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work for precarious faculty has 
taken on a new harsh ugliness. 
Although the comparator is 
clearly full-time faculty, many of 
whom complete tasks other than 
teaching, Algonquin has stepped 
in line with the rest of the pro-
vincial colleges. For now, non-
full- time faculty are forced to 
choose: teach or work on teach-
ing related matters but doing 
both is out. 

If Bill 148 stays on the chop-
ping block, the promises of 
equal pay for equal work will be 
gone, as will the promised sick 
days and vacation days. What 
will be left are just the exotic 
names by which the colleges 
choose to segregate faculty. This 
must not happen. 
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s of April 1, 2018, under 
the Fair Workplaces, Better 
Jobs Act, 2017 (Bill 148), 
equal work for equal pay 

officially became the new Ontar-
io reality. That is, whether some-
body was a part-time, partial-
load, sessional, contract, or other 
non-full-time faculty member 
doing substantially the same 
work as their full-time counter-
parts, that person was to be paid 
the same. The law, however, 
does not explicitly require ‘the 
spirit’ to be followed. 

Over the decades, Ontario 
colleges have developed a fine 
art of creating exotic categories 
to enable differentiated pay and 
job-related privileges and con-
straints for their employees. 
These classifications are compli-
cated and intentionally confus-
ing, leading to numerous ques-
tions, resulting in seemingly arbi-
trary placements, and often ap-
pearing to end in discriminatory 
actions against precarious work-
ers. 

The changes to the Employ-
ment Standards Act (ESA) as 
laid out in the Fair Workplaces 
Act are a good start to protect-
ing some of the most egregious 
employer abuses, but more is 
needed. Again, this fall, across 

the province, stories are being 
shared that reveal renewed facul-
ty abuses. Formerly partial-load 
faculty are being re-categorized 
to part-time status with often 
simple excuses that there is no 
more work available or there is a 
need to expand the part-time 
pool. In other cases, professors 
have been converted to instruc-
tor standing, although the work 
has not changed in any notable 
manner. 

Among the key concerns for 
any precarious worker are the 
uncertainties related to the next 
contract (size, duration, benefits) 
and how well the contracts inte-
grate. Historically, many other 
than full-time college faculty 
have secured additional contracts 
related to coordinating, advising, 
curriculum planning, student 
support, and other similar cam-
pus-related activities to comple-
ment their teaching hours.  

There is, however, a new 
challenge for other than full-time 
faculty. Earlier this spring, the 
ruling out of St. Lawrence Col-
lege—now the de facto practice 
at Algonquin as well—no con-
tract ‘layering’ or ‘stacking’ for 
other than full-time faculty. 
Budget constraints and the crea-
tive search for supplemental 

 

A 
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his past Monday, October 
15, the 24 colleges across 
Ontario joined forces in a 

Day of Action, marking one year 
since the historical college strike 
involving some 12,000 faculty 
and lasting five weeks. Last 
year’s decision to go on strike 
was not taken lightly, and at least 
there were some tangible bene-
fits that came out of the venture. 

To start, the Kaplan Ruling 
defined the settlement terms 
between OPSEU/CAAT-A and 
the College Employer 
Council (CEC) in Dec. 
2017. Article 13 in the 
Collective Agreement 
(CA) now includes aca-
demic freedom lan-
guage gains and the par-
tial-load registry should 
increase precarious worker pro-
tection by recognizing and track-
ing seniority. A promising Task 
Force, established to look at 
bargaining issues such as precari-
ous work, has in the interim 
been dismantled by the Ford 
government. This action is being 
challenged in the courts. 

Back to the Fall of 2017: we 
walked and talked to each other 
in all conditions, sharing stories 
of experiences, successes, frus-
trations, and accomplishments. 
We followed media develop-
ments and updates from our 
leadership and participated in 
coordinated walks in Toronto 
and outside the MPP’s office.   

On November 16, well into 
our fifth week, faculty over-
whelmingly voted an 86% rejec-
tion of the insulting manage-
ment offer. After the Wynne 
government forced us back to 
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work, we professionally adjusted 
programs. Courses were com-
pressed, exams ran into break 
time, holiday arrangements were 
impacted, and stress levels 
reached an all-time high. 

And yet, by June 2018, the 
year was successfully behind us. 
Of course, then the Ford govern-
ment swept to power. On his first 
day in office, on June 29, Ford 
cancelled the College Task Force 
leaving many strike issues unre-
solved. And now, early in Octo-

ber, Ford indicated his 
government will be 
“scrapping” Bill 148, the 
officially enacted Fair 
Workplaces, Better Jobs Act.  
The future of the college 
system is at risk with 
these measures. Disman-

tling the Task Force was a dis-
grace. From the volume of emails 
and calls received by stewards and 
the Local office, it is clear that 
precariously employed faculty 
continue to worry about job inse-
curity. What does that do for the 
education of Ontario’s future? 
How do anxious and uncertain 
faculty members support stu-
dents? 

So, one year later, where are 

we? The enthusiastic strike chants 

of, “What do we want?” 

“FAIRNESS!” and “When do we 

want it?” “NOW!” are just mem-

ories. This government needs to 

be reminded we are a democracy. 

Do your part and get in on the 

letter campaign to Doug Ford, 

Merilee Fullerton (Minister of 

Training, Colleges and Universi-

ties), and your local MPP. Start 

now—don’t wait.  

One year later—now what? 
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Supporting our Students 
with Disabilities 

Q.    A third of the students 
that I both teach and co-
ordinate are registered with 
CAL (Centre for Accessible 
Learning), and I am having dif-
ficulty coping with my teaching 
workload because of the exten-
sive support I provide towards 
student success and the need to 
continually update their parents 
on their academic progress. 
What can I do about this situa-
tion? 

A.    You should discuss this 
situation with your manager so 
that extra assistance can be pro-
vided to support both you and 
your students and/or that your 
workload can be adjusted to a 
more reasonable level. 

 
Supporting our Students 

that have Retroactive Aca-
demic Accommodations 
Q.    I have been advised by 

my manager that I must pro-
vide retroactive accommoda-
tion to one of my students. Am 
I entitled to extra time on my 
SWF to do so? 

A.    Yes. You should discuss 
the amount of preparation and 
evaluation time required to sup-
port this student with your 
manager and have this time 
recorded on your SWF as Ret-
roactive Assessment. Should 
your manager refuse your re-
quest for this additional time, 
you should refer your workload 
to the WMG (Workload Moni-

toring Group). 
 
Excessive Number of Co-

ordinating Duties 
Q. The college has recently 

taken away coordinating duties 
from Partial-load faculty in my 
area and I now find that I am 
expected to perform all of their 
previous workload without a 
change in my coordinating 
hours. What is my best ap-
proach to address this expecta-
tion? 

A.    You should discuss 
your coordinating duties with 
your manager and unless the 
coordinating time is adjusted 
on your SWF, or some of your 
duties are taken away, you 
should refer your workload to 
the WMG. 

 
Coordinator’s Workload 

Spreadsheet 
Q. The number of hours per 

week that coordinators receive 
in my department is incon-
sistent, ranging from 2 to 5 
hours per week, even though 
we all have approximately the 
same number of students. Is 
there an easy method to deter-
mine the number of hours that 
I should be asking my manager 
to assign me on my SWF for 
coordinating duties? 

A.    One tool you could use 
is the Coordinator’s Workload 
Spreadsheet which was con-
structed for the membership as 
a result of discussions with nu-
merous coordinators who have 

indicated to the local that their 
managers do not have an accu-
rate appreciation of the coordi-
nator duties being performed 
in their departments. While the 
example spreadsheet of possi-
ble duties is non-exhaustive, it 
should serve as an excellent 
starting-point to establish SWF 
complementary hours and to 
negotiate the level of Coordi-
nation Allowance as outlined in 
article 14.03 A 3 in the Collec-
tive Agreement. Here is the 
link to the spreadsheet: 
https://locallines.org/wp-
content/uploads/2011/01/s-
workload-spreadsheet.xls 

 
Note that if your manager 

does not agree with the duties 
you are performing, typically 
because s/he does not want to 
provide you with the calculated 
complementary hours on your 
SWF, then you should ask the 
manager what s/he does not 
want you to do, delete the item 
from the calculation and then  
discontinue doing the work 
items. 

 
Partial-load Employee 

Pay for Classes Scheduled 
on a Holiday 

Q.    I am a Partial-load Em-
ployee who signed my Fall 
2018 contract during the last 
week of August to teach clas-
ses on Mondays, Wednesdays 
and Fridays. Since there are  
two holidays during the fall 
  You...  cont’d on p. 4 
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go, there are still a number of 
salary calculation grievances in 
the queue, and a number of new 
salary calculation grievances in 
process. There has been a little 
improvement in this area, but 
errors are still occurring, and 
faculty are having to grieve to 
get paid properly.  

With the moratorium on 
staffing grievances (Article 2) 
over, the Local has filed a num-
ber of new grievances across the 
college. Unfortunately, of the 18 
staffing grievances that we filed 
in the spring, the college ignored 
16 of the grievances, and chose 
not to schedule meetings to dis-
cuss the grievances.  

Keep in mind, that there is 
only one (1) opportunity to meet 
before going to arbitration. This 
type of dysfunctional process 
helps neither party address con-
cerns. 

A new fall: a new record 

Grievance Update  JP LaMarche 

teaching. Can a coordinator 
assign me this work? What do 
I do if I receive an email from 
my manager that s/he expects 
me to do this 
work? 

A2.  Assign-
ment of work 
is a manage-
ment right; 
coordinators 
cannot assign 
work. If your 
manager has an 
expectation of 

You…  cont’d from p. 3 
on Mondays, do I get paid for 
those teaching hours sched-
uled for Labour Day and 
Thanksgiving Day? 

A.    Our Collective Agree-
ment addresses this in two 
sections - Article 16 Holidays 
defines the holidays and Arti-
cle 26.09 Statutory and College 
Holidays states that “Partial-
load employees who are under 
contract on the last working 
day prior and the working day 
subsequent to a holiday as de-
fined in Article 16, Holidays, 
shall be paid for these if they 
are regularly scheduled teach-
ing days. Under contract 
means there is a written con-
tract between the College and 
the employee”. If you find 
yourself in this situation and 
your payroll statement does 
not reflect this pay, then you 
should discuss the matter with 
your manager. 

 
Faculty Support for Open 

House Activities 
Q1.   As a coordinator, I am 

receiving emails from Faculty 
Marketing asking me to con-
firm my attendance, who will 
be covering my program table 
and asking me to coordinate 
with full-time faculty for table 
coverage. Can Faculty Market-
ing direct me to do this work? 

A1.  Unless your manager 
has specifically assigned you 
this type of work, you are not 
required to coordinate this 
type of faculty activities. Re-
quests of this nature should be 
directed to your manager for 
his/her action. 

 
Q2.  My coordinator has ad-

vised me that he expects me to 
be “part of the team” and cov-
er my program table during an 
Open House when I am not 

A 
             s it stands now, 2018  
             may be a record year  
             for grievances at the  
             college. With well over 
200 grievances filed so far, the 
college should be looking long 
and hard at its labour relations 
section of HR, and asking ques-
tions about efficiency and effec-
tive case management.  

The meetings, too, are essen-
tially useless. In most cases, the 
college representatives ask no 
questions, provide no com-
ments, and are visibly disen-
gaged. The written responses 
offer little more, and some are 
simply cut-and-paste responses 
written by legal counsel.  

In my view, little to no effort 
is put into preparing for the 
meetings, leaving faculty mem-
bers frustrated by the lack of 
seriousness demonstrated by 
the college. 

As far as grievance trends 

your attendance at an Open 
House, then you should ask 
that the hours be reflected on 
your SWF.  



5                                                         October 2018                                               Local 

 

Below is the fall schedule 

(October’s event is finished): 

October 15: Remembering 

and Reflecting on Progress 

- On October 15, 2017 our 

strike action started and lasted 

a challenging five weeks. Now, 

in a province-wide move, all 

colleges marked the day. If you 

did not stop by the 

Woodroffe J-Link corridor 

table or outside Savoir Fare to 

get a sticker and sign the peti-

tion, you can do both in 

C215b. 

November 15:  Getting to 

Know Your Stewards  

- An opportunity for close-up 

conversations with your stew-

ards on Union matters dear to 

you. Details to follow in a 

couple of weeks. 

December (tbd): Supporting 

Our Learners: 

-  Watch for another “energy/

brain snacks table” for our 

students during their final ex-

am week. Details announcing 

collection dates and items will 

be shared closer to the exam 

support day. 

T 

LMT Activities Update  Chinedu Mba 

Keeping Faculty Engaged 
t is a new academic year and 

your Local Mobilizing Team 

(LMT) is back to the plan-

ning table to find creative 

ways to continue to engage you, 

all Local 415 members. Please, 

share ideas with us on how we 

can keep you engaged.  

For this academic year, our 

primary focus is on keeping 

members informed and educat-

ed, as well as ensuring that our 

students/learners know that we 

are committed to meaningfully 

supporting them. In fact, we 

started last academic year by 

setting up an “energy/brain 

snack table” for students in the  

J-Link corridor during the final 

exam week. It was a huge suc-

cess and we received many posi-

tive comments from students. 

I 

Equal Work for Equal Pay?    Judy Puritt 

The Ongoing Pain of Partial-load Status at the College 

       he past year has presented 
           some major forward  
           movement in the Partial-
load world, and yet, how have 
Partial-load members really 
fared? Most, from a quick chat, 
are registered. That’s a start. 

As for other teaching aspects? 
Welcome BrightSpace! The tran-
sition, despite training, work-
shops, and drop-in support has 
not been as smooth as anticipat-
ed for many faculty. For PL fac-
ulty, the additional hours needed 
to work out the extra clicks and 

challenges of quizzes, posting, 
calendars, gradebook, and pub-
lisher integrations is yet another 
example of completing unpaid 
work.  

Other elements PL faculty 
complete without com-
pensation include sup-
porting students with 
CAL letters and com-
pleting administrative 
functions such as track-
ing and reporting on 
students at risk. And 
when it comes to class 

preparation, hours disappear in 
going through new texts, re-
sources, and online packages, 
and preparing tests and assign-
ments. Beyond hours of unpaid 
 Equal Work.. cont’d on p. 6 
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Ongoing… cont’d from p. 5 
 
marking, there are the constant 
student requests for meetings, 
clarification, and other concerns.  

And what has happened to 
those other contracts PL faculty 
used to acquire to supplement 
their earnings? These days, PL 
faculty are being told, you can 
either teach, or have these other 
contracts related to curriculum 
development, advising, or coor-
dinating, but you cannot do 
both. That’s layering and not 
allowed. And yet, many full-time 
faculty complete these self-same 
jobs and roles beyond teaching.  

Other problems PL faculty 
face include adjusted and re-
duced earnings levels—again. 
Where salary calculations were 
reviewed, now suddenly there 
are step reductions again. No 
written explanations are provid-
ed to any PL member coura-
geous enough to question the 
sudden recalculation. When an 
oral answer is given, the explana-
tion is a dismissive, “It was a 
calculation error.” 

Lastly, are you one of the PL 

faculty members scheduled to 

teach on Mondays? Did you get 

your holiday pay for Thanksgiv-

ing? Do a quick check of your 

pay, because the general senti-

ment is that when it comes to 

your interests you should always 

independently verify. The gen-

eral malaise of uncertainty, ex-

haustion, and management mis-

trust pervades the world of non-

full-time faculty. For many PL 

faculty enjoyment in teaching, 

engagement with students, and 

rapport with colleagues is still 

the reason they are at Algonquin, 

but that appeal is slowly fading. 

day, August 26, a contingent of 

roughly 30 staff and students 

(senior management were con-

spicuously absent) gathered for 

the largest Pride parade in Otta-

wa’s history. It was a small 

group, as the parade itself was 

before the start of the semester, 

and the advertising occurred 

during the summer break. 

This was one of the proud-

est things I’ve done as an Al-

gonquin employee, and I am 

reflecting on tall of it from the 

cheers and the excitement, to 

the happiness and the commu-

nity we saw as we followed Al-

gonquin’s big green fire truck. 

Truly, a moment of celebrating 

what brings me to work every 

day: the fight for equality and 

equity for all students, all facul-

ty, and all people and a chance 

to demonstrate these values to 

the wider community. 

s any faculty on the 

campus would likely 

confirm, college is fre-

quently a formative time in the 

development of young adults 

into a more rounded citizen. It is 

often the time of their lives 

when students are becoming 

more aware of their interactions 

with the wider world – politics, 

relationships, and social circles 

are expanding. It follows that 

issues of representation should 

be forefront in our vision for the 

classroom and campus. 

Belonging to the LGBTQ+ 

community is difficult for stu-

dents and faculty alike. I can 

personally attest to the ignominy 

of being ‘outed’ to a colleague 

with the follow-up questions and 

awkwardness. It was a welcome 

surprise to learn that the college 

intended to send a float into the 

Ottawa Pride Parade. On Sun-

Diversity and Inclusivity 
Martin Lee 

A 
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omewhere between your 
stop at Savoir Fare and 
your dash to grab some-

thing from Starbucks, you will 
find Algonquin’s Office of the 
Ombudsman in E112. Following 
the Swedish tradition, Algon-
quin’s Ombuds Office (“the Of-
fice”) is unbiased and neutral 
representative in matters related 
to student concerns. Conversa-
tions are confidential, and despite 
funding from the college and 
Students’ Association, the Office 
is fiercely independent. 

Recently, George Cole and 
Carley Davidson discussed the 
role and mandate of the Ombuds 
Office at Algonquin. To start, 
“the Office” is not a single per-
son, but rather, three officers, 
George, Carley, and Barbara Car-
swell who work collaboratively. 
Students, faculty, and staff can all 
come to the Office for infor-
mation or to raise a concern.  
Although many cases are never 
forwarded because there isn’t a 
case to take forward, some cases 
do get processed. 

The Office does not advocate 
or take sides—their goal is to 
assist in finding resolutions. 
Sometimes resolutions involve 
digging deep and listening to all 
parties involved. Conversations 
that happen in and with the Of-
fice are confidential. Moving for-
ward in a case might involve me-
diation, restorative justice, or fa-
cilitation, but the Office remains 
impartial. George emphasized, 
“Never, never, never, have I had 
a situation where I send some-

thing to be on a file with HR.”  

In fact, the Office also noted 
that they do not appreciative 
when students threaten faculty 
about taking In situations where 
the Office is copied on this type 
of  email, it is misleading and 
inappropriate, because “Such a 
message sets out an assumption 
about our office that we simply 
don’t practice. We are impartial 
and independent.” 

Whereas some faculty do 
know about the tri-tenet basis of 

the Office, thanks to information 
sessions provided through FLP 
(Faculty Learning Program) or 
TALL (Teachers of Adult Life-
long Learning) training, many 
faculty are unaware of the ser-
vices available through the Om-
buds Office. One thing is clear: 
the Office is welcoming and 
strives to remain true to its core 
mandate of being confidential, 
impartial, and independent when 
it comes to situations involving 
students at Algonquin. 

Office of the Ombudsman— 

confidential, impartial, independent 

Judy Puritt 

hen you look up the 
word steward in any 
dictionary, you imme-

diately see the word can be a 
noun or verb. For language en-
thusiasts, this is always an inter-
esting start, seeing that a word 
can be both a thing and an ac-
tion. As a noun, a steward is one 
who takes care of a specific 
group of people. In the case of 
unions, a shop steward is a union 
member who has been nominat-
ed and elected to represent mem-
bership in dealings with manage-
ment. 

Being a steward at Local 415 
is rewarding and no previous ex-
perience is needed. Three posi-
tions were just filled – welcome 
to Martin Lee, Richard Hage-
meyer, and Patrick Murphy.  

When vacancies arise, the no-
tice, process and deadlines are 
posted on the LocalLines website. 
As a new steward, you will be sup-
ported by those who have been 
active in the Local for years, you 
will have the opportunity to attend 
educational sessions, and your 
time commitment begins with a 
simple two-hour meeting per 
month. 

At the monthly meetings, you 

will learn about what is going on 

in other parts of the college. You 

will also assist in building a strong 

organization to advocate for facul-

ty and you will be actively in-

volved in local decision-making. 

Finally, you will earn the gratitude 

of your colleagues who may ap-

proach you for assistance. 

Becoming a Steward 
—as easy as one, two, three 

Judy Puritt 

S 

W 
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Copenhagen: A Contrast in Living 
Doug Brandy (retiree) @ brandydoug@bell.net 

From a June 2018 visit with our 
niece, Andrea. 

Our stay in Copenhagen 
revealed how much that city and 
Danish society differ from what 
we’re used to.  

I was impressed with bicycles 
far outnumbering cars. Bike 
lanes parallel every street, and 
hundreds are parked beside of-
fice buildings. Train cars have 
areas reserved for bicycles, and 
stairs descending to the trains 
have grooved metal strips bolted 
to the edges so you can more 
easily wheel your bicycle up or 
down. 

At the same time as bicycle 
use is encouraged, private auto-
mobiles are discouraged. Want 
to buy a car? Be prepared to pay 
a 200% tax. A driver’s license 
could cost you as much as $2000 
Canadian. 

After arriving at school early 
on their bicycles, children can be 
seen playing happily in their un-
fenced playgrounds with little 

apparent adult supervision. It 
seems most parents believe their 
children become more confident 
and independent if they don’t 
have constant minding. 

Danes believe seriously in the 
“3 Rs”. A typical apartment 
building provides separate con-
tainers for organic waste, paper 
and cardboard, glass, plastic, 
metal and batteries. When taking 
refundable cans/bottles to the 
supermarket, Andrea drops 
them into a bin which spits out a 
receipt to use at the checkout.  

I was grateful for Danish hon-
esty. I unintentionally left my 
backpack on a tour boat but re-
covered it intact hours later. 

Andrea’s husband is an engi-
neer, employed by an interna-
tional company. I was impressed 
by his firm’s progressive employ-
ment practices. The company 
believes it’s important for its em-
ployees to be healthy and have 
happy families. Therefore, 

 Employees may choose to 
work at home. Getting the 
work done is more important 
than where it is done. 

 Once a month, the company 
treats employees and their 
spouses to a TGIF. 

 There’s a company Christmas 
party for children. 

Could we in Canada learn 
from Danish practices? Food for 
thought. 

For a longer, illustrated version of 
this article and an Iceland tour: fro-
bisherplace.ca/home/tips/ 

Health & Safety    Leslie Wyman & Dave McCue 

isk Management and 
Physical Resources are 
two different depart-

ments. Risk Management deals 
with Health & Safety issues, and 
details are posted 
at www.algonquincollege.com/
safety-security-services/  

 Your Local 415 Health & 
Safety Representatives and mem-
bers of the college Joint Occupa-
tional Health & Safety Commit-
tee (JOHSC) are Leslie Wy-
man (Ext. 5843) and Dave 

McCue (Ext. 5750). 
FAQs 
What is my responsibility if I 
observe an unsafe environ-
ment?  
A) All employees are responsible 
for Health & Safety. Report to 
your manager B) Not sure if it 
is a Health & Safety issue? Ask 
anyway to be sure. 
When do I complete an inci-
dent report?  
A) For any accident or injury  
B) An Online Quick Report is  

posted on the Occupational 
Health & Safety link on the Risk 
Management site. 
What do I do in an emergency? 
A) Call Ext 5000. 
Who pays for Personal Protec-
tive Equipment (PPE)?  
A) Employers provide and pay 
for PPE if required for the job. 
Contact Risk Management direct-
ly if your manager refuses. 
REMEMBER: An employee has 
the right to know about any haz-
ards in their work area AND has 
the right to refuse unsafe work. 
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