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Good morning, and thank you for the opportunity to speak with you today. 

As you know, I come before you representing our staff unions, speaking on behalf of the 

dedicated professionals who compose the foundation of Northern Michigan University. What I 

share today comes not from a place of opposition, but from a genuine commitment to the success 

and integrity of NMU as a whole. 

We face a moment that requires honest conversation. Over recent months, a pattern has emerged 

that demands our collective attention: a breakdown in communication between administration 

and us-the staff who carry out the daily work of this university- coupled with an erosion of the 

accountability structures that have historically guided our operations. 

Let me be clear about what I mean by communication. I am not simply talking about the absence 

of emails or the cancellation of meetings, though both have occurred. I am talking about 

decisions that fundamentally affect working conditions, resource allocation, and institutional 

direction being made without meaningful consultation with those of us who will implement 

them. I am talking about policies announced as irreversible fact when collaborative input could 

have strengthened both the policy and its reception. I'm talking about staff raising legitimate 

concerns through proper channels, only to encounter silence or deflection. 

This communication gap has real consequences. When staff don't understand the rationale behind 

decisions, when their expertise is bypassed rather than leveraged, we see decreased morale, 

increased turnover, and the loss of institutional knowledge we cannot afford to lose. We see 

talented professionals questioning whether their contributions are valued. We see inefficiencies 

multiply because those closest to the work weren't consulted about how to execute new 

directives effectively. 

A recent example illustrates this point with particular clarity. Significant funds were allocated to 

the holiday party—resources sufficient to fund an entire TOP salary for a year—without any 

prior communication with union leadership. We don't begrudge our colleagues the opportunity to 

celebrate together. What concerns us is that such substantial spending occurred while staff 

positions remain unfilled with budget constraints regularly cited as barriers to addressing 

workforce needs. Had there been dialogue beforehand, as has happened in the past, we might 

have found ways to both recognize our community and address critical staffing gaps. Instead, the 

decision communicated a troubling disconnect between stated priorities and actual resource 

allocation. 

Equally concerning is the question of accountability. Accountability isn't about assigning blame; 

it's about establishing clear lines of responsibility and ensuring that decisions can be traced back 

to their origins. It's about creating systems where problems can be identified and addressed 

before they compound. It's about leadership that models transparency and acknowledges when 

course corrections are needed. 

We have observed instances where accountability appears to have been diffused to the point of 

invisibility. When staff raise issues of concern, it can be unclear who has the authority and 
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responsibility to address them. When initiatives fail to achieve their stated goals, there seems to 

be limited examination of what went wrong or how we might learn from the experience. When 

performance expectations are set for front-line staff but appear not to apply equally to leadership, 

it creates a corrosive double standard. 

This lack of accountability extends to the administration of our negotiated contracts. Contractual 

benefits such as in-class adjustments—provisions that staff have bargained for in good faith—

have experienced significant delays in implementation. These are not optional courtesies; they 

are binding agreements that form part of our compensation. When administration fails to process 

these adjustments in a timely manner, staff are effectively denied earned compensation, 

sometimes for months. There appears to be no consequence for these delays, no urgency to 

correct them, and insufficient transparency about why they occur or when they will be resolved. 

This pattern erodes trust and sends a troubling message about whether contractual obligations are 

taken seriously at the administrative level. 

The board has entrusted senior administration with considerable authority, as you should. But 

authority without accountability becomes arbitrary power. Communication without transparency 

becomes mere messaging. Neither serves this institution well. 

We come to you today because we believe the board has both the responsibility and the capacity 

to address these concerns. We're asking you to engage directly with these issues, not to 

micromanage operations, but to ensure that the governance structures you've established are 

functioning as intended. 

Specifically, we request that the board: 

First, require senior administration to establish and adhere to clear communication protocols, 

including regular consultation with union leadership on major decisions, timely information-

sharing with rationale, and structured opportunities for staff input before policies are finalized. 

Second, clarify and strengthen accountability mechanisms at the senior administrative level, 

including transparent performance metrics and regular reporting to the board that staff can 

access. 

Third, create a direct channel through which staff concerns about administrative communication 

and accountability can reach the board when internal processes have been exhausted. 

We recognize the complexity of governance and the challenges you face. We're not asking for 

perfection. We're asking for commitment to continuous improvement, and to the fundamental 

principles of good management: clear communication, shared responsibility, and meaningful 

accountability. 

The staff community you serve is this institution's greatest asset. They come to work each day 

committed to our mission. They deserve leadership that communicates openly, listens genuinely, 

and accepts accountability willingly. When we strengthen these foundations, everyone benefits: 

staff, students, faculty, administration, and the community we serve. 

We stand ready to work collaboratively toward solutions. We hope the board will join us in that 

commitment. 

Thank you for your time and consideration. 


