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SFQs in an online environment
Mike Dover, Steward, Faculty of Business
Even though Student Feedback Questionnaires
(SFQs) as they are currently implemented directly violate the spirit and the letter of the
2018-2023 Strategic Plan, they are being distributed to students again this semester. As faculty, we feel that this may increase the stress
we are under this semester and wanted to touch
base with you with some strategies to address
this situation.
So first --- how do SFQs violate the Plan?
Well, Strategic Priority #7 is to continue to
build a diverse and inclusive community of exceptional students, faculty and staff. Priority #7
is listed under Strategic Pillar #3 – Healthy and
Inclusive Community. Unfortunately, SFQs
delivered as anonymous surveys have traditionally punished equity-seeking groups and make
the community less inclusive.
Moving SFQs online in some ways has made
this situation worse. While SFQs delivered inclass on paper still had many issues, at least
there was some certainty that the forms were
actually filled out by people in the class. With
the online version, there is less certainty that
students only fill out one form and there is no
requirement for a student to actually attend
class (and actively participate in the learning

experience) in order to provide feedback.
There have been many studies that show that
“instructors who are female and persons of color receive lower scores on ordinal student evaluations than those who are white
males” (Chavez and Mitchell, Nov 2019). A
good example of this phenomenon is an experiment where different sections of an online
course were evaluated by students. These
courses were identical with the exception of an
introductory video where the “instructor” was
portrayed by people with different gender expressions and ethnicity. The white men scored
higher. In another study, a female and male
professor delivered online courses but
“switched identities”, and her ratings went up
and his went down. Bullying and personal attacks (including comments about physical attractiveness) appear more commonly on the
surveys of faculty from equity-seeking groups.

The Union has raised these issues with the College. A committee will be struck to try to find
ways to make student feedback a positive experience for all stakeholders. In the meantime,
here are some factors to consider:
SFQs continued on page 2
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SFQs continued from page 1
related to bullying for any reason. One ad1. You can deploy better ways of collecting
vantage of online-only SFQs is that there is
student feedback such as a stop, start, conno clear anonymity for a bullying student.
tinue document that you can send via BlackReminding students that the Student Code of
board. Consider making it an assignment
Conduct applies to these tools can also help
worth 1 or 2 per cent. Look at these for stuto reduce harassing comments.
dent feedback rather than the SFQs. Other
suggestions for collecting useful data from 6. A recent study by the Canadian Sociological
students are on our website.
Association suggests that teaching students
about the ways these tools can reinforce ex2. Consider that non-bullying constructive critisting structural biases improves the quality
icism can help you improve your course.
of feedback instructors receive and serves as
3. Consider some “criticism” as a badge of
important professional development for
honour. There is a negative review on my
them as they prepare to transition into the
Ratemyprofessor site that complains that I
workplace. Resources to facilitate this are
expect students to pay attention in class and
available on our website.
that I test them on material I present in class.
Uh…guilty as charged.
4. Until we replace the SFQs with a safer tool, Creating a more inclusive workplace is everyone’s responsibility. Let’s do our part to mititeam up with a trusted fellow faculty memgate the harm caused by online SFQs. To get
ber. You can review their comments and
involved, speak to your students about these
vice versa. Delete any bullying or inapprotools, support your colleagues, and get in
priate comments and only provide the usetouch if you have questions, concerns, or testiful/appropriate feedback to your partner.
monials of harm we can use to press the issue
5. Report feedback that violates the Student
with the College. 
Code of Conduct to your Associate Dean
and Union Steward. This would include
comments of a sexual nature or anything
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WARNING: In-process
evaluation
Bob Bolf, 1st Vice-President, Faculty of Business
When we brought up this
issue at WMG (Workload
Monitoring Group) with
the administrators, the
response was that faculty
had five days to respond to their SWFs and could
So, as we anticipate our Winter 2021 SWFs, it
have talked to their AD if they didn’t agree with it. I
would help us if we took a closer look at the IP facunderstand that most faculty do not parse their
tor on a SWF.
SWFs when they get them, as for the most part,
Article 11.01 E 2 (iii) of our Collective Agreement evaluation factors seem to be reasonable.
(CA) defines IP as “evaluation performed within
the teaching contact hour”. (See the full article
However, consider this a heads-up warning. When
11.01 E2 for a description of each factor.)
you get your Winter SWF, take a close look at it.
Has your IP increased dramatically for your courses, without your input? Remember, you are the subThis means that at the end of the class, the faculty
member has evaluated student performance and as- ject matter expert, not your AD.
signed a mark. With IP, there is no marking done
outside of class time. This is why it has the lowest Article 11.01 E 3 of the CA states that “Before the
assigned work factor of the three evaluation meth- method(s) of evaluation and feedback are estabods.
lished for a course the supervisor will consult with
the affected teacher(s), as a group.”
Examples of IP would be a music student performing a piece for their professor and the professor
The message is clear.
evaluating the performance during class time. Or a
student or student group giving a presentation dur- Talk to your AD before the SWF comes out about
ing class and the professor marking the presentation your courses and evaluation factors. If your IP inas it is given. The mark is determined during the
creased from before on-line delivery days, without
class. With IP, there is no review of the work after your input, you have five days to discuss whether
class. If the work is reviewed by the professor after the higher IP factor makes sense in your course. If
the class, for marks, it is not an IP evaluation.
your AD does not agree with you, return your SWF
Some ADs, most notably in FMCA, Health Scienc- to your AD, UNSIGNED, but with a note that you
es and FAST have dramatically increased the IP
want the matter taken up by WMG. At WMG you
factor on their faculty’s SWFs during the Fall 2020 will have the right to state your case, why the highterm as we went to predominantly online delivery. er IP is inappropriate. Smaller classes allow us to
The increase for some courses has been substantial. better serve our students at a time when individual
Where in previous years IP may have accounted for student needs are on the rise. This is worth fighting
5 to15 per cent in a course, for the fall term it infor. 
creased to 30 per cent and more. All of this has
been done without consultation with the affected
faculty. Class sizes have risen, in some cases dramatically, as a result.
We saw a dramatic rise in the in-process (IP) evaluation factor in a number of faculty SWFS in the Fall
2020 term. This was always done without consultation with the affected faculty member.
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President’s report:
Pearline Lung, President, Faculty of Liberal Arts & Sciences
meetings (via
Zoom). These meetings are essential, as
they allow each and
every member to prioritize their top issues and concerns for this round of bargaining. We
will hold several meetings to ensure as many people
can participate as possible (you only need to attend
one meeting). Please stay tuned, as more details will
We always knew that the 2020/2021 academic year be shared through our mailing list.
would be a special year – it’s a bargaining year.
This means that our collective agreement will be
Here at the Local, we continue to challenge the Colexpiring soon. Due to the pandemic, we were also
lege on many fronts. While many managers have
able to hold our first ever virtual General Member- been collaborative and supportive of their faculty,
ship Meeting, which was incredibly well attended – there remain a select few who continue to microthank you to those who made it out! We will contin- manage and take advantage of the pandemic to
ue to hold our meetings virtually (via Zoom), so
overload their faculty. It is indeed unfortunate that
please ensure you are on our mailing list to receive some managers are choosing to balance the books
notices of our meetings. Sign up for our mailing list over the well-being of their employees and students.
at www.opseu562.org.
We also continue to negotiate more transparency
from the College as well as more timely responses
(or in some cases, any response at all) from HR and/
The onset of the pandemic has amplified the chalor managers. We continue to challenge the immense
lenges that faculty are facing, including growing
workload being placed on faculty, and the lack of
concerns of equity, intellectual property rights,
workload, and quality of education. Last weekend, consequence to those not abiding by COVID-19
elected members of our local attended OPSEU’s Pre safety precautions on campus.
-Bargaining Conference for CAAT-Academic. We
heard from experts in the field regarding the ecoNo doubt about it – this year is a challenging one.
nomic landscape due to COVID-19 and what it
But don’t forget that your Local stewards and officmeans for post-secondary institutions, as well as
ers are here to support you. We will continue advostrategies for succeeding in bargaining during a
pandemic. Most noteworthy was the election of our cating for your rights and your well-being, as we
Bargaining Team: JP Hornick (chair, L556), Jona- have been doing, and we will gladly offer you advice and support on concerns that you’re facing.
than Singer (vice-chair, L560), Michelle Arbour
(L125), Ravi Ramkissoonsingh (L242), Kathleen
Flynn (L354), Shawn Pentecost (L415), and RebecFinally, I’d like to thank Michelle Albert, our Loca Ward (L732). I am so pleased with this team and
cal’s Administrative Assistant, for her 17 years of
their individual talents; we are in good hands, folks.
hard work and dedication to the Local and its members. You are a blessing to us all, and you will be
Please make a note in your calendars – in early-to- dearly missed. Enjoy retirement and stay well! 
mid January, we will be holding Local Demand Set
We are well into the fall semester, and the winter
weather is on its way. I hope you and your loved
ones are doing well during this uncertain time. This
pandemic has forced many changes to our working
conditions, work habits, and skill development. In a
blink of an eye, many of us have been working from
home for eight months now. It’s been a very challenging year, and kudos to you for getting through
it!

4

Newsbreak: Humber College Faculty Union OPSEU Local 562 │November 2020

Chief Steward’s report
Rena Borovilos, Chief Steward, Faculty of Liberal Arts & Sciences
Since the health crisis was declared, an unprecedented number of members have contacted their
Local 562 Stewards and Officers to discuss a myriad of on-the-job challenges. If you are currently
experiencing a problem or issue related to your
work at the College, we recommend that you first
attempt to resolve it by bringing it to the attention
of your manager. Failing an agreed upon resolution, we urge you to take up a formal grievance
with the help of the Union. Since October 1, 2017,
when our current Collective Agreement (CA) first
took effect, more and more of our members are
relying on the grievance process to ensure their
rights under the CA.

with the College’s response, they can refer the
grievance to arbitration but must do so within 15
days of the issuance of the College’s response.
While it can take some time for an arbitrator to
hear a grievance case and render a decision, the
grievor can expect a fair ruling based on the arbitrator’s unbiased interpretation of the CA.

It should be noted that there are three types of
grievances that can be submitted to the College:
1) a faculty individual grievance that contains the
complaint of one member, 2) a faculty group
grievance where two or more members jointly
grieve, and 3) a union (policy) grievance where a
complaint is taken up by the Local on behalf of
In this report, you will be provided with 1) a sum- the membership.
mary of the grievance and arbitration procedures
appearing in Article 32 of the CA; 2) a list of Lo- Local 562 grievances before the college
cal 562 grievances that are currently before the
Currently, the Local has three grievances before
College, and 3) a list of Local 562 grievances that the College. They are listed below by the date they
have been referred to arbitration.
were submitted:
1. November 11, 2020: A partial-load (PL)
Summary of grievance and arbitration
member grieves the miscalculation of their
processes
service credits. A grievance meeting is expected to be scheduled by November 26.
The sequence of events leading to a grievance begins with a member taking a complaint to their
2. October 27, 2020: A full-time (FT) member
manager. This must be done within 20 days after
who was asked by their manager to complete
the circumstances giving rise to the complaint
work during the summer vacation period
have occurred or have come to the member’s atgrieves not being paid adequately for that
tention. The discussion of the complaint involves
work. The grievance meeting was held and the
the member and their manager unless they mutualCollege’s response is expected by November
ly agree that others (e.g., a Union representative or
25.
HR Business Partner) be present. Once the discus- 3. March 2, 2020: This case involves a FT prosion has occurred, the manager has seven days to
fessor who grieves discrimination and harassrespond to the complaint. If the member is not satment based on disability. The grievance hearisfied with that response, they have seven days to
ing was held just before the heath crisis was
take up a grievance, which the Union puts together
declared. This resulted in an extension of the
and submits to the College on behalf of the memCollege’s response deadline that the College
ber. The College then has 15 days to schedule a
has failed to meet. The Union recently ingrievance meeting that is typically attended by the
formed the College that the case will be remember, their Union representative(s), the managferred to arbitration if the response is not reer, and an HR representative. Following the grievceived by November 20.
ance meeting, the College has 15 days to provide
the member and the Union with a written response
Chief Steward continued on page 6
to the grievance. If the member is not satisfied
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September 14, 2020: PL member grieves improper consideration for PL work.
8.
December 16, 2020: FT member grieves disLocal 562 grievances referred to arbitration
crimination and harassment based on disabilThe Local has referred 23 grievances to arbitraity.
tion. You might be wondering about that high
9.
October 24, 2020: PL member grieves imnumber. It exists because the College is choosing
proper consideration as an internal candidate
not to resolve grievances at the grievance meeting
for a FT position. This grievance was put on
stage. This may be a strategy to discourage memhold at the grievor’s request.
bers from submitting grievances. If that is the
10. November 6, 2019: Policy grievance opposcase, the strategy is not working because our
ing teaching by non-faculty.
members continue to use the grievance process to
maintain the rights they are entitled to under the
11. November 6, 2019: Policy grievance requestCA. Interestingly, in a recent meeting, Union ofing that the College properly compensate the
ficers were told by senior managers that the ColLocal for union work release time.
lege is now willing to work with the Local to re- 12. November 9, 2018: FT member grieves
solve grievances. The Local is looking forward to
breach of their academic freedom rights.
the College demonstrating that willingness at future grievance meetings.
One of the remaining eleven referred grievances
is currently before an arbitrator. It involves a FT
The following twelve referred grievances have yet member who grieves that they were harassed and
to be assigned an arbitrator or hearing date. They discriminated against by the College because of
are listed below by date of referral:
their disability.
1. November 9, 2020: PL member grieves improper consideration for PL work.
Finally, there are ten policy grievances that the
2. November 9, 2020: PL member grieves imUnion and College have agreed to resolve through
proper consideration for PL work.
mass mediation. Together, these Article 2 griev3. November 3, 2020: PL member grieves imances argue that the College hire 48 full-time facproper discipline.
ulty across ten programs: Academic Upgrading;
4. November 3, 2020: Policy grievance request- Carpentry and Renovation Techniques; Electrical
ing the hiring of 30 FT faculty in the English Techniques; Electrical Industrial Apprenticeship;
Heating, Refrigeration, and Air Conditioning;
Department.
Construction Boilermaker Apprenticeship; Me5. October 26, 2020: PL member grieves imchanical Techniques – Millwright; Plumbing Approper discipline.
6. October 26, 2020: PL member grieves incor- prenticeship; Plumbing Techniques; and Welding
Techniques. 
rect salary calculation.
Chief Steward continued from page 5
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Benefits: Types of leaves
Urszula Kosecka, 2nd Vice-President, Faculty of Health Sciences
lege.
According to our Collective Agreement (CA)
full-time faculty are entitled to different types c. It could be granted by
of leaves (article 17, 21 and 23). Consider conthe college for personal
tacting your union to get some advice before
reasons and in extenuatmaking any inquiries to HR or your manager
ing personal circumstances. The
(AD). Often we find that faculty disclose too
“extenuating circumstances” are not demuch sensitive medical/private information,
fined. It could be bereavement leave of a
which eventually has a negative impact on their
person who is not an immediate family
case.
member (is not listed in article 21.04). If
denied by the college, written reasons for
denial should be given.
These leaves are in addition to the parental
d. Is granted when a faculty is chosen for jury
leave, which is described in article 22 of the
duty or served with subpoena.
CA.
1. Short-term disability (sick days) – this is
the most common leave which can be used during member sickness (not family members).
a. Up to 20 business days per academic year
are paid 100 per cent.
b. Unused sick days accumulate over time (eg.
an employee who did not use sick days for
5 years, would accumulate 100 sick days)
c. If an employee continues to be sick for
longer than 130 business days, s/he should
apply for a Long Term Disability (LTD). A
condition of eligibility for LTD is no more
than 130 days has occurred from the start of
the sickness.
d. In cases where an employee has exhausted
all sick days and is waiting for LTD, their
pay will drop to 75 per cent of regular salary.

3. Unpaid leave of absence
a. It could be granted by the college for
“legitimate reasons”(“legitimate reasons”
are not defined). If an employee requests
seven consecutive or more days, a college
denial should be in writing but the college
response needs to be requested by the faculty.
4. Leave to care for family member – paid
and unpaid
a. Each faculty is entitled to up to five days
of paid leave per year to care for sick family members (spouse, child, or parent).
b. Additional unpaid days may be taken. If
paid, the leave days are applied under faculty short-term disability.

5. Prepaid leave plan
2. Paid leave of absence
a. This plan allows full-time faculty to take
a. It could be granted for religious reasons. If
up to one year leave of absence and to fidenied by the college, written reasons for
nance the leave through deferral of regular
the denial should be given.
salary from previous years in appropriate
b. Is granted on death of immediate family
amount to be paid out at the commencement of the leave. 
(eg. parent, see the full list of “immediate”
family members in article 21.04). The
number of granted days is three or more
(maximum is not given). The length of the
paid absence is at the discretion of the col-
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PL petition for extended benefits:
Please sign!
Our Partial Load Committee has created a petition
on change.org in support of extending their health
benefits. At present, because our classes won’t
start until January 18, they are facing 17 days without coverage during a global pandemic. We
think this is inequitable and unacceptable. The college could easily backdate all PL contracts for the
Winter to January 1. If they did, our PL faculty
would experience seamless benefits over the Winter break.
This would also greatly benefit our PL colleagues
who have not had a PL contract for more than 6
months (if they didn’t work the summer and then
either didn’t have a contract or were moved to a PT
contract for the fall, for example). Because they are

considered to be new enrolments, they wouldn’t
get benefits until March under the existing schedule. However, if their contracts were backdated to
January 1, they’d be eligible as of the beginning of
February.
We encourage all contract faculty to sign the petition. We also ask all FT faculty to sign in solidarity with their colleagues.

Consider sharing this petition with your networks.
The more we can raise awareness of the inequities
in our system, the more community solidarity we’ll
build moving into this round of bargaining.
LINK: http://chng.it/qgNbMT55cY


Prevention of Sexual Violence
Sam Steele, Steward, Faculty of Applied Sciences & Technology
Did you know Humber College has a taskforce on
Preventing and Responding to Sexual Violence? I
did not either until I was asked to join as a union
rep. In March 2019, the provincial government set
out a mandate for all post-secondary institutions to
create a taskforce devoted to addressing and preventing sexual violence on campus.
The taskforce is responsible for providing thoughtful, objective and strategic leadership to the implementation of sexual violence prevention, awareness
and education initiatives, including policy development and supports.
The purpose of our working group is to support
sexual violence awareness and prevention for all
faculty and staff. We will ensure all faculty and
staff are equipped with the information and resources to guide them in preventing sexual violence.
8

Key priorities include faculty and staff awareness
and prevention through education and training and
to ensure the college is in compliance with the legislative requirements outlined by the Ministry of
Training, Colleges and Universities and the Ontario Human Rights Code.
If you would like more information on this taskforce or our other taskforces, which are:
Policy & Process Development & Review
Men Seeking Change: A Male Engagement Initiative
Student Supports
Student Awareness & Prevention
Please see:
https://humber.ca/student-life/sexual-assault/
taskforce
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