
I recently received an email from my Associate Dean with the 
salutation of ‘Dear Colleagues’. This has been my standard 
opening to many of my memos to you, my fellow faculty; 
however, this particular use from my manager re-played in 
my thoughts and I subsequently spent some time considering 
why. She and I work well together. We are cordial and respect-
ful of each other’s views; however, we are not colleagues. Her 
role at the college is as an academic manager, not as a pro-
fessor. In a distinct and definitional way, we are not collegial 
either —we do not share any authority as colleagues. Indeed, 
she has most all of the academic authority and that is what’s 
been re-playing in my thoughts. 

One of the issues we went on strike for was Collegial Gover-
nance—more input from faculty into academic decision-mak-
ing in running the Colleges. This is one of the topics that is 

being considered by the task force coming out of the Kaplan 
Award. Now, as faculty, we do have a stronger voice that is 
backed up by Article 13—Academic Freedom. Not only do 
faculty have rights to speak out, but the college has a duty to 
support those rights. Speaking out, however, is only one part 
of the equation. Being heard and having authority to affect 
academic decisions about course outcomes, programs, and 
policies is quite another thing. All other publicly funded major 
colleges and universities in Canada have a form of collegial 
governance where academics, students, and administrators all 
have input. Why? Because they run better with these voices 
having input on academic issues. Institutions with academic 
senates run less like corporate ‘for profit’ career colleges and 
better promote the essential skills and independent thinking 
that are the hallmarks of quality education. After all, who should 
be the guardians of our students’ education? I look forward to 
the day—hopefully soon—that I will be able to send an email 
to my Associate Dean with the salutation ‘Dear Colleague’.

yourVOICE
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by Martin Devitt, 
Local 242 President

Local 242’s newsletter InSOL recently won 
two national awards for volunteer produced 
publications at the 2018 Canadian Associ-
ation of Labour Media (calm) Awards in 
Halifax.

Shannon MacRae’s essay ‘Teaching and 
Teetering’ won the Ed Finn Award for Ex-
cellence in writing for print.The judges said, 
‘MacRae’s piece is a bold call to action for 
union members to engage with precarious 
workers, hear their concerns, and work 
together towards systemic change that will 
benefit all of us.’ We agree.

InSOL also won The Katie FitzRandolph 
Award for best overall regular print publica-
tion. The judges commented, ‘The writing, 
strong and clear, carries both a critical edge 
and a friendly accessibility that will appeal to 
local insiders and newcomers alike. The fresh, 
clear design sensibility reflects the local’s 
approach to work: spacious, contemporary, 
and with an eye to building a stronger future.’ 
We agree with this as well.

calm received received hundreds of entries 
from 55 unions in 38 categories.

Keep CALM and Carry On
Local newsletter wins national awards

The physical evidence of nation-
al excellence currently hangs in 
the union office. 

Dear Colleagues



2 | in/SOL : V2/i2 — Spring/Summer 2018

The new collective agreement (ca) has been in effect since late 
December and, as such, this seems a good time to provide an 
update on the effects of the most recent round of bargaining 
on labour relations at Niagara College and system-wide.

After a contentious round of bargaining and a five-week 
long strike, which ended with faculty overwhelmingly reject-
ing the College Employer Council’s final offer, being legislated 
back to work, and then having Arbitrator Kaplan rule largely 
in the union’s favour on a new agreement, management had a 
choice to make: try to work collegially with faculty as partners 
in the Ontario college system or double down in its efforts to 
put administrative and financial needs above all else. Sadly, it 
appears as though they have taken the latter approach. 

As Chief Steward Terry Poirier’s column in this newsletter 
indicates, we are seeing a record number of grievances and 
Workload Monitoring Group referrals. While Niagara College 
continues to do well financially—we just learned at a Union/
College Committee meeting that the surplus for 2017-18 
ended up being a whopping $13.9 million—it seems hesitant 
to invest the funds into creating new full-time faculty posi-
tions while continuing its poor treatment of contract faculty. 
Faculty are being told not to spend too much money on pho-
tocopying learning materials for students and class sizes are 
ballooning while the administrative bloat continues. 

A look at the managerial positions listed in the most recent 
Sunshine List makes one wonder whether we work for a 
community college or a multi-national corporation. Fifty-one 
managers/administrators at Niagara College earned more 
than $110,000 in 2017, for a total of $7,126,548.71.

Regardless of what management continues to do, we 
are seeing faculty, as a result of the strike and the new ca, 
emboldened to stand up for their rights. The new academic 
freedom language has the potential to empower us in our 
classrooms, and partial-load faculty have additional job securi-

ty and stronger seniority rights; however, much still needs to 
be done to improve conditions for this group.

Where do we go from here? Here is what is on the horizon:
The provincial task force Ontario Public Colleges: The Next 

50 Years has begun and the first subcommittee meetings were 
held in April. There are four subcommittees that have been 
struck: Access and Supports, Staffing, Academic Governance 
and Intellectual Property, and Flexible Programming. All 
subcommittees have representation from faculty, support 
staff, administration, and students. I have been appointed to 
the Staffing subcommittee.

Niagara College Vice-President, Academic Steve Hudson 
is one of Council’s representatives on the task force. Among 
the issues that will be discussed at the Staffing subcommittee 
are faculty complement and precarious work. The recom-
mendations of the task force will be reported at the end of 
this calendar year, and they will be considered for funding by 
provincial cabinet.

Bill 148 discussions continue between the union and the 
council, as directed by Arbitrator Kaplan’s decision. Bill 148 is 
the ‘Equal Pay for Equal Work’ provincial legislation that took 
effect on 1 April 2018. We have been assured by the college 
that part-time and sessional faculty will now be paid the same 
rate as partial-load faculty under this legislation. The college 
has effectively admitted that it has been underpaying part-
time and sessional faculty by $5.8 million, as President Dan 
Patterson reported that to be the initial implementation cost 

by Ravi Ramkissoonsingh 
Local 242 Vice President  
and Bargaining Team member

After the Strike…
Moving forward in the era of Academic Freedom,  
huge budget surpluses and record grievance numbers

UPDATE FROM THE VP

…the surplus for  
2017–18 ended up  
being a whopping 
$13.9 million…
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estimate recently (see https://www.niagaracollege.ca/wp-con-
tent/uploads/business-plan-2018-2019.pdf). 

The provincial government subsequently provided Niagara 
College with over $6 million in the recent budget that ensures 
coverage for those costs. The major stumbling block is that 
the Council does not believe that partial-load faculty do the 
same work as full-time faculty and, as such, Council believes 
they should not be paid equitably. Both sides have until the 
end of 2018 to reach an agreement on how Bill 148 will be 
implemented in the system. If no agreement is reached, out-
standing issues will go to arbitration.

Congratulations to our part-time support staff colleagues, 
who voted to be unionized and have now been certified. They 
recently held their first divisional meeting in Toronto, and 
negotiations on their first ca have begun. The counting of 
the part-time/sessional faculty certification vote is still being 

held up by the Council—their willingness to spend significant 
dollars on legal fees could be put to better use educating our 
students—but these tactics did not work with the part-time 
support staff, and we are hopeful that they will fail again.

An overriding lesson that we all learned during the strike 
was that we are all stronger as faculty if we stand together. 
Whether it is standing up for appropriate class sizes so that 
course outcomes can be met, or overworked faculty standing 
together against being ‘voluntold’ what they should be doing 
with their time, we continue to see the mobilization of faculty 
as they stand up for their rights and what is best for their 
students. It will be necessary to continue to display this 
resolve as we proceed on our path to improve the Ontario 
college system for the next fifty years.

Thanks again for all of your support during bargaining and 
the strike, and I hope that you have a good summer.

38% 57%19%
MORE
STUDENTS

MORE 
F/T FACULTY

MORE ADMIN
& MANAGERS
ON THE
SUNSHINE LIST

Let’s do the Math
In 2007, 26 Niagara College managers/administrators were on the Sunshine List. In 2017, 
46 Niagara College managers/administrators on Sunshine List were making more than 
$116,921.69 (equivalent to $100k in 2007 dollars) — this is a 57% increase over a 10-year 
period. Student enrolment has increased 38% over that same period (from 6,235 in 2006–7 
to over 10,000 by the fall of 2017). During all of this, the number of full-time faculty has only 
increased by 19% (254 in 2006-07 and 315 in 2017-18).

Sources: 
https://www.ontario.ca/page/public-sector-salary-disclosure;
https://thecouncil.on.ca/articles/129;
http://www.opseu110.ca/wp/wp-content/uploads/2015/05/2006-07-CBIS-Workload-Survey1.pdf;
http://www.ontla.on.ca/library/repository/ser/311496/2006-07.pdf

https://www.niagaracollege.ca/wp-content/uploads/business-plan-2018-2019.pdf
https://www.niagaracollege.ca/wp-content/uploads/business-plan-2018-2019.pdf
https://www.ontario.ca/page/public-sector-salary-disclosure
https://thecouncil.on.ca/articles/129
http://www.opseu110.ca/wp/wp-content/uploads/2015/05/2006-07-CBIS-Workload-Survey1.pdf
http://www.ontla.on.ca/library/repository/ser/311496/2006-07.pdf
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‘While the overall picketing experience was a difficult one for us, one 
of the positives that came from it was the exposure to various faculty 
and counselor groups around the college. It was interesting to discuss 
various concerns and accompanying strategies that are used through-
out the college, as well as learn more about the various disciplines 
that many of our students are so passionate about. 

Waiting for the result of the forced vote was a nerve-wracking 
experience. While on our line we knew where we stood, we still didn’t 
know for sure if this sentiment was consistently held across the other 
colleges, despite reassurances from our union reps. When the 86% 
rejection vote was announced, there was an overwhelming feeling of 
solidarity and validation for our cause. Knowing that we had support 
from across the entire province reaffirmed that what we were fighting 
for would be worth it in the end.’ 

Tony Walker,  
Communications Professor

‘The gains we made because of the strike were 
historic and deeply gratifying. But, the most 
gratifying thing to have happened during 
the strike was getting reacquainted with old 
friends and meeting, for the first time, many 
colleagues I see in the halls but had yet to 
meet. Martin Devitt is right when he says 

“it is not the union, it is your union”. The 
unbelievable people I walked the line with 
are my union, and given their strength and 
dedication I couldn’t be prouder to belong to 
opseu Local 242.

Chris Maddocks
Professor of Philosophy & Political Theory

thoughtS on
the strike and

local solidArity
our members reflect on the 
the lessons learned from the 
fall of 2017 college strike
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‘Despite the fact that no one wanted to go out on strike—
for me there was a silver lining. Instructors, counsellors 
and librarians were able to join together and understand, 
as well as appreciate, the unique challenges related to our 
specific disciplines. For some, this was the first opportu-
nity to understand what counsellors do in our roles at the 
college. By walking the line together and getting to know 
one another personally, we found strength and worked 
toward a common goal of insisting on quality education for 
our students and increased job security for our colleagues, 
thus improving the college experience for both students 
and faculty alike. Frankly, upon returning to work, this has 
strengthened my relationship with other faculty members 
who I may not have had the opportunity to know/work 
with prior to the strike.

Rayna Laughlin, 
Counsellor, Health, Wellness and Accessibility Services

‘During the strike, I was 
pleasantly surprised that I 
got to know other professors 
across the college so well. 
We spent a lot of time 
talking and supporting each 
other during this stressful 
time, and I value the support 
and solidarity we were 
able to provide each other 
and I continue to value the 
friendships that developed 
and strengthened during 
this time.’

Rebecca Marriage-Aracari,
Practical Nursing Professor
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‘You should always wear high heels,’ he said to her with a grin. 
‘People will respect you more if you do.’

While you might have expected that this exchange is dia-
logue ripped from an episode of Mad Men, it’s in fact what a 
precariously-employed female professor was recently told by a 
male hiring manager during a discussion of work assignment. 
The story was shared during an impromptu social meeting of 
female faculty from various colleges and universities.

Our intention was not to discuss sexual harassment and 
assault in the workplace, but, as often happens ‘behind closed 
doors,’ our discussion evolved into recounting our experiences 
with a system that, to many of us, and, like countless other 
industries, had supported a culture of disrespect and gen-
der-based discrimination and harassment. Stories of sexual-
ized remarks, sexualized belittlement, and unwanted physical 
touching tumbled forward as we all recounted our experiences 
with sexual harassment in the workplace.

As we shared our stories, one commonality emerged—our 
silence.

Indeed, our voicelessness is perhaps what bothered us 
most—not a single one of us had acted upon or reported the 
various incidents of harassment over the years. Instead, fear-
ful of reprisal or stalling our careers, we had buried our heads 
ever-deeper into our work, effectively participated in our own 
subordination, and chalked up our experiences to being ‘part 
of the job.’

Sexual harassment is not restricted by gender, and the On-
tario Human Rights Code defines it as ‘engaging in a course 
of vexatious comment or conduct that is known or ought to 
be known to be unwelcome.’1 Women, however, are vastly 
over-represented as victims of sexual harassment and, accord-
ing to the Ontario Human Rights Commission, ‘international 
human rights conventions and Canadian legal decisions have 
recognized sexual harassment as an abuse of power that can 
reinforce a woman’s historic lower status compared to men.’2 
Additionally, those who do not conform to traditional sex ste-

reotypes can be victims of gender-based harassment, which 
has been defined as ‘any behaviour that polices and reinforces 
traditional heterosexual gender norms.’3 

While some public debate still emerges over the finer 
aspects of what behaviours can be categorized as harassment, 
it seems as though those attempting to define sexual harass-
ment have, in most cases, reached consensus. What remains 
problematic and a challenge to today’s worker is how to 
confront sexual harassment and to create workplace cultures 
which do not tolerate it. As such, our collective challenge is 
to now learn how to negotiate through systems that have 
minimized or denied the damage sexual harassment can and 
has caused, and to commit ourselves to eliminating sexual 
harassment from our workplaces.

Certainly, sexual harassment is not unique to the academic 
workplace—the recent #metoo and #timesup movements in 
Hollywood have served to ignite a consideration of the ubiq-
uity of sexual harassment and assault in nearly all industries. 
Statistics show that over 90 per cent of Canadian women 
admit that they had experienced gender-based harassment 
at some point during their working lives and that about the 
same percentage of men know about, or have witnessed, a 
sexual harassment incident4 In terms of academics, however, 
there has long been a culture of silence and complicity.

In a recent article by Quartz, Rebecca Kulka, a Philosophy 
professor at Georgetown University, sums up harassment in 

BEYOND #METOO:

Confronting Sexual Harassment  
in the Academy

 Shannon MacRae 
 Treasurer, Local 242

Indeed, our voicelessness 
is perhaps what bothered 
us most—not a single one 
of us had acted upon or 
reported the various inci-
dents of harassment over 
the years
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the academy this way: ‘Guarding our bodies from unwanted 
touches, finding ways of shaking them off and staying pro-
fessional when they happen, and learning to be dignified and 
stoic—and perhaps even funny—in the face of sexist micro-
aggressions and constant sexualized belittlement’ is […] ‘part 
of our job training’.5 Reporting sexual harassment in academia 
is especially difficult as, according to Victoria Hesford, a 
professor of Women’s, Gender, and Sexuality Studies at Stony 
Brook University, ‘speaking out against sexual harassment 
always poses a potential risk for the victim, […and] the hierar-
chical nature of academia can heighten the stakes.’6

It is time to take back our workplaces and stand up to sex-
ual harassment. opseu and Local 242 are committed to en-
suring that all their members are free from sexual harassment 
in their workplaces and anywhere opseu members gather. 
According to opseu, ‘we all have an obligation to keep in-
formed and aware of our rights to a safe and harassment-free 
environment, […] and we all have a responsibility to bring 
attention to all incidents of sexual harassment’.7

It is indeed time to end the silence. If you experience sexual 
harassment or assault on the job, it is important to keep a 
written record of all events. Record details of who, where, 
when, and what was said/done in all situations. Know that 
you have a right to contact law enforcement if you are sexually 
assaulted. If you witness sexual harassment or assault, be 
sure to also record what you’ve witnessed. Remember that 
you are not alone, and always feel free reach out to your local 
for guidance—your steward can guide you as to your rights 
under the Occupational Health and Safety Act, college policies, 
your collective agreement, and other relevant legislation and 
guidelines.

We can all contribute to creating spaces that are harass-
ment-free. Simply being aware of the problem of sexual 
harassment in the workplace is an excellent place to begin in 
creating a workplace where all members—regardless of their 
gender/sexual identity—are respected and valued.

How you can help:

➜	Do not engage with or entertain ‘jokes’ or vexatious com-
ments based on someone’s gender or sexual identity.

➜	Although it’s easy to ‘turn a blind eye,’ do not fail to address 
inappropriate behavior. 

➜	Do not make unwelcome sexualized comments or engage in 
unwanted touching of a sexual nature. 

➜	Support victims of sexual harassment and assault. 

➜	Recognize that we all bear responsibility for the creation of 
spaces that are welcoming to all. 

➜	Recognize and acknowledge that sexual harassment and 
assault cause both individuals and teams damage. 

We can develop a culture where sexual harassment is no 
longer tolerated in colleges and universities in Ontario. It’s time 
to turn #metoo into #nomore…it’s no longer ‘part of the job!’ 

For Further Reading
Niagara Sexual Assault Centre

http://niagarasexualassaultcentre.com/

Ontario Human Rights Commission— 
Sexual Harassment in Employment Fact Sheet

http://www.ohrc.on.ca/en/sexual-harassment-employ-
ment-fact-sheet

Ontario Human Rights Commission— 
Policy on Preventing Sexual and Gender-Based Harassment

http://www.ohrc.on.ca/en/policy-preventing-sexual-and-gen-
der-based-harassment-0

Preventing Workplace Violence and Workplace Harassment 
(Ministry of Labour) 

https://www.labour.gov.on.ca/english/hs/pubs/fs_wvh.php

1 http://www.ohrc.on.ca/en/sexual-harassment-employment-fact-sheet

2 http://www.ohrc.on.ca/en/policy-preventing-sexual-and-gender-based-harassment-0

3 http://www.ohrc.on.ca/en/policy-preventing-sexual-and-gender-based-harassment-0

4 http://www.canadianlabourrelations.com/sexual-harassment-in-the-workplace.html

5 https://qz.com/1153654/sexual-harassment-in-academia-a-crowdsourced-survey-re-
veals-the-scale-metoo/

6 http://www.sbstatesman.com/2018/02/12/in-light-of-metoo-female-faculty-at-sbu-
grapple-with-a-history-of-harassment-in-higher-education/

7 https://opseu.org/news/june-1-7-sexual-harassment-awareness-week

Remember that you are  
not alone, and always feel 
free reach out to your local 
for guidance

http://niagarasexualassaultcentre.com/
http://www.ohrc.on.ca/en/sexual-harassment-employment-fact-sheet
http://www.ohrc.on.ca/en/sexual-harassment-employment-fact-sheet
http://www.ohrc.on.ca/en/policy-preventing-sexual-and-gender-based-harassment-0
http://www.ohrc.on.ca/en/policy-preventing-sexual-and-gender-based-harassment-0
https://www.labour.gov.on.ca/english/hs/pubs/fs_wvh.php
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How faculty said no  
to the gig economy

GUEST COLUMN

One of the most powerful moments for me during 
the 2017 Ontario college faculty strike involved 
sitting down with College Employer Council ceo 

Don Sinclair for an interview with Matt Galloway on Metro 
Morning. [Listen to the interview here.]

During the debate, in a somewhat stunning declaration, 
Sinclair admitted that the colleges were not willing to address 
the jobs crisis in Ontario’s CAATs because they could not pre-
dict how artificial intelligence would shape the ‘gig economy’ 
of the future. While Sinclair’s comments spawned numerous 
mocking ‘Instructo-Bot’ memes, it is worth noting what they 
really say about Council’s vision for our system.

The term “gig economy” was popularized during the 2009 
financial crisis and refers, almost always pejoratively, to 
the painful experience of working on short-term contracts 
without job security, or benefits such as sick pay. In the gig 
economy, a worker is hired ‘just in time’ and gets paid for 
doing a single piece of work, for example giving a customer a 
ride through an Uber app, selling an upgraded internet pack-
age, or, in the case of college faculty, teaching a course. The 
employer has no responsibility to the worker and can dispose 
of them on short notice. While a small percentage of individ-
uals choose the flexibility of piecemeal employment, the vast 
majority are forced into it by a lack of options. In short, the 
gig economy is everything that our students dream they can 
escape by going to college.

Precarious work is a leading cause of social inequality in 
Canadian society and a growing trend; however, nowhere is it 
more pronounced than in the Ontario college system. Some-
where between 70–80% of faculty teaching in our system do 
so on short-term contracts. In comparison, Canadian univer-
sities on average have the opposite: a 70:30 ratio of full-time 
to contract faculty, and some colleges in British Columbia 
have even negotiated a minimum 70:30 ratio in their collec-
tive agreements. These numbers are already too high, but in 
Ontario colleges it is a full-blown crisis.

And yet, instead of negotiating how to address this crisis 
in Ontario, Mr. Sinclair vigorously defended the colleges’ 
dysfunctional operating model. There is no problem, he 
suggested. Our Key Performance Indicators are great. Flex-
ibility is good for the system and allows a steady stream of 
short-term faculty to bring what he described—somewhat 
bizarrely—as ‘colour commentary’ into the classroom. In this 
context, his link to artificial intelligence and the jobs question 
makes sense. Digital technology provides the infrastructure 
for automating and outsourcing faculty work. This takes many 
shapes, including: automated testing, independent online 
learning in lieu of human support, and the mass digitization 
and archiving of faculty learning materials, which allows for 
the easy transfer of work from fulltime to contract teachers.

Completely lost on Sinclair, and the college administrators 
he represents, is the foundational role of colleges in building 
healthy, sustainable communities where every individual can 
look forward to a secure future.

Ontario college faculty took an historic stand against this 
model of precarious work in the 2017 strike. We built on, and 
took courage from, the work of allies in the $15 and Fairness 
movement who fought tirelessly for a livable minimum wage. 
We received so much student and public support because we 
were not fighting for just ourselves, but for a better system 
that benefits all.

In many ways, the strike signaled, not the end, but the 
beginning of this movement. We have a long way to go. The 
new provincial task force will provide an important venue to 
continue to make the case against precarious work, and ongo-
ing political lobbying will be necessary for years to come. But 
one thing is certain: faculty are ready for the fight.

My hope for 2018 is that we use our newly won academic 
freedom to continue this struggle in big and small ways. We 
need to name the abuse of contract faculty in our programs 
every time we see it. We must insist that we put what is 
good for students and education ahead of what is good for 
administrators. And we must reclaim our departments, our 
institutions, and our educational system anew.

by RM Kennedy,  
1st Vice President of opseu Local 558 at Centennial College and a 
Chair of the Academic Divisional Executive representing unionized 
faculty at all of Ontario’s 24 colleges. This article originally ap-
peared in Unfettered, Local 558’s newsletter

http://www.cbc.ca/listen/shows/metro-morning/segment/14605060
https://www.opseu558.org/unfettered/
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For all members: 

➜	If a meeting with a manager turns into any kind of dis-
cipline, including verbal discipline, you should end the 
meeting and tell your manager that you will not continue 
without union representation.

➜	Human resources is not your friend. Many members may 
be under the mistaken belief that hr is a neutral third 
party who has employees’ best interests at heart; nothing 
could be further from the truth. hr is only concerned with 
protecting the college’s interests; your union’s only concern 
is protecting your rights. If you are called into any meeting 
with hr, you have a right to union representation and you 
should exercise that right. If you have any question about 
requiring union representation, please contact the faculty 
union office.

➜	Don’t hesitate to exercise your new academic freedom 
rights. Academic freedom was an enormous victory for 
faculty in the most recent round of bargaining, and you 
shouldn’t be fearful of asserting it. If management is 
obstructing you in any way from delivering pedagogical-
ly-sound education to your students, contact your union 
steward or the faculty union office. It may be as simple as 
being told that you cannot use a particular textbook that 
you, as a professional, believe is best suited for your class; 
management can no longer do this because of academic 
freedom. The time to assert your freedom is now!

➜	As part of your academic freedom, you can structure your 
teaching and learning plans as you see fit and according 
to what you believe your students require. You are not 
required to supply lesson plans or lists of all in-class and 
online activities to your associate dean.

For full-time professors: 

➜	Examine your swf closely before signing and do not hesi-
tate to use the five days you are entitled to take to review 
your swf before signing (see Articles 11.02 A 3 and 11.02 A 
4 of the collective agreement). If you have any questions 
about your swf, contact your union steward or the faculty 
union office.

➜	You do not have to accept overtime if you have reason to do 
so (Article 11.01 j 3). Valid reasons for not accepting over-
time include: not needing the extra money, the overtime 
workload is too onerous to complete, or responsibilities 
outside of work—such as family—require that you not 
work any overtime. Probationary faculty at Niagara College 
are not allowed to go over 42 hours in total on their swf 
without a Dean’s approval.

➜	Other swf limits include that your teaching contact day 
shall not exceed eight hours from the beginning of a day to 
the end, except if you voluntarily agree to extend that limit 
(11.01 l 1). The college must make every effort to provide 
you with at least 12 hours without assigned work from the 
end of one day to the next (11.01 l 2), and no more than 
four different course preps should be assigned to you, ex-
cept by voluntary agreement which cannot be unreasonably 
withheld (11.01 d 2). Valid reasons for refusing more than 
four course preps include being on probation, having at 
least one new prep, and having too onerous a workload 
with the five or more preps.

➜	There is a “Faculty Member’s Comments” section of the 
swf; do not hesitate to use it. For example, if you have 
made requests which have or have not been addressed by 
your supervisor, record that information in this section. 
If you require more space than what is provided in that 
section, attach a separate sheet to the swf.

For partial-load professors: 

➜	Know your seniority rights (see Article 26 of the ca). One 
partial-load member recently grieved an assignment by 
Associate Dean Joanne Bakker in Part-Time Studies; that 
member’s seniority rights for an assigned course, which 
made up the entire partial-load assignment, were not 
respected. We are pleased to report that the college was 
forced to admit that an error was made and the grievance 
was settled in the partial-load member’s favour. We have 
been happy to see a significant increase in partial-load 
faculty members visiting the union office to check on their 
rights. If you have any question about where you stand in 
seniority or anything else related to your rights under the 
ca, please contact the faculty union office.

tips for MeMbers:
some quick and relatively easy things you can do (and not do)  
to make life at the college (relatively) friction-free
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School of Whatever Studies

David Lemanczyk

XXXX5555

XXXX5555

XXXX5555

XXXX5555

Course List
the courses you 
are teaching 
should be listed 
here, along with 
the teaching 
contact hours for 
each. If it isn’t 
correct, changes 
need to be made.

Class Size
this is supposed 
to be a ‘best 
estimate’ for the 
size of a section. 
We have seen the 
numbers vary 
wildly with the 
number you are 
expecting. If you 
have more than 
260 students in 
total, you will get 
additional out of 
class assistance 
(OOCA).

Evaluation 
Factors
EP=0.030 per 
student
RA=0.015 per 
student
IP=0.0092 per 
student
The college also 
uses a ‘blended 
factor’ where two 
or more types of 
evaluation are 
used

Course Type 
& Preparation 
Factor
NW=1.10 factor
EA=0.85 factor 
EB=0.60 factor
RA=0.45 factor
RB=0.35 factor

Additional 
Attributed 
Hours
any additional 
preparation work 
that is associated 
with a specific 
course can be 
added in this 
column (for 
example, if you 
set up and take 
down a lab).

the BeSt defenSe…
Your swf is the best way to protect yourself, your work and your students
‘I never really look at my swf, I just sign it.’ 

‘I’ve never had a problem with my supervisor before!’ 
‘Why would my supervisor do this to me, I’ve always done every-

thing they’ve asked!’
These are the most common things we hear when faculty 

come to the union office to discuss their swf.
Many of the problems that end up at the Workload Moni-

toring Group could be avoided by faculty looking out for their 
best interests from the beginning of the swfing process. A 
full and open discussion with your supervisor about your 
workload will usually clear up many of these questions and 

problems. The swf defines what we do as faculty, so it is espe-
cially important to get it right.

Our swf is also the quickest and easiest way we have as 
faculty to protect and define our work and our curriculum, 
and help our students get the highest quality educational 
experience that can be delivered.

Below we’ve highlighted some things that you can take note 
of when you are looking at or discussing your swf with your 
supervisor. In many cases, the swf document itself makes 
specific reference to the articles in the collective agreement 
that covers that particular section. 
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Dates of 
Discussion/Date 
SWF Received
all the dates of your 
SWF meetings should 
be recorded here. You 
have five business 
days from the receipt 
of your SWF to sign or 
refer.

Supervisor/
Faculty Comments
Your supervisor should 
list and explain the 
complementary 
functions. You can also 
make comments about 
your workload.

Complementary Functions
MEET=meeting time, NAT=normal administrative tasks, ROOCA=routine 
out of class assistance. Anything else you are doing should be listed here 
as well (curriculum development, projects, liaison. The nature of these 
functions should be described in the Supervisor’s Comments below.

Check Boxes
If your SWF is fine, check Mutual Agreement. 
However, if you aren’t satisfied, your can either refer 
your SWF to the Workload Monitoring Group or a 
Workload Resolution Arbitrator. Inform both your 
supervisor and the union of your intention.

Overtime
If your SWF is over 44 hours, you are in overtime. 
You need to consent to this. You need a reasonable 
reason to not accept an overtime assignment. You 
may be unwittingly put into overtime by an increase 
in student numbers.

iS a good offense
Make sure all the work you do for the college is noted down on your swf

The first page largely deals with the workload calculations: 
the specific courses you are teaching, preparation factors, 
number of students, and types of evaluation. It can be daunt-
ing and a little bit boring, but once you understand how your 
workload is calculated, things will become clearer.

The second page lays out the Complementary Functions 
that you will be working on throughout the period covered 

by the swf. It’s important that all of the work that you do is 
documented here so there is a clear understanding between 
you and your supervisor as to what you are expected to be 
doing during a given swf period.

In the union office, we love looking at people’s swfs and 
helping you understand what’s what—you might call us swf 
nerds. If you have questions, we’re here to help.



12 | in/SOL : V2/i2 — Spring/Summer 2018

What a year!
As our 2017–18 academic year draws to a close, the remnant 

of a successful bargaining campaign and resounding ‘No’ vote 
resonates. Thanks to all who participated in standing at the 
front lines, supporting in the background, and championing 
quality education for our students.

Whereas our 2016–17 academic year was almost exclusively 
union-led grievances, this past academic year saw the resolve 
of our members and their determination presented through 
14 individual grievances versus seven union grievances. We 
were busy on the local’s grievance and workload referral front 
during the fall 2017 term, especially with our return to work 
after the strike and the time frame before receiving the Kaplan 
award. The winter 2018 and spring 2018 terms saw all of our 
individual member grievances presented, while our employer 
attempted to subvert our resounding ‘No’ vote. 

Wrongful disciplines, denied faculty medical benefits, and 
‘trumped’ up student complaints littered the landscape at nc, 
but members would not put up with it. 

Moving forward, the Article 2 moratorium (full-time staff-
ing) is now lifted, and I anticipate that the local will be pursu-
ing staffing grievances post-haste. Here is an overview of the 
grievances submitted and outcomes from the grievances that 
were either successfully dealt with at the initial meeting stage 
or withdrawn at members’ requests.

grv # 11: 2017 (Sept)—Unilaterally assigned work in 11.08
A faculty member was assigned work during the non-contact 
time frame. Due to the strike and its efforts, the local could 
not organize to meet Article 32 timelines; however, the essence 
of this grievance was addressed during a Workload Resolution 
Arbitration (wra) in the winter of 2018. 

grv #12: 2017 (Sept)—Faculty bargaining unit work
An unqualified associate dean taught a class in the Technology 
area instead of allowing a qualified faculty member to deliver 
to students. The union grieved the removal of our bargaining 

unit work, but it was withdrawn when the associate dean 
identified they would not teach the course and then hired a 
qualified faculty member.

grv #13: 2017 (Nov)—Assigned teaching outside of the swf 
This Article 32 grievance was filed by the local to address the 
workload assigned to members to create their tlp, revise 
courses, and revise assignments without a revised swf. The 
grievance process was not completed due to the Kaplan award 
that removed all grievances and referrals pursuant to the 
strike action.

grv #14: 2017 (Nov)—Individual bargaining with  
partial-load members
Pursuant to Articles 1, 3.02, 4.02, 6 and 26 of the collective 
agreement, as well as Sections 2, 11, 12, 13, 14 and 53 of the 
Colleges Collective Bargaining Act and Section 9 of Bill 178 (an 
act to resolve the labour dispute between the College Employ-
er Council and the opseu), many locals grieved the wrongful 
attempt by the employer to try to get partial load faculty to 
resume work without an updated contract after the strike. The 
grievance process was not completed due to the Kaplan award 
that removed all grievances and referrals that stemmed from 
the strike action.

grv #15: 2017 (Nov)—Individual bargaining  
with full-time members
Pursuant to Articles 1, 3.02, 4.02, 6 and 26 of the collective 
Agreement, as well as Sections 2, 11, 12, 13, 14 and 53 of the 
Colleges Collective Bargaining Act and Section 9 of Bill 178, 
many locals grieved the wrongful attempt by the employer to 
try to get full-time faculty to resume work without an updated 
swf after the strike. The grievance process was not completed 
due to the Kaplan award that removed all grievances and 
referrals that stemmed from the strike action.

grv #16: 2017 (Nov)—Refusal by Management to  
meet with faculty regarding post-strike swfs
The union grieved that associate deans were refusing to meet 
with their faculty to review and revise updated swfs after the 
strike. The grievance process was not completed due to the 
Kaplan award that removed all grievances and referrals that 
stemmed from the strike action.

Terry Poirier
Chief Steward, Local 242

CHIEFLY CONCERNS

Reviewing Grievances  
and their Outcomes
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grv #17: 2017 (Dec) Article 11.03—Summer Rotation
The union grieved that the rotation-versus-consent process 
was not followed in a program area. The college addressed and 
fixed the issue at the first grievance meeting, admitting the 
associate dean had made an error. On a ‘without prejudice or 
precedence’ basis, the grievance was withdrawn. 

grv#18: 2017 (Dec)—Refusal by associate deans to meet 
with faculty regarding post-strike swfs
After two swf referrals were heard in Technology, additional 
emails refusing to meet with members were being sent and 
therefore were grieved by your local. The grievance process 
was not completed due to the Kaplan award that removed all 
grievances and referrals that stemmed from the strike action.

grv #1: 2018 (Jan)—Wrongful Discipline
A faculty member grieved an improper discipline claim creat-
ed by an associate dean. After the first meeting, the college 
claimed no wrongdoing and the member submitted the griev-
ance for arbitration.

grv #2: 2018 (Mar)—Wrongful Discipline
A faculty member filed a grievance against their associate 
dean who brought a complaint forward with human resources 
through the ‘Respectful’ Workplace policy at Niagara College. 
The situation could have easily been resolved in mediation; 
however, management saw an opportunity to send a message. 
They issued the letter of discipline; however, the member is 
leaving the bargaining unit as a stalwart member of Local 242 
through retirement—and we wish them all the best!

grv #3: 2018 (Apr)—Article 5 and 17, member forced  
to use sick credits
A faculty member filed a grievance because they were denied 
their rightful return to work by human resources. They were 
able to complete complementary functions but were denied 
that right because they were told that there was ‘no work 
available’ and they were forced to use sick credits. Undue 
hardship is the only claim an employer can make in denying 
an accommodation and, since the college announced they 
have a $13.9 million surplus, that is simply unfounded. The 
college denied the grievance after our first meeting. This griev-
ance has been forwarded for arbitration by the member.

grv #4: 2018 (Apr)—Unilateral work assigned  
outside of swf
Two faculty members brought a grievance forward identifying 
that they were improperly assigned work that was not identi-
fied on the swf. The faculty identified the wrongdoing at the 
first meeting and management denied their grievance. At the 
request of the faculty members, the grievance was withdrawn.

grv #5: 2018 (Apr)—Misuse of Article 11.03
A group of faculty members filed a grievance that their asso-
ciate dean did not provide proper information on summer 
workload requirements. The managers denied wrongdoing at 
the first grievance meeting; at the group’s request, the griev-
ance was withdrawn.

grv #6: 2018 (Apr)—Improper discipline
A faculty member grieved an improper discipline claim 
created by an associate dean. The college refused to have a 
first meeting with the member and, as such, the matter has 
automatically been referred for arbitration.

grv#7: 2018 (May)—Partial-load seniority, Article 26
A partial-load faculty member grieved that they were not 
properly afforded a contract for the spring term. Partial-load 
faculty with fewer seniority credits were provided with con-
tracts. At the first meeting, the college maintained their right 
to manage and assign. The partial-load faculty member has 
referred the matter for arbitration.

grv#8: 2018 (May)—Denied Return to Work –  
forced sick leave
Another faculty member grieved that the college was not 
allowing them to return to work after a short term sick leave 
with a claim that the member had severe restrictions that 
prevented them from returning. When asked for clarification 
a short time later, the college could not identify what the 
nature of severity was. The college refused to have a first-step 
grievance meeting with the member and, as such, the matter 
was referred by the member directly to arbitration.

grv#9: 2018 (May)—Student complaint, 
Respectful workplace
A faculty member grieved that a frivolous attempt by a stu-
dent to complain through the college’s ‘Respectful’ Workplace 
policy was unfounded. The college did have a first meeting 
with the member, and denied that there was wrongdoing. The 
member has referred the matter for arbitration.

grv#10: 2018 (May)—Improper work assignment
A partial-load faculty member grieved that they were denied 
their seniority rights to a partial load contract. The college 
agreed before a first meeting was to be heard and offered the 
faculty member the contract. As such, and on a without preju-
dice or precedence basis, the grievance was withdrawn.

grv#11: 2018 (May)—Discrimination, Harassment
A partial-load faculty member grieved that they had been 
discriminated against. The college did have a first meeting 
with the member and identified that they would support an 
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investigation which the faculty member agreed to and has 
now initiated.

grv#12: 2018 (May)—Violation of Article 11.06
A faculty member grieved that they were denied their right to 
work according to an Article 11.06 agreement already in place. 
The first meeting has been booked and, at the time of this 
article, had yet to be heard by the college.

grv#13: 2018 (May)—Assigned workload outside of the swf
A faculty member grieved that their associate dean assigned 
workload outside of the swf. The first meeting has been 
booked and, at the time of this article, this grievance had yet 
to be heard by the college.

grv#14: 2018 (May)—Anti-Union Animus
The union grieved that an associate dean created anti-union 
animus by telling faculty that they needed to record ‘union 
business’ under the new attendance management system.  
The college identified that the associate dean had sent a memo 
intended for support staff to faculty. The union directed the 
college to instruct the associate dean to identify the error.  
The associate dean sent a memo simply removing ‘union 
business,’ which the union will clarify for affected members. 
On a ‘without prejudice or precedence’ basis, the grievance 
was withdrawn.

grv#15: 2018 (May)—Wrongful Dismissal
A faculty member grieved that a wrongful dismissal was im-
plemented through a malicious chain of events. The college did 
have a first meeting with the member and, at the member’s 
request, the matter has been referred for Expedited Arbitration, 
as per Article 33.

* * *

In addition to the grievance process, the union has also been 
protecting your new collective agreement rights under Article 
11 through the Workload Monitoring Group (wmg). The wmg 
comprises representation from union and management to 
address workload issues. In 2017–18, the wmg dealt with 
management on issues ranging from improper workload and 
Article 11.08 assignments, to associate deans refusing to refer 
matters to wmg during a strike. There were several referrals 
that were corrected by the wmg over the academic year.

The wmg had four of the referrals go to wra since the wmg 
could not resolve the issues at the table. This year—for the 
first time ever at Niagara College—the college decided to 
bring a lawyer to represent them at the ‘informal’ arbitration. 
Our local requested a Freedom of Information identification 
of the cost of the lawyer to our college, which was denied by 
the college, and will be subsequently appealed.

The first wra of 2017–18 had a stalwart member, Herb Hill, 
present his case to Arbitrator Norm Jesin. The lawyer was no 
match for our member. Herb prepared an air-tight case and, 
as such, was provided with the changes to his swf as recorded 
by Arbitrator Jesin. With a continued use of the lawyer, how-
ever, the next two referrals were not even discussed by the 
members since the matters were thrown out on jurisdictional 
and procedural issues by the lawyer. opseu did not support 
the use of lawyers for the informal wra process; however, 
with the members being denied their rights to explain their 
referrals, opseu is reconsidering.

As we enter into the next phase of our newly bargained 
contract, it is important for members to continue to refer 
their swf. If you have any issues with your swf in the fall 
of this upcoming year, please consider your rights under the 
collective agreement and refer your swf.

If you are unsure of the process or wish to speak to a wmg 
member, please contact the union office. You can consult with 
us in confidence.

a note about the type
This issue of InSOL marks the debut of a new font. The headlines used on pages 2, 4, 9, 10 and 11 
were set in Picket Line—a font specially created from the handlettering on picket signs used during 
the 2017 strike. Picket Line will officially be offered to the public in the fall of 2018, so watch your 
inbox and social media for an announcement.

click to find us on Facebook and Twitter

InSOL the Newsletter of  
OPSEU Local 242
contact information:
ext 7506
905-735-2211 (Welland)
905-641-2252 (St. Catharines)
905-374-7454 (Fort Erie)
905-563-3254 (Grimsby) 

Executive Officers 

president
Martin Devitt / W307 / 7506
vice-president 
Ravi Ramkissoonsingh / S105 / 7744
chief steward
Terry Poirier / M103E / 7709
 

treasurer
Shannon MacRae / M206I / 7759 
secretary
Laura Bruni / 7506
opseu242@opseu242.com 
Welland Campus, 
Black Walnut B1

stewards
Kristen Buscaglia / S105 / 7862
Cosimo Girolamo / W311 / 4128
Lois Johnson / TC35 / 7887
Amy Proulx / HT035 / 4647
Greg Smith / S331A / 7611 
Dave Thomson / W311 / 4129
Erden Ertorer / TC01 

Partial-Load Representative

Who We Are:

https://www.facebook.com/OPSEU.Local.242/
https://twitter.com/opseulocal242?lang=en

	_GoBack
	_GoBack

