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Executive Summary
Purpose 
To determine whether the State University of New York (SUNY) at Albany (Albany) complied with 
policies for administering sabbatical and other paid leave. 

Background
Policies regarding sabbaticals and other paid leave are set by SUNY’s Board of Trustees and 
labor agreements. The individual SUNY campuses, including the University at Albany (Albany), 
are responsible for administering sabbatical and other paid leave policies consistent with SUNY 
direction and the corresponding provisions of the pertinent labor agreements.  Sabbatical leaves 
are granted to academic and administrative officers to promote professional development.  Other 
paid leaves are granted to academic employees for professional development or other purposes 
consistent with the needs and interests of the school.  There are several specific guidelines and 
requirements relating to sabbatical leaves. In comparison, the guidelines and requirements 
for other paid leaves are general and limited. In previous audits, we recommended that SUNY 
strengthen policies and requirements for other paid leave.

Key Findings
• We found officials complied with applicable formal guidance for most of the sabbatical and other 

paid leave we reviewed.  However, there were instances of non-compliance with prescribed 
sabbatical program guidance and questionable uses of sabbatical leaves. The sabbaticals in 
question cost Albany $396,581.  We also questioned the propriety of other paid leaves which 
cost $622,062. 

• One employee, for example, did not return to Albany for the required minimum period of one 
year after the sabbatical.  This employee received a total of $38,082 in salaries and stipends 
while on sabbatical. Also, this employee and another employee failed to submit the required 
statements of activities and accomplishments after completing their sabbaticals.   

• Albany officials granted other paid leave costing $292,267 to four employees whom they knew 
would not return to work.  The four employees either retired or resigned.  One of the employees 
who received $90,494 noted on his leave request that he intended to take leave “with full pay 
leading to retirement.” 

• SUNY has not implemented recommendations we made 22 years ago to ensure other paid 
leaves were in the best interest of the campuses.  As a result, the environment at Albany enabled 
officials to grant other paid leaves without adequate justification. 

Key Recommendations 
• Improve controls over the granting of sabbatical and other paid leave to ensure they comply 

with SUNY policies.
• Adopt policies for granting other paid leave that ensure leave is granted for reasons consistent 

with the needs and interests of the University. 

(In response to the draft audit report, SUNY officials indicate general agreement with our 
recommendations. However, the SUNY response also provides a detailed narrative explaining 
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why each of the examples cited in the audit report is compliant with SUNY’s current policy and 
why no recoveries are in order. In addition, SUNY officials point out that individual University 
campuses are prevented from unilaterally effectuating changes to sabbatical and other paid leave 
polices because the polices are the subject of negotiations in New York State.)

Auditor’s Comments: We maintain that many of the examples cited in our report do represent 
non-compliance with existing policies and that certain of the examples do call into question the 
benefit that taxpayers and the University have actually received from the use of paid leaves.  Our 
State Comptroller’s Comments at the end of this final audit report provide our detailed rejoinders 
to the SUNY response. 

We recognize that the University at Albany does not have the authority to unilaterally change 
existing negotiated policy for sabbatical and other paid leaves.  In this regard, our intention is to 
point out shortcomings with the current policies so that the System Administration, together with 
the campuses, can act to strengthen policies through the negotiation process.  We point out now, 
as we did 22 years ago, that the criteria for other paid leave ought to be more comprehensive 
to ensure accountability and transparency.  Also, we reiterate that our illustrations of the use of 
other paid leave simultaneously with or in conjunction with sabbatical leave calls into question 
whether other paid leave has a demonstrable benefit to the University and to taxpayers or is 
simply used to circumvent the salary limitations associated with sabbatical leave.  The absence 
of contemporaneous reports of the actual results and benefits of paid leave, as cited in the audit 
report, only serves to reinforce this view. 
 

Other Related Audits/Reports of Interest
State University of New York: Downstate Medical Center: Allegations of Procurement Fraud, 
Waste and Abuse (2010-S-45)
State University of New York: Educational Opportunity Program (2007-S-99) 

http://osc.state.ny.us/audits/allaudits/093012/10s45.pdf
http://osc.state.ny.us/audits/allaudits/093012/10s45.pdf
http://osc.state.ny.us/audits/allaudits/093008/07s99.pdf
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State of New York
Office of the State Comptroller

Division of State Government Accountability

July 30, 2013

Dr. Nancy L. Zimpher
Chancellor
State University of New York
State University Plaza
Albany, NY  12246

Dr. Robert J. Jones 
President
University at Albany
State University of New York
1400 Washington Avenue
Albany, NY  12222

Dear Dr. Zimpher and Dr. Jones:

The Office of the State Comptroller is committed to helping State agencies, public authorities 
and local government agencies manage government resources efficiently and effectively and, by 
so doing, providing accountability for tax dollars spent to support government operations.  The 
Comptroller oversees the fiscal affairs of State agencies, public authorities and local government 
agencies, as well as their compliance with relevant statutes and their observance of good business 
practices.  This fiscal oversight is accomplished, in part, through our audits, which identify 
opportunities for improving operations.  Audits can also identify strategies for reducing costs and 
strengthening controls intended to safeguard assets. 

Following is a report of our audit of the State University of New York and the University of Albany 
entitled Sabbatical and Other Paid Leave.  This audit was performed pursuant to the State 
Comptroller’s authority under Article V, Section 1 of the State Constitution and Article II, Section 
8 of the State Finance Law.

This audit’s results and recommendations are resources for you to use in effectively managing 
your operations and in meeting the expectations of taxpayers.  If you have any questions about 
this report, please feel free to contact us.

Respectfully submitted,

Office of the State Comptroller
Division of State Government Accountability
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State Government Accountability Contact Information:
Audit Director:  Brian Mason
Phone: (518) 474-3271 
Email: StateGovernmentAccountability@osc.state.ny.us
Address:

Office of the State Comptroller 
Division of State Government Accountability 
110 State Street, 11th Floor 
Albany, NY 12236

This report is also available on our website at: www.osc.state.ny.us 
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Background 
The State University of New York (SUNY) consists of 64 autonomous campuses, which include 
29 State-operated campuses, five statutory colleges affiliated with private universities, and 30 
community colleges.  Policies regarding sabbaticals and other paid leave are set by SUNY’s Board 
of Trustees and SUNY’s Collective Bargaining Agreement (CBA) with academic and professional 
staff. The individual SUNY campuses, including the University at Albany, are responsible for 
administering the policies for sabbatical and other paid leave established by SUNY System 
Administration.  Although the campuses must adhere to SUNY’s system-wide policies, campus 
administrators may also adopt more restrictive policies.   

Sabbatical leaves are granted to academic and administrative officers to promote professional 
development. The objective is to increase an employee’s value to SUNY and, thereby, improve 
and enrich its various programs. SUNY’s policies require that employees who take sabbatical 
leaves return for one year of professional service at the conclusion of their sabbatical leave. This 
ensures SUNY benefits from this leave, since there would be no benefit if the employees fail to 
return to service. Employees can only take one sabbatical every six years and are paid 50 percent 
of their annual salary while on sabbatical leave.  SUNY also grants other paid leave to academic 
and professional employees for the purpose of professional development or other purposes 
consistent with the needs and interests of the school as deemed appropriate by the Chancellor. 

In 1991, we issued an audit report (91-S-30) which found SUNY’s policies for other paid leave were 
insufficient.  Specifically, SUNY did not require certain employees to return from these leaves for 
a minimum period of time, and in some cases, SUNY officials used the other paid leave as an 
incentive for employees to resign from their jobs after the leave was finished.  In 1995, we issued 
a follow-up report (95-F-24) which found that SUNY did not implement a recommendation to 
amend its policies requiring employees to return for a minimum period of service after they were 
granted other paid leave. At that time, SUNY officials indicated that the recommendation was not 
implemented because officials needed to negotiate changes in collective bargaining agreements 
with public employee unions.  At the time we completed our audit field work, SUNY officials 
advised us the status of this matter had not changed.  

During the period September 1, 2007 through August 31, 2011 SUNY’s University at Albany 
(Albany) granted 196 sabbatical leaves at a cost of more than $9.2 million and granted 43 other 
paid leaves at a cost of more than $1.6 million.   We reviewed 55 sabbatical leaves and 39 other 
paid leaves (costing about $4.3 million) that Albany granted during that four-year period.  
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Audit Findings and Recommendations
Albany officials complied with applicable formal guidance for most of the sabbatical and other 
paid leaves we reviewed.  Nonetheless, there were instances of non-compliance with prescribed 
sabbatical program guidance and questionable uses of sabbatical leaves. The sabbaticals in 
question cost Albany $396,581.  We also identified questionable uses of other paid leave 
which cost $622,062. Because of the non-compliance and questionable use, Albany might have 
derived little or no benefit from these paid leaves. Further, SUNY had not implemented audit 
recommendations the State Comptroller made 22 years ago to ensure other paid leaves were in 
the best interest of the campuses. As a result, there was an environment at Albany that enabled 
officials to grant other paid leaves without adequate justification. Given the State’s and SUNY’s 
current fiscal concerns, officials must take steps to ensure that sabbaticals and other paid leaves 
conform with the prescribed requirements and the public investment in such leaves is adequately 
protected.

Sabbatical Leave

Albany did not adequately administer and monitor the sabbaticals of certain employees. We 
reviewed a judgmental sample of 55 sabbatical leaves for 53 employees at Albany during the four-
year period ending August 31, 2011.  Of these, we found 15 employees took sabbatical leaves 
(costing $396,581) that did not comply with one or more SUNY or Albany policies.

Pursuant to the Board of Trustees’ policies and SUNY’s CBA, employees are required to 
complete activity and accomplishment reports upon their return from sabbatical leaves.  Albany 
administrators use these reports to determine whether employees’ activities and accomplishments 
met the objectives of their sabbaticals.  Further, if an employee does not return to the campus 
to work for the required year after taking a sabbatical, Albany can take steps to recover the 
employee’s sabbatical compensation. Nonetheless, we determined that:

• An employee took sabbatical leave on September 1, 2008 and went to a foreign country, 
where he eventually obtained full-time employment. The employee never returned to the 
Albany campus. Nonetheless, Albany placed the employee on the regular payroll (at 18 
percent of base pay) on March 5, 2009.  On May 28, 2009, Albany placed the employee on 
educational leave. On September 3, 2009, Albany returned the employee to the regular 
payroll to teach one course in a distance learning format. On January 7, 2010, Albany 
terminated the employee. Based on these circumstances, we conclude the employee did 
not return to Albany for the required minimum period of one year. While on sabbatical, 
the employee received a total of $38,082 in salaries and stipends. Albany did not recover 
the salaries or stipends paid to  this employee; and 

• Two employees did not submit the required report of professional activities and 
accomplishments after returning from sabbatical leave. Without this report, University 
at Albany administrators lacked adequate support to show what activities the employees 
engaged in, what the employee accomplished while on sabbatical, and whether there 
was any benefit to the campus. Albany paid the two employees a total of $173,491 
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(which includes $38,082 from the employee who did not return to Albany, as cited 
previously). Subsequent to our audit fieldwork, Albany obtained the required activities 
and accomplishment reports from the employees in question.  

We also found that Albany officials granted leaves that were inconsistent with the design and 
intent of the sabbatical program.  Specifically, we determined that:

• Two employees were granted sabbatical leaves for a full year and were paid their full 
salaries.  According to Albany officials, the two employees were granted both sabbatical 
and other paid leaves at the same time.  However, there was no documentation that 
officials approved other paid leave for the employees while they were on sabbatical.  
Albany granted another employee sabbatical leave for six months followed by other paid 
leave for six months.  Thus, Albany paid the employee his full annual salary although he was 
on leave for an entire year.   In total, Albany paid the three employees $330,468 for their 
leaves.  However, because SUNY policy limits an employee’s compensation to 50 percent 
of his/her full annual salary while on sabbatical, Albany should have paid the employees 
only $165,864 ($330,468 x 50 percent). Consequently, Albany incurred an equal amount 
($165,864) in excessive salary expenses. Further, given the aforementioned income 
limitation applicable to sabbaticals, we question the propriety of granting employees 
multiple leaves concurrently. (Note: SUNY’s CBA and the Board of Trustees policies are 
silent on the concurrent use of multiple forms of employee leave.)    

• According to Albany officials, department administrators granted an employee a sabbatical 
with the understanding the employee would not return to Albany after the sabbatical 
ended. The sabbatical program, however, is not intended for this purpose.  Moreover, 
this is inconsistent with the Board of Trustees’ policies and SUNY’s CBA, which require an 
employee to return for one year of professional service at the conclusion of a sabbatical.  
Further, prior to the sabbatical, the employee’s supervisor did not indicate what benefit 
it would provide to Albany. Nevertheless, Albany paid the employee $57,225 while on 
sabbatical. Also, the employee returned to his normal position after completing it.  

Employees can, with prior approval from the campus’ chief administrative officer, accept 
fellowships, grants-in-aid, or other income during the course of their sabbaticals. If an employee’s 
total sabbatical earnings exceeds his/her normal salary, campus officials can reduce the employee’s 
SUNY salary to the extent of the outside income.  However, Albany granted sabbaticals to seven 
employees who did not state how much they would receive in prospective income on their 
applications. Albany officials did not follow up with these employees to determine what they 
actually earned beyond their normal SUNY salaries during their sabbaticals. Therefore, Albany 
officials were unable to adjust the salaries of these employees, if they earned outside income 
during their sabbaticals and salary adjustments were warranted. 

In addition, we determined that Albany’s payroll system did not accurately reflect the leave status 
of four employees. For example, Albany approved two employees’ requests for sabbatical leave.  
However, the payroll system indicated that Albany placed these employees on other paid leave. 
Albany officials should ensure that payroll system information is corrected to properly indicate 
the leave status of the employees in question. 
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Recommendations

1. Ensure full compliance with prescribed requirements for sabbatical leave. In particular, this 
includes compliance with provisions for the: 

• return to Albany for a full year of work at the conclusion of a sabbatical; 
• maximum amount of compensation to be paid to an employee on sabbatical leave; 
• completion of an activity and accomplishment report at the conclusion of a sabbatical;
• reporting of prospective income and adjustment of salaries to reflect such income; and    
• appropriate use of sabbatical leave. 

2. Formally assess the instances of non-compliance and payroll system errors, as detailed in this 
report. Take actions as needed, including the recovery of improper compensation payments, 
to address the matters presented.  

Other Paid Leave

Pursuant to the Board of Trustees’ policies and the CBA, SUNY grants other paid leave to academic 
and professional employees for the purpose of professional development or other purposes 
consistent with the needs and interests of the school, as deemed appropriate by the Chancellor.  
Employees who request other paid leave must submit an application which includes a statement 
of the purpose for which the leave is requested, its anticipated duration, and its value to the 
applicant and Albany. SUNY’s policies prohibit employees on other paid leave from accruing or 
using leave credits.  Also, there are no other formal policies or guidelines which govern other 
paid leave. Consequently, senior campus officials have broad discretion in their interpretation of 
“other purposes” and the “needs and interests of the school” when evaluating applications for 
other paid leave.
 
We issued an audit report (91-S-30) 22 years ago which recommended that SUNY establish more 
specific program policies and/or guidelines (similar to those for sabbatical leave) to govern other 
paid leaves.  At the time, SUNY officials said they had to negotiate with labor unions before 
instituting such policy and guideline changes.  Although SUNY has negotiated four labor contracts 
since we issued report 91-S-30, SUNY officials still have not developed and implemented the 
recommended policies and guidelines that are needed. Therefore, the applicable policies and 
guidelines remain inadequately defined and do not ensure that the stated intent of other paid 
leave is achieved. 

Further, the current system enabled Albany officials to grant other paid leaves to employees 
although officials had little or no reason to expect any tangible benefit to the campus.  For 
example, the current policies do not require employees to return from other paid leave for any 
specific period of time and do not include penalties for failing to return from this leave.  Therefore, 
Albany officials had no basis to recover payments for other paid leaves that did not adequately 
benefit the campus.  In fact, we found instances in which Albany officials granted other paid leave 
to employees whom they knew would not return.  Specifically, we determined that:
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• Four employees, who were paid a total of $292,267, did not return to Albany at the 
conclusions of their paid leaves.  The four employees either retired or resigned.  One of 
the employees, who received $90,494 during the leave, noted on his leave application 
that he intended to take leave “with full pay leading to retirement;” and  

• On March 27, 2007, at a department faculty meeting, participants voted against the 
renewal of an employee’s contract, set to expire on August 31, 2008, due to “a lack of 
improvement in job performance.”  On May 19, 2007, the employee requested, and 
was granted, other paid leave starting in the fall of 2007.  Administrators subsequently 
granted an extension of the leave through the spring of 2008.  Albany paid the employee 
$27,682 during the leave. The employee did not return to Albany after the leave and was 
terminated when her contract expired in August, 2008. 

We also concluded that Albany officials used other paid leave inappropriately - as an incentive to 
hire one employee and encourage another employee to resign. It was unclear how these leaves 
supported the needs and interests of Albany.  Specifically, we determined that Albany officials: 

• guaranteed a job candidate one year leave at full salary after just one year of service.  The 
leave was an employment incentive.  Further, the Dean attached a note to the employee’s 
application stating “I do not want to sign this because I strongly disagree with giving (this 
employee) a full year off.” Nonetheless, another Albany official approved the application, 
and consequently, the applicant was hired and took the other paid leave costing Albany 
$88,846; and  

• asked a dean to resign her position and resume standard teaching duties.  Administrators 
prepared an application for other paid leave for the dean as part of an agreement for her 
to step down as dean. However, the dean never applied for the leave and did not sign 
the application.  Further, there was no formal activity plan for this leave or detail of the 
expected benefit to be derived from it.  Nevertheless, the dean went on other paid leave 
which cost Albany $209,831 (including a full year salary plus a $31,578 stipend).  She 
returned after one year of other paid leave and eventually resumed teaching.

In addition, since SUNY does not require those taking other paid leave to submit a report of 
professional activities and accomplishments, Albany lacked adequate support to determine 
whether employees achieved the stated purpose of such leave. Although 15 (of the 39) employees 
who were granted other paid leave submitted activity and accomplishment reports, the remaining 
24 employees did not. Albany paid these 24 employees about $1 million in salaries and stipends 
without verifying the employees’ activities and accomplishments - as well as the benefits the 
campus derived from these other paid leaves.  

Although SUNY prohibits employees on other paid leave from accruing leave credits, Albany did 
not have an adequate system in place to enforce this policy.  As a result, five employees received 
14.83 days of leave credits (worth $3,436) that they were not entitled to while on other paid 
leave. 
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Recommendations

3. Develop and implement clear policies to establish accountability over other paid leave. These 
should include, but not be limited to:

• requiring employees to return for one year of professional service at the   conclusion of 
their other paid leave; and

• requiring employees returning from other paid leave to complete activity and 
accomplishment reports.

4. Adopt guidelines that clearly distinguish between sabbatical and other paid leave, identify the 
expected purpose and benefit to SUNY from each, and identify the circumstances under which 
each type of leave is appropriate. 

5. Implement controls to ensure other paid leave is granted for purposes consistent with the 
stated intent of such leave.

6. Implement controls to ensure employees on other paid leave do not accrue leave credits.  Also, 
as appropriate, adjust the leave balances of the employees who accrued leave credits while on 
other paid leave.

Audit Scope and Methodology 
The objective of our audit was to determine whether the University was in compliance with SUNY’s 
policies for administering sabbatical and other paid leave. Our audit scope period was September 
1, 2007 through August 31, 2011. To accomplish this objective we interviewed University officials, 
reviewed policies and procedures and reviewed payroll and leave records for a judgmental sample 
of 83 employees.  During our audit period, these employees took 94 leaves (55 sabbatical leaves 
and 39 other paid leaves).  

We conducted our performance audit in accordance with generally accepted government auditing 
standards.  Those standards require that we plan and perform the audit to obtain sufficient, 
appropriate evidence to provide a reasonable basis for our findings and conclusions based on our 
audit objectives.  We believe the evidence obtained provides a reasonable basis for our findings 
and conclusions based on our audit objective.

In addition to being the State Auditor, the Comptroller performs certain other constitutionally and 
statutorily mandated duties as the chief fiscal officer of New York State.  These include operating 
the State’s accounting system; preparing the State’s financial statements; and approving State 
contracts, refunds, and other payments.  In addition, the Comptroller appoints members (some 
of whom have minority voting rights) to certain boards, commissions, and public authorities.  
These duties may be considered management functions for purposes of evaluating organizational 
independence under generally accepted government auditing standards.  In our opinion, these 
functions do not affect our ability to conduct independent audits of program performance.
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Authority
The audit was performed pursuant to the State Comptroller’s authority as set forth in Article V, 
Section 1 of the State Constitution and Article II, Section 8 of the State Finance Law.

Reporting Requirements
We provided a draft copy of this report to SUNY System Administration and University at Albany 
officials for review and response. Their response is appended at the end of this report along with 
State Comptroller’s comments rejoining the response. 

Within 90 days of the final release of this report, as required by Section 170 of the Executive 
Law, the Chancellor of SUNY shall report to the Governor, the State Comptroller, and the leaders 
of the Legislature and fiscal committees, advising what steps were taken to implement the 
recommendations contained herein, and where recommendations were not implemented, the 
reasons why.
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State Comptroller’s Comments
1. We have revised our report to reflect the comments of SUNY officials. 
2. The presence of an application stating the intended benefits of paid leave provides 

accountability for the approval of the leave and is a necessary control.   However, equally 
important is compliance with requirements for a report of the actual results and benefits 
of paid leave.  When such reports are not documented on a contemporaneous basis, as 
was the case in several of the examples cited by the audit report, there is significantly 
diminished assurance that paid leaves have been dedicated to and produced the desired 
outcomes and have not wasted funds. 

3. We have revised our report to delete statements about the payments totaling $507,410 
to four individuals.  

4. We acknowledge that paid leaves are governed by published SUNY policies contained in 
negotiated agreements and cannot be unilaterally changed by the University at Albany. 
Our intention is to point out to SUNY System Administration and to the campuses that 
there are opportunities to strengthen the existing policies through the negotiation process. 

5. We believe that many of the examples in our report do, in fact, represent aspects of non- 
compliance as well as questionable practices contrary to the comments of SUNY officials.

6. The facts as presented in the audit do not support the claim that the professor returned to 
the employment of the University for the required one-year period following the sabbatical.  
The employee was returned to payroll at 18 percent of base pay for approximately three 
months followed by an educational leave for three months followed by one semester of 
teaching a distance learning course. We continue to question how this arrangement is in 
compliance with stated policy.

7. We are pleased that the University was able to obtain the required reports of professional 
activity and accomplishments in response to the audit findings. Nevertheless, the 
documentation was not contemporaneous and the determination of activity and 
accomplishments should not have been prompted by an audit finding.  Such late reporting 
of requirements tends to increase the risk for errors or omissions in reporting results and 
increases doubt as to what timely benefits the University gained during and following 
such paid leave.  Further, we continue to question the compliance of this leave with stated 
policy.

8. In accordance with policy, approval of other paid leaves must be documented before the 
leave actually takes place.  In the absence of such approvals, the leave is non-compliant with 
policy and sound internal controls.  Moreover, the absence of written approval for other 
paid leave to be used at the same time as the use of approved sabbatical leave only serves 
to heighten concern about the propriety of the other paid leave. While one employee 
may have funded 50 percent of his salary from grant revenues during his sabbatical, the 
employee’s application for sabbatical did not contain this required disclosure, thus further 
indicating non-compliance.  In another case, the funding of one professor at 100 percent 
of salary for a six-month sabbatical followed by funding this employee at 100 percent from 
other paid leave for the next six months may be technically compliant with established 
SUNY policy. However, this practice circumvents the requirement that an employee must 
return to campus after completing a sabbatical (which is intended to produce a benefit to 
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the University) and, therefore, raises some question as to the propriety of using other paid 
leave immediately after the completion of a sabbatical.  Hence, we continue to question 
the transaction.

9. Officials who are knowledgeable and responsible for the approval openly stated to our 
auditors that there was no expectation that this employee would return to the campus 
after the sabbatical. This fact is not refuted in the University response.  In addition, 
contrary to the University response, the application for the sabbatical did not include the 
required supervisor’s supporting statement, addressing the benefits to be derived.  This 
further supports the notion that the employee was not expected to return to the campus 
after the sabbatical.  We continue to question the paid leave and how it benefited the 
University. We also continue to note aspects of non-compliance with policy requirements.

10. Policy requires the amount of the income to be obtained during a sabbatical must be 
documented and policy requires follow up on the amount of income actually received so 
that the University is able to determine if State compensation should be adjusted.  The 
University had insufficient documentation to support compliance with these aspects of 
policy and, hence, we continue to maintain the validity of our findings.  University officials 
note that on a going forward basis it would be a good practice to document information 
on external income for sabbatical candidates as a basis for documenting decisions to 
auditors.  University officials should be following this practice because it is part of a good 
system of internal control and because it promotes accountability and compliance with 
existing policy.

11. We agree that policy requirements for other paid leave do not require return of the 
employee to the campus after the completion of the leave. We continue to question this 
aspect of the policy because it is difficult to envision what taxpayer or University benefits 
accrue when paid leave is granted to employees who are not returning to the campus. 

12. See Comment 11.  In addition, this example raises the question of whether an employee 
in need of improved performance should be entitled to other paid leave.  Also, the facts 
of this situation suggest that  the original and extended paid leave allowed the University 
to simply not deal with a performance issue and, instead, bide time until the employee’s 
contract expired. 

13. We agree that the University acted within the zone of discretion for other paid leave. 
However, clearly the intention of this other paid leave was to allow the employee to take a 
sabbatical that he was otherwise not entitled to. Hence, we question the use of other paid 
leave in this instance.  Further, we continue to believe that criteria for other paid leave 
ought to address the amounts that can be compensated in these instances to reduce the 
risk that other paid leave is not simply used as a way around the salary limitation of the 
sabbatical leave policy.

14. We appreciate the after the fact explanations provided by the University in support of this 
use of other paid leave. However, we continue to note that the leave was not supported 
with the required application signed by the employee. 

15. We appreciate that the University System will review existing paid leave policies in 
response to our recommendations.

16. We believe that the examples cited in our audit illustrate areas where there is need for 
improved coordination and clarification on leave policies. 
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