Substance Abuse Services

Tel: (877) 846-7369
http://www.oasas.state.ny.us/

New York State Smokers’ Quitline
Tel: (866) 697-8487
http://www.nysmokefree.com

H:AKRO9\Drug Policy AttachmentAugust2009.doc/cf



3/13/13 Tobacco-Free Policy— Hunter College

ABOUT HUNTER ACADEMICS ADMISSIONS ONESTOP FORSTUDENTS LIBRARIES RESEARCH MAKE A GIFT

HOME — TOBACCO FREE HUNT ER — TOBA CCO-FREE POLICY

] * TOBACCO-

Tobacco-Free Policy FREE
HUNTER

"In accordance with CUNY policy, effective September 2012, smoking and tobacco

. _ . . . = TOBACCO-
use will be prohibited in all areas that comprise Hunter College. This includes FREE POLICY
indoor locations as well as outdoor locations such as entrances and exits to
T } , = RESOURCES

buildings, outdoor terraces and parking lots. Futhermore, vehicles that are owned, FOR HOW TO

leased or operated by Hunter College are also included in this policy. There is no QUIT

sale of cigarettes, electronic cigarettes, cigars, chewing or pipe tobacco at any SMOKING

facility, location, or vending machine owned, leased, operated or maintained by = FAQS

Hunter College or its contractors.” « HEALTHY
CUNY

Hunter College respects an individuals choice to use tobacco, however, in

accordance with CUNY policy we must restrict and discourage tobacco use on = CONTACT US

college property. We are looking forward to working with our neighbors and

internal constituents to create a tobacco free campus out of respect for others and
the environment.

The Board of Trustees of The City University of New York approved The CUNY
Revised Tobacco Policy on January 24, 2011. This revised policy updates, expands
and supersedes the policy previously enacted effective January 1, 1995, which
prohibited smoking inside all facilities, including vehicles operated by the
University. The new CUNY policy on tobacco use reads:

"Effective no later than September 4, 2012, the following shall be prohibited at
The City University of New York: (i) the use of tobacco on all grounds and facilities
under CUNY jurisdiction, including indoor locations and outdoor locations such as
playing fields; entrances and exits to buildings; and parking lots; (ii) tobacco
industry promotions, advertising, marketing, and distribution of marketing
materials on campus properties; and (iii) tobacco industry sponsorship of athletic
events and athletes."

City University’s 23 Campuses Are the Latest to Ban Smoking, The New
York Times, January 24, 2011

SUNY Trustees approve ban on smoking, SUNY, June 12, 2012

HUNTER
COLLEGE
695 Park Ave
NY, NY 10065
212.772.4000

www.hunter.cuny.edu/tobaccofreehunter/tobacco-policy


http://www.cuny.edu/
http://www.hunter.cuny.edu/abouthunter
http://www.hunter.cuny.edu/academics
http://www.hunter.cuny.edu/admissions
http://www.hunter.cuny.edu/onestop
http://library.hunter.cuny.edu/
http://www.hunter.cuny.edu/research
https://community.hunter.cuny.edu/donatenow
http://www.hunter.cuny.edu/
http://www.hunter.cuny.edu/tobaccofreehunter
http://www.nytimes.com/2011/01/25/nyregion/25smoke.html?_r=1
http://www.suny.edu/sunyNews/News.cfm?filname=Tobacco-FreeSUNY2012.htm
http://www.hunter.cuny.edu/tobaccofreehunter/welcome-page
http://www.hunter.cuny.edu/tobaccofreehunter/tobacco-policy
http://www.hunter.cuny.edu/tobaccofreehunter/cessation-resources
http://www.cuny.edu/about/resources/healthycuny/tobaccofreecuny/faqs.html
http://www.cuny.edu/about/resources/healthycuny.html
http://www.hunter.cuny.edu/tobaccofreehunter/contact-us

The City University of New York Campus and Workplace Violence Prevention Policy

Policy STATEMENT

The City University of New York (the "University" or "CUNY") is committed to the prevention of Workplace
Violence and will respond promptly to any threats and/or acts of violence. For purposes of this Policy,
Workplace Violence is defined as any physical assault or acts of aggressive behavior occurring where an
employee performs any work-related duty in the course of his or her employment, including but not limited
to:

(i) An attempt or threat, whether verbal or physical, to inflict physical injury upon an employee;
(i) Any intentional display of force that would give an employee reason to fear or expect bodily harm;

(i) Intentional and wrongful physical contact with an employee without his or her consent that entails
some injury;

(iv) Stalking an employee in a manner that may cause the employee to fear for his or her physical
safety and health when such stalking has arisen through and in the course of employment.

Workplace Violence presents a serious occupational safety hazard to CUNY and its employees. The
University will respond promptly to threats and/or acts of violence. All employees are responsible for
helping to create an environment of mutual respect and for assisting in maintaining a safe and secure
work environment and will participate in the annual Workplace Violence Prevention Training Program.
Individuals who violate this Policy may be removed from University property and are subject to
disciplinary and/or personnel action up to and including termination, consistent with University policies,
rules and collective bargaining agreements, and/or referral to law enforcement authorities for criminal
prosecution.

Incidents involving Workplace Violence will be given the serious attention they deserve. Employees are
responsible for reporting any incidents of Workplace Violence of which they become aware. The
procedure for reporting incidents of suspected or alleged Workplace Violence can be found in the campus
specific Workplace Violence Prevention Programs at Paragraph 7. The procedure for reporting
complaints of a potential violation of the CUNY Workplace Violence Prevention Policy and Programs can
be found in the campus specific Workplace Violence Prevention Programs at Paragraph 9.

The University, at the request of an employee, or student, or at its own discretion, may prohibit members
of the public, including family members, from seeing an employee or student on University property
unless necessary to transact University -related business. This policy particularly applies when an
employee or student anticipates that an act of violence may result from an encounter with said
individual(s).

Employee patrticipation in the implementation of this Policy will be provided through their authorized
employee representatives, who will be invited to participate in: (1) Scheduled physical risk assessment
site evaluation(s) to determine the presence of risk factors which may place employees at risk of
workplace violence; (2) the development and annual review of a Workplace Violence Prevention Program
promulgated by each College for the implementation of the Policy; (3) the annual review of the Campus
Workplace Violence Incidents Report prepared annually by each College; and (4) as appropriate,
following a serious incident of Workplace Violence.



CUNY FMLA Leave Policy

SCOPE

This policy applies to all members of the faculty and staff of The City University of New York (CUNY).
PURPOSE

CUNY recognizes the concerns of its faculty and staff to balance the demands of the workplace with the
needs of his/her family. To address these interests, the CUNY FMLA Leave policy adopts the provisions
of The Family and Medical Leave Act of 1993 (FMLA) and extends those provisions to cover domestic

partner relationships.

STATEMENT OF POLICY

The CUNY FMLA Leave policy provides eligible employees with up to 12 weeks of unpaid, job-protected
leave for qualifying reasons during the designated leave year i.e., September 1st through August 31st. In
order to be eligible, an employee must have been employed by the University for at least 12 months
cumulatively, and must have worked at least 1,250 hours during the 12-month period preceding the
requested commencement of the leave. The employee’'s FMLA 12 week leave period entitlement will
commence anew for the subsequent period of September 1st through August 31st, provided that the
eligibility requirements are fulfilled.

Qualifying reasons for FMLA leave include the following:

« childbirth and/or care for a newborn (within the first 12 months of birth)*;

« childcare needs resulting from an adoption or foster care placement (within the first 12 months of the
adoption or placement)*;

« care for employee’s spouse, domestic partner, child, or parent with a serious health condition;

» employee’s own serious health condition.

* Spouses or domestic partners who are employed at the same CUNY College are limited to a combined
total of 12 weeks within the FMLA leave year, when taking leave for these reasons.

Leave taken for a newborn, adopted or foster child as described herein must be taken all at once. If the
employee takes leave to care for a family member or for his/her own iliness, he/she may take the time on
an intermittent or reduced-time basis, but only if the medical condition necessitates this type of schedule.

For the purpose of this policy, a serious health condition is an illness, injury, impairment, or physical or
mental condition that involves incapacity or treatment connected with:

* inpatient care in a hospital, hospice or residential medical facility;
* pregnancy or prenatal care; or
* continuing treatment by a health care provider.

Under the CUNY FMLA Leave policy, an employee’s leave of absence may be either paid or unpaid.
However, before unpaid FMLA leave may be authorized, the employee will be required to exhaust any
appropriate accrued paid leave.

Leave for iliness granted under the University’s temporary disability leave policy which extends beyond
five (5) workdays will be counted as part of the annual FMLA entitlement, starting from the first day of
leave. In addition, the first 12 weeks of any authorized leave taken pursuant to University policies or
collective bargaining agreements that qualify as FMLA leave will be counted against the FMLA
entitlement for that leave year.



For the serious health condition of an employee, which may include a pregnancy-related condition, paid
sick leave accruals must be used first, followed by all other available time and leave accruals.

For the birth and care of a newborn, placement with the employee of a child for adoption or foster care, or
for care necessitated by the serious health condition of a family member, all available paid time and leave
accruals other than sick leave accruals must be charged before unpaid leave may be granted.

While on paid/unpaid leave, CUNY will maintain group health benefits in the same manner as prior to
leave. Pension contributions will continue, however, only during the paid portion of the leave.

Upon return from FMLA leave, the employee will be restored to the position held prior to the leave or to
an equivalent position with equivalent benefits. If the employee fails to return to work upon expiration of
the FMLA leave and has not received authorization for his/her continued absence, he/she may be subject
to disciplinary action in accordance with University policies and applicable collective bargaining
agreements.



General Counsel & Vice Chancellor for Legal Affairs

The City
University
of

535 East 80th Street
New York, NY 10021

Tel: 212-794-5382
New York Fax: 212-794-5426
To: All CUNY Facuity
From: Frederick P. Schaffer @
Re: Ethics Bulletin: Gifts to Faculty
Date: September 19, 2006

As the academic year gets underway, many of you are invited to attend a seminar or
conference paid for by a CUNY vendor, to review textbooks, write new ones, or are offered
certain “tokens of appreciation” from your students. In connection with such activities, there are

_a number of rules to keep in mind. Under the New York State Public Officers Law, which
governs all CUNY employees, including faculty at the senior and community colleges,
attendance at a seminar or a conference given and paid for by a CUNY vendor, or acceptance of
an incentive from a publisher or a “token” from a student, may constitute an acceptance of an
unauthorized gift and a violation of the Public Officers Law.

What are t_he Rules?

Section 73 (5) of the Public Officers Law specifically prohibits CUNY faculty employees
from soliciting or accepting any gift (including hotel and travel expenses) worth $75 or more,
when a reasonable person could infer that the gift was intended to influence, or could reasonably
be expected to influence, the faculty employee in the performance of his/her official duties, or
was intended as a reward for any official action. ‘

~ CUNY faculty employees cannot accept any gift, no matter what the value, from a
“disqualified source”, because the gift is presumed to be intended to influence the faculty
-employee. It does not matter whether the gift is given as a reward, an incentive, as a gratuity, or
to curry favor or to influence.

A disqualified source is defined as “a person or entity that is regulated by, does business
with, appears before or negotiates with your agency; lobbies or has litigation adverse to your
agency; applies for or receives funds from your agency; or contracts with your agency or another
agency when your agency receives the benefit of the contract.” This would include a vendor, a
company seeking to do business with CUNY, a publisher seeking a favorable review of a
proposed textbook, a bookstore, a union, a lobbyist, a student seeking a better grade, or some
other preferential treatment, a favorable decision or determination or something else of value. -

A CUNY faculty employee who accepts a gift, in violation of these rules, could be
subject to a civil penaity of up to $10,000, or be criminally charged with a Class A misdemeanor.



What is a Gift?

A gift may take many forms, including money, loan, travel, meals, golfing events,
additional copies of a new book or textbook, gift certificates, refreshment or
entertainment. -

The value of a gift is the retail cost to purchase it; the value of a ticket, or a gift
certificate, entitling you to food, refreshments, entertainment, ¢tc. is the face value of the
ticket; if no value is indicated, the value is the actual cost to the giver. Multiple gifts
from a single source given over a twelve-month period that add up to $75 or more will
be deemed to be one gift of the total value of all the gifts.

The offer of reciprocity, or even actual reciprocity, does not reduce the value of a gift
given to you.

You may not designate a friend, family member or entity (for example, a charity) to
receive a gift that you cannot receive.

What You May Not Do:

‘You may not accept gifts of $75 or more from any source, where it can be reasonably
inferred that the gift was intended, or actually does result in favorable treatment to the
gift-giver;

You may not solicit or accept a gift of any value if it would constitete a substantial
-conflict with the proper discharge of your CUNY duties. If you knowingly or
intentionally do so, you are subject to fines, suspension and/or removal from your job by
your appointing authority.

You may never accept, or solicit travel or lodging, even in connection with a business
event or to benefit CUNY, such as for a publisher’s conference, or a training session,
from a disqualified source.

You cannot accept gifts of any amount of money from any student, even if it is
appropriate or culturally acceptable to do so in the student’s native country,

You may not solicit or accept a gift of a laptop computer in exchange for reviewing
textbooks for a publisher,

You may not, after reviewing a textbook for a publisher, in exchange for a modest
reviewer’s fee, which is acceptable, ask that publisher for multiple copies of the textbook
and then resell the textbooks to the college bookstore. Additionally, you may not ask that
publisher for copies of any unrelated books for your own personal interests, to then
distribute as gifts, in exchange for a favorable review of the textbook you are reviewing
in connection with your work at CUNY.



You may not enter into an agreement with bookstores to only stock and sell new, not
used, copies of textbooks that you have authored so that you may benefit from full
royalty fees.

What You May Do:

You may accept:

reasonable and customary presents given on special occasions from CUNY colleagues;

gifts given by someone based on a family or personal relationship with you;

invitations to attend personal or private events from colleagnes or friends from the office;

meals received when you serve as a participant or speaker in a job-related professional or
educational program and meals are available to all participants;

modest items of food and refreshment offered: tea, coffee, donuts, chips, fruit, soda,
bottled water, etc., other than as part of a meal;

in exchange for reviewing a textbook, a modest reviewer’s fee, as well as a copy of the
book you reviewed;

unsolicited advertising or promotional material of little intrinsic value;

most awards and plaques presented in recognition of your service;

rewards or prizes given to competitors in contests or events, including random drawings,
widely attended and open to the public;

under some very narrow circumstances, meals and hospitality, but never travel or
lodging, from a disqualified source when your participation at an event is for a CUNY

* purpose and related to your official Faculty duties--that is, when your participation will

further CUNY programs and the event is widely attended, by other than just CUNY"
faculty.

What if I Am Still Not Sure?

- If you are offered or receive a gift, you should consult with your College ethics officer or
the Office of the General Counsel (“OGC”) to determine whether you can accept it, and for
guidance on what you should do. A list of College ethics officers and phone numbers is
attached. To reach the OGC call 212/794-5382; say you have a “gift” question.

You may also go to the New York State Ethics website for more information on glﬂs Go to
< www.dos.state.ny.us/ethc/ethics. html>

TO:

DISTRIBUTION LIST:

Cabinet

Chief Academic Officers

Administrative Council

All Legal/Labor Designees/Ethics Officers
All HR Directors

Internal Audit

All Purchasing Directors and their Staff
UCco



Non- Discrimination Policy- Statement of Principles

The City University of New York, located in a historically diverse municipality, is committed to

engendering values and implementing policies that will enhance respect for individuals and their cultures.
The University believes that, in order truly to benefit from this diversity, the University must foster
tolerance, sensitivity and mutual respect among all members of its community. Efforts to promote diversity
and to combat bigotry are an inextricable part of the educational mission of the University. Diversity
among the University's many members strengthens the institution, promotes the exchange of new ideas,
and enriches campus life.

The University does not condone and will not tolerate discrimination in employment or in its educational
programs and activities.

The City University of New York continues to recognize the important need to maintain at each campus
equal access and opportunity for qualified students, faculty and staff from all ethnic and racial groups and
from both sexes.

Policy Statement

It is the policy of The City University of New York and the constituent colleges and units of The University
to recruit, employ, retain, promote, and provide benefits to employees and to admit and provide services
for students without regard to race, color, national or ethnic origin, religion, age, sex, sexual orientation,
gender identity, marital status, disability, genetic predisposition or carrier status, alienage, citizenship,
military or veteran status, or status as victim of domestic violence.

Sexual harassment, a form of sex discrimination, is prohibited under the University's Policy Against
Sexual Harassment.

The City University of New York, as a public university system, adheres to federal, state, and city laws
and regulations regarding non-discrimination and affirmative action including among others, Executive
Order 11246, as amended, Titles VI and VIl of the Civil Rights Act of 1964, Title IX of the Education
Amendments of 1972, Sections 503 and 504 of the Rehabilitation Act of 1973 and the Americans with
Disabilities Act of 1990, Section 402 of the Vietnam Era Veterans' Readjustment Assistance Act of 1974,
as amended, the Equal Pay Act of 1963, the Age Discrimination in Employment Act of 1967, as amended
and the Age Discrimination Act of 1975, the New York State Human Rights Law and the New York City
Human Rights Law. The "protected classes", as delineated in Executive Order 11246 (Black, Hispanic,
Asian/Pacific Islander, American Indian/Alaskan Native and Women), were expanded on December 9,
1976 by the Chancellor of The City University of New York to include Italian-Americans.

Discrimination Complaints

Hunter College and The City University of New York are committed to addressing discrimination
complaints promptly, consistently and fairly. Discrimination complaints should be made to the following
College Officials:

Acting Dean, John Rose is the College affirmative action officer, coordinator for Title IX, which prohibits
sex discrimination in federally assisted education programs, and coordinator for the Age Discrimination
Act, which prohibits age discrimination in federally assisted education programs. His office is located in
the East Building room 1706 and his telephone number is 772-4242.

Professor Tamara Green is the college coordinator for the Americans with Disabilities Act and Section
504, which prohibit discrimination on the basis of disability. Her office is located in the west Building room
1425 and her telephone number is 772-5061.



Retaliation against any member of the University community who has made a complaint of discrimination
is prohibited.

The full text of CUNY's Non-Discrimination Policy can found
at:http://portal.cuny.edu/cms/id/cuny/documents/level 3 page/010682.htm

Effective: October 1, 2004


http://portal.cuny.edu/cms/id/cuny/documents/level_3_page/010682.htm

3/13/13 Right to Know
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| The Uniformed Senices Employment and Reemployment Rights Act |
| Workplace Violence Policy and Procedures | Privacy Policy | CUNY Domestic Violence Policy |

According to law, your employer must inform you of the health effects and hazards of toxic substances
at your worksite. Hunter College has an Office of Environmental Health and Safety, which addresses
issues such as: asbestos concerns, indoor air quality complaints, chemical radiation and biomedical
waste concerns, and safe laboratory practices, etc. The office conducts awareness and 'Right to Know'
training for those employees working with hazardous materials.
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3/13/13 Snow and Other Emergency Closings
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The University has issued procedures for snow and other emergency closings for academic year. The
determination to cancel classes or operations will be made by the Hunter College President. Closings
will be broadcast on the following radio stations and posted on the CUNY and Hunter College websites:

WWW. Univision.com
(Spanish Language)

WBLS |107.5FM |www.wbls.com
WCBS |880 AM www.wcbs880.com
WFAS 1230 AM | www.wfasam.com
WFAS 106.3 FM | www.wfasam.com
WFAS 103.9 FM |www.wfasfm.com
WINS 1010 AM  |www.1010wins.com
WLIB 1190 AM | www.wlib.com
WOR 710 AM www.wor710.com

WADO | 1280 AM

If the College is closed, members of the Public Safety and Facilities Management and Planning staff are
expected to report to work. If classes are cancelled, but the College remains open, all employees are
expected to report to work.

As is customary, an attempt will be made to make up classes cancelled due to an emergency closing.
If a snow closing is announced during final examinations, a make-up day will be scheduled after the
regular examination period.

Procedure for the Campus Schools

The Campus Schools will follow the same procedures as other New York City Public Schools. The
decision to close is made by the New York City Department of Education. This decision is generally
made for the entire school system or for an entire borough, and not for a particular school. Faculty,
students and staff should listen to the abowe listed radio stations for information regarding public school
closings.
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NOTICE TO ALL CUNY EMPLOYEES OF THEIR OBLIGATIONS UNDER THE STATE ETHICS LAW
REGARDING HONORARIA AND TRAVEL REIMBURSEMENTS, PROHIBITED ACTIVITIES, AND
PROHIBITED GIFTS

A copy, of the State Ethics Law and Regulations are available upon request from the college's ethics
officer (labor designee) or the State Ethics Commission (1-800-87 ETHICS), or online at
www.dos.state.ny.us/ethc/ethics.html. Ask for a copy of the blue ethics booklet.

EH These forms are in PDF format. PDF forms can be viewed, filled out online, and printed using the
Adobe Acrobat Reader v.5 or later. Acrobat Reader is available for download at the Adobe web site.

Annual Report of Receipt Honoraria |_*H

Annual Reporting Honoraria Guideline |:H
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Policy Against Sexual Harassment

The CUNY Policy against Sexual Harassment requires that all incidents of possible harassment be
reported to the College's Sexual Harassment Panel for investigation, and possible action. You may obtain
a copy of these policies and procedures from the Panel Office, E1206, or from your department office. If
you believe that you have been the victim of sexual harassment, you should report it immediately to your
Department Chair or to any member of the Sexual Harassment Awareness and Intake Committee
Members. All faculties should attend sexual harassment prevention training.



http://hr.hunter.cuny.edu/policies/sexual%20harassment/committee.html
http://hr.hunter.cuny.edu/policies/sexual%20harassment/committee.html

Statement of Policy on Multiple Positions

MULTIPLE POSITIONS

1. PREAMBLE

Each full-time faculty member is obligated to view his/her appointment to a college or university faculty
position within The City University as his/her major professional commitment. This commitment
obligates the faculty member in two ways: he/she is at once a member of the national and international
world of learning and a member of The City University community. Though his/her first responsibility to
The City University is that of teaching, he/she recognizes the important and essential obligation to be
regularly accessible for conferences with his/her students, to participate in appropriate extracurricular
undertakings, and to serve on various college and university committees and as a member of college
and university councils and other assemblies.

The City University of New York is a major research university. A full-time faculty member is expected to
create new knowledge in his/her discipline through scholarly research, writing, and creative

works. He/she constantly makes all efforts to improve his/her professional standing through study and
thought, and also through activities such as research, publication, attendance at professional
conferences, and the giving of papers and lectures. Such professional involvements also enhance
his/her abilities as a teacher and as a member of The City University community; such professional
involvements support the value of his/her activities on campus and equip him/her to participate in
significant educational innovations as well as furthering his/her professional stature.

2. MULTIPLE POSITIONS
a. OUTSIDE THE CITY UNIVERSITY

Full-time appointment to a college or university faculty position is a full-time assignment. Faculty
members have a responsibility to observe professional standards of behavior in becoming involved in
activities supplemental thereto. No employment, consultative, or other work outside The City University
may be engaged in by a faculty member unless he/she receives prior approval from the P & B of his/her
department after full disclosure of his/her total academic commitment, the proposed outside
employment, consultative, or other work, and other outside work theretofore approved. The P & B
committee shall not approve any outside employment, consultative, or other work unless such
employment or work relates to the professional interests, strengthens the professional competence, or
enriches the professional performance, and does not interfere with the professional standing of the
faculty member. No employment, consultative or other work, remunerative or otherwise, shall be
approved by the P & B Committee or engaged in if the services of the faculty member to his/her college
or the university or his/her ability to meet his/her commitments to his/her college or the University
(including teaching, research, and service obligations) will be impaired thereby. If the departmental P &
B approves such employment or work, the amount of time that the faculty member may expend thereon
shall be determined by the departmental chairperson after consultation with the faculty member, and
subject to the review of the college president. In no event shall the total amount of time to be expended
on such outside employment or work be or be approved for more than an average of one day a week, or
its equivalent over the course of the academic year.

In connection with any outside employment, consulting arrangement or other work, each faculty member
shall abide by, make known to the other party and incorporate in any written agreement, the following
principles:

i. The faculty member is serving in an individual capacity, and not as an agent, employee or
representative of The City University and that the name of The City University or any of its constituent



units may not be used in connection with the faculty member’s services, other than to identify his/her
employer, without the written permission of The City University.

ii. The faculty member’s primary employment responsibility is to The City University, and he/she is
bound by its policies, including those related to consulting and other outside work.

iii. Inrendering services to the outside party, the faculty member may not make substantial use of The
City University’s resources, including but not limited to its facilities, equipment, employees, proprietary
information, or clinical data bases, without written permission of The City University.

iv. No relationship or agreement between the faculty member and another party may grant rights to
intellectual property owned by The City University and/or the Research Foundation without their written
authorization.

v. The outside party may not (i) restrict or hinder the ability of the faculty member to conduct current or
foreseeable research assignments as an employee of The City University, (ii) limit his/her ability to
publish work generated at or on behalf of The City University or (iii) infringe on his/her academic freedom
as a faculty member.

b. WITHIN THE CITY UNIVERSITY — TEACHING

1) Where the best interests of the college or the university make it desirable or necessary to draw upon
full-time personnel in one unit or branch for service in another, requests for such service should originate
with the principal academic or administrative officer of the requesting unit and have the approval of the
principal academic or administrative officer of the other unit. It is the policy of the university and its
colleges to achieve exchanges of services, wherever possible, by budgetary interchange or by the
balancing of interchanged services, with no additional academic load or extra remuneration for the
individuals concerned. Variations from this norm will be allowed only with the special permission of the
Chancellor, or the appropriate President.

2) Within the framework noted in section 1, full-time non-tenure-track and tenured faculty will be
eligible for consideration for an overload assignment when such assignment is determined to be in the
best interest of the college and to serve a specific academic need. Permission to take on an overload
teaching assignment will only be granted up to a maximum of eight classroom contact hours total over
the fall and spring semesters.

3) In addition to the overload assignment permitted in paragraph 2, a full-time non-tenure-track or
tenured faculty member will be eligible for consideration for additional overload assignments of no more
than a total of six classroom contact hours during the academic year in courses offered during the Winter
Session, in courses offered exclusively on Saturdays or Sundays, or in courses offered as part of on-line
degree programs.

4) Overload teaching by full-time, non-tenured, tenure-track faculty is not permitted, but if a faculty
member is not currently using the contractually-mandated research reassigned time, exceptions can be
made on an individual basis with the special permission of the Chancellor, or the appropriate President.

c. WITHIN THE CITY UNIVERSITY — RESEARCH, CONSULTING, EMPLOYMENT

The City University regards scholarly activity and research as part of the normal activity and
responsibility of the faculty. In fact such activities are part of the basis on which faculty members are
evaluated, reappointed, or promoted. The public looks to the University as a source of new information,
reinterpretations, and advancing intellectual activities. Also, the University is looked upon as a
community of scholars. This carries the implication of joint scholarly effort and mutual support and
availability amongst faculty and students. The faculty is given full-time annual paid employment to cover
all the activities of teaching, research, consulting, curriculum development, counseling, committee work,



etc.

When special funding in support of research is available, it is presumed to make possible, or easier, the
scholarly activity that faculty and students wish to or are willing to pursue. Accordingly, it is the policy of
the Board of Trustees that there may not be paid any extra compensation to full-time members of the
faculty for work done during the academic work year. This limitation applies to research, consulting, or
any other employment with The City University or any of its associated organizations, regardless of the
source of funds. For the particular case of extra teaching, the policy is expressed in Section 2b above.

Under the special circumstances of an urgently needed short-term administrative and/or service
assignment, a President or Vice Chancellor in the Central Office may authorize specific extra
compensation for a faculty member whose services are required as an overload. This authorization
must define both time and money limitations, and must state that it was not possible to relieve the faculty
member of other duties to an equivalent extent. Such non-teaching overload assignments will be limited
to 150 hours per semester at the nonteaching hourly rate, or a total of 300 hours for the entire academic
year. Further adjustments may be authorized by the Chancellor or the Chancellor’s designee.

d. WITHIN THE CITY UNIVERSITY — SUMMER ACTIVITIES

Compensation for CUNY summer activities from the University and related entities, such as the
Research Foundation and the college foundations, shall not exceed a total for all such activities of three-
ninths of the faculty members’ full-time CUNY salary. This includes, but is not limited to, teaching in a
summer session in The City University of New York, performing administrative duties (such as service as
a department chairperson), and conducting research paid for using funds originating from the CUNY
Research Foundation.

Notwithstanding the limitation in the preceding paragraph, a college foundation may pay faculty for
research or additional work during the summer, in an amount that will cause the faculty member's total
compensation from the University and related entities to exceed three-ninths of his/her annual salary,
under the following conditions: (i) such payment is consistent with the rules and regulations applicable to
the college foundation; (ii) the circumstances surrounding such payment have been rigorously
documented and justified; and (iii) such payment has been approved by the Chancellor or the
appropriate President.

The faculty member shall report to the college at which he/she has a full-time appointment all such
summer activities in advance of participating in them to ensure that they do not exceed contractual rules
or University practices.

3. RESTRICTIONS ON MULTIPLE POSITIONS FOR FACULTY ON LEAVES FROM THE CITY
UNIVERSITY OF NEW YORK

When faculty members are granted leaves of absences, they are expected to devote their time and
energy to the purposes for which the leave is granted. As a general rule, employment within or outside
of the University during leaves of absence is prohibited, unless such involvement is integral to the
purpose for which the leave is granted. Employment either within or outside of the University during a
leave of absence requires the approval of the President, pursuant to guidelines to be promulgated by the
Chancellor. Notwithstanding the forgoing, faculty on Travia Leave may be employed outside of the
University with prior notice to the President, but only if they have given an irrevocable commitment to
retire.

For the purposes of this policy, Fellowship Leaves and Scholar Incentive Awards will cover periods
within the boundaries of the academic year, and do not include the period of the annual summer leave.



4. MULTIPLE EXTRA INVOLVEMENT

From the beginning of the fall semester until the day after spring commencement, the total extra
involvement shall not exceed 300 hours of extra consultation or non-teaching adjunct work (see section
2.c), or 14 classroom contact hours of extra teaching (that is, the combined extra teaching permitted
under Paragraphs 2.b.2 and 2.b.3), or a proportional combination of these two types of activities.

5. MECHANISMS OF PAY

During the academic year, all work done for CUNY must conform to the rates of pay indicated in the
collective bargaining agreement.

During the summer, faculty are paid at the hourly rate to do teaching or non-teaching CUNY work in
conformity with the collective bargaining agreement. Further, the pay given to faculty during the summer
for service as a department chair must conform to the contractual formula negotiated for that purpose. In
addition, during the summer faculty paid with funds originating from the CUNY Research Foundation
must be paid at the CUNY rates of pay.

6. ANNUAL REPORT

At the regular June meeting, the Chancellor shall report to the Board the steps taken by the Presidents
to implement these regulations and the extent of compliance with the limitations set. The reports shall
contain details from the Presidents about all excesses over any of the guidelines herein stated, including
the names of all persons involved and the specific reasons for the excesses. The University will continue
to monitor overload assignments. Overload assignments shall be reported to the Board of Trustees as
part of the annual report.
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