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by Ravi Ramkissoonsingh 
Local 242 Vice President and Bargaining Team member

This is a critical time for members of OPSEU Local 242 and all full-time and 
partial-load college faculty members around the province. Our current Collective 
Agreement (CA) expires on 30 September 30, 2017, and bargaining with the employ-
er—The College Employer Council—will begin in earnest in July. 

With all of this in mind, Local 242 has scheduled Demand-Set meetings for 15 
February at 5:30 pm in s132 at the Welland Campus and 16 February at 5:30 pm in 
e203 at the Niagara-on-the-Lake Campus. Demands formulated at these meetings 
will be put forward to the Provincial Demand-Set Meeting on 4–5 March  
in Toronto. 

At the provincial meeting, delegates from each of the 24 college locals—including 
those from Local 242 that you elected at the General Membership Meeting this past 
Fall—will vote on the demands that all locals have put forward. The Bargaining 
Team will then take the demands with the most support to the table with the em-
ployer.

About half of all Niagara College faculty completed the Provincial Bargaining 
Survey recently which is considered to be a very strong response rate and indicates 
that our membership is engaged in this process. Thanks to those who completed 
the survey! The results will form the basis of our discussions at our Demand-Set 
meetings.

The demands that we will be putting forward pertain to language in our CA. It 
may involve editing the language within particular Articles or even adding or sub-
tracting Articles. Each member will have issues that are of particular importance to 
them, but please also keep in mind what may be important to all faculty. 

For example, just because you may not be a victim of bullying or harassment 
(Article 4 of our CA), it does not mean that some of your colleagues haven’t been or 
that you may not be a victim in the future. 

Also, for those faculty who expect to be working at the College for many more 
years, think not only about your current work conditions but what conditions you 
would like to see 5, 10, 15, or even 20 years from now. What happens at the bargain-
ing table this year will affect our work conditions for many years to come.

Finally, this is YOUR union and it is critical that YOU be heard. We look forward 
to seeing you at one of these Demand-Set meetings and listening to your concerns. 

Bargaining Update/
Demand Setting Meeting

Welland Campus
15 February 

5:30 pm in S132 

Niagara-on-the-Lake 
16 February 

5:30 pm in E203
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Ontario Premier Kathleen Wynne told the Niagara Falls 
Review on 4 November that she is satisfied with Niagara 
College’s involvement in the KSA because both men and 
women are now being educated by the College’s multiple KSA 
campuses. She said that, “My understanding with Niagara 
College is that they are teaching both men and women. I really 
believe that it is important for us as a province to be working 
all over the world. I think it’s important that we bring our 
value system to break down barriers where we can.”1

The Premier’s words are very troubling. She is supporting 
a taxpayer-funded educational institution that is practising 
imposed gender segregation in another country. Would she 
have been so supportive of an Ontario college going into 
apartheid-era South Africa and racially segregating students 
by campus? If not, why is this any different? Imposed seg-
regation is wrong, whether it is by race, ethnicity or gender. 
Further, why is she pretending that women and men have 
equal access to education in Saudi Arabia? Women are not 
allowed to leave their home without the permission of a male 
guardian and are prohibited from driving in that country. Men 
have no such prohibitions. 

In what way is Niagara College bringing “our value system 
to break down barriers” in Saudi Arabia? Since our college 
began their involvement in Saudi in 2014, that country’s hu-
man rights record has shown no improvement and, it can be 

1 http://www.niagarafallsreview.ca/2016/11/04/wynne-backs-niagara-college-in-saudi-arabia

2 http://www.politico.com/magazine/story/2016/07/saudi-arabia-yemen-russia-syria-foreign-policy-united-nations-blackmail-214124

3 https://freedomhouse.org/report/freedom-world/freedom-world-2016

4 https://www.rt.com/news/365420-saudi-arabia-behead-disabled/

5 http://www.niagara-news.com/wp-content/uploads/pdfs/2015-2016/2015-16_pdfs/Jan_29_2016_web.pdf

argued, has actually worsened. The widely-respected non-gov-
ernmental organization Freedom House ranks Saudi Arabia 
among the world’s worst human rights offenders in their 2016 
report. On a scale of 0 to 100 where 0 is the worst and 100 
the best, the KSA has a score of 10 which is below China at 16, 
Iran at 17, Afghanistan at 24, and even war-torn Yemen (where 
the Saudi government has committed many atrocities2), at 17.3 

Executions have risen over the past two years and death 
penalties continue to be handed down for “offences” such as 
political protests. Some of these penalties are being handed 
down to children.4 Among those at risk of severe punishment, 
up to and including death, are those who speak out against 
the KSA’s oppressive regime, and those who identify as gay, 
religious minorities and atheists. The values of Ontario and 
Canada, such as gender equality, minority rights, and being 
able to question one’s government, cannot even be taught in 
Saudi Arabia as such teachings would put both the teacher 
and students at immense risk.

Sean Kennedy, Niagara College’s Vice-President, Interna-
tional, has said that Niagara College believes in education as “a 
real catalyst for change”5. He is correct that education can be 
such a catalyst, but this is true only if students are taught how 
to think critically about ideas, to evaluate the norms of their 
society, and to question their government. To do these things 
in KSA is impossible because of the risks involved.

Niagara in Saudi Update

College Doubles Down  
on Commitment to Saudi Campus
by Ravi Ramkissoonsingh 

There have been some further developments regarding Niagara College’s under-
takings in the Kingdom of Saudi Arabia (KSA) since our General Membership 
Meeting in September. Local President Martin Devitt and I met with Deb 
Matthews, Deputy Premier and Minister of Advanced Education and Skills 
Development, on 3 November in Niagara-on-the-Lake to voice our concerns and 
objections. While the Deputy Premier listened, she did not express any opinion of 
her own on this issue. Following that meeting, we were taken aback by the events 
of the next day when the provincial government’s views were made quite clear.

http://www.niagarafallsreview.ca/2016/11/04/wynne-backs-niagara-college-in-saudi-arabia
http://www.politico.com/magazine/story/2016/07/saudi-arabia-yemen-russia-syria-foreign-policy-united-nations-blackmail-214124
https://freedomhouse.org/report/freedom-world/freedom-world-2016
https://www.rt.com/news/365420-saudi-arabia-behead-disabled/
http://www.niagara-news.com/wp-content/uploads/pdfs/2015-2016/2015-16_pdfs/Jan_29_2016_web.pdf
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Niagara College’s motivation for being in Saudi Arabia can 
be distilled to one factor only – money. The College believes 
that their educational ventures in the KSA can be a financial 
boon; however, it expects only modest profits, at best, this 
year.6 Why are they even interested in operating in a country 
with such an atrocious human rights record? One reason is 
the severe and continuing underfunding of postsecondary 
education by Premier Wynne’s government. Is it any wonder 
why the Premier is so accepting of Niagara College’s ventures 
in Saudi Arabia?

Ontario taxpayers expect much better from the Wynne gov-
ernment than the tacit approval that they and Niagara College 
are giving to the Saudi regime’s oppression of its citizens by 
allowing for these questionable enterprises in the KSA. 

In addition to what our local is doing, our union’s provincial 
body, the Colleges of Applied Arts and Technology – Academic 
(CAAT-A) division of OPSEU, will continue to speak out 
against Niagara College’s involvement in Saudi Arabia and the 
Wynne government’s approval of it. Delegates to the recent 
CAAT-A Pre-Bargaining conference in Toronto on 22–23 Octo-
ber unanimously passed an emergency resolution condemn-
ing Niagara College’s activities in the KSA. 

Finally, the Canadian Association of University Teachers 
(CAUT), our union’s federal affiliate, has been following 
Niagara College’s involvement in the KSA7 and are prepared 
to proceed with a motion to censure the College. Censure is a 
penalty that is only rarely invoked and only then for the most 
egregious of infractions.8 Censure would result in, among 

6 http://www.stcatharinesstandard.ca/2016/08/17/lafleche-college-profits-but-women-pay-price

7 http://conseil.caut.ca/docs/default-source/council-81/meeting-materials/19-(a)(iv)-x-minutes-233-(2016-06)(council-2016-11).pdf?sfvrsn=2

8 http://www.caut.ca/about-us/caut-policy/lists/administrative-procedures-and-guidelines/procedures-relating-to-censure

other things, an onslaught of negative media coverage – both 
within Canada and internationally - which would further 
exacerbate the College’s already damaged reputation. That 
Niagara College is in line for such a sanction demonstrates 
that the academic community in Canada takes the College’s 
involvement with the oppressive regime in Saudi Arabia much 
more seriously than the Wynne government does.

Algonquin College and Saudi
Ottawa’s Algonquin College pulled out of their Saudi oper-
ations this past summer. The faculty union at that college, 
like ours, has vehemently spoken out against their college’s 
involvement in Saudi, echoing the reasons and concerns that 
we have.

Following Algonquin’s withdrawal from Saudi, one of their 
professors did an investigative piece for their local’s news-
letter detailing what went wrong with that venture. I would 
encourage you to read their piece at the following link: http://
locallines.org/wp-content/uploads/2016/11/November2016Final.
pdf. This article sheds light on concerns around public/private 
partnerships in education, risk management analyses in 
international ventures such as Saudi, and just what kind of 
“quality” education that can even be provided in a country like 
the KSA. For example, without access to social science and 
humanities courses that promote critical thinking like we have 
at our college, how can a Niagara College diploma in Saudi 
Arabia possibly mean the same as one in Ontario?

Local 242’s Vice President and sweater 
enthusiast Ravi Ramkissoonsigh  
appeared on CH’s evening news to  
talk about the college’s involvement  
in Saudi. Click video at left to play.

http://www.stcatharinesstandard.ca/2016/08/17/lafleche-college-profits-but-women-pay-price
http://conseil.caut.ca/docs/default-source/council-81/meeting-materials/19-(a)(iv)-x-minutes-233-(2016-06)(council-2016-11).pdf?sfvrsn=2
http://www.caut.ca/about-us/caut-policy/lists/administrative-procedures-and-guidelines/procedures-relating-to-censure
http://locallines.org/wp-content/uploads/2016/11/November2016Final.pdf
http://locallines.org/wp-content/uploads/2016/11/November2016Final.pdf
http://locallines.org/wp-content/uploads/2016/11/November2016Final.pdf
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by RM Kennedy,  
1st Vice President of OPSEU Local 558 at Centennial College and 
Chair of the CAAT-Academic Divisional Executive representing 
unionized faculty at all of Ontario’s 24 colleges. This article origi-
nally appeared in Unfettered, Local 558’s newsletter

One of the hottest—and most disturbing—recent 
trends in higher education administration centres 
on a concept called unbundling. Contrary to your Bell 

or Rogers telecommunications package, unbundling refers to 
breaking the teaching and learning process into a variety of 
discrete components, which can then be outsourced to differ-
ent “service providers.” Unbundling is at the very heart of the 
movement to de-professionalize and erode the role of faculty 
as content and pedagogical experts.

Contact North, an agency funded by the Ontario Govern-
ment and largely run by Ontario’s colleges, released a report 
this year entitled A 2016 Look at the Future of Online Learning 
highlighting unbundling as the way of the future, and it is 
worth taking a closer look at their analysis.

According to Contact North, “unbundling refers to the sep-
aration of the components of the learning and credentialing 
process, potentially separating course de sign, development, 
delivery, support, assessment, and credentialing.” The report 
goes on to further state that, in this new model, “courses will 
be less important than mentoring, coaching, counselling, 
advising and as sessment” as students pursue new, more 
self-directed, routes towards achieving their educational goals.

Key elements of the teaching and 
learning unbun dling process include 
the following:
—New categories of educators other than pro fessors, including: 

instructors, facilitators, tutors, and technologists. These 
individuals, largely employed on a non-full-time basis, will 
deliver more course content, and courses bro ken into different 
components will be taught by different kinds of teachers.

—Curriculum developers, not faculty, will design course ma-
terials for institutions to provide content to these disparate 

categories of less-valued teachers. Institutions will place a 
strong emphasis on the collection and archiving of faculty 
materials to aid in this transfer process.

—Instructional technologists will support cur riculum de-
velopers to build electronic learning platforms to house 
more and more digital con tent. The role of the educator 
is downgraded to one of managing the delivery of this 
pre-packaged digital content. Indeed, more and more 
instructional hours are designed to be self-directed with no 
human teacher assigned time to assist students.

—Assessment is outsourced to marker-graders, assessment 
centres, or publisher-owned evalu ation tools that are pack-
aged with expensive textbooks.

—Academic success advisors, who are removed from the 
actual teaching and learning process, will assist students in 
navigating this increas ingly complex environment.

It’s not hard to see why postsecondary administra tors 
love this model—because of course it is cheaper than paying 
a full-time faculty. Faculty responsibilities are transferred 
to lower paid support staff and contract teachers, or to 
corporations and private consultants with no long-term com-
mitment to the institution. In fact, in this model, institutions 
can increasingly grant creden tials with no input–or even 
instruction–from the faculty who work there. As a result, this 
process of unbundling, which claws back faculty responsibili-
ties and duties, concentrates more power, and more academic 
decision-making power in the hands of managers, who are 
tasked with protecting budget numbers, and not educational 
or pedagogical integrity. From an administrative perspective, 
this is wonderful news.

Student-centred learning
Unfortunately, critics of the unbundling model are tarred 
with the brush of being faculty centred, as op posed to student 
centred. The accusation here is that faculty are resistant to 
unbundling because they don’t want to lose power. However, 
I would argue that the opposite is true: student–centred 
learning requires that students have consistent, nurturing 

The Death of  
the Faculty Role

GUEST COLUMN

http://www.opseu558.org/unfettered/
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relationships with faculty who are fully engaged with, and 
committed to, the entire learning and knowledge creation 
process. While training alone might be about mastering a set 
of learning outcomes, education is a whole experience that 
involves personal, social, professional, civic and intellectual 
development.

In the unbundled learning model, students have fewer 
opportunities to develop meaningful relation ships with both 
faculty and their own peers. The person giving them feedback 
on their work might be different than the person teaching 
them—or might not even be a person at all, but a computer 
program. Face-to-face time in this model is usually reduced. 
And students are often expected to go it alone as they navi-
gate a dizzying array of content and technology. As educators, 
we know from first-hand experience that self-directed learn-
ing works for some students, but certainly not all.

Two rounds of collective bargaining ago, the College Em-
ployer Council attempted to introduce a new, lesser teaching 
category into the faculty Collective Agreement called “facilita-
tor,” which was a good indicator of their intention of moving 
towards unbundling. As a system, we stood strong and 
successfully rejected it. However, in the last round of bargain-
ing—the first in our history where we gave up ground—we 
lost the limit on the number of course sections we can be 
assigned, thereby opening up the possibility of splitting our 
courses in new ways. We can expect management to put for-
ward further pro posals to make the unbundled model easier 
to achieve.

As we begin to prepare for our next round of col lective bar-
gaining in 2017, we must be prepared to fight for the integrity 
of teaching and learning within the academic institutions that 
bestowed upon us the role of professors. We must act as the 
guardians of educational quality on behalf of our students, 
and see them as students, not customers who are selecting 
their favourite channels for a cable package.

Unbundling contemplates education without courses, and 
postsecondary institutions without pro fessors. Some institu-
tions are further along this road than others, but we are all on 
it. However, collective bargaining is a powerful tool to protect 
the quality of education and the quality of faculty jobs, even 
when administrators fail to do so.

SOAR!
In-Service Teacher

Certificate Training Program

contact
Bonnie Martel
bmartel@niagaracollege.ca

Greg Smith
gsmith@niagaracollege.ca

visit the ISTTP website
stclaircollege.ca/programs/inservice/

TO THE TOP OF THE GRID!

“While training alone might 

be about mastering a set of 

learning outcomes, educa-

tion is a whole experience 

that involves personal, so-

cial, professional, civic and 

intellectual development.”
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Q As the Winter Term has just started, I realize that I 
have six students who require accommodations that 
I have taught in a previous term. To accommodate 

these students, I have noticed that it takes me an additional two 
hours per week that are not on my SWF. I am already feeling over-
worked. What can I do? I feel like I should go to the Counsellors 
and give them a piece of my mind about making me do all of this 
additional work.

A You must accommodate these students as this is a 
human rights issue. You do have the right to reopen 
your SWF as a change of circumstances has occurred 

here (see Article 11.02A 1 (b) of the Collective Agreement). 
When your SWF was first agreed to, you did not know that 
you had these six students, but, now that you do know and 
you are aware of how much additional work is required of you, 
you can complain to your Associate Dean and request the 
additional time on your SWF. If your Associate Dean disagrees, 
you then have the right to refer your SWF and this matter to 
the Workload Monitoring Group (WMG). Both you and your 
supervisor would then come before the WMG to each provide 
your side of the dispute and the WMG would attempt to re-
solve the issue. If the WMG cannot resolve it, the issue can be 
further referred to Workload Resolution Arbitration (WRA).

Please do not go to the Counsellors and “give them a piece 
of your mind”. The Counsellors, who are also members of 
our union, have a duty to accommodate students under the 
Ontario Human Rights Code. They are simply doing their 
job and yelling, harassing, or berating them is not helpful to 
either you or them. The Counsellors are more than willing to 
sit down with you and answer any questions or concerns that 
you have, but be respectful with them.

Q My Associate Dean has already told me that I will be 
assigned five different course preparations for the next 
term. Five seems like a lot to me and I am already 

stressing out about it. Is there anything I can do about this?

A Article 11.01 D 2 of the Collective Agreement states 
that “no more than four different course prepara-
tions shall be assigned to a teacher in a given week 

except by voluntary agreement which shall not be unreason-

ably withheld.” In other words, you do have the right to say 
no here as long as you provide a reason for the denial of your 
consent. The reason could be that you have taught all of those 
courses before and, as a result, know that it would be too 
onerous of a task for you to have to teach those five different 
courses now. Another reason could be that one of those five 
courses is a new prep or a course that you have not taught for 
years which would result in too great a workload for you.

If you do choose to voluntarily agree, please indicate that 
you are doing so on your SWF. There is a line on your SWF for 
faculty comments – please use it for situations such as this 
one where you are either voluntarily agreeing to do something 
or not.

Q I feel like the College is asking increasingly more of 
me all of the time. I love my work, but I also desire 
a better work-life balance. I am finding that getting 

enough sleep is even challenging for me these days with this work-
load. I am often in overtime on my SWF which does not help the 
situation. Please give me some advice as to what I can do so that I 
don’t burn myself out.

A Overtime can happen in one of two ways – a faculty 
member can be assigned to teach more than 18 
hours in a week for a post-secondary program 

(more than 20 for a non-post-secondary program) or the total 
number of hours on the SWF exceeds 44 hours per week (see 
Articles 11.01 I to 11.01 J 4 in the Collective Agreement). Fac-
ulty do have the right to refuse overtime as it is by voluntary 
agreement which shall not be unreasonably withheld. Valid 
reasons for refusing overtime include not needing the money, 
that it is too onerous on the member’s personal life, that the 
member has worked overtime before and found it too oner-
ous, and that the member has worked a similar non-overtime 
workload previously and judged that to be heavy enough. (See 
the following Workload Resolution Arbitration decision which 
established the above: https://opseu110.ca/wp/wp-content/
uploads/2015/10/WRA-Crawford-11-09-23.pdf)

Faculty are also under no obligation to perform voluntary 
work. This includes attending the various events that the 
College holds, such as “open houses” for the community and 

FAQ
You ask. We answer.

LOCAL

https://opseu110.ca/wp/wp-content/uploads/2015/10/WRA-Crawford-11-09-23.pdf
https://opseu110.ca/wp/wp-content/uploads/2015/10/WRA-Crawford-11-09-23.pdf
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prospective students, PAC meetings, and doing any work that 
is not on the SWF. Completing work that has not been as-
signed on a SWF not only hurts the individual faculty member 
but all faculty – full-time and contract. The hiding of work by 
not assigning it to a SWF enables the College not to hire the 
additional faculty that is necessary and overwork existing 
faculty.

Q I do not understand the consent/rotation thing at  
all as it relates to our spring/summer vacations.  
Furthermore, the Union should be doing something 

about this. It is an enormous pain to deal with every year and 
needs to be fixed now!

A Since the College announced it was going to a 7-1-7 
format for all terms, the issue of when faculty work 
and take vacations has been a hot topic. When the 

college first announced the change to 7-1-7, management 
wanted to impose the language that has always existed in the 
Collective Agreement. Management had to create their own 
policy, but rather than have management create and impose 
a system of their own making, the union set out a number 
of principles that the policy must respect in order to comply 
with our Collective Agreement. 

For instance, the Collective Agreement stipulates “consent 
or rotational basis” of work assigned in the spring and sum-
mer period (see Article 11.03)—however, your vacation rights 
under Article 15 remain intact. It is a misconception that your 
local union ‘negotiated’ this consent/rotation system.

If only your local had such power! 
The system we have for the most part is the same as other 

colleges throughout the system. The local has been involved in 
policing the system that the college set up.

The union set out the principles, the college set the policy, 
but the managers in several areas have simply not abided by 
the agreement. 

For example, in one area of the College, straws have been 
drawn to determine who works spring and summer, and this 
is contrary to how the consent/rotation system is supposed to 
work. The Union recently put in a grievance to the College to 
ensure that the system was being followed consistently across 

departments which has not been happening. In response, 
management has made assurances that the confusion will end.

In a nutshell, the system is supposed to work in the follow-
ing way:

Management (NOT faculty or coordinators) determines 
their department’s workload needs for the Spring and 
Summer Terms. A rotation is then set on a multi-year cycle 
(usually three to five years) that accommodates those needs. 
Faculty then have the opportunity to consent to an alterna-
tive arrangement each year or go to the default rotation that 
has been set by management. 

By “consent”, it is meant that all faculty in the department 
have to provide their consent to the alternative arrangement, 
as all faculty are affected by this arrangement. 

If even one faculty member does not consent to the alter-
native arrangement, then Year 1 of the rotation is triggered. 
If Year 1 has previously been triggered, then Year 2 will be. 
If Year 1 of the rotation was triggered in 2014, consent was 
attained in 2015 but not in 2016, then Year 2 should have been 
triggered in 2016. 

As long as consent is attained, the rotation is suspended. 
There is no skipping of years in the rotation and no swapping 
or multi-year deals between faculty as any of these measures 
will result in some faculty being advantaged and others being 
disadvantaged. The idea of the consent/rotation system is 
that faculty are all treated fairly and equitably.

The consent/rotation system is the one used at other On-
tario colleges which utilize the 7-1-7 format. In smaller de-
partments, it does tend to be easier to find consent each year. 
It is more challenging to find consent in larger departments 
as many faculty would rather just have the certainty of the 
rotation. It is not a perfect system, but, as long as it is being 
managed properly by Associate Deans, it is one that protects 
our vacation rights in the Collective Agreement.

“I do not understand the consent/rotation 
thing at all as it relates to our spring/ 
summer vacations.”
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 Shannon MacRae :  
 Steward, Local 242

1 http://www.local244.ca/_media/sept_28_day_of_action_petition.pdf

2 http://www.chronicle.com/blogs/onhiring/adjunct-emergency-fund/29317 and http://www.pbs.org/newshour/making-sense/homeless-professor-protests-conditions-adjuncts/

3 http://www.post-gazette.com/Op-Ed/2013/09/18/Death-of-an-adjunct/stories/201309180224

4 http://www.contractfacultyforward.ca/faqs

Imagine making the choice between getting a badly-needed 
root canal or paying your rent. Imagine having to refuse a 
child help towards the chance towards a post-secondary edu-
cation. Imagine driving an unsafe vehicle and, when it inevita-
bly becomes undriveable, being turned down on financing for 
another. Imagine logging into your work email to read a plea 
from your employer to support a student food bank when 
you’re having trouble putting food on your own table. Imagine 
never knowing if you’ll have work in either the near or distant 
future, or if you’ll ever be able to retire. Imagine rushing to 
prepare classes or meet with students on unpaid time before 
you desperately rush to your second or third part-time job. 
Imagine investing into years of education and experience in 
your field, only to feel that you’re not seen as a professional 
who is worth any kind of commitment or support.

For thousands of contractual college and university faculty 
workers in Canada, including our own colleagues at Niagara 
College, these scenarios require little imagination—they are 
the real implications of working what has become a precarious 
job.

Precarious workers, or “the precariat,” as some have termed 
it, can be loosely defined as those workers who exist on a con-
tract-to-contract basis. In the Ontario college system, precari-
ous workers include those faculty members who are employed 
on a part-time, partial load, or sessional basis. Initially seen 
as a class of workers who would cover unforeseen gaps such 
as medical leaves, contract faculty, as of 2013, make up 70% of 
the workers instructing students in the Ontario college sys-
tem1. Precarious work is no longer a “stop-gap” and temporary 
type of employment; indeed, precarious employment may 
well be the condition under which a faculty member lives out 
their entire career.

We’ve all heard the horror stories—precarious academic 
workers living in homeless shelters2 or the Duquesne Uni-

versity professor who, after 25 years of service with a salary 
under $10, 000 a year, died at age 83, destitute and without 
benefits3—but we perhaps rarely reflect on the bigger picture 
of what reliance on precarious workers is doing to our col-
leagues, students, and college system as a whole.

Certainly, most would agree that the lack of job security, 
lower wages and fewer (or no) benefits have definitely put the 
precarious faculty member in a position that is largely unten-
able. With the same qualifications and education as full-time 
faculty members, it is difficult to accept that precarious work-
ers are required to work under such vastly different conditions 
as their full-time colleagues. In recognition of the untenable 
conditions individual precarious workers face, there have been 
calls to reevaluate this disparity in the name of fairness. It 
is time to ensure that all faculty members receive adequate 
compensation and benefits for the very important work that 
they do.

Apart from the impact on individual precarious workers, it 
is also important to recognize that precarious work disadvan-
tages students. In order to fulfill our commitment to quality 
education, it is crucial to have faculty members engaged in all 
aspects of their work. Currently, faculty members in part-time 
or partial load categories are only compensated for their work 
in the classroom and are unpaid for curriculum design, class 
planning, and evaluation. Practically speaking, this means 
that while a full-time faculty member receives a credit of 1.33 
and 1.80 on their SWF for evaluation and preparation hours 
respectively, their part-time or partial load colleague receives 
0 paid hours for these activities4. These activities are critical 
to ensuring that our students receive the excellent education 
they assume they will receive when they register and pay 
tuition. 

Additionally, without paid time for routine out-of-class as-
sistance, part-time and partial load faculty members are often 

Teetering:
Teaching&

http://www.local244.ca/_media/sept_28_day_of_action_petition.pdf
http://www.chronicle.com/blogs/onhiring/adjunct-emergency-fund/29317
http://www.pbs.org/newshour/making-sense/homeless-professor-protests-conditions-adjuncts/
http://www.post-gazette.com/Op-Ed/2013/09/18/Death-of-an-adjunct/stories/201309180224
http://www.contractfacultyforward.ca/faqs
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pressed for time to meet with students who require additional 
support or accommodations. Many would concur that we are 
doing a disservice to our students by not providing them with 
access to faculty members who are compensated to plan for, 
evaluate, and support students.

The college system as a whole also loses when it relies on 
precarious workers. In discussing the recent proposals to 
increase salaries for executive management at the colleges, 
the Ministry of Advanced Education and Skills Development 
acknowledged the desire to “attract and retain top talent”5. 
While the raises proposed have garnered some negative at-
tention, it certainly has not been suggested that the colleges’ 
management teams move to a contract system like precarious 
faculty. 

If compensation and job security are so essential to 
retaining a solid and effective management base, what mes-
sage is being sent to faculty, students, and the residents of 
Ontario about teaching staff? Should our college system not 
be aiming to recruit and retain the best talent available for 
the classroom, too? Faculty members—both full-time and 
precarious—are heavily invested in ensuring that Ontario’s 
college system provides students and Ontarians in general 
with quality education, and this requires an investment into 
those at the front-lines who are preparing students for their 
futures outside of the classroom. Our students deserve the 

5 http://www.theglobeandmail.com/news/national/education/some-ontario-college-executives-could-be-eligible-for-raises-of-more-than-100000/article33652927/

6 http://www.local244.ca/_media/sept_28_day_of_action_petition.pdf

7 http://ocufa.on.ca/conferences/confronting-precarious-academic-work/

8 http://www.contractfacultyforward.ca/sept_28_day_of_action

best, and we are underserving them by providing them with 
faculty members who are not treated and compensated as 
the exceptional professionals they are. Likewise, precarious 
work discourages employee retention—how many exceptional 
educators have we lost to other sectors simply because they 
cannot support themselves on the salary paid? 

Thankfully, there is movement afoot to support and reeval-
uate the role of precarious faculty workers. Sheridan College’s 
Local 244 arranged a petition to call for the end of precarious 
college work6, the Ontario Confederation of University Facul-
ty Associations held a conference in February, 2016, entitled 
“Confronting Precarious Academic Work”7, and a Contract 
Faculty Day of Action has been established on September 
28th8. Likewise, the working conditions of partial-load faculty 
have come to the attention of CAAT-A’s Bargaining Team, 
who recently surveyed members on their opinions about 
partial-load conditions in a pre-bargaining survey. 

Each member also has a role to play here—engage with 
precarious workers, and listen to their concerns. Hopefully, 
with the help of our members, we can begin to transform the 
system into one that values all teaching faculty and supports 
true quality education.

Interested in further information about precarious faculty? 
Check out these links:
—Contract Faculty Forward http://www.contractfacultyforward.

ca/
—We Teach Ontario http://weteachontario.ca/
—University Affairs http://www.universityaffairs.ca/opinion/

speculative-diction/confronting-conditions-contract-faculty/
—Canadian Association of University Teachers (CAUT) https://

www.caut.ca/news/2015/10/07/fed-up-with-precarious-work-
academic-staff-speak-out-for-fair-and-full-employment

—TV Ontario—The Plight of Hidden Academics—The Agenda 
with Steve Paikin http://tvo.org/video/programs/the-agenda-
with-steve-paikin/the-plight-of-hidden-academics

“…contract faculty,  
as of 2013, make  
up 70% of the  
workers instructing  
students in the  
Ontario college  
system.”

http://www.theglobeandmail.com/news/national/education/some-ontario-college-executives-could-be-eligible-for-raises-of-more-than-100000/article33652927/
http://www.local244.ca/_media/sept_28_day_of_action_petition.pdf
http://ocufa.on.ca/conferences/confronting-precarious-academic-work/
http://www.contractfacultyforward.ca/sept_28_day_of_action
http://www.contractfacultyforward.ca/
http://www.contractfacultyforward.ca/
http://weteachontario.ca/
http://www.universityaffairs.ca/opinion/speculative-diction/confronting-conditions-contract-faculty/
http://www.universityaffairs.ca/opinion/speculative-diction/confronting-conditions-contract-faculty/
http://www.theglobeandmail.com/news/national/education/some-ontario-college-executives-could-be-eligible-for-raises-of-more-than-100000/article33652927/
http://www.theglobeandmail.com/news/national/education/some-ontario-college-executives-could-be-eligible-for-raises-of-more-than-100000/article33652927/
http://www.theglobeandmail.com/news/national/education/some-ontario-college-executives-could-be-eligible-for-raises-of-more-than-100000/article33652927/
http://tvo.org/video/programs/the-agenda-with-steve-paikin/the-plight-of-hidden-academics
http://tvo.org/video/programs/the-agenda-with-steve-paikin/the-plight-of-hidden-academics
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Some background regarding LTD can help to clarify the situation. 
A member can be absent from the College for up to 130 business days due to illness 

under Short-Term Disability (STD) benefits (100% paid by the college). Typically, an 
LTD application will be sent to the member a month ahead of the 130-day threshold. 
This is termed the elimination period.  

When a member qualifies for LTD due to their medical circumstances, they will be 
notified by Sun Life, our benefits provider. LTD is managed by Sun Life, not Human 
Resources (HR); in fact, members should focus their LTD communication with Sun 
Life, and not Niagara College’s HR department. 

In recent practice, HR has asked to send LTD applications on the members’ behalf 
as a support. Members should be aware that if they are submitting these documents 
to HR, or, worse, giving HR permission to act on their behalf (this has happened 
recently), they are potentially opening themselves up to medical disclosures that 
could be potentially damaging to their role at NC. 

The best advice in the documentation/application of LTD is to deal exclusively 
with your physician and Sun Life directly.

Article 17.01 f3 is an important LTD read. If, as a member, you have numerous 
sick days left, you can opt, after the elimination period, to continue using sick days 
at 100% of your College pay (these sick days are paid for by the College). This right 
has been bargained for you, and, in recent circumstances, members are not being 
fully advised of this right by HR. 

In fact, HR has requested that members go on LTD at 60% of their salary 
(non-taxable benefits, so akin to 90% of your salary). LTD is completely driven by 
members’ contributions. It is important for members to be aware of 17.01 f3 and 
not to be coerced into negating this right in circumstances where they, as a member, 
have the sick day bank to account for their LTD benefit time. During this period, a 
member can elect to take LTD pay at any point if they so choose, and they do not 
need to re-qualify if the period is fewer than 12 months.

While a member is recovering on LTD, the Sun Life case manager will check in 
periodically to update a member’s prognosis, rehabilitation, etc. This conversation 
should be with Sun Life, and not HR at Niagara College. We have heard from mem-
bers who have been receiving repeated phone calls from HR requesting updated 
timelines and further information. These calls have been repeated to the point of 
harassment. 

The conversations about your LTD status should be between Sun Life and HR, 
not HR and the member. Remember, we collectively are 100% responsible for fund-
ing this benefit; the College funds none of it.

As we enter a Collective Bargaining year, it’s very important for members to be 
aware of benefits, Short Term and Long Term, and to identify the rights that are 
important to them. The bargaining demand set process is an opportunity for you 
to have a few words with your local regarding these important rights and your 
thoughts about what you would like to maintain and/or change.

Finally, I would like to encourage you to contact Local 242 (opseu242@opseu242.
com) first if you are considering going on any type of leave as we will look out for 
your best interests.

A Word About LTD  
Long Term Disability  
benefits at Niagara College 
(NC) are protected for  
Full Time members under 
Article 17 of our current 
Collective Agreement (CA). 
As we are preparing to  
bargain for a new CA  
starting with our upcoming 
demand set meetings at 
both campuses, it is im-
portant to address some  
of the issues that we  
currently face with Long-
Term Disability (LTD).

Terry Poirier
Steward, Local 242 

mailto:opseu242%40opseu242.com?subject=
mailto:opseu242%40opseu242.com?subject=
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When I graduated from design school,  
I couldn’t wait to get working. My journey 
through our wonderful post-secondary 
educational system had not been an easy 
nor cheap one.

I can fudge the facts and say it was ‘family stuff’ that stopped 
me from getting a design degree, but I wanted to put into prac-
tice all those things that I learned. I also needed to make some 
dough before the student loans people caught up with me.

After that, I worked designing stuff: packaging, advertising, 
books, logos, etboringcetera. Long hours, okay pay. The stu-
dent loans went away. I got married. We bought a house. You 
probably know how that stuff works.

Many of you probably also know that life can change quickly. 
Family stuff. Circumstances. Time. It was at this exact moment 
that I was given the opportunity to try teaching.

Prior to beginning my teaching ‘career’, if you had asked me 
‘Greg, what is the thing that you are least likely to do in the world—
ever?’ I would have unhesitatingly said, ‘Teach.’

I was placed on a grid. I climbed, but I found that I could 
only climb so far because of all those decisions I had made 
and life circumstances that I had thrust upon me so long ago. 
I now understood what the term ‘glass ceiling’ meant.

However, there was a way that I could break through the 
glass ceiling and rise to the top of the pay grid, and maximiz-
ing not only my pay cheque, but also my pension. 

I like to call it My ISTTPhD. 
The ISTTP is the In-Service Teachers Training Program and 

section 14.03 a4 of the Collective Agreement (CA) allows 
teachers who don’t have academic qualifications—perhaps 
because a degree wasn’t the terminal credential in the field of 
practice—to go to the top of the pay scale.

The CA states : “Employees who have 15 years or more of service 
and whose maximum step is currently below the maximum on 
the salary schedule and who enroll and participate in the program 
shall receive (once only) an immediate one step salary progression, 
to a maximum of the salary schedule, and shall maintain that Step 
upon maintaining satisfactory performance in the program”

You can find the step grid on page 12.
Because I was deemed to be a ‘long serving’ teacher (10 

years or more), I was able to complete the program by doing 
the first and the last modules. The same applies if you have 
won an award for teaching excellence (which, of course, I 
have—in my mind). 

You can also get advanced standing for work that you have 
already done. To help out, I received tuition assistance from 
the college (although it would be best to check this out as the 
structure of that department has changed since I applied).

The program focusses on the process of teaching. For those of 
use who come from industry, rather than academia, this can 
be rather baffling, jargon-filled, and shifting practice.

The first module is an assessment of your current teaching 
practice (the best part about this was getting input directly 
from my students). The last module was a curriculum update 
for a course that you have taught or were about to teach. See-
ing how our program was concurrently doing this very thing, 
it was both practical and time-saving.

All of the modules are online, with generous deadlines for 
completion—everyone taking the program is also teaching 
full-time. I had previously taken an online course through the 
prestigious Barnes & Noble University, so I was comfortable 
with the online format. 

The assessors themselves were open, honest and generous 
in their guidance and feedback. During the last unit, a health 
issue arose that prevented me from completing my work on 
time. The folks at St. Clair were very helpful in setting a new, 
achievable deadline for finishing everything up.

Unfortunately, the ISTTP program is going to end in 2019, 
so it is essential that anyone who wishes to advance to the 
maximum step be enrolled by then. Faculty who have enrolled 
prior to 31 August 2019 will be able to complete the program 
pursuant to the completion criteria in place on that date.

I know many of you out there have taken advantage of this 
program, but not everyone has. I would highly recommend 
that you consider getting an ISTTPhD of your own.

If you have any questions, contact us at the Union Office 
or if you have specific questions regarding advance standing, 
fees, or the modules themselves check it out on the web.

http://www.stclaircollege.ca/programs/inservice/

My
ISTTPhD Greg Smith, Steward, Local 242 

http://www.stclaircollege.ca/programs/inservice/
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905-563-3254 (Grimsby) 
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president
Martin Devitt / P126 / 7506
vice-president 
Ravi Ramkissoonsingh / S105 / 7744
chief steward
Terry Poirier / M103E / 7709
 

treasurer
Bonnie Martel / W303 / 4145 
corresponding secretary
Shannon MacRae / M206I / 7759
secretary
Laura Bruni / 7506
opseu242@opseu242.com    

stewards
Frederick Graham / L18 / 7727 
Amy Proulx / HT035 / 4647
Tom Schulz / HT047 / 4081
Greg Smith / S331A / 7611 
Dave Thomson / W311 / 4129
Mary Vanscoy / M103B / 7372
partial load rep
Anthony Brailey

Salary Schedule for Full-Time 
Professors, Counsellors and Librarians

14.03 A1
(a) �e following table indicates the annual base salary paid at each step on the Salary Schedule 

to full-time Professors, Counsellors and Librarians.

  Effective Effective Effective
 Step Level 1 September 2014 1 September 2015 1 September 2016

 Step 5 59,653 60,548 61,638
 Step 6 62,393 63,329 64,469
 Step 7 65,131 66,108 67,298
 Step 8 67,868 68,886 70,126
 Step 9 70,606 71,665 72,955
 Step 10 73,343 74,443 75,783
 Step 11 76,081 77,222 78,612
 Step 12 78,820 80,002 81,442
 Step 13 81,558 82,781 84,272
Maximum Salary Table
(b) �e following table indicates the maximum salary level attainable by an employee based 

on that employee’s relevant formal education levels and equivalencies.
 Maximum Step 
 Level Attainable Required Qualifications

 Step 21 A minimum of a -year Canadian Baccalaureate Degree or equivalent; 
CGA; P.Eng.; CA; CMA (formerly RIA)

 Step 19 -year CAAT Diploma or General Pass University Degree or Certified 
Journeyperson holding equivalent qualifications*

 Step 18 -year CAAT Diploma or Certified Journeyperson
 Step 17 -year post-secondary certificate
 Step 16 No formal post-secondary diploma, certificate or degree

* Equivalent qualifications for a certified Journeyperson or someone treated as such, shall mean the successful completion of five full-year CAAT 
courses at the technologists level of which two are directly related to the individual's area of expertise, or the equivalent. �e course of study 
leading to equivalent qualifications for a certified Journeyperson or someone treated as such, shall be approved in advance by the College.

  Effective Effective Effective
 Step Level 1 September 2014 1 September 2015 1 September 2016

 Step 14 84,296 85,560 87,100
 Step 15 87,035 88,341 89,931
 Step 16 89,764 91,111 92,751
 Step 17 92,496 93,883 95,573
 Step 18 95,224 96,653 98,392
 Step 19 97,955 99,424 101,213
 Step 20 100,684 102,194 104,034
 Step 21 103,412 104,963 106,853

Who We Are:
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