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but they were never awarded the 
increase(s). It seems neither HR 
nor college management make a 
consistent effort to ensure that 
this service is tracked correctly, 
despite the significant impact it 
has on pay for  faculty.   
 As these two examples illus-
trate, there is clearly a need for 
our partial-load members to 
learn more in order to protect 
themselves. Local 415 is com-
mitted to improving our com-
munication with all members in 
order to provide the information 
they need. To do this, all partial-
load faculty will be sent a survey 
in the coming weeks which will 
ask them to consider the best 
ways for the Local to provide 
information, and offer a chance 
to specify what they would like 
to learn more about. The results 
will help us make sure we get 
our partial-load members what 
they need, in the most effective 
and efficient way possible.  
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After recently completing many 
salary calculation reviews with 
partial-load members, one thing 
has become abundantly clear – 
partial-load members have lots 
of questions! This is great, and 
we’re always happy to answer 
them, but it also suggests that we 
could do more to reach out and 
keep our partial-load members 
informed and up-to-date.  
 Many had questions about 
key issues that we would hope 
the college, via HR or college 
management, would address 
when people are first hired as 
partial-load. It has been dismay-
ing to realize how little useful 
information partial-load mem-
bers are given access to. For ex-
ample, numerous members have 
noted they never received clear 
explanations about the differ-
ences in status between partial-
load, sessional, and part-time. 
This is basic and essential infor-
mation that is vital to know.  
 If members don’t realize that 
their partial-load status offers 
them the benefits of a collective 
agreement, including a higher 
pay rate, they can easily be con-
vinced to take on sessional 
hours, simply because there are 
more teaching hours available. 
However, the pay rate for ses-

sionals is not determined by the 
Collective Agreement and is 
considerably lower than partial-
load rates. Members could effec-
tively take on more teaching 
hours at less pay when they 
aren’t aware of the difference in 
status. 
 The accumulation of service 
months is another area shrouded 
in confusion. Many partial-load 
faculty who have spoken with us 
were not aware that for every 10 
months of service they accrue, 
they can move up a step on the 
partial-load pay grid. In fact, the 
grid itself and the requirements 
for building-up service months 
are also unclear to many. In sev-
eral cases, we discovered mem-
bers who should have moved up 
a step or more on the pay grid 
based on their service months, 
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ealth benefits (Article 
26.06) 
There is an array of 

health benefits you can access, 
some of which are mandatory 
and 100% employer paid and 
others which are optional and 
100% employee paid. In the 
first group is extended health 
care; in the latter group is vision 
care, hearing care, accidental 
death and dismemberment, var-
ious levels of life insurance, and 
critical illness insurance. The 
waiting period to access the 
various insurances is one 
month, with the exception of 
dental care which, if elected, 
becomes effective at the first of 
the month after the completion 
of six calendar months of par-
tial-load teaching. 
 IMPORTANT – if you 
waive any of the optional bene-
fits, you will not be able to add 
them at a later date unless you 
have a break of at least six 
months between the end of one 
partial-load contract and the 
beginning of the next.  
 Regarding the mandatory 
extended health coverage which 
is 100% employer paid, while it 
is possible to “opt out” if you 
have spousal coverage else-
where, we would advise against 
doing so because of 
“coordination of benefits,” 
which allows your plan and 
your spouse’s plan to coordi-
nate payments to cover up to 
100% of your health care costs. 
See your benefit booklet for 
more details on coordination of 
benefits. 
 Upon hire, Human Re-
sources (HR) should provide 
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partial-load faculty with an en-
rolment form for completion. It 
is important that the form is 
completed, signed, and returned 
as soon as possible in order to 
ensure timely coverage. If you 
have not received your benefit 
enrolment form, you should 
contact HR.  Partial-load faculty 
may continue to receive benefits 
between contracts with the pro-
viso that they pay 100% of their 
premiums during this period 
(Article 26.06D).  
 Further details on the cover-
age amounts are available from 
HR or your benefit booklet. 
 
Subsidized tuition (Article 
26.07) 
You may apply to take any min-
istry-funded course for $20 
(excluding ancillary fees). How-
ever, it may be treated by CRA 
as a taxable benefit. 
 
Access to other forms of leave 
(Article 26.07) 
In the following situations, you 
would be able to take leave and 
still be paid: 

 Jury duty 

 Religious holidays (at the 
discretion of the college) 

 Bereavement of at least 
three days for immediate 
family members* (*as de-
fined in Article 21.04)   

 Care of ill family members* 
(*as defined in Article 21.07 
B): deductions would be 
made from your bank of 
accumulated sick leave 

 Pregnancy/parental leave 
(but cannot extend beyond 
the end of your contract; 
other conditions apply) 

Article 26 of the Collective Agreement 
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Wage increases (26.10 B & C) 
There are two ways your salary 
can increase. First, there is the 
annual increase all full-time and 
partial-load faculty get on Sep-
tember 1 of each year. In 2017, it 
was 1.75% retroactive to Sep-
tember 1, and this coming Sep-
tember it will be 2%.  
 Then there is the step in-
crease based on the accumula-
tion of service months. Every 
time you accumulate ten service 
months, you go up a step. The 
tricky part is how you acquire 
each service month. There are 
two things you need to know.  
First, you have to work 30 teach-
ing contact hours in each calen-
dar month to qualify. If you have 
a weekly teaching schedule of 10 
– 12 hours, then meeting the 
monthly quota is likely (with the 
possible exception of Decem-
ber). However, at less than 10 
hours of teaching per week, it 
may not be possible, especially in 
months such as February.  
 The second thing to be aware 
of is the conversion rate of cal-
endar months to service months. 
Prior to the Kaplan award, each 
calendar month before October 
2017 (with 30+ teaching contact 

hours) was converted to 0.5 of a 
service month. However, after 
October 1, 2017 each calendar 
month (with 30+ teaching con-
tact hours) now equals a full ser-
vice month. This means the ac-
celeration up the salary grid has 
potentially doubled for partial-
load faculty who qualify. 
 You can find your accumulat-
ed service months (as of January 
2018) on the college web site at 
www.algonquincollege.com/hr/
files/2018/01/Partial-Load-
Seniority-List-January-2018.pdf 
If you are concerned that the 
total number of service months 
is incorrect and/or you have not 
gone up the salary scale based on 
the number of service months 
you have accumulated, please 
contact the union office at 7716, 
and we can provide assistance 
 
Pension 
You may enroll into the pension 
plan at any time. To make an 
informed choice, go to the 
CAAT Pension web site: 
https://caatpension.on.ca/en/
members/part-time 

 
 

Paid sick leave (26.08) 
You accumulate sick leave 
based on the number of teach-
ing contact hours per week. 
There is a sliding scale found in 
Article 26.08 B (see the chart 
below). For example, if you are 
teaching 10 hours per week, at 
the end of a four-month semes-
ter, you will have accumulated 
16 hours of sick leave. As long 
as there are no more than six 
months between partial-load 
contracts, you continue to accu-
mulate hours of sick leave. 
These hours are to be applied 
to the hours of contact time 
you miss due to illness or injury. 
You are not obliged to make up 
for missed classes. 
 
Limited job security (Article 
26.10 A & D) 
After you have acquired a mini-
mum of eight service months, 
you have first right of refusal 
ahead of partial-load faculty 
who are junior to you for cours-
es you have taught previously. 
As well, the college must pro-
vide 30 days’ written notice 
(and pay for that period) for 
termination of a contract with-
out cause. 
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Word from Pat, President Local 415  

Partial–load registry 

ne of the major gains 
from the 2017 round of 
bargaining is the Partial-
Load Registry. The reg-

istry serves to prioritize the hir-
ing of partial load employees 
who have expressed their inter-
est in continued partial-load as-
signments in the next calendar 
year, detailed in the following 
excerpts from our new collective 
agreement. 
  
26.10 D In addition to maintain-
ing a record of a partial-load em-
ployee’s job experience, the col-
lege will keep a record of the 
courses that the employee has 
taught and the departments/
schools where the partial-load 
employee has taught such cours-
es. 
  
By October 30th in each calen-
dar year, a currently or previous-
ly employed partial-load employ-
ee must register their interest in 
being employed as a partial-load 
employee in the following calen-
dar year. This individual will be 
considered a registered partial-
load employee for the purpose 
of 26.10 E. 
  
All partial-load employees em-
ployed for all or part of the peri-
od from September 1 to Decem-
ber 31, 2017 will be deemed to 
have registered for the 2018-
2019 academic year. 
  
26.10 E Subject to the applica-
tion of Articles 2.02 and 27.06 
A, commencing in the 2018-

2019 academic year, where the 
school or department within a 
college determines that there is a 
need to hire a partial-load em-
ployee to teach a course that has 
previously been taught by that 
registered partial-load employee 
in the department/school, it will 
give priority in hiring to such 
partial-load employee if: 
  
(i) The individual is currently 
employed, or if that individual 
has previously been employed as 
a partial-load employee for at 
least eight (8) months of service 
as defined in 26.10 C within the 
last four (4) academic years, and 
  
(ii) The assignment of such 
course will not cause the em-
ployee to exceed the maximum 
teaching contact hours for par-
tial-load employees. 
  
The offer of partial-load em-
ployment is conditional on the 
college subsequently determin-
ing there is sufficient enrolment 
to warrant the assignment being 

offered. Where two (2) or more 
partial-load employees would be 
entitled to be offered the course 
assignment, the employee with 
the most service will be offered 
the first opportunity. 
  
Registry at Algonquin 
The local has asked the college, 
but has yet to receive a response, 
as to where partial-load employ-
ees should send their email by 
October of each year to indicate 
their interest in partial-load work 
for the following calendar year. 
At this time, it is recommended 
that you email your manager 
with your intentions so that you 
have a written record of your 
intentions. Don't forget to retain 
a copy of all correspondence. 
  We also encourage you to 
contact your manager to deter-
mine if partial-load work exists 
in your area for this spring/
summer and see if you receive a 
response in the spirit of the new 
wording of the Collective Agree-
ment. 
 

O 
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Precarious work if you can get it… 
A post-2017 strike discussion with  

partial-load faculty at Algonquin College 
by Judy Puritt 

ecently, a group of us 
were chatting about life 
before, during, and after 
the prolonged 2017 col-

lege faculty strike. Talk eventual-
ly drifted to precarious work, 
and we took note of our various 
roles at the college. Some of the 
group hold the coveted full-time 
status, some were partial-load 
(PL), while others were currently 
part-time but have experienced 
partial-load standing in an earlier 
semester. 
 After we went our separate 
ways, I couldn’t shake the unease 
over the differences in our indi-
vidual work-related stresses. 
Typically, work-related stress is 
not unique to any one group, but 
when a person’s work is only 
guaranteed four months at a 
time, anxieties increase, and peo-
ple’s lives are significantly im-
pacted. I subsequently inter-
viewed 13 PL faculty across our 
three campuses, and the follow-
ing is a summary of their re-
sponses. 
 
1. How long have you been at 
the college? Beyond being 
partial-load, do you have any 
other special roles?  
The range of responses to this 
question was dramatic. The col-
lege has PL faculty who have 
taught and endured precarious 
work for years, in some cases 
exceeding two decades! Many PL 
faculty I spoke to have worked 

here around 10 years, some in 
the 5-year range, and some have 
just entered or completed their 
first PL semester. As well, it was 
evident that although a person 
might be designated as partial-
load, additional work has often 
been assigned without proper, if 
any, compensation. 
  Beyond the regular 7-12 
teaching hours, PL faculty typi-
cally cobble together many other 
projects across departments to 
maintain some financial sustaina-
bility. Program coordinating as 
well as course creation and de-
sign are common side projects. 
Working for multiple schools 
and/or at various campus loca-
tions is also a recurring situation, 
as is working both daytime and 
in Continuing Education and/or 
for  the Centre for Continuing 
and Online Learning. Then 
come the many other projects to 
provide additional pay, and these 

include hours consulting in non
-teaching roles for Learning and 
Teaching Services, curriculum 
consulting, committee work, 
task force work, academic 
coaching, academic advising, 
and assorted ad hoc IT support 
and/or contracts. 
  Although some PL faculty 
have managers who have tried 
to keep them in PL status, many 
have floated across the spec-
trum from part-time (1-6 hours) 
to sessional (13+ hours) to part-
time once more. Finally, many 
PL faculty have worked hard at 
tracking down and maintaining 
other non-college contracts to 
reduce the unpredictability of 
work. 
  
2. Are you aware of the sig-
nificance of partial-load vs 
part-time or sessional status?  
All the respondents are keenly 
aware of the different hourly 

R 
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rates, benefits, and challenges 
implied by each of the categories 
for teaching at the college. Sev-
eral noted that these distinctions 
were not initially clear to them, 
even in some cases for a few 
years. In most cases, faculty 
started as PT and were offered 
more courses, and ultimately PL 
status at some point. 
 A few PL faculty pointed out 
that they eventually ‘learned’ to 
avoid sessional teaching, as that 
involves a drop in hourly rate 
while juggling a heavier work-
load, removal from the benefits 
access, and loss of ability to ap-
ply for positions as an internal 
candidate. Turning down extra 
teaching opportunities seems 
inherently contradictory to pre-
carious workers interested in 
becoming full-time faculty, and 
yet the system is designed to 
discourage sessional work, espe-
cially beyond two semesters 
within a 24-month period. 
 Interestingly, comments re-
vealed that some PL faculty 
learned more about the distinc-
tions during the effort to union-
ize part-time faculty in the col-
leges, while others only learned 

about the difference when con-
tacted by Human Resources 
about benefits. One astute ob-
server summarized the situation 
clearly, noting, “PL is part of the 
union, but none of the three 
categories are being paid accord-
ing to the ‘rules’.” 
 The responses revealed that 
faculty who have been teaching 
at the college for 5, 10, or 20+ 
years generally knew all about 
the different teaching status cat-
egories going into the strike. On 
the other hand, PL faculty who 
have only held this status for 
one semester or a year or two 
were less aware of the distinc-
tions prior to the strike.  
 For all the participants, one 
thing was abundantly clear—the 
fall 2017 strike provided a tre-
mendous eye-opening oppor-
tunity to learn more about teach-
ing, contracts, and the union’s 
role in all of this.  
 Some PL faculty commented 
on the OPSEU briefing sessions 
and information updates starting 
back in August as helping with 
an understanding of their posi-
tion as PL. Others referenced 
having reviewed the collective 

agreement and discovering salary 
grids, and realizing rates were 
not negotiable. Some noted that 
“the strike definitely clarified the 
distinctions.” Finally, several PL 
members observed that the 
strike didn’t really impact their 
understanding, but the conversa-
tions and sharing of personal 
experiences provided anecdotal 
reasons underscoring the value 
of “keeping partial-load.” 

3. What was your participa-
tion in the strike?   
The responses from those PL 
responding to this survey re-
vealed a unanimous support for 
the strike. All the PL members 
interviewed walked the line regu-
larly anywhere from every day to 
a pro-rated number of days re-
flecting the hours they worked at 
the college and/or accommodat-
ing other non-teaching jobs and 
obligations. Further, comments 
underscored what we witnessed 
on the line: countless individuals 
who were part-time or sessional 
(or not even college employees!) 
during the strike, came out to 
walk on one or more days to 
show support. 
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  As noted earlier, there is a 
sense that all precariously em-
ployed faculty are “underpaid, 
undervalued, and overworked by 
the Algonquin College admin-
istration.” It was clear that all 
major picket locations and shifts 
included representation from PL 
members. Many attended the 
rally in Toronto, several went to 
picket outside MPP Chiarelli’s 
office, a number sent 
letters as recom-
mended to provincial 
leaders and signed 
petitions, and a few 
members were inter-
viewed by local me-
dia, some more than 
once! 
 Overwhelmingly, 
across the college, 
many PL faculty for 
whom this was the 
first ever strike, ap-
preciated the oppor-
tunity to share lived 
experiences. It was  
an excellent, albeit expensive 
“team-building exercise.” They 
found that a forced action like 
picketing is a time to really get to 
know colleagues, many for the 
first time. 
  Of course, picketing can be a 
tedious and very “humbling ex-
perience.” Still, the PL responses 
strongly emphasized the positives 
of the experience. Repeatedly, 
comments pointed to the hours 
passing by as all faculty heard and 
shared stories. There were weeks 
to develop and pursue discus-
sions, exchanging opinions on 
everything related to the college 
experience from precarious work 
to career planning to student in-
teractions and classroom tech-
niques to curriculum planning 
and non-college-based pursuits 
and interests. 
  Many commented on how the 

awareness building went far 
beyond picketing to informing 
the public including friends and 
neighbours about the pitiful 
situation of precarious work as 
college faculty. Some comment-
ed on how community support 
buoyed spirits and reminded 
them that this was a bigger issue 
than just what they saw day-in-
day-out on campus. Several 

were pleased with the increased 
level of understanding they per-
sonally developed and witnessed 
as the weeks wore on, and a 
number took some solace in the 
knowledge that precarity in 
work is a significant concern 
provincially, and even national-
ly, extending far beyond the 
college system. 
  Information was gathered by 
attending union-led meetings 
and sessions, and reading all 
materials put out by the bar-
gaining team and management 
team alike. Several noted frus-
tration and disappointment with 
the College Employer Council 
and the local college manage-
ment’s highly unfair approach 
to communicating with students 
and the public. Many were an-
gered by the local and provincial 
management teams and pointed 

to administrators and managers 
who have been unethical in 
their approach to sagging enrol-
ment and meeting retention 
targets. Responses also pointed 
out management’s blatant re-
fusal to compromise on any-
thing, their intentional misrepre-
sentation of the strike progress 
and concerns, and their “cynical 
disregard for student welfare 

during the strike and 
after the strike.” 
Others expressed 
their disagreement 
with administration 
being involved in 
anything related to 
academic freedom. 
    Although PL fac-
ulty believed in the 
issues underlying the 
strike, some were 
genuinely surprised 
that  notable pro-
gress was finally 
achieved through the 
Kaplan Award, with 

a number of notable gains for 
all faculty in general and PL 
faculty in particular. 
 
4. Have you undertaken tasks 
beyond teaching?  
Supplemental work that garners 
pay is a critical necessity for 
many PL faculty. At the college, 
this can include course writing, 
curriculum design, hybrid 
course preparation, research for 
various projects, academic ad-
vising, coordinating, unique 
project work, and so forth. In 
some cases, PL faculty lamented 
that no action had been taken 
after a particular report or pro-
posal had been submitted, and a 
few comments pointed to man-
agers who had taken course 
ownership and shared the work 
with others. In a few other cas-
es, PL members observed that 
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they had held roles such as coor-
dinator or been responsible for 
curriculum work, and when they 
terminated these overly stressful 
and under-compensated activi-
ties, they felt recrimination, and 
some believe the “lack of acqui-
escence” negatively impacted full
-time job pursuits. 
  Several PL faculty hold one 
or more contracts outside the 
college as well, again just to earn 
a viable living wage. These addi-
tional activities can run from 
operating a private business to 
working in trades and/or in oth-
er community jobs. Various 
members identified volunteer 
work that they complete, and in 
some cases will continue to com-
plete, such as preparing lessons, 
evaluating work, talking to stu-
dents, supporting students, writ-
ing letters of reference, orienta-
tion volunteering, re-working 
courses to customize the section. 
Some PL faculty pointed to the 
sense that all volunteering could 
not be stopped for fear of risk-
ing future contracts and possibly 
full-time work. 
 
5. Are you aware of how your 
salary was established?  
Not surprisingly, this question 
had a wide variety of responses, 
everything from not having any 
understanding of how rates of 
pay were calculated, to having 
some sense of being on a grid 
based on work and experience, 
to trusting the hiring manager 
that pay was calculated correctly, 
to knowing that an arbitrary, 
approximate placement on the 
grid was being assigned. Some 
members only thought to ques-
tion their rates based on conver-
sations with other members 
while picketing. What was very 
clear was the absolute under-
standing about the tremendous 

disparity between full-time and 
partial-load member pay rates—
certainly there is nothing remote-
ly approaching equal pay for 
equal work. 
  Some PL members noted that 
their workload, if calculated on a 
SWF, would be full-time hours, 
but at the PL rate of pay the 
earnings did not come close to 
that of their full-time colleagues. 
Compounding the inequity  was 
the lack of compensation for 
large classes (managing both de-
livery and marking), earning zero 
pay during reading week or holi-
days (although there have been 
improvements for holiday pay 
under the recently revised Em-
ployment Standards Act, begin-
ning with New Year’s Day) not 
having full and uninterrupted 
coverage for benefits covered by 
the employer, and having no em-
ployment stability or, in many 
cases, predictability.   
 In comparing the workload 
and pay of PL faculty to that of 
their full-time counterparts, the 
PL pay comes in on the range of 
one-third to one-half the net an-
nual earnings of a full-time mem-
ber, which amounts to being 
“massively underpaid.” Indeed, 

several commented that Bill 148 
was long overdue to address the 
appalling state of pay differen-
tials in Ontario colleges. 
  Several PL members have 
been through a salary calcula-
tion—some formal through the 
union local, while others have 
recently been approached by 
their managers with an offer to 
“reassess” or “revisit” their pay 
classification. A few have been 
assured they are at the correct 
levels and/or know they aren’t at 
the right step, but equally “don’t 
want to rock the boat” so are 
not pursuing any further Local 
investigation for now. However, 
others have completed initial 
investigations and are currently 
waiting for the promised adjust-
ment.  
  A group of about one-third 
to one-half the respondents have 
taken salary calculations forward 
through the grievance process. 
Some have been satisfied with 
the outcome, being moved up 
the grid, while others are waiting 
for arbitration to settle the mat-
ter.  
  Despite the actual “hourly 
rate” accuracy or inaccuracy, an 
ongoing issue relates to the lack 
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of compensation for unpaid 
work including marking, prepa-
ration, and administration out-
side of class. Another growing 
concern noted by some, deals 
with the disproportionate time 
spent on students with special 
needs and the college’s refusal to 
address this situation. Others 
commented on the pay rates 
(even if at the right step) being 
based on hours taught, rather 
than class size, and what a ridic-
ulous notion that is. In the end, 
a common theme is PL mem-
bers do more than what they are 
paid to do to ensure students are 
benefitting from their time in 
college. 

 
6. Are you aware of your 
rights/benefits under the Col-
lective Agreement (CA) and if 
so which ones?   
Once again, there is a wide range 
of knowledge and understanding 
when it comes to PL members 
and the CA. Some have read  the 
CA in print or online, while oth-
ers have just worked on gather-
ing information from colleagues, 
managers and/or Human Re-
sources, and have not actually 
read the CA. Although the CA 
should be distributed by Human 
Resources when a member be-
comes partial-load, it isn’t always 
made available. Similarly, some 
members noted that despite the 
CA being online (through the 
OPSEU 415 and CAAT-A web 
sites), they find it challenging to 
locate. Other members refer to 
the CA regularly when they have 
employment-related questions or 
encounter a situation requiring 
clarity. 
  Several PL faculty were very 
aware of their benefit options 
under the CA—medical, dental, 
and pension to name a few key 
elements. However, beyond a 

general awareness of rights and 
benefits, many PL members are 
missing specific understanding 
of elements such as service 
months calculations, pay increas-
es, lack of 4% vacation pay (until 
Bill 148), right to sick days, ease/
difficulty of opt-out and opt-in 
options, some of the recent new 
CA changes, etc. In a couple of 
cases, members noted that they 
paid little attention to the CA 
because they were only intermit-
tently PL and feared if they 
pushed for recognition and im-
plementation of their rights 
(including getting a contract in a 
timely manner or at all) that they 
would not return to partial-load 
status. 

  Throughout the responses, it 
was pretty evenly mixed how 
many PL members knew about 
their rights and benefits before 
the strike, versus how many 
learned new details while picket-
ing. 
  Finally, PL members try to 
stay up-to-date by reading 
OPSEU materials or messages 
sent out by the team or via the 
Local COMMS notices, includ-
ing articles in Local Lines. Fur-

ther, members attend meetings 
or look forward to information 
coming out of meetings, speak 
to colleagues, approach and 
speak to stewards, read/watch 
traditional media coverage, and 
conduct further independent 
research. 
  
 7. Have you accessed any of 
the benefits?   
Most of the PL members have 
made use of the basic extended 
health care plan (prescription 
drugs and medical services such 
as physio or massage), which 
they can join after the waiting 
period. Some have accessed and 
made use of some of the op-
tional benefits, such as dental 

and vision care. Several PL fac-
ulty made a note of being en-
rolled in the pension plan as 
well. Some lamented the inabil-
ity of staying in the benefit plan 
when floating between PL and 
part-time, the time constraints 
on waiting and bridging periods, 
and how the strike might jeop-
ardize sustained benefit eligibil-
ity over the summer. Given that 
dental coverage is ‘optional’ and 
costs the member, some PL 
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members cannot afford this ben-
efit, and access dental services 
through a spousal plan or fully 
do without coverage, while a 
couple added that it would be 
nice if the college would pay for 
this benefit. 
  Once again there were some 
undercurrents of concern 
around benefits and predictabil-
ity as well as viability of access 
for PL members. Since there is 
no guarantee a precarious work-
er will return to PL status, some 
members have had various peri-
ods without benefits, and find 
those periods and that general 
situation challenging. Similarly, 

there were comments pointing 
to the challenge of contributing 
to a pension plan given other 
fiscal realities. 
 
8. Is job security an issue? Are 
you interested in becoming 
full-time?   
The resounding and unwavering 
response here was a unanimous, 
“job security is a major issue.” 
Every response spoke to the 
stress and anxiety of not know-
ing exactly what the next semes-
ter would hold until a day or two 
before the semester starts, with 
changes happening at times once 
the semester is underway. The 

desire for predictability is in-
tense—nobody enjoys preparing 
for courses without any assur-
ance that they will take place and 
pay will follow. The associated 
uncertainty of never knowing 
what status will be from one 
semester to the next has left 
many unsettled. 
  Overwhelmingly, the PL re-
sponses stated that they are, or 
worrisomely, were at one time 
interested in becoming full-time 
faculty. For several, they have 
applied to and occasionally in-
terviewed for positions, but the 
magical full-time position has 
not yet appeared for them. A 

few PL faculty have no specific 
timeline in mind, while others 
have provided dates within the 
next year or at most in 3-4 years. 
There were others who indicated 
the timeline is past due by a dec-
ade or so, with much disillusion 
after several interviews. Other 
PLs noted that if other full-time 
positions do not surface they 
will need to revisit their priori-
ties and passion for teaching, 
and even if unwillingly, leave the 
college. 
  As for the college’s reluc-
tance to “do the right thing” and 
hire more full-timers, one com-
ment was particularly pointed, 

observing that in most other 
businesses, if an owner finds a 
good employee, they’ll do eve-
rything to keep that employee. 
Clearly the Algonquin way does 
not give much, if any, consider-
ation to the well being of pre-
carious employees. About at-
taining full-time work, one PL 
member’s exasperation was 
clear with this statement, “I’ve 
given up any hope after 15 
years.” Meanwhile, another PL 
member explained that job se-
curity “was an issue but isn’t 
any longer. Over the course of 
time, I felt as if I was not wor-
thy of a secure job. I felt disre-
spected and undignified.” 
  Some PL faculty maintain 
that there is work in their de-
partments for at least one or 
two more full-time hires, and it 
would be the “fair thing” for 
the college to hire more full-
timers. Other PL members not-
ed that reduced enrolment and 
a decline in program growth 
was a distinct concern in their 
areas, and they were not expect-
ing any full-time positions to 
surface in the foreseeable fu-
ture. In a limited number of 
cases, certain PL faculty are 
now in a position where they 
no longer aspire to full-time 
work and are just hoping PL 
continues, as it currently fits 
their lifestyle with other con-
tracts or other life choices. 
  And of course, there were 
stories that really raise even 
more questions about the type 
of employer (“Top 25 Employ-
er in Ottawa”, remember?) that 
Algonquin is. When a PL facul-
ty holds 3-4 contracts at the 
college, and the college Human 
Resources department is okay 
with a consistent 40-50 hour 
per week submission of work, 
the PL member is rightly     
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distressed and “find[s] it hard to 
reconcile… that this does not 
equate to a full-time academic 
role.” 
  Other PL members spoke to 
the challenges of the whole pro-
cess and how “there appear to 
be rules that are not explained 
clearly or well to new faculty.” 
In some cases, PL discussed 
how they have been screened-
out of competitions due to mys-
terious and shifting qualifica-
tions (even when they had been 
a PL member teaching those 
courses). Sometimes, it seems 
to be a case of “not meeting the 
threshold,” another frustrating, 
and seemingly whimsical ex-
cuse, especially in certain cases 
where PL have met all the de-
gree and experience require-
ments, and vexingly, have occa-
sionally been asked to continue 
to teach some of the advertised 
new position courses after 
someone else had been hired 
full-time.  
 Management’s prerogative 
to assign work has long vexed 
many members, but when it 
seems so blatantly arbitrary, it 
adds an element of malice. Oth-
er PL members have pursued 
further qualifications as suggest-
ed by managers only to discover 
additional requirements are nec-
essary when a new posting 
comes out. In a related vein, 
some PL members identified 
concern with extended vacan-
cies in their departments and no 
related “extended” partial-load 
guarantees. 
  Juggling the many contracts 
and trying to do justice by stu-
dents and other responsibilities, 
without the luxury of knowing 
future work is assured, really is 
not sustainable physically or 
professionally for several PL 
members. A few hold out hope 

for the task force on the faculty 
complement and have expressed 
strong views that they will par-
ticipate as fully as possible so 
that they can stay in teaching. 
Of course, of concern is the 
college’s loudly announced $25 
million shortfall due to the Fair 
Workplaces, Better Jobs Act, 
2017 (also known as Bill 148). 
 
9. Have you noticed any dif-
ferences in attitudes since the 
return to work?  
Many PL faculty heard com-
ments from students indicating 
that while upset at the time lost 
in class and initially angry, most 
students had become sympa-
thetic over the course of the 
disruption as they learned about 
the pervasiveness of precarious 
faculty at the college. In some 
programs, students have been 
blunter and more direct with 
their criticisms about high facul-
ty turn-over and inconsistent 
quality of education. Still, by this 
point, a semester after the strike, 
those students who stayed ap-
pear to be back on a regular 
path of learning.  
 When it comes to attitudes 
among colleagues, a few com-

mented on how nice it is that 
they now recognize faculty from 
other departments when cross-
ing campus, and how enjoyable 
it is to see familiar faces and 
take a few moments to stop and 
chat. However, some referenced 
the increasing precariousness of 
their work, feeling that even 
more work has been download-
ed on insecurely employed, over
-burdened members. There 
were also comments about sink-
ing morale and the strained rela-
tionship between management 
and faculty. A couple of notes 
elaborated on this increased 
friction, adding that in some 
cases there is now a heightened 
division between college em-
ployees who are management-
friendly and those who are not.  
 Several PL responses clearly 
noted a frustration, increased 
sense of cynicism, and even a 
general sense of annoyance with 
management’s commitment to 
the college’s core values and the 
repeated daily promotion of 
those values. In particular, it is 
now increasingly obvious that 
for some managers, “the quality 
of the courses being delivered 
to the students is less important 
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than the budget.” Others point-
ed to job ads which indicate po-
sitions require academic focus, 
and yet the position, hours, and 
compensation would decry that 
claim, with an unwritten real 
goal being “to save money.”  
 Although PL comments un-
derscored their continued atten-
tion to learners, several noted 
that they are now more acutely 
aware of college and provincial 
(Council) politicking and these 
bodies’ lack of sincerity when it 
comes to quality education.  
 The strike raised awareness 
of rights and obligations for 
many PL members. Several have 
been working more closely with 
the union on grievances and are 
increasingly “very careful to en-
sure that intellectual property 
rights are not violated.”  
 Perhaps this one comment 
best summarizes the post-strike 
situation: “I feel disillusioned by 
the president’s emails, and what 
she has to say… I feel like it’s all 
‘fake news’.” 
  
10.   Final thoughts? 
Some PL members are cautious-
ly hopeful about the findings 
and recommendations to come 
out of the task force and are 
pleased to see slight progress in 
the new calculation of service 
months, while others lament the 
continued secrecy surrounding 
this calculation.  
 A few comments expressed 
growing concern about the im-
pact of further cost-saving 
measures in response to Bill 148. 
People are eager to see how the 
college president will follow 
through on recent commitments 
that “all currently vacant faculty 
positions will be filled,” and that 
she will “proceed with fairness 
and in good faith to implement 
Bill 148.”   

 For many PL faculty, the 
whole process of belonging to 
the Algonquin community has 
shaped up to be more difficult 
than they initially expected. 
Feelings of frustration and disil-
lusionment were evident, with 
phrases like, “I truly enjoy the 
work that I do here at Algon-
quin, but it is discouraging that 
after all the hard work [I have 
put in], that I am easily replaced 
by the next person with the en-
thusiasm to work very hard un-
til they also run out of energy 
and/or options.” And then 
there was this telling indictment, 
“[I am] sick of telling students I 
have no office hours.” 
 Most PL spoke about the 
positive experience of being 
faculty: meeting hundreds of 
students and setting them off, 

ironically, on careers. This con-
trasted greatly with the feelings 
many PL members have felt as 
employees, “under-valued and 
expendable,” save some small 
pockets of time. Perhaps more 
education is the solution, with 
some consequential disincentives 
to managers to stop cost-cutting 
approaches that are not aligned 
with the collective agreement.  
 In the end, perhaps these 
statements best conclude the 
precarity and indignity of the 
situation for many PL members. 
“For me, my work here is more 
than just about money,” and, 
“Clearly the motto ‘Caring. 
Learning. Dignity. Respect’ is 
not for those who have to fight 
to maintain a toe-hold in the  
college. This is sad.” 
 

  


