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The issue of precarious work, justifiably, received much atten-
tion during our recent round of bargaining and strike last fall. 
The abuse of contract faculty, which had been the Ontario col-
lege system’s ‘dirty little secret’ for many years, is an issue that 
the general public is now widely aware of and that, in itself, 
is a large gain. We were able to make other significant gains 
around seniority rights in our new collective agreement (ca). 
Seniority will now be calculated on a month for month basis 
instead of, as was formerly the case, a half month’s credit for 
a full month worked. Instead of requiring 8 months of service 
over the past 4 years in order to have any seniority rights, as 
was the case in the previous ca, any currently employed
partial-load faculty member will now have seniority 
rights to courses that they have previously taught. Al-
though Niagara College and other colleges are signaling that 
they will attempt to circumvent the new language in our ca, 
seniority is now supposed to go by course instead of by the 
entire course load, and the union is prepared to vigorously 
defend that language in cases where partial-load faculty 
assert their seniority rights.

While these are all significant gains, there remains much 
work to be done to improve the lot of partial-load members 
and contract faculty. Full-time academic jobs continue to be 
scarce, and the new Doug Ford-led provincial government is 
not expected to be an ally for precarious workers. It will be in-
creasingly important, before our next round of bargaining, in 
three years, that we use the tools in our ca to force the college 
to create full-time positions and to protect the rights of par-
tial-load members. Until opseu is able to certify part-time and 
sessional faculty—which we hope will happen within the next 
year or so despite the College Employer Council’s continuing 
efforts to fight this—there will be challenges in preventing the 
mistreatment of these workers.

We have published this special edition of our InSol news-
letter for partial-load members to keep you informed about 
the rapid changes occurring within our system that affect you. 
Please be assured that your issues will remain key priorities 
for both our local and the opseu caat-a division at large. We 
hope that you will find the following articles to be informative 
and useful.

Moving Forward
Significant gains were made  

in our last collective agreement,  
but there is still much more work  

to be done to improve working  
conditions for precarious workers 

throughout the college system and 
at Niagara College in particular

by Ravi Ramkissoonsingh 
Local 242 Vice President  
and Bargaining Team member
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Bill 148 and the fight for  
fairness and its implementation 
within the college system

Since the implementation of Bill 148, those who are not 
covered by the collective agreement have seen changes to their 
work conditions. To be clear—those who are on a partial-load 
contract (7–12 hours per week) are covered by the collective 
agreement and follow the conditions of pay, holidays, etc., of 
the agreement. Faculty who are part-time (less than 7 hours 
of teaching) or sessional (more than 12 hours of teaching) are 
not covered by the collective agreement and are therefore 
not unionized. At Niagara College, those non-unionized 
faculty were brought up to partial-load rates under Bill 148 if 
they teach post-secondary courses; however, for those doing 
substantially the same work as full-time faculty (especially 
sessional faculty) this is not fair as they should be paid 
equal pay for equal work. Faculty teaching non-post-secondary 
courses, usually in Part-Time Studies, are not even being of-
fered the partial-load rate even though they may be perform-
ing substantially the same work. This is not fair.

On 12 June 2018, approximately 100 Ontario college con-
tract faculty and college faculty union representatives across 
Toronto met with a legal expert and equal pay activists to 
discuss the new rights available to contract faculty under Bill 
148. This event was hosted by the Toronto faculty union locals
to support contract faculty in our shared fight to gain equal
pay for all faculty.

Starting on page 5 is a summary of that discussion, along 
with PowerPoint slides used at the event. Please share widely 
and feel free to get in touch with us (opseu242@opseu242.com) 
or the folks at FairnessForContractFaculty@gmail.com for 
more information or with any questions you may have. 

College faculty are leading the charge against precarity in 
post-secondary education. This meeting—and the actions 
described in the slides—are the next steps in our fight for 
fairness for all faculty, and a chance to make a positive change 
for contract faculty province-wide. 

It is important to note that this campaign is a joint, prov-
ince-wide effort by the college faculty union, $15 and Fairness, 
and ocufa, with special support from the Parkdale Legal 
Clinic. Each of these groups brings enormous expertise and 
outreach to help contract faculty who would like to pursue 
equal pay for equal work. 

Follow along with the slides following this newsletter, and 
know that we are more than happy to respond to any questions 
you may have. 

It is important to note that while some colleges have begun 
paying all contract faculty at the partial-load rates to comply 
with Bill 148, the correct rate would be pro-rated to full-time 
pay. While the increase to partial-load rates is a victory, and a 
significant raise, the colleges’ refusal to provide equal pay for 
equal work means they are not compliant with the legislation. 

our goal is two-fold: 
—To gather as many contract faculty who are willing to get 

involved as we can and file complaints with the Ministry of 
Labour in order to ensure sessional faculty are paid at the correct 
full-time rates.

—To launch a public campaign in order to draw attention to this 
issue and build on the positive public response and high level of 
awareness we created during the last round of bargaining.
what we need you to do:

—Spread the word! Circulate this information to all of the contract 
faculty you know.

—Sign up to join the contract faculty caucus of $15 and Fairness to 
stay informed, and to help plan our next steps. 

—File a complaint. If you feel comfortable doing so or would like 
more information, contact us. 
In all of these cases, just send us an email at Fairness-

ForContractFaculty@gmail.com or go to the campus 
organizing page at $15 and Fairness and sign up: https://
www.15andfairness.org/campus_organizing 

If we stand together, we can make this change. College 
faculty are uniquely positioned to take this fight forward and 
make gains not just for all contract faculty, but also for all 
precarious workers. As full-time faculty and union activists, 
we promise you that we will be with you every step of the way. 

by Martin Devitt, 
Local 242 President
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Could ‘rollovers’  
become a game changer?

A recent college arbitration award 
could be a pathway to full-time for 

more contract faculty 

UPDATE FROM THE VP

There was a recent arbitration award at St. Lawrence College 
which may have significant implications for partial-load 
faculty across the province. The College Employer Council’s 
legal counsel, Wallace Kenney, has summarized this decision 
and refers to it as ‘problematic’ from the colleges’ perspective, 
as this would require them to create more full-time faculty 
positions (see https://hicksmorley.com/2018/04/23/arbitra-
tor-finds-co-ordinator-duties-should-be-considered-in-assess-
ing-whether-a-professor-has-sessional-status/). 

In particular, this award deals with what is referred to as 
‘rollovers’. A rollover occurs when a contract faculty member 
has worked as a sessional employee (traditionally considered 
to be someone who teaches more than 12 hours per week) for 
more than 12 months (working a minimum of 15 days/month) 
out of 24; that position subsequently becomes a full-time one. 
As Niagara College has been quite adept at moving sessional 
employees down to part-time status before the ‘12 in 24’ takes 
effect, we have seen no rollovers in recent years here.

The St. Lawrence arbitration award is a game-changer, 
though. Arbitrator Parmar ruled that it is not just teaching 
work that should be taken into account in determining wheth-
er someone is a sessional employee or not but that additional 
contracts should also be taken into account (in this particular 
instance, it was a separate contract for coordinating). This 
establishes an important precedent for the Ontario college 
system around the ‘stacking of contracts’ for partial-load 
members. For example, if a member has taught 16 of the 
past 24 months as a partial-load employee (7 to 12 hours of 
teaching per week) and, in addition, has advised students in 
that department for 12 hours per week during those 16 weeks, 
Arbitrator Parmar’s award would suggest that individual was 
really a sessional employee for 16 out of the 24 months, which 
should result in that position being rolled over into a full-time 
one.

If you have been a partial-load faculty member who 
has also had additional contracts for academic work, such 
as student advising, coordinating, or curriculum devel-
opment, and believe that you may qualify for a rollover, 
we strongly urge you to contact the faculty union office 
at opseu242@opseu242.com to discuss your situation in 
confidence. 

by Ravi Ramkissoonsingh 
Local 242 Vice President  

and Bargaining Team member
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Adapted from an article by Pat Kennedy, President,  
opseu Local 415, Algonquin College which appeared in  
Local Lines, Vol. 29, Issue 3  
 
One of the major gains from this round of bargaining is the 
Partial Load Registry that serves to prioritize the hiring of 
partial load employees who have registered their interest in 
being employed as a partial-load employee in the following 
calendar year, detailed in the following excerpts from our new 
collective agreement.

26.10 d—In addition to maintaining a record of a par-
tial-load employee’s job experience, the college will keep a 
record of the courses that the employee has taught and the 
departments/schools where the partial-load employee has 
taught such courses.

By 30 October in each calendar year, a currently or pre-
viously employed partial-load employee must register their 
interest in being employed as a partial-load employee in the 
following calendar year. This individual will be considered a 
registered partial-load employee for the purpose of 26.10 e.

All partial-load employees employed for all or part of the 
period from 1 September to 31 December 2017 will be deemed 
to have registered for the 2018–19 academic year.

26.10 e —Subject to the application of Articles 2.02 and 
27.06 a, commencing in the 2018–19 academic year, where the 
school or department within a college determines that there 
is a need to hire a partial-load employee to teach a course that 
has previously been taught by that registered partial-load 

employee in the department/school, it will give priority in 
hiring to such partial-load employee if:

(i) They are currently employed, or if they have previously 
been employed as a partial-load employee for at least eight (8) 
months of service as defined in 26.10 c within the last four (4) 
academic years, and

(ii) The assignment of such course will not cause the 
employee to exceed the maximum teaching contact hours for 
partial-load employees.

The offer of partial-load employment is conditional on the 
college subsequently determining there is sufficient enroll-
ment to warrant the assignment being offered. Where two (2) 
or more partial-load employees would be entitled to be offered 
the course assignment, the employee with the most service 
will be offered the first opportunity.

Our college has provided emails for partial-load employees 
who were ‘deemed registered’ indicating your registered status 
until 31 December 2019. Therefore, partial-load faculty will 
still need to submit their intent to be registered for the 2020 
calendar year by 30 October 2019. You can either email your 
manager with your intentions so that you have a written 
record or Human Resources at Humres@niagaracollege.ca. 
Don’t forget to retain a copy of all correspondence. We also 
encourage you to contact your manager to determine if par-
tial-load work exists in your area for this fall term and see if 
you receive a response in the spirit of the new wording of the 
collective agreement.

Partial-Load registry

click to find us on Facebook and Twitter
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OPSEU Local 242
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What is Equal Pay for Equal Work?
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As	of	April	1,	2018*,	employers	are	required	to	pay	
the	same	rate	of	pay	to:	
• Part-time,	contract,	casual,	temporary	and	

seasonal	employees,	who	are	doing	substantially	
the	same	work	as	their	full-time/permanent	
counterparts.	

• Temporary	agency	workers	who	are	doing	
substantially	the	same	work	as	directly	hired	
employees	in	a	client	company

*If	you	are	unionized,	your	contract	must	comply	with	equal	pay	laws	by	January	 2020.	



How does Equal Pay apply? 
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3 steps: 
1. Is	there	a	difference	in	pay	between	jobs	or	job	
classes?

2. Are	the	jobs	comparable?	
• Do	employees	perform	substantially	the	same	
kind	of	work in	the	same	establishment;	and,	
does	the	work	require	substantially	the	same	
skill,	effort	and	responsibility?

3. Do	employer	exceptions	apply?	



How does Equal Pay apply? 
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Step	1)	

Is	there	a	difference	in	pay	between	jobs	
or	job	classes?
• What	is	the	hourly	wage	for	full-time	

faculty,	partial	load	faculty,	sessional	
faculty	and	part-time	faculty?	



How does Equal Pay apply? 
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Step	2)
Are	the	jobs	comparable?	

• Do	employees	perform	substantially	the	
same	kind	of	work in	the	same	
establishment;	and,	does	the	work	require	
substantially	the	same	skill,	effort	and	
responsibility?



How does Equal Pay apply? 
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The	jobs	have	to	be	substantially	the	same	
kind	of	work
• The	core	duties	must	be	the	same
• The	jobs	do	not	have	be	identical	(there	can	
be	some	differences	in	the	job	content	or	
tasks;	not	all	of	the	duties	have	to	be	exactly	
the	same	or	interchangeable).	
• What	matters	is	the	actual	work	done	by	
employees	not	the	job	description	or	job	offer



How does Equal Pay apply? 
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Do	the	jobs	require	substantially	the	
same	skill,	effort	and	responsibility?

• The	jobs	require	substantially	the	same	
education,	training	and/or	experience
• The	jobs	require	substantially	the	same	
levels	of	responsibility	(e.g.,	comparable	
authority	for	decision	making)



How does Equal Pay apply? 
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Are	the	jobs	in	the	same	establishment?
There	can	be	two	or	more	locations	if:	
• They	are	in	the	same	municipality	
(different	campuses),	or	

• There	are	common	“bumping	rights”	or	
transfers	between	locations	of	
employer	(eg.,	one	college’s	campuses	
in	different	municipalities)



How does Equal Pay apply? 
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Step	3)	There	are	some	exceptions.	Even	if	employees	are	doing	
equal	work,	they	can	be	paid	different	rates	of	pay,	due	to:		

Seniority	system
• Any	seniority	system	must	comply	with	equal	pay	(e.g.,	no	separate	seniority	

systems	for	part-time	and	full-time	employees)
• Employees	receiving	equal	pay	for	equal	work	can	be	on	different	steps	in	the	

seniority	system

Merit	system
• Piece	rate	pay	system
• Quantifiable	or	measureable	merit	pay	(e.g.,	sales	target)

Other	factors
• For	reasons	other	than	sex	or	employment	status



Unionized Contract 
Faculty Issues



Faculty	Category Definition How	to	complain
Full-time	Faculty	
(unionized,	 permanent)

Teach	any	number	of	hours	and	other	duties	as	assigned

Partial	Load	Faculty	
(unionized,	 non-permanent)

Teach	between	7-12	hours	per	week Individual	grievance

Sessional	Faculty	(non-
unionized)

“A	sessional	employee	 is	defined	as	a	full-time	employee	
appointed	on	a	sessional	basis	for	up	to	12	full	months	of	
continuous	 or	non-continuous	 accumulated	employment	 in	
a	24	calendar	month	period.”		 2017-2021	Collective	
Agreement

If	they	work	more	than	12	months	as	a	sessional	in	24	
months	 they	are	rolled	over	into	a	full-time,	permanent	
position.

Ministry	of	Labour		(MoL)
complaint

Part-time	Faculty	(non-
unionized)

Teach	6	or	fewer	hours	per	week Ministry	of	Labour	(MoL)
complaint



Fighting for Partial Load Faculty 
• Most	unionized	employers	don’t	have	to	be	compliant	with	the	

equal	pay	provisions	till	January	2020.		Our	bargaining	team	
negotiated	an	earlier	compliance	date	of	November	2018.

• The	CAAT-A	Executive	has	presented	proposals	for	equal	pay	for	
partial	load	faculty	to	the	College	Employer	Council.	If	they	don’t	
agree,	it	will	go	to	arbitration.

• We	are	arguing	that	the	proper	comparator	group	for	all	contract	
faculty	is	full-time	faculty!



Non-unionized Contract 
Faculty Issues



What is a Sessional Faculty?
“A	sessional	employee	is	defined	as	a	full-time	
employee	appointed	on	a	sessional	basis	for	up	to	12	
full	months	of	continuous	or	non-continuous	
accumulated	employment	in	a	24	calendar	month	
period.”		

2017-2021	Collective	Agreement,	P.	91



Enforcing Equal Pay

15

Individuals	or	groups	of	employees	have	job	protected	right	to	
request	equal	pay	for	equal	work	from	employers.	

Request	should	include:	
• The	name	of	an	employee	or	classification	of	employees	that	you	

believe	are	doing	equal	work	to	you	but	are	paid	more
• Why	you	think	the	work	is	equal	(substantially	the	same	kind	of	

work in	the	same	establishment;	and	requires	substantially	the	
same	skill,	effort	and	responsibility)

The	employer	is	required	to	provide	a	written	response	to	all	
requests.	Either	the	employer	agrees	and	provides	equal	pay	or	
disagrees	or	disagrees.	They	should	provide	reasons



Enforcing Equal Pay
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How	to	file	individual	claims	for	equal	pay

Employment	Standards	Act	Claim*	(online,	mail,	or	fax)

Employment	Standards	Officer	Level	1

Employment	Standards	Officer	Level	2

Decision:	Employer	is	ordered	to	provide	equal	pay	for	equal	work	for	
the	employee	or	the	Officer	decides	that	the	jobs	being	compared	

are	not	substantially	the	same	or	exceptions	apply

Application	for	Review	to	Ontario	Labour	Relations	Board	(OLRB)

OLRB	Hearing



Enforcing Equal Pay
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Protection	from	Reprisals
No	employer	or	person	acting	on	behalf	of	an	employer shall	intimidate,	
dismiss	or	penalize	an	employee	or	threaten	to	do	so	because	the	
employee:

• inquires	about	or	asserts	his	or	her	ESA rights
• files	a	complaint	with	the	Ministry	of	Labour

That	means	for	equal	pay,	a	worker	cannot	be	penalized	for:
• Requesting	equal	pay	for	equal	work
• Asking	coworkers	about	their	rates	of	pay
• Telling	coworkers	about	your	rates	of	pay
• Filing	a	claim	at	the	Ministry	of	Labour	for	equal	pay	for	equal	work

You	can	file	a	claim	for	reprisals.	If	successful,	you	can	be	reinstated	in	your	
job	or	get	damages	from	the	employer	(money	for	job	loss,	finding	a	new	
job	etc)
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