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the existence of the 2013 com-
munications cited by the local. 
Although the interference did 
not happen during President 
Jensen’s presidency, now that 
she has become aware of man-
agement’s involvement, the cri-
sis has become a critical test of 
her presidency and how she 
wishes to conduct business with 
the local.    
 In the meantime, a union 
grievance on college interfer-
ence is awaiting a hearing date at 
which time the college will be 
obliged to provide full disclo-
sure on those involved in the 
interference.  
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The unresolved issue of college 
interference in the 2013 local 
union elections remains a seri-
ous impediment in improving 
relations at the college. The 
local reported the interference 
to the membership on Septem-
ber 24 after information came 
to light about involvement by at 
least one senior member of col-
lege administration. Through 
various forms of communica-
tion, then Executive Direc-
tor  Doug Wotherspoon en-
gaged in providing support in a 
campaign to unseat incumbent 
stewards, with faculty viewed as 
being more “collaborative” by 
the administration. 
  
Grave concern 
The Local Executive Commit-
tee of Local 415 has since ex-
pressed “its grave concern over 
the interference of college ad-
ministrators in the 2013 local 
elections” and has called on the 
college “to (a) take the neces-
sary steps to ensure such inter-
ference does not happen again 
and (b) take the appropriate 
disciplinary action against any 
administrator found to have 

engaged in such behavior.” 
 The college response has been 
troubling to say the least. Not-
withstanding the egregious nature 
of the interference, the local is 
unaware of any disciplinary action 
that has been taken against those 
found to have been involved in 
the election shenanigans. It is 
noteworthy that after the Septem-
ber 24 union communiquè, mem-
bers and even some academic 
managers have expressed either 
their dismay and/or surprise that 
the college has offered no official 
response. 
                                            
No denial                                 
In a recent interview with an Al-
gonquin Times reporter, VP Woth-
erspoon claimed the union com-
munication  “did not tell the full 
story,” but tellingly did not deny 
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People may be forgiven for feel-
ing election fatigue after the re-
cent marathon federal election. 
However, Local 415 members 
need to be equally mindful as 
they consider their choices in the 
upcoming union local elections to 
select those they wish to repre-
sent and defend their interests as 
local stewards and officers. 
 Members have recently been 
made aware of allegations of ad-
ministration interference in the 
last set of local elections. Such 
interference should never have 
happened, and President Jensen 
has committed to ensuring such 
interference does not happen 
again. However, it speaks to the 
importance members must place 
in being vigilant in assessing the 
candidacies of those wanting to 
be their stewards and officers of 
the local. 
  
Obligation 
First, it must be noted that the 
oath of office makes clear that 
the obligation of a steward is to 
“uphold and obey the Constitu-
tion and policies of the Ontario 
Public Service Employees Union 
and the Bylaws of [the] Local, 
work with the Officers of the 
Local to represent the members, 
and fulfill the obligations and 
responsibilities of [his or her] 
elected position as Steward to 
the best of [his or her] ability.” 
Curiously, collaborating with 
management is not a primary 
function of a steward. 
 Second, people who commit 
to being a steward must appreci-
ate they have both legal and 
moral obligations to their mem-

bers. Regardless of the situation 
in which a member finds him- 
or herself, the steward must act 
as that member’s advocate. The 
job of a steward is to withhold 
judgement and defend each 
member and the member’s in-
terests to the best of the stew-
ard’s ability. 
  

Job One      

Being a steward and helping 

those in need, particularly those 

who find themselves at their 

most vulnerable, can be deeply 

rewarding. One does not have 

to be particularly well versed in 

the Collective Agreement or be 

lawyer-like in disposition to be 

an effective steward; most good 

stewards have learned on the 

job. But the one pre-condition 

for an effective steward is to 

recognize that representing the 

member -- to paraphrase an old 

Ford commercial -- is Job One, 

and it supersedes placating 

management.  
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Word from Pat, President Local 415  

College’s response to its most vulnerable 

The college has an interesting 
track record when it comes to 
employees, particularly those 
who are the most vulnerable, 
namely the ill. I previously indi-
cated in Local Lines that in one 
particular case, in winter 2015, 
we had a long-standing faculty 
member who had been ill and 
was dealing with Sun Life 
through the long-term disability 
(LTD) process. The process can 
be a drawn out process due to 
the various requirements for 
specialists’ reports. The college 
cut off access to her earned sick 
leave because Sun Life initially 
denied her LTD claim which 
again is part of the process. 
 However, instead of allowing 
the individual to use her banked 
leave (which, incidentally, the 
college would have to pay out 
anyway as part of a sick leave 
gratuity as the member was a  
pre-1991 hire), the college chose 
to demonstrate its “caring” side 
and denied her access to the 
leave. To top it off, the college 
then offered, after many 
months, the following as a solu-
tion. She should abandon her 
appeal for the denial of LTD by 
Sun Life and refer her case to a 
third party. This was, in my 
view, one of the most ridiculous 
and insulting offers I have ever 
seen.  
 Needless to say, we recom-
mended that the member follow 
her doctor’s advice and continue 
with the LTD appeal. In the 
end, despite the lack of support 
from the college, the member 
was eventually approved for 

  

A petition campaign to stop the sale of Hydro One garnered hundreds of 

signatures on campus. See more about the campaign on pages 16 - 17. 

Some of the people who stopped by the union-sponsored coffee hour: Dave 

McCue, Judy Flieler, Landyn Blais, Yim Warrington, and Tracy Henderson 



4                                                         October 2015                                       Local Lines 

 

LTD. But imagine the conse-
quences for the member if she 
had taken the college offer! 
 I want to contrast her experi-
ence with a male faculty mem-
ber. This member was recently 
granted an accommodation by 
his manager without having to 
follow the agreed-to accommo-
dation process. Meanwhile, we 
have other examples of female 
faculty who have encountered 
problems with getting their ac-
commodations approved, espe-
cially when the faculty were 
over the age of 65. 
 The college president is 
aware of the examples I have 
provided, and she needs to play 
a stronger role in directing man-
agers to act in a way that is both 
caring and consistent if we are 
to take the impetus for im-
proved labour relations seri-
ously. 
         
College inaction on interfer-
ence in local elections     
The local briefed you Septem-
ber 28 on the recent revelations 
concerning college interference 
in the local’s 2013 elections. 
You should be aware that when 
this came to light, I brought it 
to the attention of the college 
president and the then chair of 
the Board of Governors. At no 
time since the revelations came 
to light has the college issued 
any type of denial of the inter-
ference. The silence from the 
college is deafening.  
 Many of the senior managers 
during that period in 2013 are 
still part of the president’s team. 
That there have been no conse-
quences for those involved is a 
decision in itself, and is not 
helpful in advancing the cause 
for improved relations. 

Twenty-six new full-time faculty 
have been hired since last spring. 
Many have been hired into posi-
tions that have been the result of 
grievance settlements negotiated 
by the union. We welcome them 
to the college and to Local 415. 
  The new hires, as reported to 
us by the college, are as follows:  

 Jordan Berard (English, ASET) 

 Mark Brennan (Hospitality and 
Tourism) 

 Irene Casey (Electro-
Mechanical Engineering) 

 John Cloutier (English, General 
Arts and Science) 

 Serge Cote (Mechanical and 
Transportation Technology) 

 Kevin Crichlow (Computer 
Information and Communica-
tions Technology) 

 Lisa Dowling (School of Busi-
ness) 

 Andrea Finkelstein (Centre for 
Students with Disabilities) 

 Clayton Fox (Architecture, Civil 
and Building Science) 

 Wanjohi Kibicho (Hospitality 
and Tourism) 

 Vinay Kumar (School of Busi-
ness) 

 Lisa Lalonde (Early Childhood 
Education) 

 Corinne Lipsett Baynes 
(General Arts and Science) 

 Jennifer MacDonald (General 
Arts and Science) 

 April Mallett (Child and Youth 
Care) 

 Chinedu Mba (Language Insti-
tute) 

 Noel Pardy (Health and Com-
munity Studies, Pembroke) 

 Jonathan Parker (General Arts 
and Science) 

 Trevor Pearson (Photography) 

 Jill Peck (Wellness, Research, 
and Innovation) 

 Blerim Qela (Architecture, 
Civil & Building Science) 

 Kyle Scott (Wellness, Re-
search, and Innovation) 

 Jane St. Germain (Allied 
Health) 

 Ben Thomas (Interior Design) 

 Eric Torunski (Computer In-
formation and Communica-
tions Technology) 

 Kerri-Lynn Weeks (Health 
and Community Studies, Pem-
broke) 

The local wishes the new full-
time faculty all the best for a 
long and fulfilling career at the 
college. 
   
Questions? 
If any new members have ques-
tions about their workloads, rate 
of pay, or any other issue, they 
should contact a local steward 
(see the list of stewards on page 
2 of this newsletter) or call 7716. 
They should also check the col-
lege digital directory to ensure 
their contact information is up-
to-date. 
  Finally, new members are 
invited to drop by the union 
office (Room C215B) at any 
time. Diane Brulé, our very ca-
pable office administrator, staffs 
the office from 8:00 to 4:00, 
Monday to Friday. 
  

Welcome to new members 

Jack  Wilson 
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The WMG: A union team that continually 

defends Article 11 rights 
David Haley, Second VP and Union Co-Chair of WMG 

Of all of 
the union 
activities 
that I am 
involved 
with, the 
Workload 
Monitoring 
Group 
(WMG) is 

without question the most re-
warding because of its direct 
involvement with all full-time 
faculty. Whether it be in the 
form of reviewing all college 
SWFs for compliance with the 
Collective Agreement, a drop-in 
visit to the union office by a 
member for advice or a full-
blown workload complaint un-
der Article 11 – Workload, up-
holding members’ rights in the 
workplace is one of the most 
fulfilling jobs that a steward can 
have. 
 Being a member of the 
WMG is also a very demanding 
position as you must not only 
have intimate knowledge of Ar-
ticle 11 (Workload) but also 
possess the historical knowledge 
on how WMG decisions have 
been applied at the college so 
that you can ensure faculty 
members are equitably treated 
regardless of where they work in 
the college. 
 Overall, the WMG Commit-
tee has been a very functional 
committee during the past few 
months, with many productive 
discussions between union and 
management members of the 
committee. As an example, here 
are some of the workload issues 

the WMG has been able to re-
solve without going to arbitration: 

 a manager not implementing 
the decision of the WMG – 
Human Resources is in the 
process of ensuring implemen-
tation  

 a faculty member returning 
from maternity leave not being 
provided a minimum of six 
weeks notice for her fall work-
load – it was resolved that the 
15F SWF would not be effec-
tive until October 12 

 a faculty member not issued a 
15F SWF prior to her vacation 
period – it was resolved by the 
WMG and the faculty mem-
ber’s manager that the 15F 
SWF would not be effective 
until 19 October 19 

 a faculty member not being 
treated equitably regarding 
course development time – 
resolved by the WMG to the 
member’s satisfaction 

Here are some of the workload 
issues being addressed by the 
WMG from the review of faculty 

SWFs by the union: 

 assignment of work during a 
non-teaching period 

 assignment of overtime to a 
probationary employee 

 inconsistent reporting of  
August 31 – September 6 
workloads – some areas of 
the college consider that to 
be in the 2014-2015 aca-
demic year, while others 
count it as part of the 2015-
2016 academic year 

 inconsistent complementary 
hours for participation in 
Faculty Learning Program 
for new faculty 

 managers not signing SWFs 

 missing SWF pages 

 missing coordinators’ step 
allowance(s) even though 
assigned coordinating duties 

Until next time, should you have 

any questions regarding your 

workload, please don’t hesitate 

to drop into the union office for 

assistance or email me at 

dhhaley.opseu415@gmail.com 

mailto:dhhaley.opseu415@gmail.com
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Personal grievances on the rise 

Grievance Update  J. P. Lamarche with files from Jack Wilson 

or the first time since be-
coming chief steward 
nearly 10 years ago, I’ve 

filed more grievances for individ-
ual members than grievances on 
behalf of the union local. This is 
significant. There are always dis-
putes about policy and collective 
agreement interpretations be-
tween the union and the college, 
but individual grievances are dif-
ferent. When individuals file 
grievances, the issues tend to be 
more personal in nature and, as a 
result, have a greater impact on 
relationships between members, 
managers, and human resources. 
 One of the most common 
questions I hear from individuals 
who file grievances is, “Why is 
this problem so difficult to fix?” 
Good question.  
 The grievance process has 
three stages. The first stage is the 
complaint process wherein the 
manager has an opportunity to 
solve the problem. The next 
stage is the grievance meeting 
wherein the college, typically an 
HR representative, has the op-
portunity to solve the problem. 
The final stage is taking the issue 
before an arbitrator to solve the 
problem.  At any point during 
this process, the college can pro-
pose a settlement to solve the 
problem.  
 The college has, recently, at-
tempted to offer Minutes of Set-
tlement (MOS) for a number of 
individual cases. While we ap-
plaud this approach, the problem 
is the college’s lack of consis-
tency and equity when offering 
an MOS. Members in identical 
situations are being offered dif-

f 

ferent solutions. How does that 
make sense? How is that equita-
ble? It is painfully clear to me that 
there is no overall “plan” for 
dealing with issues that fall under 
the same theme. When some 
members receive different treat-
ment than others, it leaves a bad 
taste in the mouths of those who 
are on the shorter end of the 
stick. Not the best approach for 
improving employee engagement 
or good labour relations. 

11A115: Failure to replace– 
Language Institute 
The union has grieved the failure 
to replace a member of FSL. The 
fifth day of arbitration was in Oc-
tober. 
 
13A53: Improper classification 
– LTS 
The union has grieved the im-
proper classification of math  
“coaches” as support staff.  The 
matter had its first day of arbi-
tration in April. 

14A15: Failure to give prefer-
ence to full-time positions– 
Electrical 
The union has grieved that the               
college has failed to give prefer-
ence to full-time positions in 
the Electrical Program. The 
matter has gone to arbitration. 
 
14A26: Failure to give pref-
erence to full-time positions
– Various cost centres 
The union has grieved that the  
college has failed to give pref-
erence to full-time positions in 
various cost centres. The mat-
ter has gone to arbitration. 
 
14A31: Sabbatical  – College 
A member has grieved denial of 
a sabbatical request.  The mat-
ter has gone to arbitration. 
 
14A36: Health and Safety  –  
College 
The union has grieved the 
March 24, 2014  memo requir-
ing faculty to complete health 
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Hector 

Greene, 

College  

Dean 

and safety training. It is assigned 
work and therefore should be  
acknowledged on the SWF. The  
matter has gone to arbitration. 
 
14A41: Failure to give prefer-
ence to full-time positions– 
Dental    
The union has grieved that the 
college has failed to give prefer-
ence to full-time positions in the 
Dental program. The matter has 
gone to arbitration. 
 
14A43-54: Failure to give pref-
erence to full-time positions– 
Various cost centres 
The union has grieved that the  
college has failed to give prefer-
ence to full-time positions based 
on online activity in various cost 
centres. The matter has gone to 
arbitration. 
 
14A55: Reclassification – 
Nursing 
A member has grieved improper 
classification and is seeking to be 
recognized as a professor. The 
matter has had three days of 
arbitration with more to come. 
 
14A59: Bargaining outside the 
CA – ACCE 
The union has grieved that the 

chair has bargained outside the  
CA by issuing a communication 
to staff that they must make up 
for classes missed due to sick 
leave. The matter has gone to 
arbitration. 
 
14A60-76: Failure to give pref-
erence to full-time positions– 
Various cost centres 
The union has grieved that the 
college has failed to give prefer-
ence to full-time positions in 
various cost centres. Arbitration 
dates have been set for this 
month and next. 
 
14A77: Excessive overtime – 
College 
The union has grieved that the 
college has assigned overtime to 
faculty in excess of the allowable 
limit under the provisions of 
Article 11 on workload. The 
matter has gone to arbitration. 
 
14A87: Failure to give prefer-
ence to full-time positions– 
Various cost centres 
The union has grieved that the 
college has failed to give prefer-
ence to full-time positions in 
various cost centres. The first 
day of arbitration was October 
26. 

14A93: Academic bargaining 
unit work – Perth 
The union had grieved the 
work for a recently created po-
sition at Perth described as a 
“Student Success Specialist and 
Academic Coach” as belonging 
to the academic bargaining unit. 
The matter has gone to arbitra-
tion. 
 
15A01, 04 & 06: Failure to 
replace – Various depart-
ments 
The union has grieved the fail-
ure of the college to replace 
full-time faculty in a variety of 
departments. The matter has 
gone to arbitration. 
 
15A11 & 12: Reclassification 
– Business 
Two members have grieved 
improper classification and are 
seeking to be recognized as 
professors from their date of 
hire. One of the grievances 
had its first day of arbitration 
in September. The second 
grievance will be heard in 
January. 
 
15A13: Unjust discipline – 
Pembroke 
A member has grieved unjust 
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discipline by the college. The 
first day of arbitration is in Janu-
ary. 
 
15A15: Failure to follow disci-
plinary procedures – Pem-
broke 
The union has grieved the failure 
of the college to follow appro-
priate procedures in their efforts 
to discipline a member. The 
matter has gone to arbitration. 
 
15A16: Failure to Replace – 
Language Institute 
The union has grieved the failure 
of the college to replace full-time 
faculty in ESL. The matter has 
gone to arbitration. 
 
15A17: Bargaining outside the 
CA – Business 
The union has grieved that the 
Dean of the School of Business 
is  negotiating outside the collec-
tive agreement in an attempt to 
offer deferred leave for individu-
als who come into the college 
during their vacation to staff 
phones. 

15A19: Failure to Replace– 
Business 
The union has grieved the failure    
of the college to replace full-time 
faculty in the school. The matter 
has gone to arbitration. 
 
15A23: Toxic work environ-
ment – Nursing 
Six members have grieved a 
toxic work environment. Al-
though the manager has since 
left the college, there are out-
standing issues that still need to 
be addressed, and the matter will 
have its first day of arbitration in 
December. 
 
15A25: Incorrect salary place-
ment – GAS 
A member has grieved incorrect 
placement on the salary scale. 
The matter has gone to arbitra-
tion. 
 
15A26: Incorrect salary place-
ment – Business  
A member has grieved incorrect 
placement on the salary scale. 
What is noteworthy is that the 

college failed to give credit for 
the fact the member had a 
Bachelor of Education, deeming 
it not relevant to the job! The 
first day of arbitration is in De-
cember. 
 
15A27: Incorrect salary place-
ment – ACCE 
A member has grieved incorrect 
placement on the salary scale. 
The matter has gone to arbitra-
tion. 
 
15A28: Unjust discipline – 
Pembroke 
A member has grieved unjust 
discipline. The matter has gone 
to arbitration. 
 
15A30: Incorrect salary place-
ment – Business 
A member has grieved incorrect 
placement on the salary scale. 
The matter has gone to arbitra-
tion. 
 
15A31: Bullying and harass-
ment – Nursing 
A member has grieved the man-
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across the college. The matter 
has gone to arbitration. 
 
15A49: Inequitable treatment 
– Pembroke 
A member has grieved inequita-
ble treatment by the college. 
The matter has gone to arbitra-
tion. 
 
15A50: College interference in 
union affairs – College 
The union has grieved the inter-
ference in the 2013 union local 
election by the then senior ad-
ministration. The matter has 
gone to arbitration. 
 
15A52: Incorrect salary place-
ment – Media and Design 
A member has grieved incorrect 

placement on the salary 
scale. The matter was 
settled to the satisfac-
tion of the member 
after step one. 

 
15A54: Incorrect salary place-
ment – Nursing 
A member has grieved incorrect 
placement on the salary scale. 
The matter has gone to arbitra-
tion. 
 
15A55: Incorrect salary place-
ment – Business 
A member has grieved incorrect 
placement on the salary scale. 
The matter has gone to arbitra-
tion. 

ager has violated college poli-
cies in referring a personnel 
matter to an external body. The 
external body found no founda-
tion in the manager’s complaint. 
The grievance has gone to arbi-
tration. 
 
15A33: Bullying and harass-
ment – Business 
A member has grieved bullying 
and harassment. The matter has 
gone to arbitration. 
 
15A35: Access to Blackboard
– Language Institute 
A member has grieved that the 
college permitted another fac-
ulty member access to Black-
board for a course the grievor is 
teaching without the grievor’s 
consent. The matter has gone 
to arbitration. 
 
15A36: Incorrect salary place-
ment – Business 
A member has grieved incorrect 
placement on the salary scale. 
The matter has gone to arbitra-
tion. 
 
15A37: Bullying and harass-
ment – Pembroke 
A member has grieved bullying 
and harassment in the work-
place. The grievance has gone 
to arbitration. 
 
15A38: Incorrect salary place-
ment – Media and Design 
A member has grieved incorrect 
placement on the salary scale. 

The matter was set-
tled to the satisfaction 
of the member after 
step one. 

 
15A39: Failure to replace – 
Language Institute 
The union has grieved the fail-
ure to fill a vacant position in 
the Language Institute. The 

matter has gone to arbitration. 
 
15A40: Refusal to meet – Pem-
broke 
A member has grieved that the 
manager refused to meet regard-
ing a complaint. The matter has 
gone to arbitration. 
 
15A41: Incorrect salary place-
ment – GAS 
A member has grieved incorrect 
placement on the salary scale. The 
matter has gone to arbitration. 
 
15A42: Incorrect salary place-
ment – Hospitality 
A member has grieved incorrect 
placement on the salary scale. The 
matter has gone to arbitration. 
 
15A43: Incorrect salary place-
ment – GAS 
A member has grieved incorrect 
placement on the salary scale. The 
matter has gone to arbitration. 
 
15A44: Incorrect salary place-
ment – Hospitality 
A member has grieved incorrect 
placement on the salary scale. The 
matter has gone to arbitration. 
 
15A45: Incorrect salary place-
ment – Perth 
A member has grieved that coor-
dination work has been assigned 
without payment of the coordi-
nating allowance. The matter has 
gone to arbitration. 
 
15A47: Incorrect salary place-
ment – Language Institute 
A member has grieved incorrect 
placement on the salary scale. The 
matter has gone to arbitration. 
 
15A48: Failure to replace – 
Various departments 
The union has grieved the failure 
of the college to replace departing 
faculty in various departments 



10                                                         October 2015                                       Local Lines 

 

You asked us  Jack Wilson  

PLAR workload          
Q. I have been contacted by the 
PLAR office about creating a 
challenge exam or portfolio for 
a course I teach. Do I do my 
best to accommodate or is this 
to be assigned by the chair? 
 
A. Yes, PLAR is an extra work-
load that must be recorded on 
your SWF. Our suggestion is to 
determine what has to be done 
for the PLAR, including the 
number of hours and then ad-
vise your chair and see what the 
chair’s response is. 
 
Employee file 
Q. Is it possible to access my 
employee file and, if so, how do 
I go about doing it? 
 
A. Yes, the Collective Agree-
ment provides for unfettered 
access to one’s file as well as 
copies of any documents found 
in the file. We advise calling the 
HR office ahead of time, so 
your file will be ready when you 
arrive in the HR office. 
 
Tuition subsidy for partial-
load faculty            
Q. As a partial-load faculty 
member, am I eligible for the 
tuition subsidy under Article 12? 
 
A. Yes, you are, by virtue of 
being in the bargaining unit. 
 
SWF discussions with coordi-
nators           
Q. My coordinator came to me 
to discuss what I might teach. Is 
that appropriate? 

A. If the coordinator was provid-
ing information on the courses 
available to be taught in the next 
semester, that is one thing. How-
ever, if what you are suggesting is 
that the coordinator is making a 
decision over what you will be 
assigned, then that would be out-
side the scope of a coordinator’s 
role. The CA makes it quite clear 
under Article 11.02 1 (a) that 
“prior to the establishment of a 
total workload for any teacher the 
supervisor shall discuss the pro-
posed workload with the 
teacher…” The supervisor in this 
case is your academic chair, not 
the coordinator. 
 
Via Rail discount          
Q. Is it true that I can get a dis-
count with Via Rail because of 
my union membership? 

A. Yes, it amounts to 10%. It is 
one of a number of affinity pro-
grams that OPSEU has arranged 
for its members. For a full listing 
of the programs, go to http://
opseu.org/information/shop-
opseu-enterprises-member-
discount-programs or google 
“OPSEU affinity.” 
 

Change in evaluation factor  
Q. I noticed that the evaluation 
factor for my course has changed 
from EP to a lower factor of CA, 
but the course outline has not 
changed. What is CA and should 
that have happened? 
 
A. First, CA means the evaluation 
is not wholly EP or wholly RA 
but is something in between: a 
combination of essay/projects 
(EP) and routine assisted (RA) 
assignments such as multiple 
choice.              
 On the second point, before 
the evaluation factor for the 
course can be changed, there 
must be consultation with the 
faculty teaching the course as per 
Article 11.01 E 3. If that consul-
tation did not occur, we recom-
mend you refer your SWF to the 
Workload Monitoring Group for 
revision.  
 
Conflict of interest 
Q. May I work outside of my 
regular employment? Is it a con-
flict of interest? 
 
A. If in doubt, raise it with your 
manager. It should not be an is-
sue providing (a) it does not con-
flict with your SWF commitments 
and (b) is not in direct competi-
tion with the college. 

http://opseu.org/information/shop-opseu-enterprises-member-discount-programs
http://opseu.org/information/shop-opseu-enterprises-member-discount-programs
http://opseu.org/information/shop-opseu-enterprises-member-discount-programs
http://opseu.org/information/shop-opseu-enterprises-member-discount-programs
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Early in October, the CAAT Pen-
sion Plan offered Retirement 
Planning sessions for full and part
-time staff. If you haven't at-
tended one of these, consider 
signing up for the winter session.  
These events are absolutely 
worthwhile and very informative, 
getting attendees to dedicate 
some time to think and ask ques-
tions about their post-college life. 
 The CAAT presenters, Steve 
and Mohamed, delivered a clear 
talk beginning with the most fun-
damental question: when are you 
ready for retirement? They advised 
we look at three elements: our 
personal, career, and financial 
readiness. They also reminded us 

that the CAAT pension is only 
one leg of a three-legged stool 
making up our retirement fi-
nances, and that all calculations 
should also consider our personal 
savings in addition to the govern-
ment CPP. 
 As most of you know, in De-
cember, we receive our annual 
statements which provide critical 
information about three dates: 
when you can start retirement at a 
reduced rate, start retirement at 
the earliest unreduced rate, and 
start retirement at your actual full 
rate. Beyond this yearly state-
ment, you can go to the CAAT 
site at any time, watch a video on 
how to use the Pension Estimator, 

The Plan provides two 
important options for 
increasing your service: 
Service Purchases, and 
Transfers. Plan members 
can purchase any and all 
time they worked for a 
CAAT Pension Plan em-
ployer before joining the 
Plan, and any and all ser-
vice earned in a Canadian regis-
tered pension plan with a non-
CAAT employer. 
 

Purchasing Service 
Did you 

 work part time in the College 
system or on contract for an 
Ontario college or participat-
ing employer before joining 
the CAAT Plan? 

 have an unpaid leave of ab-
sence during your CAAT Plan 
membership? 

Getting to know your benefits  
Judy Puritt  

and then enter some details to 
calculate your pension details at 
www.caatpension.on.ca. 
 In simple terms, we have a 
DB or Defined Benefit Pension Plan 
through CAAT, which means 
the calculation is based on your 
total years worked plus your 60 
months of best salary.  
 If you haven't taken the time 
to think about or begin plan-
ning for your retirement, per-
haps now is a good time to 
start. Remember, aging is an 
absolute, so you really should 
take the time to investigate, un-
derstand, and make plans for  
your future. 

If so, you have breaks in your 
pensionable service. Filling those 
gaps can increase your pension 
and could help you retire earlier. 
 
Transferring service 
Were you a member of a Cana-
dian registered pension plan be-
fore working for a CAAT Plan 
employer? If so, you may be able 
to transfer your previously earned 
pension into the CAAT Plan, 
enabling you to retire sooner with 
a larger pension. 

Do it yourself estimate 
Use the Actuarial Cost 
Estimator (ACE tool) to 
get an estimate of the 
service purchase cost 
directly from our web-
site. Once you’ve re-
ceived your estimate and 
if you decide to pursue 
the purchase, the ACE 

tool will give you access to the 
Service Purchase Application 
form that you'll need to com-
plete and submit to your previ-
ous (CAAT Plan or non-CAAT 
Plan) employer to get the proc-
ess started. 
 
Web site 
For more details go to  
https://
www.caatpension.on.ca/en/
members/increasing-your-
service 

Increasing your service in the CAAT Pension Plan 

http://www.caatpension.on.ca
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Sometimes, when you have been 
doing something for a while, you 
begin to focus on the wrong 
things. Instead of focusing on 
what you do and how that is a 
good, worthwhile, and  important 
activity, you begin to see only 
what is problematic, not working 
well, and wrong. Two years ago, I 
reached that point in my career at 
the college. I was spending more 
and more time thinking about 
what non-teaching life might in-
volve, so I knew I needed a 
change. I started to seriously in-
vestigate options, not just think 
about what wasn't working. 
 As college faculty, we  have 
access to one of the most power-
ful career revitalizing tools imag-
inable: Article 20 in the Collective 
Agreement. Yes, that’s access to a 
sabbatical. After speaking to a cou-
ple of faculty who had been off 
on sabbatical, I thought it was the 
route for me.  
 A quick talk to some of the 
LEC executive helped me find 
the right details in our Collective 
Agreement. Basically, if you have 
been working 11 years, you are 
eligible with a pay rate of 80% of 
salary while, if you have been 
working 7 years, you are eligible 
with a pay rate of 55% of salary. 
 In the end, although both my 
chair and the dean were suppor-
tive of and approved my request 
for sabbatical—a year in industry 
“doing” communications—HR 
turned me down. I was apparently 
the ‘next’ person in line, but as 
the college had already offered 
the minimum number of sabbati-
cals for 2014-15, I was invited to 
apply again in the future. 
 

What to do?  
After having completed all the 
footwork, planning, and docu-
mentation required for a sab-
batical, I ultimately applied for 
an unpaid leave from the college. 
The reason was I had been 
presented with a perfect opportu-
nity, to take on the lead com-
munications role for a small 
information management com-
pany, which was getting big 
enough to warrant a dedicated 
comms individual. My head 
and heart were already “out” 
the door; I needed to find an-
other route to leaving the col-
lege for a year and the unpaid 
leave provided that. 
 After further discussions 
with the company, the partners 
agreed to pay my full salary for 
the year instead of just topping 
up the college-based sabbatical 
as was initially planned. I was 
very fortunate that they were as 
interested in the opportunity to 
have me take over communica-
tions for the year as I was. 
They were also willing to put 
their proverbial money where 
their mouth was. 

Dive into the deep end, head 
first, and embrace the new-
ness. 
The pace of work was both simi-
lar and yet radically different from 
teaching. Some projects required 
considerable collaboration (we 
fully redesigned the company’s 
website), and while I could and 
did provide the shape of the con-
tent, the team included content, 
web design and architect special-
ists. We also introduced a weekly 
blog, which consisted of submis-
sions from the employees and 
partners. Initially, there was a 
fairly high level of buy in and 
submission of articles, and I rev-
elled in only “marking/editing” 
one piece at a time, instead of a 
whole class set. 
 However, you know that point 
in any semester when fewer stu-
dents submit assignments? Well, 
as the semester progresses, I typi-
cally pursue those missing items 
with less fervour. Running a 
weekly blog, however, I quickly 
discovered that I couldn’t just let 
submissions slide. At times, I very 
much felt like I was hunting staff 
who were late in getting their ini-
tial drafts to me. 
 
Recognize and accept you 
might need to relearn time 
management. 
Prioritizing also required new 
thinking. In teaching, especially if 
you are teaching something you 
recently taught, you develop a 
sense of rhythm, knowing when 
to schedule tests, assignments, in 
class activities, and so on; which 
weeks are heavier with marking; 
when it’s time to bring in a guest 

Instructional vitality — keeping your 

teaching fresh and invigorated 
Judy Puritt  



13                                                         October 2015                                       Local Lines 

 

speaker, etc. I had no sense of 
rhythm in my role as communica-
tions lead for this company.  
 Take for instance the web-
redesign project, which was fo-
cused on making the content 
more robust and relevant. Besides 
preparing some white papers, 
writing new content, adding a 
personal element (bio pages), and 
hiring a video company to pre-
pare some info-type videos,  the 
site itself needed work. Beyond 
the mixed basket of work, includ-
ing  imagery, slogans, and catch 
terms, and managing the new 
hierarchy and logic, there was also 
the  business of timing. Deciding 
between partial and full rollout, 
when to update and expand in-
side the new structure—these 
were all new challenges I faced 
and embraced enthusiastically if 
somewhat nervously, given my 
lack of specific experience. 
 Additionally, I attended vari-
ous events and conferences that 
were more specifically business 
and content-related networking 
and training than teaching-
focused. By the end of the year, 
we had developed and were main-

taining a presence on several plat-
forms beyond the web—
LinkedIn, Twitter, Facebook, and 
YouTube. I began to think about 
the very hands-on and current 
communications experience I 
would be able to bring back to 
my teaching of communications 
at the college. 
  
Final walk aways? 
It was an excellent year! I was 
challenged in entirely new ways. I 
had to think creatively and apply 
foundational communications 
skills that I have taught for many 
years and really only observed 
and/or critiqued vis-à-vis other 
organizations. I also learned some 
more things about how I work 
most effectively and what I really 
like and don’t like to do. 
 My teaching is absolutely revi-
talized this fall – hopefully the 
shine will last more than a few 
months. The approach to some 
teaching is also different. I’m 
spending more time ensuring the 
students really have time to get 
started on a lesson and time to try 
accessing a particular tool during 
class for the first time rather than 

just showing it and leaving them 
to try it independently. 
 Other times (think of the ri-
diculously debated “Oxford 
comma”), I still tell students they 
can use it or leave it out as they 
prefer, as long as it is consistent 
throughout a given document…. 
But I also add this small advice: 
do it the way your boss prefers. Fol-
low the pattern of language use 
and document preparation you 
see at work. At least for starters, 
don’t just keep raising new ideas 
and suggestions; bide your time 
and  do what you’re asked to do. 
That lesson, the one of doing 
what you’re asked to do, despite 
or in spite of all the amazing 
ideas you would like to share, 
that piece of advice, is perhaps 
the biggest most overt lesson of 
the entire year.  
 In the end, the leave chal-
lenged old assumptions, updated 
new assumptions, and gave me 
the energy to come back and 
start this year FRESH. It wasn't a 
sabbatical, but the effect on me 
was every bit as revitalizing as a 
sabbatical intends. 
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As many of you may be aware, 
the results of the 2015 Employ-
ment Engagement Survey were 
turned over to a Tiger Team to 
review over the summer months. 
Unlike the 2012 Employment 
Engagement experience, this time 
the team had the job to develop 
priorities stemming from the Em-
ployee Engagement Survey with-
out the benefit of town hall meet-
ings save for one. On September 
30, the team unveiled the results 
of their deliberations to an assem-
bly of about 90 staff 
 This time, the team identified 
what in my view are three quite 
substantial  issues: career manage-
ment, performance management, 
and the hiring process. 
 
Career management 
The specific areas of concern in 
this area include assisting employ-
ees with career management re-
sources, employment mobility, 
and the establishment of a Col-
lege Employee Career Hub. 
 By way of historical context, 
there was considerable discussion 
at the College Employment Sta-
bility Committee (a joint union-
college committee) on this very 
matter several years ago during 
the Gillett administration. The 
union reps, including myself,  
recommended that the basic re-
quirements for each teaching po-
sition be identified and then 
posted so prospective applicants 
could know well ahead of time 
what they needed to acquire 
should a vacancy occur and a job 
was posted.     
 At present, there may be as 
few as two weeks from the time a 

job is posted and the closing date. 
It is disconcerting to say the least 
for non-full-time faculty to find 
out that, despite teaching the very 
courses that would be the likely 
workload of the full-time posi-
tion, they are ineligible to be in-
terviewed due to some hitherto 
unknown requirement(s) stated in 
the posting. If non-full-time staff 
knew well ahead what the basic 
requirements were, they could 
make the decision to either make 
the effort to acquire the experi-
ence and/or qualifications they 
might be missing, or they could 
determine that it was unlikely they 
would acquire the missing re-
quirements, and they could then 
make the decision to either con-
tinue in a non-full-time capacity 
at the college or seek employment 
elsewhere.  
 In fact, the CESC worked on a 
pilot project examining the re-
quirements for  teaching posi-
tions in the School of Business. 
Unfortunately, the college lost 
interest in implementing the work 
done in the School of Business, 
and the entire exercise was 
shelved. That the college may be 
looking at a similar model 

through the Tiger Team recom-
mendation would be a positive 
step indeed. 
 
Performance management  
With this issue, the Tiger Team 
is recommending the college 
begin with a Performance Man-
agement policy (including as-
sessment tools for all three em-
ployee groups), incorporating 
360 degree feedback, mentor-
ship and a focus on employee 
wellness and positive work envi-
ronments for both full-time 
and part-time employees.
 Again, by way of historical 
context, in the absence of a 
mechanism for faculty to pro-
vide feedback on the perform-
ance of their academic manag-
ers, the local has employed its 
own manager assessment tool. 
The deployment of the tool has 
involved  identifying three chairs 
and/or deans each semester to 
be assessed, and then faculty 
who report to the three identi-
fied managers are provided with 
a performance survey to com-
plete. The results of the survey 
are then forwarded to the man-
ager who was assessed, the man-

Tiger Team sets bar high based on  

Employment Engagement results 
Jack Wilson 
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ager’s supervisor, and the col-
lege president.  
 The effects of the surveys 
have been admittedly mixed. In 
some cases, the local saw an 
improvement in the perform-
ance of the assessed manager, 
and in some cases it saw none. 
In a couple of instances, the 
manager was removed from the 
position. That the college would 
contemplate a regular and sys-
tematic review of performance 
of managers including feedback 
from staff would also be a wel-

come move, assuming a 360 
model, once instituted, is more 
efficacious in improving the per-
formance of academic managers.     
 The one area, from the per-
spective of the local, where a 
manager would benefit is formal 
training in the application of the 
Collective Agreement (CA). Many 
conflicts arise from a manager’s 
lack of understanding of the CA 
or, worse, a manager’s attempt to 
knowingly circumvent the CA. 
Training of managers on the CA 
is within the ability of the college 

to undertake immediately without 
waiting for the development and 
implementation of a new per-
formance management tool. 
 
Hiring Process  
On this issue, the team wants the 
college to address issues such as 
“credential creep”, increased con-
sideration for part-time employ-
ees in the hiring process for full-
time positions, consistency and 
transparency around the whole 
hiring process and recognition of 
AC internal professional develop-
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ment and training.   
 The hiring process has been a 
source of great frustration for 
non-full-time faculty. Academic 
qualifications are imposed for job 
postings that unnecessarily  limit 
very capable candidates from 
even getting interviewed. The 
worst situations arise when you 
have an individual who is a gradu-
ate from an Algonquin program, 
who then has a successful career 
in the same area of study, and  
returns to teach successfully part-
time at the college only to be told 
that because he or she does not 
have some arbitrary university 
degree, that person does not get 
the consideration of an interview. 
What does that say about the Al-
gonquin credential? What does 
that say about the person’s work 
experience? And what does it say 
about their accomplishments 
while teaching at the college?  
 Another source of frustration 
is the lack of transparency with 
respect to the hiring committees. 
When there were union reps on 
hiring committees, which was the 

case until a few years ago, appli-
cants could be assured that any 
irregularities in the process would 
be flagged, and discussions would 
be held with either HR or senior 
administration to address those 
concerns. The union has not been 
able to provide those assurances 
of late, and we have had a num-
ber of unsuccessful candidates 
come to the union office con-
cerned about the transparency of 
the process, and we can provide 
them with no answers. 
 Finally, the Tiger Team wants 
part-time staff to be given in-
creased consideration when de-
ciding who is deemed an internal 
vs. external candidate. At present, 
any member of the bargaining 
unit – full-time or partial-load – is 
deemed to be internal, and he or 
she gets first consideration in the 
hiring process. Everyone else 
whether they are part-time, ses-
sional or a person off the street is 
deemed to be external. What the 
Tiger Team is putting forward is 
the concept of an intermediate 
group in which part-time and 

sessional faculty would find 
themselves still behind bargain-
ing unit members (the internals), 
but ahead of the persons off the 
street (the externals).  
 That would appear to be a 
favourable step. However, there 
remains a sore point over the 
fact that partial-load status is 
used by some hiring managers in 
a very manipulative fashion. In 
some departments where tradi-
tionally there have been no par-
tial-load hires, suddenly one 
person becomes partial-load in a 
winter semester just prior to the  
May/June hiring period. As the 
sole partial-load candidate, that 
person is interviewed and not 
surprisingly is offered the full-
time position to the frustration 
of his or her part-time and ses-
sional colleagues.  
 The Tiger Team has set a 
much higher bar this time 
around, and the local will look 
on with great interest to see to 
what extent the college rises to 
the challenge of making good 
on the recommendations. 
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Faculty Corner  
The Centre for Organization Learning is pleased to be offering new and ongoing professional development 

during the fall semester.  For more information, please contact Leigh Ridgway at                                     

ridgwal@algonquincollege.com  or visit the COL website. 

December 2015 

Monday Tuesday Wednesday Thursday Friday 

30 

 ACSIS: Grade Entry 

Go Paperless 

 Managing and Mark-

ing Student Assign-

ments Online 

 ACSIS: Grade Entry 

  

1 

 Who Are Our 

International Stu-

dents? 

 Performance 

Institute 

 TALL 

2 

 FLP 

 TALL 

3 

 Leadership De-

velopment Pro-

gram (ALEI  I) 

4 

 Leadership Develop-

ment Program (ALEI  

I) 

7 

 Part Time Orienta-

tion Teaching @ Al-

gonquin 

8 

 Teaching @ 

Algonquin 

 Performance 

Institute 

 TALL 

 Part-Time Ori-

entation 

9 

 TALL 

10 

 Advanced Lead-

ership Develop-

ment Program 

(ALEI II) 

 Part- Time Ori-

entation  

11 

 Advanced Leadership 

Development Program 

(ALEI II) 

  

  

  

November 2015 

Monday Tuesday Wednesday Thursday Friday 

2 

 Faculty Cyber Connec-

tions (FCC) commences 

  

3 

 GeneSIS for 

Academic Plan-

ning 

 Performance 

Institute 

 Teaching Adult 

Lifelong Learners 

(TALL) 

4 

 Faculty Learn-

ing Program 

(FLP) 

 TALL 

5 

 Leadership De-

velopment Pro-

gram (ALEI  I) 

6 

 Leadership Devel-

opment Program 

(ALEI  I) 

9 10 

 Performance 

Institute 

 TALL 

11 

 Faculty Learn-

ing Program 

(FLP) 

 TALL 

12 

 Advanced Lead-

ership Develop-

ment Program 

(ALEI II) 

13 

 Advanced Leader-

ship Development 

Program (ALEI II) 

16 

 Service Excellence 

  

17 

 Performance 

Institute 

TALL 

18 

 FLP 

 TALL 

19 

  

20 

  

  

23 

  

 Service Excellence 

  

  

24 

 Leadership 

Mentorship Pro-

gram 

 Performance 

Institute 

 TALL 

25 

 FLP 

 TALL 

26 

 Women in Lead-

ership 

  

27 

 Faculty Cyber Con-

nections (FCC) ends 

  

mailto:ridgwal@algonquincollege.com
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Retirement Notes  Doug Brandy @ brandydoug@bell.net 
Truth and reconciliation 
I'm writing this after release of 
the Truth and Reconciliation re-
port on residential schools. The 
treatment many children received 
at those schools was inexcusable. 
The damage to First Nations cul-
ture is profound. So far, it seems 
the government of Stephen 
Harper had no intention of taking 
the report seriously, but there’s 
also another question. 
 In the past, many leaders in 
government thought sending 
young native children away to 
school was just fine. They seem 
to not have cared what happened 
to the kids after they got there. 
Those who knew or should have 
known what was happening at 
those schools must be held to 
account, but what about the rest 
of us? Should we have been 
aware? Should ordinary Germans 
have been aware of what the Na-
zis were doing? Have we learned 
from the past? What will be to-
morrow’s big issue? 
 Many in the former Harper 
government thought exploiting 
fossil fuel resources as quickly as 
possible was just fine. They either 
didn't think or didn’t care about 
resulting climate change but, if 
our environment is damaged be-
yond recovery, whose fault will 
that be? Will those who knew or 
should have known what was 
happening be held accountable? 
What about the rest of us? 
 
Alternative energy source 
Look closely at the photo on 
pages 130-131 of the August 2015 
National Geographic. It’s part of a 
photographic essay on New Or-
leans, 10 years after Hurricane 
Katrina. On many of the build-
ings’ roofs you'll find solar panels. 
 

Refugee crisis 
Everyone was shocked or should  
have been by the early September 
photo of the little Syrian boy dead 
on a Turkish beach. It's too bad 
that terrible image was the first 
clue many of us had to the des-
perate plight of those trying to 
escape an area of brutal conflict. 
But there were earlier clues. I 
wrote about it in this newsletter 
months ago. I was disappointed 
that our government seemed only 
interested in military action in 
Syria and Iraq, doing next to 
nothing for the hundreds of thou-
sands of displaced people. 
 I was appalled by Stephen 
Harper’s reaction to the tragedy 
of the little boy. He was smugly 
satisfied that Canadians continued 
to drop bombs in the region and 
that's the best we could do. 
Here's a question for the new 
government. Where are the pro-
gress reports telling us how effec-
tive we've been in the bombing 
campaign? Are we defeating ISIS? 
Are we even getting close? In the 
meantime, why has the govern-
ment made it so difficult for refu-
gees to come to Canada? Accord-
ing to the Sept. 9 Globe and Mail, 
Canada has taken in 0.025% of 
those fleeing Syria this year. 
What we should be doing is  

making it much easier for 
those fleeing conflict to enter 
Canada. Whether they are 
refugees (and who defines the 
term?) or migrants, does it 
really matter? We could begin 
with anyone who has ties to 
Canada. To address security 
concerns we could send immi-
gration staff to first line coun-
tries. Hire more staff if neces-
sary. 
 
Rights and responsibilities 
I often hear “I have the right 
to (fill in blank).” But what 
rights do we really have? Do 
you have the right to refuse 
vaccinations for your children? 
Do you have the right to pull 
them out of Sex-Ed classes or 
from science class where evo-
lution is taught? 
 What responsibilities do I 
have? Unlike rights, there's no 
Charter of Responsibilities, no 
Universal Declaration. 
 My suggestion is a volun-
tary Code of Personal Respon-
sibility. I will take responsibil-
ity to 

 do what I can to make the 
Earth a better place for future 
generations, 

 treat others as I would wish 
them to treat me (heard that 
one before?), and 

 be open to new ideas but not 
hesitate to denounce intoler-
ance and illogical nonsense. 
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More news from Saudi Arabia... 

August 27:  A  rash of fatalities from Middle East Respira-

tory Syndrome (MERS) has been reported in Saudi Arabia, 
where 19 people have died after contracting the disease this 
week alone. Including the recent spate, the kingdom’s 

Health Ministry has recorded 502 fatalities and 1,171 re-
ported cases since June 2012 when the virus first appeared. 

(Agence France-Presse) 

August 26: Houthi militias in 

northern Yemen fire mortar 

shells into Jazan. province. 
(US State Department) 

September 28:  Foreign Affairs, Trade and Develop-
ment Canada advises against all travel to areas within 
30 km of the Yemeni border, due to cross-border mili-
tary movements. (Foreign Affairs, Trade and Develop-
ment Canada web site) 

Areas controlled 

by ISIS 

September 21: U.S. Mis-

sion Saudi Arabia has 
placed the cities of Jazan 
and Najran on the list of 

areas off-limits to U.S. 
Government personnel.  
U.S. Mission Saudi Arabia 

received multiple reports 

of what appear to have 
been one or more missiles 
fired in the direction of 

Jazan. Houthi forces have 
subsequently claimed 
responsibility for the 

launch of what they claim 
to have been a Scud mis-
sile from within Yemen. 
(US State Department) 

Algonquin Jazan 

Campus: “You 

are Here” 

October 1: At a time when civilian casualties in 

general are on the rise, the deadliest single attack 
in Yemen since the conflict began in March oc-
curred  September 28 near the western port city 

of Mokha. At least 130 civilians were killed, mostly 
women and children.  Rupert Colville, spokesman 
for the U.N.'s High Commissioner for Human 
Rights, says 2,300 civilians have been killed so far. 

Saudi-led air campaign has been responsible for 

most of the deaths.  (US National Public Radio) 

Jazan 

August 25: Saudi Arabia is carrying out execu-

tions at a rate of one person every two days, 
according to a new report. At least 102 people 
were executed in the first six months of this year 

compared to 90 in in the whole of 2014. Most 
executions in Saudi Arabia are carried out by 
beheading, or in some cases by firing squad.  The 
death penalty is being disproportionately used 

against foreign nationals, many of them migrant 
workers with no ability to understand Arabic – 
the language in which they are questioned while 

in detention and in which trial proceedings are 
carried out. (The Telegraph) 

October 2: Ali Mohammed al-Nimr, a teen-

ager, who has been  accused of participating 

in an illegal demonstration and firearms 
offences has been sentenced to a beheading 

and crucifixion by Saudi authorities. He was 
sentenced to death in May 2014 by the Spe-

cialized Criminal Court (SCC) in Jeddah, a 
security and counter-terrorism court. Ali al-

Nimr has said that his “confessions” were 
extracted under torture but the court has 

refused to order an investigation into 
his allegations. (The Telegraph; Amnesty 

International) 

August 12: A  Saudi man working with the Commission 

for Promotion of Virtue and Prevention of Vice recently 
killed his daughter for converting to Christianity.  Accord-
ing to sources close to the victim, the religious police 

member had cut the tongue of the girl and burned her to 

death following a heated debate on religion. (Gulf News)  

http://www.ohchr.org/EN/Pages/WelcomePage.aspx
http://www.ohchr.org/EN/Pages/WelcomePage.aspx
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Board of Governor highlights: October meeting 
Jack Wilson 

Gloomy forecast 
VP Admin, Duane McNair, be-
gan his first report with a 
“gloomy forecast.” He stated 
that due to changing demo-
graphics (a shrinking K-12) 
population, cuts in provincial 
funding, deteriorating infrastruc-
ture, and escalating operating 
costs, the financial picture for 
the college for 2016-17 is a 
shortfall of approximately $6 
million or 2.8% of the college’s 
operating budget. He equated 
that to 80 full-time positions 
although whose positions these 
might be (admin? academic? 
support staff?) was not specified.  
The situation is not helped by 
the fact the Ontario government 
siphons off $750 for each inter-
national student. (Is this Kathleen 
Wynne’s 21st century version of a 
head tax, I wonder?) 
  In addition, the repair bill for 
deteriorating infrastructure has 
climbed from $40 million in 
2010 to $87 million in 2014. 
 
Advisory committees 
Board Governor Jim Brockbank 

reported that all but three of the 
105 college advisory committees 
met last academic year and there 
was “extensive engagement.” 
 
Project Fusion 
Jill Bryan reported that the pro-
ject to fuse the college’s various 
business management systems 
required an additional $1.36 mil-
lion for the planning and prepa-
ration phases. External Governor 
Mike Tremblay warned about 
using any cloud solution that was 
not sovereignty-based (i.e. Cana-
dian) out of concern that infor-
mation not be susceptible to for-
eign laws such as the American  
Patriot Act. The Chair asked 
whether with the project the col-
lege was either on “the cutting 
edge or the bleeding edge.” In 
the end, the Board gave the pro-
ject the funds requested. 

International update     
VP Wotherspoon  reported that 
the Language Institute has seen a 
significant drop in students from 
the Middle East (Lebanon, 
Saudia Arabia, Yemen, etc.) and a 

rise in interest form South Amer-
ica and Africa. He said the Insti-
tute will be undergoing a review 
of its “vision and strategy.” 
 He reported that the new $60 
million campus in Kuwait opened 
this month albeit one month late. 
It has capacity for 3000 students; 
78 are enrolled. The facility is 
ostensibly co-ed but classes are 
segregated by gender. 

Texidium      
There was an update on the col-
lege’s $450,000 investment in 
Texidium. It seems the invest-
ment was short-lived as the par-
ent company, Kivuto, bought 
back the college’s shares before 
the college had a chance to put 
them in the college safety deposit 
box. It seems Kivuto was having 
difficulty raising capital for Texi-
dium and would have an easier 
time as the sole owner of Texi-
dium. The quick in and out was 
remarked on by Governor 
Tremblay as “unususal.” 

Risk management update   
Peter Leland, Manager of Risk 
Management for the college  re-
ported that  there is a greater ex-
pectation for risk assessments to 
be done for new major capital 
projects and entrepreneurial ac-
tivities. According to VP McNair, 
all new college projects must un-
dergo a risk assessment. The col-
lege has identified a number of 
areas that need particular atten-
tion: human resources and digital 
strategies. Governor Fred Black-
stein was surprised to learn that 
succession planning was a high 
risk priority and asked that it be 
tabled for discussion at a future 
Board meeting. 

Wow. I count four international 

students at this table alone — that’s 

$3000 more to pay off those can-

celled gas plants. 
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… that senior administration showed considerable interest in the Local’s elections in 2013 
… that the interest extended as far as assisting in the recruitment of management-friendly 

candidates to run as stewards as well as officers of the local 
… that current VP Doug Wotherspoon was particularly excited about the prospect of elect-

ing a more management-friendly Local Executive 
… that VP Wotherspoon offered to provide campaign advice based on previous electoral  
 experiences  
… that his experience included running the Ottawa mayoralty campaign for Jim Watson 
… that the candidates VP Wotherspoon was assisting to run as officers of the local were -- 

to a person -- unsuccessful 
… that Mayor Jim Watson might want to reconsider his options for managing his campaign 

in 2017 
… that VP Wotherspoon has a remarkable amount of free time on his hands for a VP  
… that he was scheduled to teach a course this fall in Public Relations called Public Rela-

tions III 
… that in this course students “explore relationship management, crisis communications, 

marketing communications, investor relations and internal communications” 
… that given the imbroglio in which VP Wotherspoon finds himself, he certainly has first-

hand experience in crisis management, both as the subject matter expert …and the sub-
ject 

… that the SVP Academic was not happy when he learned of this part-time teaching ar-
rangement  

… that the SVPA had already turned down an academic manager who was seeking to teach 
part-time 

… that VP Wotherspoon is no longer a part-time teacher 
… that VP Wotherspoon still has free time on his hands  
… that VP Wotherspoon might want to spend some of that free time helping the newly 

opened Kuwait Campus 
… that the new Algonquin Kuwait campus opened one month late after most other post- 
    secondary institutions in the country had  already begun classes 
… that the new Kuwait Campus has been built with a capacity for 3000 students 
… that the initial enrollment is 78 
… that at the most recent Board of Gover-
 nors meeting, VP Wotherspoon de-
 clared the future  of the Kuwait campus 
 “bright” 
… that VP Wotherspoon has not been of-     
   fered to teach a part-time course in, say,   
   Accounting 
 

 

Confirm or deny... 
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Memories 
Doris Fiszer 

 
the air already has an edge 
evenings come faster 
 
sun rapidly fades 
coolness squeezes its way into mornings 
settles into night without warning 
 
turtles sunned so long 
their silhouettes blended into silence 
 
swaying pines lingered in the blush of dawn 
 
water lilies, their fluorescent petals 
reflected in glazed shadows on the sandy beach 
 
summer’s shady spell has 

cast its magic into reminiscence 


