
   

 

  OPSEU Local 560 at Seneca College December, 2008 

Seneca: The Presidential Search  

On September  24,  Local 560 officers Ted 

Montgomery, Larry Olivo, and Patricia Clark 

spoke with the Presidential Search Committee 

and presented the following brief. 

 

President of Seneca College  

 

You asked respondents to address four spe-

cific items in addition to any suggestions or rec-

ommendations we might make.  We will address 

each briefly in the order they were presented. 

What are the opportunities and challenges 

facing Seneca over the coming five years? 

How do they translate into priorities upon 

which the new President should focus?  

The day-time, full-time faculty have seen the 

college develop a greater dependency on casual 

academic employees, part-time, sessional and 

partial-load teachers, counsellors, and librarians.  

The increased use of such contingent workers 

has not been motivated by academic priorities 

but almost entirely by fiscal objectives.  The re-

sult has been a noticeable decline in the quality 

of academic delivery.  Post-secondary institu-

tions are judged on the basis of their academic 

integrity and reputation. These are at risk when 

the balance of program and course delivery 

weighs too heavily towards non-full-time faculty.  

An academy of learning and of learners needs a 

faculty ï not just a roster of teachers but a body 

of persons dedicated to careers in post-

secondary education, a faculty who create the 

necessary learning environment that goes be-

yond the classrooms, labs, and studios.  

The challenge for the next president is to re-

store a sense that Seneca is more than a place 

to train and process clients, a challenge to fo-

cus not only on the broader goals but to ensure 

that what should be the most valued asset of 

any post-secondary institution, its teaching fac-

ulty, is respected, nurtured, listened to, and 

grown.  A consumerist approach to post-

secondary education is not appropriate for Se-

neca. 

What are the qualifications required for 

success in the role at this particular time in 

Senecaôs history, in terms of education, 

skills, and professional/ personal attributes?  

Rather than list the usual attributes of good 

(Continued on page 2) 
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leadership, which we are sure others can and 

will identify and articulate clearly, we would like 

to suggest some specifics in respect of the 

phrase ñthis particular time in Senecaôs history.ò  

Academic credentials will be important, as 

will an understanding of the variety of programs 

that colleges ï not just Seneca ï have tradition-

ally offered that distinguish them from the univer-

sity wing of the post-secondary sector.  Aca-

demic elitism, an ivory tower perspective, is not 

suitable for the college. 

The skills that build trust are hard to identify 

but they will be critical.  There is currently a lack 

of trust in college management, something more 

than the usual employee/employer distrust one 

might find elsewhere.  It is generally manifest in 

a lack of engagement.  This is not a personal 

distrust of the individuals currently in senior posi-

tions, so much as a wider organizational distrust 

that the employer is not taking the right steps 

generally or is to be believed and trusted at the 

corporate and strategic level.    

There are a couple of personal characteris-

tics or qualities that we think will be especially 

valuable for the next Seneca president: these 

are courage and boldness. The college system is 

entrenched in its path. Seneca has its own en-

trenched organizational culture.  Seneca needs 

a president who has the courage to tell the gov-

ernment that underfunding is not acceptable, 

that quality is at stake and at risk. 

What should be the organizational back-

ground of presidential candidates (depth and 

nature of national/international and academic 

sector experience required)?  

Seneca needs a leader devoted to academ-

ics. 

The successful candidate should be from 

outside the institution, from outside the Ontario 

college system, but from within the post-

secondary sector, or with a very strong back-

ground therein. 

The successful candidate needs to have ex-

perience in leadership roles within a unionized 

environment. 

What in particular is it about Seneca and 

this opportunity that, in your opinion, pro-

spective candidates will find most attractive?  

 Seneca has the good fortune to be located 

in a center where there are both potential stu-

dents and potential employers of our graduates.  

There are international opportunities to be sure, 

but the bulk of the student body and the majority 

of the employers will be in the greater Toronto 

area.  Senecaôs diversity is a strength as well.  

There will be significant economic and organ-

izational cultural challenges.  The divides that 

exist within that culture are often entrenched and 

meaningful.  The successful candidate will have 

to be eager to take on such challenges.  One 

such challenge can be readily identified by sim-

ple data gathering in respect of the growth ar-

eas, staffing and student ratios among employee 

groups. Others are more complex and will re-

quire more careful study.  This should be attrac-

tive to the candidate who wants to make change, 

who is prepared to take a serious look at the in-

ternal relationships, structures, and personnel of 

the college.  The person who understands that 

making Seneca a better college is an exercise 

that takes place within Seneca should find the 

opportunities attractive.  

Summary Profile:  

1.Varied background in post-secondary educa-

tion  

2.Strong record of commitment to academic in-

terests  

3.Experience in faculty leadership roles in a 

unionized environment 

4.Not a current Seneca employee 

5.Not an employee of an Ontario college (and, 

for emphasis, no president of another On-

tario college) 

Ted Montgomery,  
President, OPSEU Local 560 

(Presidential Searché Continued from page 1) 
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How does your class ñMeasure Upò? 
 Beth Agnew, V. P. Employment Equity, OPSEU Local 560  

Local 560 Health & Safety Representatives  

You can contact your H&S rep 
via e-mail or at 416 495-1599. 
Extensions are provided below. 

 

Central Committee:   

Muriel McKenna, Local 560 

H&S Officer: Ext. 2026 

Malcolm Archer:  Ext. 4374  

Margo Burtch:   Ext. 6332 

Larry Olivo:   Ext. 2814  

Dave Finlay:  Ext. 2431 

 

 

Buttonville:  

Joe Thompson:  Ext. 4250 

Jane:   

Malcolm Archer:   Ext. 4374  

King: Garriock Hall   

Mark Rohlehr:  Ext.  5027 

Markham:  

David Joudrey:  Ext. 7401 

 

Newnham:   

Margo Burtch  Ext.  6332 

Dave Finlay: Ext 2431 

Muriel McKenna: Ext. 2026  

Seneca @ York:   

Marion Kist: Ext. 3244 

Ron Tarr : (use e-mail only )

ron.tarr@senecac.on.ca 

 

Please visit our Health & Safety 
web pages on the local 560 

website: www.opseu560.org . 

Jammed into a stuffy portable during a long hot sum-
mer? Falling over students who have crowded into 
your classroom for a test? Feeling cramped and won-
dering why?  

The college loves to increase class sizes, but the 
ŎƭŀǎǎǊƻƻƳǎ ŘƻƴΩǘ ŜȄǇŀƴŘ ŀŎŎƻǊŘƛƴƎƭȅΗ  

hƴŜ ƻŦ ǘƘŜ /ƻƭƭŜƎŜΩǎ ǊŜƳŜŘƛŜǎ ƛǎ ǘƻ ŀŘŘ ŎƭŀǎǎǊƻƻƳ 
space by erecting portable class-
rooms. Does it work? 

¶ Portable room width = 23 ft 

¶ Portable room length = 35 ft 

¶ Room size = 805 sq ft  

¶ Minimum space required per 
person =19.6 sq ft  

¶ Maximum occupancy:  

805 ÷ 19.6 = 41  

If you have a class size of 48 stu-
dents and one professor, for exam-
ple, you are over the legal and permissible limit for 
that portable classroom by 8 students.  

 

As a faulty member, you place yourself at risk and 
liability should there be an incident in an environ-
ment where you, the person in charge, have toler-
ated legally unsafe conditions. 

Measure your classrooms, with these minimum 
space requirements in mind: 

¶ Classrooms with chairs and tables require a 
minimum of 1.823 square meters or 19.6 
square feet per person. 

¶ Labs (such as the Bio-chemistry labs at Se-
neca@York) require a minimum of 4.6 
square meters or 49.5 square feet per per-
son 

¶ Workshops (such as 
the  machine shop at Jane) re-
quire a minimum of 9.3 square 
meters or 100 square feet per 
person. 

If the floor is covered with one-
foot-square tiles, count the tiles 
along the length of the room 
and multiply that figure by the 
number of tiles across the width 
of the room. If the floor is cov-

ered, measure the space using the ceiling tiles as 
ŀ ƎǳƛŘŜ όнΩ · пΩύΣ ƻǊ ŀǎƪ ȅƻǳǊ ǎǳǇŜǊǾƛǎƻǊ ǘƻ supply 
you with a tape measure. Divide the square foot-
age by the appropriate allocation indicated 
above to determine the maximum occupancy 
load. (Remember to count yourself.) 

If the room is overcrowded, contact your super-
visor and your local Health and Safety member 
to initiate a work refusal under the Occupational 
Health and Safety Act Regulations.  

mailto:muriel.mckenna@senecac.on.ca
mailto:malcolm.archer@sencac.on.ca
mailto:margo.burtch@senecac.on.ca
mailto:laurence.olivo@senecac.on.ca
mailto:dan.janjic@senecac.on.ca
mailto:joe.thompson@senecac.on.ca
mailto:malcolm.archer@senecac.on.ca
mailto:mark.rohlehr@senecac.on.ca
mailto:david.wright@senecac.on.ca
mailto:margo.burtch@senecac.on.ca
mailto:muriel.mckenna@senecac.on.ca
mailto:marion.kist@senecac.on.ca
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Copy that? Probably not, now that there 
are new semester photocopying limits. The 
new printing barriers sparked this memo to 
President Miner from the 
local.  

 

Rick,  
I am writing to you because 
I am getting an earful from 
faculty with respect to the 
recent  college policy of 
installing photocopier key-
pads with semester print 
limits of 2,000 copies  for 
each employee with access 
to copiers. Apparently, once 
a limit is reached, the em-
ployee can no longer access 
a college photocopier.  
 
A question to a chair about 
what happens if a limit is 
reached, and whether there 
was an override, resulted in 
an acknowledgment from 
the chair that she didn't 
know what would happen, 
because apparently no one 
had told her.  
 
An inquiry at the NH print 
shop indicated that they 
were unaware of the impact 
of the policy on the use of the print shop and 
whether or not  it would prevent them from doing a 
3-day turn around, if demand increased as a result of 
the policy.  
 
Part-timers complain that, because they are not here 
on a regular basis, they are at yet another disadvan-
tage. Useful access to the print shop is simply not 
realistic for many, since they need to find a desig-
nated signer of a print requisition, and then they 
may not be back at the college to pick up copies 
before their next class. The result is that they 
have  greater need of local photocopiers to get their 
copying done.  

Many faculty will resort to printing material off their 
computers using desktop or networked printers, 
greatly increasing the burden on this hardware.  
 

Others will no doubt re-
sort to office fax machines, 
most of which have a 
copying function, putting 
further stress on the hard-
ware.  
 
Many faculty will take to 
putting everything for stu-
dents  on Blackboard, and 
instead of supplying hard 
copy to students as they 
have done in the past 
where hard copy is re-
quired. This will shift the 
expense burden to stu-
dents to download and 
print copies at their ex-
pense, further adding to 
student frustration with 
another indirect additional 
cost. A small barrier, but 
perhaps an important one 
in a competitive educa-
tional marketplace.  
 
One wonders whether the 
small amounts that might 
be saved in theory are 
worth creating more prob-

lems, barriers and irritation for employees trying to 
do their jobs and students trying to learn?  This is a 
policy that you might want to re-consider as being 
more counter productive than useful.  
 
Larry Olivo, VP Local 560 
 
 

The President replied indicating that he was un-
aware of the policy, and that he would inquire, and 
get back to us. 

 

Copy that?  

Larry Olivo, V. P., OPSEU Local 560  

MAXIMUM COPIES  

2000  
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 Should you offer your services for free?  

Does your doctor, your lawyer, or your dentist 
work for free? Likewise, as professionals, who amongst 
us would not expect to be paid for the work we do at Se-
neca College? 

Indeed, you should be paid for all the work you 
do ð and all that work should be recorded on your Stan-
dard Workload Form. This is the purpose of the SWF.  

It is up to you to review your SWF regularly and 
determine whether it reflects the work you are expected to 
do and to express whether you agree or disagree with the 
calculation of your workload assignment.  

The following information indicates some typical 
matters you should consider before agreeing to your 
workload assignment. 

Evaluation and feedback 

Where a course requires more than one type of 
evaluation and feedback, you should discuss and reach 
an agreement with the Chair upon a proportionate attribu-
tion of hours. Workload is assigned on an individual basis. 
While others may be assigned similar work, it is up to you 
and your supervisor to determine the amount of work that 
is fairly assigned to you. Fairness and consistency should 
be part of your discussion with your supervisor.  

 "Essay or project evaluation and feedback" con-
stitutes grading essays, essay-type assignments or tests, 
projects, or student performance based on behavioral 
assessments compiled by the teacher outside teaching 
contact hours.  

 "Routine or assisted evaluation and feedback" is 
grading by the teacher, outside teaching contact hours, of 
short-answer tests or other evaluative tools where me-
chanical marking assistance or marking assistants are 
provided. 

Often, simply to keep a professorôs weekly work-
load hours under 44 and thereby reduce costs to the col-
lege, a supervisor will arbitrarily predetermine the evalua-
tion factors, forgoing the mandatory prior discussion with 

the faculty member.   

As professionals, we are in the best position to 
determine what methods of evaluation are most appropri-
ate in our courses. However,  If we cannot reach an 
agreement with our supervisor, we will have to adjust our 
evaluation methods. 

In this case, Article 11.01 E 2 (iv) of the Collective 
Agreement stipulates that óthe College shall apply evalua-
tion factors in the same proportion as the weight attached 
to each type of evaluation in the final grade for the 
course.ò 

Here's an example. A professor uses multiple-
choice questions worth 30% of the final exam. No other 
grading in the course employs multiple choice. The exam 
is worth 40% of the final grade. The amount for óroutine 
evaluationô should be 30/100 x 40 = 12% The ratio for 
evaluation in the course would then be óEssayô 88% and 
óRoutineô 12%. 

Complementary Functions 

An allowance of a minimum of six hours of the 44 
hour maximum weekly total workload is attributed as fol-
lows: four hours for routine out-of-class assistance to indi-
vidual students; two hours for normal administrative tasks.  

Both the four hours and the two hours are allow-
ances. A teacher must be allowed four hours for out-of-
class assistance to students, but there is no actual re-
quirement to perform four (or any) hours in any given 
week. Actual performance will vary over the semester, 
usually in relation to assignment due dates. In the ex-
tremely improbable circumstance that a teacher was en-
gaged in only a few hours of assistance over the entire 
semester, that would be legitimate under the terms of the 
Collective Agreement. 

Consequently, faculty cannot be required to post 
weekly office hours, although they must let students know 
how to contact them for out-of-class assistance.  

(Take this jobé Continued on page 6) 

Take this job and SWF it!  

Muriel McKenna, Health & Safety Officer, & Patricia Clark, Secretary, OPSEU Local 560 

THE LOCAL  is a publication of OPSEU Local 560, the faculty union of Seneca College. Please 

feel free to copy any original material with appropriate credit.  

We welcome submissions and correspondence, which should be 

sent to Patricia Clark, Secretary, OPSEU Local 560, at Newnham 

Campus or at 2942 Finch Avenue East, Suite 119, Scarborough, 

Ontario, M1W 2T4, or by fax to (416) 495-7573, or by e-mail to 

union@opseu560.org  
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In all cases, the four-hours of ñout-of-class assis-
tanceò cannot be assigned. All assigned meetings with 
students are teaching contact hours and must be re-
corded as such.  

Other work 

If other complementary functions (in addition to 
the minimum ñ4 + 2ò outlined above) are assigned, the 
functions and the time to perform them must be recorded 
on the back of your SWF on an hour-for-hour basis. This 
includes work scheduled during the non-teaching periods 
of the year: it is assigned work. If the workload allocated 
on your SWF doesnôt include time for meetings or activi-
ties scheduled for a non-teaching period, your prepara-
tion, participation and attendance therein will not be com-
pulsory.   

When you are assigned 
additional duties and/or projects, 
your supervisor should  indicate 
clearly the work and time that will be 
involved. You can request more 
time, if you believe your supervisor 
has underestimated the work in-
volved.  Alternatively, if you canôt 
arrange such a readjustment, you 
should undertake the work as-
signed, and when you get close to 
exhausting the time allotted on your 
SWF, ask your supervisor whether 
you should stop that work when the 
time allocated runs out, or whether 
the College will give you more time.  

 For example, if you were assigned two hours per 
week for curriculum review, you would have a total of 28 
hours to complete that work (2 hours/week over 14 
weeks). If youôve used up 23 hours and itôs clear the job 
canôt be completed in the remaining five hours, you need 
to ask your supervisor for either a revision of your SWF or 
a clear directive to stop the work at 28 hours. 

Be sure that all extra work that you are asked to 
do is listed on the back page of your SWF. This includes 
but is not limited to: research, curriculum development, 
regularly scheduled meetings, program review, coordinat-
ing work, committee work, and student advising (if as-
signed over and above the  four hours allocated for rou-
tine assistance). 

 

 

Disagreement with SWF 

If you disagree with your SWF in any way, you 
should first discuss your concerns with your supervisor. If 
you cannot reach an agreement, and you still feel that 
your  workload is not accurately reflected on your SWF, 
then you should indicate on the SWF that you do not 
agree with the total workload. You may add other com-
ments (ask a steward for guidance) and should check the 
second box ñProposed Workload referred to College 
Workload Monitoring Group.ò You must do so within three 
working days from the date of receipt of the SWF. Many 
supervisors will adjust your SWF at this point, to avoid 
visiting the WMG. The WMG is a joint committee with an 
equal number of management and faculty union reps.  

If circumstances later give rise to any new work-
load problems, you need to alert your supervisor within 14 
days. If your supervisor fails to respond to your satisfac-

tion within seven days, you 
then have seven days to refer 
your complaint to the WMG.  

Of course, you are free to 
withdraw a workload com-
plaint at any time. But, if you 
fail to file a complaint within 
the deadlines, youôre out of 
luck. 

If you decide to pursue a 
workload complaint, a meet-
ing of the WMG will be sched-
uled, and you will have an 
opportunity to present your 

position. Your union stewards can help you prepare for 
this meeting. 

Ideally, workload disagreements are resolved by 
a majority ruling of the WMG, which is made up of union 
and management members. Remember, the WMG is 
there simply to help resolve differences amicably and 
justly for both you and your supervisor.  

If you have further questions, contact the Local 
560  V.P. Larry Olivo at 416 491-5050, Ext.2814 or at 
Laurence.Olivo@senecac.on.ca . 

 

For more information on the calculation of your 
workload and an easy-to-use workload calculator, click 
on the óStandard Workload Formô link of the Local 560 
website at:  www.opseu560.org. 

 

 

(Take this job ...Continued from page 5) 

I donôt 

believe 

this was  

part of 

my  

assigned  

work-

mailto:Laurence.Olivo@senecac.on.ca
http://www.opseu560.org/
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  If you are considering taking pregnancy 

leave, or parental leave, you should be aware of 

how the college calculates your pay while youôre on 

leave.  

A number of parents 

on leave have con-

tacted us with con-

cerns about their pay.  

The initial problem they 

face is the college re-

quirement that they 

take their accrued va-

cation immediately fol-

lowing their leave, 

rather than allowing 

that vacation to be 

scheduled more flexibly.  However, the larger prob-

lem is that the college does not pay them the full 

amount stipulated in the Supplementary Unemploy-

ment Benefit (SUB) Plan (Article 22.02 C), relying 

instead on a skewed interpretation of the agree-

ment from the College Compensation and Appoint-

ments Council. 

 Contributing to the problem is the fact that 

our annual salary is earned during a 10-month aca-

demic year with a two-month unpaid vacation, 

while our salary is paid over a 12-month period. 

This means that some of our pay earned during the 

academic year is deferred to cover the vacation 

period.  

The Collective Agreement says that an em-

ployee cannot lose vacation entitlement while on 

pregnancy and parental leave. So the  two months 

earned in the year of leave get deferred to the next 

year. That returning year then has four months of 

vacation and only eight months of earnings. Those 

eight months are paid out over twelve months. You 

can see the problem. The result for those on preg-

nancy or parental leave is that they often find their 

pay sharply reduced during the vacation that fol-

lows the leave if they did not work the full academic 

year. 

 The salary implications of parental leave are 

obliquely referred to in the collegeôs form letter to 

leave-takers, so that the reality of oneôs situation 

may hit home only once the first sharply reduced 

pay cheque rolls in. The college remains unrespon-

sive to our suggestion that they change the lan-

guage in their letter to make the consequences of 

their interpretation of the collective agreement 

clearer. 

The College interpretation of pay is unfair 

and inaccurate. It is in the year of leave where the 

difference should actually be accommodated. Our 

ultimate goal is to have the college properly calcu-

late the amounts to be paid during the leave.  

Payments should conform to the language in 

the Collective 

Agreement on 

pregnancy and 

parental leaves, 

by basing the 

SUB payments 

on weekly earn-

ings, not weekly 

pay.  The SUB 

payments each 

week would be 

based on 1/43 of 

annual salary, 

rather than 1/52 

of annual salary, 

as the College insists on doing. You do not have to 

be a math whiz to see that this would raise the 

weekly benefit payment during the leave, with the 

result that you would earn enough to cover the un-

paid accrued-vacation period. 

  If you are considering, or are now taking, a 

pregnancy or parental leave, and have questions 

or concerns about payments while on leave, check 

with the union at 416 495-1599, or call local Vice 

President Larry Olivo at 416 491-5050, Ext 2814. 

Salary During Pregnancy &  Parental Leave  
Larry Olivo, Vice -President, & Patricia Clark, Secretary, OPSEU Local 560  
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 Volunteering can be an honorable undertak-

ing. Few would dispute that. At Seneca, when 

you volunteer to do something that is not faculty 

work, like helping out at the SeneKids Holiday 

Party or helping with the United Way campaign, 

thatôs great. In other instances, volunteering ð 

however well intentioned ð  can be harmful to 

both you and your students. 

 Volunteering to do extra faculty work, 

whether you are a counsellor,  teacher, or librar-

ian, creates 

many problems.  

Often, this sort 

of ñextra effortò 

to help the stu-

dents comes at 

a great price. 

First, most fac-

ulty are already 

fully engaged 

(even overbur-

dened) with 

their assigned 

work, so that 

volunteering detracts from their primary assigned 

tasks. Consequently, our students suffer when 

our hidden workloads prevent us from devoting 

appropriate time and energy to their needs. 

Many faculty also pay for their generosity in 

stress and ill health resulting from their over-

whelming workloads.  

Consider, as well, who ends up doing this 

essential ñvolunteerò work.ò When management 

asks for volunteers, this creates a situation of 

vulnerability for those with the least job security 

ð  probationary employees, and partial-load fac-

ulty members, who feel pressured to ñvolunteerò 

in the hope of assuring themselves of future con-

tract work or obtaining permanent status. 

 Volunteering can also take away work that 

might otherwise be available to our colleagues, 

thus depriving others of a decent livelihood.  

Each time we volunteer to do what is an inherent 

part of our faculty work, more and more of our 

paid work slips away. So think twice before you 

volunteer to do what would otherwise have been 

part of someone elseôs paid job or might result in 

someone elseôs layoff. 

 The volunteer 

ñCollege Coachò 

program at Se-

neca is an exam-

ple of unpaid work 

that probably 

would be best left 

in the hands of 

our professionally 

trained counsel-

lors.  

When the local 

grieved the volunteer nature of the College 

Coach program, the arbitrator ruled that the Col-

lege was not required to count such ñvoluntaryò 

work as part of an employeeôs assigned work or 

to record that work on a SWF.  We disagree. 

Over the years, members have continually 

identified workload as their primary issue in con-

tract negotiations. Volunteering erodes our bar-

gaining unit and suggests to management that 

we really donôt need a SWF to measure and 

monitor our workload.  

Be sure all your work is recorded on your 

SWF. 

Volunteer work: helpful or harmful?  

Larry Olivo, Vice President, & Patricia Clark, Secretary, OPSEU Local 560  
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The Workload Monitoring Group hears and de-

cides cases involving inequitable and improper 

workload assignments referred by teaching fac-

ulty. If the joint union-college committee cannot 

agree, the faculty member can refer the matter to 

a Workload Resolution Arbitrator.  Here are some 

recent issues that needed resolution and that 

may answer questions you have about your work-

load. 

Can my chair assign professional develop-

ment?    

Although PD is normally undertaken by mutual 

agreement, it can be assigned. But assigned PD 

must be recorded on an hour-for-hour basis on 

the professorôs SWF. In a recent case, a profes-

sor was assigned PD to obtain certification from a 

software company so as to teach and certify stu-

dents using the software. The amount of time as-

signed filled up the SWF to 44 hours, but bore no 

relation to the actual time required to do the PD. 

When the college would not agree to a solution 

that reflected the actual work done, the professor 

referred the matter to an independent workload 

resolution arbitrator, who awarded the professor 

enough time to do the work actually required. 

If I am teaching a course based on a new ver-

sion of course -related software, can I get ex-

tra hours for preparation or a designation of 

the course as a new prep, if the preparation 

time on my SWF is insufficient?   

Yes. While not every change in a course results 

in the course being reclassified as a new prep, or 

results in the assignment of extra preparation 

hours, major changes or extra work caused by 

text, software or curriculum changes can result in 

a new prep, or alternatively, result in extra attrib-

uted hours for prep being added to the SWF.  

In one recent case, a lab course based on the 

use of Excel 2007 (radically different from previ-

ous versions), required such extensive prep by 

the professor teaching it that she was given extra 

attributed hours for prep. 

My chair gave me a SWF that puts me in over-

time. I told him I didnôt want it because I was-

nôt feeling as spry as I once did. He assigned 

it anyway. Do I have to do overtime if he in-

sists?   

No. You have a right to refuse overtime, provided 

you have a reason, although the reason cannot 

be frivolous, whimsical or trivial. If your refusal is 

based on reasonable grounds, that is acceptable. 

In one case, the workload arbitrator ruled that the 

fact that the professor was an older worker was 

sufficient reason. The fact that the chair doesnôt 

like or agree with the reason given is of no rele-

vance. 

I am a coordinator. I have 10 hours on the 

back of my SWF for coordination. I started 

keeping track of how much time I spend on 

coordination per week, and it is actually 15 

hours per week. What can I do?   

Coordination is voluntary. It cannot be assigned 

as a duty without your consent. Should you un-

dertake this job, the concomitant salary increase 

of one or two steps is negotiable, and no con-

crete guidelines exist to determine the number of 

steps. Market forces and the amount of workload 

prevail.  

However, the coordinating hours assigned must 

be recorded on the SWF on an hour-for-hour ba-

sis. If your records show that you spend more 

time on coordination tasks than you were given 

on your SWF, let your supervisor know that you 

are getting near to the end of the hours assigned 

for the task and ask that the hours be increased. 
(Continued on page 13) 

WMG ROUND UP 
Larry Olivo, Vice President, & Patricia Clark, Secretary, OPSEU Local 560 
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THE LOCAL  

LOCAL 560 FIGHTS FOR MORE PERMANENT FULL -TIME POSITIONS 
Larry Olivo, Vice -President, & Patricia Clark, Secretary, OPSEU Local 560  

Since 2003, the union has filed many hun-

dreds of grievances challenging the collegeôs 

ongoing practice of giving preference to partial-

load positions rather than full-time positions, in 

violation of our Collective Agreement,  

Union tracking of Senecaôs hiring data over 

the past few years has revealed that the total 

number of partial-load hires has been soaring, 

while full-time faculty numbers have either re-

mained static or have decreased. New hires 

generally are simply replacing faculty who have 

retired or resigned. 

Article 2 of our con-

tract establishes limited 

grounds for hiring partial

-load faculty: ñquality of 

programs, attainment of 

the program objectives, 

the need for special 

qualifications and the 

market acceptability of 

the programsò. Although 

the list does not include 

economizing, the Col-

lege and its lawyer have 

repeatedly stated that 

the College budget sim-

ply wonôt permit more full

-time hiring.  Moreover, 

our intensive analysis of all the partial-load fac-

ulty teaching assignments from the fall of 2005 

to the winter of 2007 confirms that, apart from 

the legitimate hiring of a few specialists, the 

Collegeôs principal rationale for partial-load hir-

ing has been to save money. 

The first Article 2 grievance in 2003 was 

settled with about 40 full-time positions being 

created. Although a compromise, the settlement 

was worthwhile, as many partial-loads immedi-

ately became full-time, acquiring job security 

and various other benefits without having to en-

dure further exploitation by the college for sev-

eral years while the grievance crept to a conclu-

sion. Incredibly, since this settlement, the ad-

ministration has increased its use of partial-load 

faculty by 69%. (Part-time faculty use has in-

creased similarly during this period.) 

Accordingly, we have grieved the issue 

again in 2005, 2006, and twice in 2008. We will 

continue to grieve every semester until these 

contract violations cease.  

The 2005 and 2006 grievances 

are now before an arbitrator. In 

the spring of 2007, as a result 

of the arbitratorôs order, the 

College began to make full dis-

closure of its appointment ra-

tionale for all contract posi-

tions across the College, giv-

ing us 20 boxes of faculty 

teaching schedules and 

course outlines to analyze.  

We then held a score of meet-

ings to try to negotiate settle-

ments in various schools. Al-

though the evidence indicated 

clearly that there were few le-

gitimate rationales for these 

partial-load hires across the 

College, we reached agreements with only the 

School of Legal and Public Administration and 

the School of Office Administration. 

This past summer, after many fruitless face-

to-face meetings, we proposed a mediator who, 

despite considerable effort, was unable to move 

the matter forward.  

Consequently, the grievance is back in the 

hands of the arbitrator. The college has indi-
(Continued on page 11) 

Seneca  

Human Resources  

In October, 2008, the Local 560 filed 418 griev-

ances, maintaining that each position held by par-

tial -load faculty should be a full -time position.  


