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In December 2016, we received a letter from a fac-

ulty member outlining their view on the inadequa-

cies of our current college system structure and the 

terms of our collective agreement. The author ad-

dresses many concerns that may be shared, in part 

or in whole, by other members. Therefore, with the 

author's permission, we have reproduced the letter 

and have included additional information from the 

union's perspective (in bold italics), including some 

historical context, as well as clarification of issues 

raised by the writer. 

 

Author: The Academic Employees Collective 

Agreement (CA) artificially creates three classes of 

contract faculty at Ontario public colleges. Many of 

its rules are hurting the very people it is supposed to 

be protecting. I am in my fourth year as a contract 

professor in the Ontario college system. I have 

taught at several different GTA colleges. My experi-

ence thus far can be summarized in one word:      

humiliated. 

 

First, let us look at the various classes of professors 

in the college system: in addition to full-time, pro-

fessors can also be classified as partial-load, session-

al or part-time. These classifications have nothing to 

do with credentials or experience, but have every-

thing to do with salaries and benefits. I finally un-

derstood the difference after one year in the system, 

when I was first offered a partial-load contract. Full-

time and partial-load contracts are governed by the 

CA. Many part-timers dream of being part of the 

deal. For sessional and part-time faculty, it is like 

the Wild West: there are no rules governing these 

positions. Why are only full-time and partial-load 

faculty covered by the CA?  
 

Union: First, we would like to clarify that part-time 

and sessional faculty are of high concern to the 

union. Witness the current part-time organizing 

drive going on at all Ontario colleges (read more 

on page 8). The faculty union is attempting to 

bring non-unionized contract faculty into the pro-

tection of a legal relationship with the colleges. 

This is what a collective agreement does. 

 

To better understand today’s situation, we need to 

look back at where it came from. When the Ontario 

college system was first introduced in 1967, the 

provincial government of the day decided that col-

lege faculty should have union representation 

(much like the public school teachers had at that 

time). This was a model the provincial government 

was familiar with. When the college system was 

founded, faculty were almost entirely full-time. 

There were very few partial-load faculty and al-

most no part-time or sessional faculty. All credit 

courses (certificate and diploma) were offered dur-

ing the day only. Continuing Education (CE) 

courses were offered, but mostly for topics of inter-

est to people who were working during the day.  

 
 

Union continued on page 11 

The union is not on my side  
Name withheld by request 
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Newsbreak is a publication of the Humber College Faculty Union, OPSEU Local 562, intended to provide information 

and stimulate discussion.  We invite your participation and welcome your contributions. All articles and letters should 

be signed, though in some circumstances the author’s name will be withheld upon request. We encourage thoughtful 

discussion that respects human rights. We reserve the right to edit for libel, length, and clarity. 
 

Articles reporting on union business will be signed and will include the author’s position of responsibility in the local.  

Where an article has the author’s name only, the views are those of the author. You may e-mail the editor: 

newsbreak@humberfacultyunion.org  or drop materials at the faculty union office – Room K-216, North Campus, ext. 

4007. 
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Deborah Mandell  Student Wellness & 
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Local 562 Admin. Assistant - Michelle Albert 

Newsbreak Editor - Sylvia Ciuciura 

Call for union Stewards 
A local faculty union steward is a union representative of their respective  

school or department. Among other tasks, stewards are essential for    

bringing faculty issues and concerns to the union, and to represent and   

support faculty within their area.  
 

We are currently seeking stewards in the following areas: 

• School of Health Sciences, North Campus (2) 

• School of Social & Community Services, Lakeshore Campus (2) 

• School of Business, Lakeshore Campus (2) 

• School of Liberal Arts & Sciences, Lakeshore Campus 

• School of Hospitality, Recreation & Tourism, North Campus 

• School of Media Studies & I.T., North Campus 

• School of Media Studies & I.T., Lakeshore Campus 
 

Each steward will have one complementary hour added to their SWF designated for steward duties. The term of 

this position is until May 31, 2018. For more information, please contact us at 416-675-6622 ext. 4007 or email 

info@humberfacultyunion.org.  

tel:(416)%20675-6622
mailto:info@humberfacultyunion.org
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President’s notes 
 Bob Bolf, President, OPSEU Local 562   

As you may know, this is a bargaining year. Our    

faculty collective agreement (CA) expires on        

September 30 and negotiations for the new CA will 

begin in July. From now until the new CA is ratified 

is a critical time for all faculty. We have sent out   

messages to faculty letting you know about the        

on-line demand-setting survey and the follow-up   

demand meetings to be held in early February. 
 

One of our problems has always been how to          

establish and maintain contact with all faculty. Other 

than e-mail, Newsbreak seems to be the traditional 

media to inform and engage in dialogue with our    

faculty. We struggle with how to get all faculty to 

read Newsbreak when it comes out, as most likely 

there will be something relevant to each and every 

faculty member at Humber. 
 

So how do we increase the eyeballs reading        

Newsbreak? The problem is compounded by the fact 

that part-time faculty do not always see Newsbreak as 

being relevant to them, and that partial-load faculty 

could be constantly alternating between part-time   

and partial-load status. 
 

Print media generally have gone to great lengths to 

get more readership. One of the best approaches I 

have seen was the cover of a 1970s issue of National 

Lampoon.  The publishers of 

National Lampoon were the 

same people who founded 

the Second City comic 

groups in Chicago and To-

ronto and  went on to have 

successful careers with Sat-

urday Night Live. 
 

The cover that I’m thinking about showed a picture of 

a startled dog, with a hand holding a gun to the side 

of it’s head. The headline read, “If you don’t buy this 

magazine, we will shoot this dog.” I guess one needs 

a certain type of sense of humour to appreciate this 

ploy, and as I said, I still remember this cover. 
 

It made me think whether or not this type of tactic 

would work nowadays. Given the awareness of ani-

mal rights and sensitivity to gun violence, it may not 

be as effective today, as it was in the 1970s. But I 

wonder, what publishing tactic would work today? 
 

It would have to be something that is relevant and 

easily related to by the readership. While the premise 

of the theme may involve artistic license, any          

consequence or reward attached to the described ac-

tion would have to be real and actually delivered. I 

wonder what would work today?   

Jack is one of our faculty union stewards. He is taking 

a course in psychology and has a major project to 

complete.  
 

He finds the concept of positive reinforcement as a 

behavior-shaper fascinating and would like to test its 

efficacy by conducting an experiment. 
 

Will you help him in this experiment?  He wants to 

see if offering a reward stimulates people to read this 

newsletter. 
 

So please fill out the ticket on the next page for the 

Valentine’s Day faculty raffle. The raffle is open to 

all faculty: part-time, sessional, partial-load and     

full-time. 
 

Please complete the ticket on the next page and bring 

it to the faculty union office at the North campus in 

Room K216. If you are faculty who only teach at the 

Lakeshore Campus, you can bring your ticket to 

Tatsu’s Bread, 3180 Lakeshore Blvd. W (north side 

of Lakeshore, one short block west of Kipling) un-

til February 14. There is a red ballot box there for 

Humber faculty to drop off their raffle ticket. 
 

Deadline for ticket submission is 2:00 pm, Tuesday, 

February 14.   

Only you can help Jack pass his course! 
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Part-time faculty meetings 
As part-time faculty, you teach 6 hours or less a 

week. When you teach 7 to 12 hours a week, you 

will become a partial-load faculty. As partial-load 

faculty, you will have the benefits your faculty union 

has negotiated that you did not have as a part-timer. 

For example you will be paid at a higher hourly rate,  

begin to accumulate seniority and have basic health 

insurance coverage. 
 

Over the past several years, we have had partial-load 

faculty tell us of difficulties they have encountered 

because they did not fully understand the difference 

between part-time and partial-load. Some did not pay 

attention to the forms they were asked to sign or did 

not think of the implications of the choices they were 

offered when they became partial-load. 
 

Here is a chance for you to learn from the mistakes 

of others and make your transition to partial-load as 

beneficial to you as it can be. 
 

We will be holding a number of information sessions 

for part-time faculty to explain the choices you will 

be asked to make should you become partial-load.  

We are doing this so that you can be prepared when 

the time comes. 
 

If you are currently a partial-load faculty and have 

any questions about your status, feel free to drop in 

as well. The sessions will be as follows; 
 

North Campus 

Drop in sessions at the faculty union office, K216 on 

Tuesday, February 14, 4-6 pm 

Thursday, March 2, 11 am-1 pm 

Monday, March 13, 4-6 pm 

Friday, March 24, 11 am-1 pm  
 

Lakeshore Campus 

Please e-mail us at info@humberfacultyunion.org 

with “Information Session” as the subject heading, 

including your available times. We will schedule a 

time at the Lakeshore Campus that works for you.  

Valentine’s Day  

Faculty Raffle Ticket 
 

1st Prize: iPad Mini 

2nd Prize: $150 Gift Card, Movie Tickets & 

Chocolate 

3rd Prize: $75 Gift Card & Chocolate 

Deliver your ticket to: 

North Campus: Room K216 or 

Lakeshore Campus: Tatsu Bread (3180 Lakeshore 

Blvd. West) or 

Scan and email your ticket to                                 

info@humberfacultyunion.org 

 

Name:  ____ 

 

Phone:  ____ 

Private Email:  ____ 

Full-Time Sessional 

  

Partial-Load Part-Time 

  

Please: only one entry per person 

Enter your ticket until February 14, 2017 at 2 pm 

Draw to be held February 14, 2017 at 5 pm 

 

mailto:info@humberfacultyunion.org
mailto:info@humberfacultyunion.org
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Greetings to all faculty! 

 

We are delighted to report that we resolved the 

Family Day payment issue for partial-load    

faculty (PL) with the college. PL faculty who 

normally teach on Mondays this semester but do 

not teach during the week of February 20-24 

(Reading Week) are entitled to receive Family 

Day pay. This settlement will also apply to 

Thanksgiving Fall 2017, which is buttressed by 

Fall Study Days, for entitled PL faculty. 

 

We are also pleased to announce the kick-off of 

the part-time faculty organizing campaign. 

OPSEU organizers are fanning out across the    

province to get unionization cards signed in     

order to hold a certification vote. See page eight 

in this Newsbreak issue for more detail. 

 

The Sexual Violence and Sexual Assault policy 

and related procedures have been released 

(http://bit.ly/1L0y4TC). All faculty are bound 

by this policy and reporting procedures. Faculty 

should become familiar with reporting require-

ments. Training on the policy and procedures 

for faculty is under consideration.  

 

Implementation of the procedures is underway, 

and Deborah Mandell from Counselling has 

been ably providing input. The committee is 

looking for an additional faculty representative 

from the teaching side of the bargaining unit to 

advise on how the policy and procedures impact 

the classroom. Please contact the faculty union 

office if you have interest. 

 

Sonia Thakur, Jen-

nifer Marotta, and 

Jeremy Brooks are 

faculty union mem-

bers of the Diversity and Equity Committee, 

which is undergoing a strategic review. The 

committee is going to expand to four faculty 

members. There is an exciting slate of future 

activities being developed by the committee. 

 

We are looking for faculty union material  

distributors in Hospitality, Recreation and   

Tourism and faculty who are interested in the 

Joint Health and Safety Committee. 

 

The deadline is approaching for the expiry of 

the two-year Master’s salary settlement. The        

college will continue to count two years credit 

for two-year Master’s salary calculations going 

forward but the application for retroactive pay 

requires submission prior to March 31, 2017. 

 

For probationary full-time faculty, the audit date 

for checking class sizes was January 10. For  

non-probationary faculty, the audit date is the 

first day after the last day to withdraw from a 

course without penalty. Full-time faculty should 

check their audit date class sizes against the 

planned class sizes used in the SWF process and 

notify their manager or area steward of any 

large discrepancies.  

 

Please contact us if you have questions or      

concerns about your terms and conditions of 

employment or if you have interest in roles in 

the faculty union. 

Chief Steward’s report 
 Janet Porter, Chief Steward, OPSEU Local 562  

http://bit.ly/1L0y4TC
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Understandably, professors who have program 

coordination responsibilities (PCs) like to be in-

volved in selecting who teaches their program’s 

courses. We also appreciate that we have faculty 

in the bargaining unit who aim to become college 

administrators.  
 

We have about 160 PCs who work incredibly 

hard for the students in their programs. Here is 

where we would like to draw the line. We want to 

dissuade the few PCs who are indeed having hir-

ing conversations about terms and conditions of 

employment with teaching faculty, for their own 

protection. 
 

Recruiting, staffing and performance activities 

must be handled within the context of the collec-

tive agreement that exists between the academic 

staff and college administration. 
 

Only the college’s administration is trained by the 

college to have formal recruiting, staffing and 

performance conversations with faculty. Only the 

college administration has the sanctioned and of-

ficial authority to engage with members of the 

academic bargaining unit on matters that relate to 

terms and conditions of employment such as   

public holiday pay, initial salary step calculations, 

how sick time is accumulated, parental leave,  

seniority, etc. 
 

When the academic department manager, who is 

the hiring manager, delegates recruiting, staffing 

or performance activities to program coordina-

tors, and these are performed by the PCs, this 

opens a world of problems. 
 

Professors who have program coordination activi-

ties are peers to professors who teach, librarians 

and counsellors. We are all part of the same bar-

gaining unit, and operate within the same collec-

tive agreement. By definition, members of the 

same bargaining unit do not have managerial or 

supervisory activities of other bargaining mem-

bers. PCs are colleagues of other faculty, with 

responsibilities for collegial leadership pertaining 

to program coordination. 
 

Our collective agreement is complicated. There is 

confusion and misunderstanding on many items:  

how priority to hire rights work, how parental 

leave works, and what happens when these two 

co-exist, for example. Academic managers are 

trained on this, and the Human Resources        

Services (HR) department is their resource on 

employment information.  
 

By engaging in recruiting, staffing, and perfor-

mance activities that are in the purview of the ac-

ademic managers, the PC, lacking training and 

authority in employment matters, puts the organi-

zation and themselves at risk. Faculty who put 

themselves in positions of negotiating or confirm-

ing terms and conditions of employment to other 

faculty, in place of college-authorized hiring 

managers, can very quickly find themselves 

thrown under the bus by management and HR if 

mistaken or misleading advice becomes a legal 

issue for the college.  

 

Ultimately, it's in the PCs' interest to direct hiring 

inquiries back to the actual hiring managers or to 

refer prospective teaching faculty to the faculty 

union office to get the union's interpretation of 

terms and conditions of employment, in order to 

have a balanced view, before signing contracts. 

This respects the boundaries of the collective 

agreement, puts hiring workload in its proper 

spot, and supports the labour relationship among 

bargaining members as peers.   

Hiring is the college’s job 
Janet Porter, Chief Steward, OPSEU Local 562  
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SWF issues continued 
Stacey Merritt, 1st Vice President  

Humber’s Joint Health and Safety Committee is un-

dergoing a review of its Terms of Reference. One 

result of this review, will be the splitting of the pre-

sent single committee into numerous committees that 

will be better able to serve the wide geographical ar-

ea that Humber College comprises. 
 

For faculty, this will result in two primary commit-

tees: one including the North and Carrier campuses 

and a second committee including the Lakeshore and 

Birmingham campuses. Faculty will participate in the 

committee where they perform their primary work. 
 

Full-time faculty will have participation on the com-

mittee recognized on their SWFs (from one to two 

hours per week, depending upon the level of involve-

ment.) The local is at present negotiating with man-

agement regarding payment for partial load faculty 

on the committees. 
 

The committees will meet regularly to discuss health 

and safety concerns, perform workplace inspections, 

and make recommendations for the purpose of im-

proving workplace health and safety. If you are inter-

ested in your workplace health and safety, we en-

courage both full-time and partial-load faculty to 

join.  
 

For further information, please contact me at  

ext 4007.     

You are reading this article part way through the 

Winter 2017 semester. Hopefully, you are finding 

that your workload matches your SWF. In other 

words, the hours attributed on your SWF to the tasks 

you are performing is equivalent to the number of 

hours you actually spend performing those tasks. 

Unfortunately, for some faculty this may not be the 

case. Despite the care they took to ensure their    

Winter 2017 SWFs were accurate, it is possible that 

they now find the work they must do is taking them 

longer than the total hours given for that work on 

their SWF.   
 

There can be many reasons why this sometimes   

happens. Common examples include: 
 

1.  Faculty have been given time on the second page 

for complementary functions such as advising or 

mentoring students while they are on placement or 

other learning activities. When doing that work,    

faculty find that the time it takes to assist those stu-

dents is more than the hours listed on their SWFs. 
 

2.  The faculty have a higher than expected number 

of students requiring disability accommodation. As a 

result, the six complementary hours on the second 

page of their SWFs (time given for performing      

administrative tasks and 

providing out of class assis-

tance to students) does not 

properly compensate them 

for the time they spend    

assisting those students. 
 

3.  The number of students in their classes is higher 

than the original estimates that were made when their 

SWFs were written. 

If you believe your SWF and your workload are not 

compatible, action can be taken to correct the        

discrepancy, despite the fact that you agreed to your 

SWF back in November. Article 11.02 A 6 in our 

collective agreement explains the process. The first 

step is to speak to your academic manager (your 

dean, associate dean, etc.) and request a correction.  

If an agreement cannot be reached, speak to your  

union steward or a union officer for help. Ultimately, 

the matter can be referred to the college’s Workload 

Monitoring Group (WMG) and they will examine the 

situation. 

Please remember, no employee of the college works 

for free. By ensuring your workload matches your 

SWF, you may find that you are eligible to be paid 

overtime. You are also helping to ensure more      

accurate SWFs are written in the future.   

Changes to Health & Safety Committee 
Des McCarville, Co-Chair (Worker rep), Humber Joint Health & Safety Committee  
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Equal Pay for Equal work?  Sign-up! 

 
A union organizing drive is underway for part-time and sessional contract faculty who are not currently 

in a collective bargaining unit and therefore do not receive the benefits of union protection for their 

working conditions.  

 
 

OPSEU, the Ontario Public Service Employees Union, the same union that full-time and partial-load 

faculty are represented by, is undertaking the drive.  The first step is card signing, followed by a vote. 
 

 

 

All part-time and sessional faculty, including all faculty teaching in continuing education and on-line 

courses, are eligible to sign cards. Please go to the website: 

www.contractfaculty.ca for more information and to sign-up to receive a card. 

 

 

 

 

 

 

www.contractfaculty.ca 

http://www.contractfaculty.ca
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This is the slightly altered version of an letter researched and written by Darryl Bedford, President Fanshawe 

Faculty Union, OPSEU Local 110 and sent to Deb Mathews, Minister of Advanced Education and Skills       

Development on January 13, 2017.  
 

Subject: College Executive Compensation Program Consultation 
 

Dear Minister Matthews, 

On behalf of the members of OPSEU Local 562 (Humber College Faculty Union) and in consultation with our 

OPSEU CAAT Academic Divisional Executive, I offer the following feedback regarding the Executive Com-

pensation Program consultation process for Ontario colleges. 
 

As faculty members, we do recognize the need for competent and effective administration at our colleges.  We 

accept that executive compensation should be fair and reasonable for the role. 
 

It is our observation through Public Sector Salary Disclosure and other information that senior college adminis-

trator salaries had not been truly “frozen.” Compensation has been adjusted in the case of title changes, reor-

ganizations, promotions, spinoffs, new hires, and other activity. 
 

We have a number of concerns with the executive compensation proposals as published online by the 24 Ontar-

io colleges. In the course of our analysis, we summarized the proposals and that information is attached as an 

appendix (see the appendix on our website at http://bit.ly/2kNEwcn). Our concerns are as follows. 
 

Selection of Comparators 

All colleges, except Sault and Loyalist, identified a number of public-sector organizations as comparators. 

In many cases, the comparator groups are completely unrealistic. 

It is clear that some colleges borrowed from templates produced for larger colleges. 

For example, 16 colleges all listed exactly the grouping of Conestoga, Humber, Seneca, and Sheridan as their 

comparators. This aspirational group included colleges as small as Northern, Boréal, Canadore, and Lambton. 

To put this in perspective, Conestoga’s student population is nearly 10 times that of Northern’s. 
 

17 colleges all listed exactly the grouping of uGuelph, uOttawa, uWaterloo, and York as comparable universi-

ties. 4 colleges all listed exactly the grouping of uGuelph, uWaterloo, York, and SAIT as comparable universi-

ties. To put this in perspective, York University has over 40,000 full-time undergraduate students. That is near-

ly 15 times the student population at Canadore College. 
 

17 colleges all included London Health Sciences Centre (LHSC) as a comparable hospital. LHSC had 14,668 

employees, paid and unpaid, in 2015-16. The level of employment is several times greater than even the largest 

college. For example, Seneca College employed 1,474 full-time employees and even after adding an undis-

closed number of non-FT employees, does not come anywhere close to LHSC. 
 

Five colleges (Algonquin, George Brown, Humber, Seneca, and Sheridan) opted to compare themselves to oth-

er Broader Public Sector (BPS) entities. They all listed the same four comparators: BEHP Mergeco, LCBO, 

MaRS, and Toronto Pearson. To my knowledge, BEHP Mergeco is intended to be a merged utility company 

that does not yet officially exist. Toronto Pearson is responsible for the employment of approximately 40,000 

people; we acknowledge that Ontario colleges are complex operations but not on the same scale as Toronto 

Pearson, for example. 

Matthews continued on page 10 

Letter to Deb Matthews 

http://bit.ly/2kNEwcn
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Matthews continued from page 10 
 

Please note that the Premier of the province of Ontario compensation is $208,974 (Ontario Sunshine List 

2015), with 1,330,805 employees (Statistics Canada, CANSIM, table 183-0002, 2012-05-30). According to 

Ontario’s 2015 Sunshine list, 54 college managers earned more than the premier of the province. 
 

Scale of Proposed Executive Compensation Increases 

The scale of the suggested salary increases is large and in some instances truly stunning. Compared to the 2015 

Public Sector Salary Disclosure, the increases are as high as 54% for the President role. At maximum pay, 7 

college presidents would see increases in excess of 40% compared to 2015. 

We understand that colleges want to hire good people, and our faculty members want good managers too, but 

no evidence has been provided to us that would indicate that there is a shortage of qualified applicants for these 

executive positions. 
 

Pay At Risk 

The executive compensation proposals allow for a “pay at risk” component based on performance. 

Our view is that where there is "pay at risk", it should be genuinely “at risk.” These must not become 

"automatic" payments. It cannot be permissible for Boards to simply “rubber stamp” such payments.  

Any “pay at risk” compensation is by definition ineligible to be included in pensionable earnings for both the 

basic CAAT Pension Plan and the extended executive CAAT Retirement Compensation Agreement (RCA). 

We are not opposed to a “pay at risk” system. We see it as one mechanism that could promote positive change 

in the Ontario college system towards improving the quality of education for students. To accomplish that, it 

would be critical to base “pay at risk” on clear, objective metrics. 

The following metrics are examples we recommend that could effectively e following metrics as effective 

measures of progress towards quality: 

 Contribution To Overhead (CTO). Use of CTO as a metric would support maximizing the funding di-

rected towards student learning. 20% CTO is the target in social services. For example, Humber College 

used to be in the 18% range in the mid-1990s. Today it is over 30% CTO with one academic schools as 

high as 51%; 

 Improvement in the student to teacher ratio; 

 Improvement in the Non-FT to Full-Time faculty ratio; 

 Verified implementation of collegial governance processes and comprehensive academic freedom. 
 

Omissions 

In addition to executive compensation, the Ministry of Advanced Education and Skills Development 

(MAESD) should be concerned about the growth in the number of administrative positions at colleges. The 

number of administrators has grown from 1,595 in 2002-03 to 2,825 in 2015-16 representing an increase of  

77 per cent. 

The RCA retirement plan is not disclosed as a provided benefit in the executive compensation plans. We be-

lieve that it must be disclosed in the plans and reported separately in college financial statements. Unlike the 

CAAT Pension Plan, which operates on a shared-risk model as a JSPP (Jointly Sponsored Pension Plan), the 

RCA poses a separate and distinct risk to each institution. 
 

Next Steps 

I would be happy to answer any questions or provide further feedback should you be interested as would the 

members of our Divisional Executive. 

Sincerely, 

Humber College Faculty Union, OPSEU Local 562 

http://www5.statcan.gc.ca/cansim/search-recherche?lang=eng&searchTypeByBalue=1&pattern=183-0002&p2=37
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Union continued from page 1 
 

The first collective agreement reflected this. Only 

full-time and partial-load faculty were included in 

the bargaining unit, as part-time and sessional 

faculty were too few in number to include. 
 

Another important factor relates to how colleges 

are funded by the Ministry. Colleges receive their 

money mostly on the basis of enrollment. The 

Ministry of the day also provided funding for capi-

tal improvements (buildings) and to further what-

ever social cause the government of the day 

wished to support. However, the vast majority of 

college funding came from student enrollment 

(tuition fees plus government funds based on en-

rollment numbers). From time to time, the provin-

cial government, for financial or ideological rea-

sons, limited funding to the colleges. This meant 

that colleges had to be more particular with their 

finances. For example, in the mid-1990s, the gov-

ernment of the day cut back on funding. This left 

colleges having to meet their ongoing expenses, 

such as building maintenance and employee sala-

ries, with a smaller pot of money. Buildings don’t 

get shut down when budgets are tight, nor do 

managers get laid off.  However, full-time faculty 

were laid off, leading to an increased dependency 

on contract faculty. This dependency continued 

and grew into today’s reality. 
 

Author: Many people have described contract col-

lege teaching jobs as high standard, low return. 

Many of us have years of education and training. 

Some time ago somewhere in the world, some 

“geniuses” invented this system of paying different 

rates to college professors of different statuses. 

Management adopted it like wild fire, and why 

wouldn't they? It gives them the flexibility and un-

precedented power to control their workers. The 

faculty union, in the process of negotiating a collec-

tive agreement, helps make it a normal part of our 

academic society. At Humber College, it is no se-

cret that the part-time faculty pay rate is about 60 

per cent that of partial-load faculty, with no options 

for benefits. In the last three years, I have tried to 

get as many teaching hours as possible, however, 

my income level has never exceeded $50,000/year. 

I am not alone, and certainly not doing the worst.  

 

Union: How you are treated is not the fault of the 

faculty union nor the CA. Management’s behav-

iour toward you is dictated by their assumptions 

about how faculty should be treated. There seems 

to be a deliberate strategy by the Ontario college 

system to treat contract faculty as day labourers. 

That is, you will be hired at the lowest possible 

wage, there will be no promise of security and you 

will have next to no academic freedom. The CA 

attempts to provide protection and enforce faculty 

rights. Some of our faculty members have been 

“contract faculty” for as long as twenty years. 

Most of such faculty are seeking full-time employ-

ment as faculty, while some are not. Again, it is 

not the CA that perpetrates what you are describ-

ing. It is management’s decisions about how to 

treat faculty that creates these conditions. 
 

Given the history of the college system, colleges 

have figured out ways to lower costs. Operating at 

a break-even level (where costs equal income) is 

now insufficient. The focus is on growth (in other 

words, pocketing more money). The easiest way to 

save money is to hire contract faculty at the      

expense of full-time faculty. (To see the economic 

impact of hiring contract faculty versus full-time 

faculty, see Bob Bolf’s Newsbreak articles of May 

2014  (http://bit.ly/2jq6jO8 ) and Nov. 2015  

( http://bit.ly/2k0cGsg )  

Even cheaper is to specifically hire part-time and 

sessional faculty because the college can pay them 

whatever the college decides. Part-time and       

sessional faculty hourly rates ARE NOT STIPU-

LATED IN THE COLLECTIVE AGREEMENT.  
 

Our local has grieved the fact that Humber      

College does not hire enough full-time faculty. We 

have seen first-hand the lengths to which the col-

lege will go to in order to convince arbitrators that 

the work is too precarious to hire full-time faculty, 

even when the college had years of uninterrupted 

growth in enrollment. At that time, the college 

had over $300 million in its bank account, unwill-

ing to spend money where it needed to be spent: 

on faculty.  

 

Union continued on page 12 
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These types of issues are on-going and often take 

years to resolve. For example, it took four years and 

an arbitrator’s ruling to get the college to 

acknowledge and properly compensate faculty 

members with a two-year Master’s degree with two 

years of educational credit in their salary calcula-

tions, as stipulated in the CA. Because of the delay, 

the college saved millions of dollars. Another exam-

ple: up until a few weeks ago, the college had re-

fused to pay contract faculty for the Family Day 

holiday, even though Family Day is listed as a stat-

utory holiday in the CA. The college has finally 

acknowledged Family Day as a paid holiday, as a 

result of your union grieving this matter. 
 

Author: I believe the union is too self-serving; it is 

de facto an accomplice to allow a ridiculously unfair 

system to become the norm. And who exactly is in 

charge of the union? Full-timers. You could argue 

that part-time and sessional faculty are of no concern 

to the union because they are not even part of it. 

However, it is not only a heartless, but also irrational 

argument. There are many part-timers who are in and 

out of the union due to contract fluctuations. 
 

Union: Actually, any member (full-time or partial-

load) of the bargaining unit who has signed their 

membership card can serve in an elected position 

(such as a steward, officer, or trustee) in the union. 

As it currently stands, most of our elected positions 

are served by full-time faculty. With the security of 

a strong CA, full-time faculty have the greatest abil-

ity to stand up to all the disempowering and cost-

reduction ploys cooked up by their managers. We 

believe that stronger faculty rights means a better 

quality of education for our students, and therefore, 

we are always trying to further the rights and free-

doms of all faculty. We are still looking for stewards 

in different schools and would love for any willing 

faculty (full-time or partial-load) to step for-

ward. The more participation and help we have 

from members to support other members, the 

stronger we become. So we definitely urge all    

members to participate, in any capacity they can. 
 

Author: It seems that the CA, on the union's part, is 

trying to protect the academic staff from manage-

ment exploitation. Indeed, it is decent for full-timers. 

But many of the rules, in reality, are hurting all con-

tract faculty, including partial-load. Here are some 

examples: 

 

1.  Only partial-load faculty are covered by the CA. 

This results in partial-load faculty becoming the 

highest paid contract personnel, with benefits, but 

also, the most difficult contract to obtain. Sessional 

or part-time contracts seem to be the preferred types 

of contracts given out by managers. From my 

knowledge, Seneca was even trying to phase out all 

partial-load contracts in 2014. 
 

Union: The first CA was negotiated over 40 years 

ago. Over the years, colleges have allowed the num-

ber of contract faculty to surpass the number of        

full-time faculty by exploiting this part of the CA in 

order to save money and have less entanglements 

with faculty (i.e., you can push precarious contract 

faculty further than full-time faculty who have 

some protection under the CA). A few years ago, 

Seneca College tried to phase out all partial-load 

contracts, which says much about Seneca’s       

management attempting to intimidate all faculty by 

abusing the CA. 

 

Author:  

2.  If employed for more than 12 months on a ses-

sional contract in a 24-month period, the college 

must designate the position full-time. The logic of 

protecting academic workers is there, but the conse-

quences are predictable. Ask around: who has actual-

ly benefited from this rule? The reality is that many 

contract faculty's teaching hours vary wildly: one 

semester is 15 hours, and another semester is 6 hours. 

It is bad for these individuals’ morale and mental 

health. 
 

Union: There have been successful arbitrations 

where colleges that repeatedly replaced sessional 

faculty with other sessional faculty were ordered to 

create a full-time position. However, the college 

would have to be forced into doing this through the 

arbitration process. 

Union continued on page 13 
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3.  The CA states that colleges should avoid using 

rotating partial-load and sessional to overcome the 

limitation stated in 2). Combining with the high pay 

rate for partial-load, colleges are more inclined to 

hand out rotating sessional and part-time contracts. 
 

4.  The CA limits the total number of contact hours 

for a full-time faculty: 18 hours in post-secondary 

and 20 hours in non-post-secondary. Again, this only 

serves full-time faculty. For many contract faculty, 

we just want to get as many hours as possible. Some 

of us are making ends meet by working more than 18 

hours (at different colleges, and only if we’re 

lucky!).  
 

Union:  There are two important points here. First-

ly, the inequality between post-secondary and non-

post-secondary faculty (both full-time and partial-

load) goes beyond contact hours; there are also ine-

qualities in wages and "“qualified experience” on 

these two classifications. This double standard has 

been brought forth in previous bargaining rounds, 

but has yet to be resolved. Faculty should recognize 

that although the terms of the CA are lacking in 

certain areas, it has also provided many benefits, 

protection, and a healthy workplace. The number of 

contact hours (18 hours for post-secondary faculty) 

is a full workload when one factors in class prepa-

ration, evaluations and student accommodations. 

Arguably, more than 18 hours of teaching time may 

negatively impact faculty, and as such, impact the 

quality of education provided by our faculty. 
 

Author: I recognize the differences between full-

time and contract teaching positions. I believe full-

timers deserve the conditions they enjoy. And I ap-

plaud the work the union is doing for its constituents. 

But I also believe contract faculty deserve better. 

Since most contract faculty have no negotiating pow-

er, I hope that all faculty can openly discuss these 

issues, and that the union’s negotiating team is aware 

of our concerns for the upcoming year of bargaining. 

Here are some changes that I propose: 
 

1.  There shall be only two types of faculty members 

in Ontario colleges: full-time and part-time (the cur-

rent part-time, partial-load and sessional statuses are 

combined into one term called part-time). All faculty 

are covered by the CA.  
 

2.  All part-time faculty are paid according to the 

same pay scale. Part-time professors who teach more 

than seven hours a week will enjoy the same benefits 

as current partial-load. Part-time professors who 

teach six hours or less can opt in to the benefits with 

a prorated discount according to hours taught. This 

will help ensure that teaching contracts are given be-

cause of need, not because of finding the cheapest 

way. 

 

Union: Totally agree. ALL faculty, regardless of 

teaching hours should be paid on a similar basis 

and should have equal benefits. However, the col-

lege is reluctant to do this as it will cost the college 

more money. That is why part-time and sessional 

faculty are paid less per hour than partial-load   

faculty. 
 

3.  Full-time professors shall teach at least 50 per 

cent of all courses in a college. And the percentage 

should increase to 70 per cent over time. This leaves 

plenty of flexibility for management, and minimizes 

the exploitation of part-time faculty.   

 

Union: Absolutely. In fact our previous VP Aca-

demic publically stated that the ideal full-time/   

contract faculty ratio should be 70/30. In fact, it is 

the reverse. Again, the college is reluctant to do this 

because, from its perspective, the cost would be too 

high. 
 

4.  There shall be no limit on the number of hours 

part-time professors can teach in one college, as long 

as there is no time conflict and both parties agree on 

the contract. However, no one shall teach more than 

eight hours per day (health and safety concern).  
 

Union: We can’t agree with this statement. There  

has to be a limit on how many teaching contact 

hours there are in a week. Underpinning a class-

room hour is preparation, evaluation and student  

accommodations, where faculty spend the majority 

of their time. The CA states that each classroom  

hour is the equivalent to 2.17 workload hours. In  

reality, it can be higher than that. Limitless contact 

hours will likely lead to further exploitation of all  

faculty members. 
 

Union continued on page 14 
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There shall be no automatic full-time upgrade. All  

full-time positions are filled through competition. 
 

Union: Each full-time position is supposed to be 

filled through a competitive process. Again, manag-

ers may have someone they want to hire and go 

through the motions in order to hire whom they 

want. It’s really up to Human Resources to ensure 

an equitable and bias-free selection process. The CA 

is silent on faculty union involvement in the selec-

tion process. However, the CA does state that prefer-

ence must be given to partial-load faculty. When the 

college hires someone from outside the partial-load 

pool of faculty, it tries to fool us into believing that 

no partial-load faculty were qualified for that partic-

ular full-time position. Our CA could have stronger 

language to ensure partial-load faculty are the only 

ones who are hired full-time. Other academic insti-

tutions (e.g. York University) have stronger lan-

guage in their CA on the re-hiring of contract facul-

ty from term-to-term. 
 

Author: I always feel so sad when I read about the 

union fighting for two-year Master’s degree pay, 

small details on SWFs, volunteer hours and so on, but 

never cares to talk about the systemic problems facing 

contract faculty. We, the contract faculty, are your 

colleagues, teaching the same students and courses. It 

is amazing that so many people take it for granted that 

things should be like this. This is wrong folks! 
 

Union:  Well, no and yes. No, in that fighting for two 

year Master’s pay is nothing to be sad about. Ask the 

faculty (and there are many) who were affected by 

this issue. We estimate that the college saved about 

$10 million by giving insufficient credit for two-year 

Master’s degrees. As mentioned above, it took sever-

al years of persistence and willing faculty members 

to step forward to enforce this change. So, no, this is 

not a small matter. 
 

Small details in SWFs are no small matter either. In 

order to cram in as many students as possible into a 

classroom, many faculty are given inappropriate “in-

process” evaluation factors to lower the time they 

are allowed to evaluate their students. This means 

they have to spend more of their own time marking, 

for which they are not paid. Wouldn’t you like to get 

paid for the actual time you work? 
 

Yes, there are large systemic problems that need to 

be addressed. But to address these problems, we need 

faculty to get involved. The college is reluctant to 

change any of its practices that help it save money or 

allow it to retain control of decisions, even when the 

CA clearly stipulates what it should and should not 

be doing. 
 

Other issues faculty currently face include job      

security, academic freedom, faculty rights, faculty 

being asked to “volunteer” their time and share their 

classroom resources, not having sufficient input into 

decisions that affect students and faculty, and wages 

and benefits. 
 

So what does it take for the college to change its 

thinking? One way is through the legal process of 

grievances and arbitration decisions. Another way is 

for the college to understand just how strongly  

faculty feel about the issues that affect them. The 

college has to be forced to change (arbitration  

decisions) or shown that faculty are willing to stand 

up for what they feel is right. 
 

If you are contract faculty and would like to have 

stronger language in the CA to ensure you get         

re-hired, are you willing to stand up for this right? If 

you are a full-time faculty member and feel you need 

more academic freedom in how you do your work 

and where you spend your non-teaching time, are 

you willing to stand up for this right? If you are    

full-time faculty and feel the way contract faculty 

are used is unfair, are you willing to say so? If you 

want to be treated more professionally, are you     

willing to stand up for this right? 
 

Our collective agreement expires on September 30 of 

this year. Bargaining will start in July. We are now 

entering into the faculty demand-setting phase of   

pre-bargaining. Please make sure your voice is 

heard by the administrators in the college if you feel 

change is needed.   
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As a newly elected member of Humber’s Board 

of Governors, I have been struggling to decide 

what to report back to my faculty colleagues. 

The dilemma is not due to  lack of topics, but 

rather selecting topics that: 1. you may want to 

read about; 2. I actually want to write about; 

and 3. are not already being reported on        

publicly through channels such as the Humber 

Communiqué, or the monthly College Council 

updates. One topic that seems to be noteworthy 

is student enrolment. In an environment of    

declining enrolment, are students choosing  

Humber? If so, why us? 

 

The following details were provided to The 

Board of Governor’s by Jason Hunter, Vice 

President, Student and Community Engagement 

and Barb Riach, Registrar, and pertain to 

Humber’s 2016-2017 student enrolment. I have 

edited for brevity, but the message is intact. 

 

The Bad News 
The province of Ontario continues to            

experience a downward trend in postsecondary 

applications and enrolments. This drop is   

largely due to the demographic decline of the 

province’s 18-24 year old population. In       

addition, the Ministry of Advanced Education 

and Skill Development (MAESD), formerly the 

Ministry of Training, Colleges and Universities 

(MTCU), is continuing to refine its program 

and funding approval process. This process has 

caused a number of delays related to new     

program and funding approvals. These           

extended timelines and delays have negatively 

impacted Humber’s ability to recruit students 

during the traditional fall timeframe.  

The Good News 
Despite provincial 

trends and challenges, 

Humber has continued 

to experience strong application and enrolment 

rates. Although domestic applications           

decreased slightly, from 59,489 in Fall 2015 to 

58,804 in Fall 2016, Humber continues to lead 

the province in the conversion of applicants to 

registered students. Fall 2016 enrolment       

exceeded 25,375, which represents an increase 

of 1.6 per cent over the Fall 2015 enrolment of 

24,975.  

 

Humber’s enrolment growth has been driven by 

the addition of seven new programs, increased 

retention efforts focused on current students 

through institutional, departmental and          

academic school initiatives, and increased inter-

national demand. In Fall 2016, international 

enrolment was up 2.1 per cent over Fall 2015, 

and represents 15 per cent of Humber student 

enrolment. The increasing proportion of inter-

national students helps Humber to buffer risks 

related to demographic weakness in the         

domestic market. 

  

The 2016-2017 budgeting process targeted   

cumulative enrolment of 55,695 for the three 

semesters. Based on the enrolment success      

during the first two semesters, Humber is on 

target to achieve the 2016-2017 budget target. 

Overall, Humber has continued to achieve    

exceptional enrolment outcomes, which is    

impressive considering the current provincial 

and national demographic declines and the drop 

in enrolment experienced by other colleges 

across Ontario and Canada.    

At the Board 
 

Jeff Short,  

Board of Governors Faculty Representative 
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All members are invited to attend one of the meeting sessions available: 

 

 

 

At each session, two faculty from the Provincial Bargaining Team will be present to 

discuss survey results and answer questions. The priority of our bargaining demands 

will be voted on at the meeting. 

 

In order to vote, you must be a signed up member of OPSEU Local 562. To join, you 

need to complete and sign an OPSEU membership application. For more information, 

call 416.675.6622, ext. 4007. 

 

Please note that members must be physically present to vote. Please bring photo ID. 

Lakeshore Campus 
Wed., Feb. 8  

3:30 to 5:30 p.m. 

Cottage C, Room 112 

North Campus 
Thurs., Feb. 9 

1:00 to 3:00 p.m. 

Room N214 

North Campus 
Thurs., Feb. 9 

3:30 to 5:30 p.m. 

Room N214 

General Membership Meeting  

for Demand Setting 


