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De-professionalization, in its simplest
form, is the process by which highly
educated and skilled professionals are
first displaced then replaced with
individuals of inferior training and
compensation
- Lionel Dionne
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Would You Like Fries With Your Curriculum?
De-skilled Professors, Luddites and the Global SWF
George Fogarasi
Workplace autonomy is as rare as artisanal donuts: industrialization’s cruel call for efficiency stifles
creativity, making workers into cogs in a machine. The good people making your latte can’t judge your
mood and declare “You need a chai.” Customer desire and a fixed menu determine what they serve you.
Despite fuller SWFs—we accepted a Collective Agreement that ditched the cap on the number of sections
(remember this when we negotiate)—we still have autonomy compared to other professions. But this is
threatened.
Valuing our autonomy and professionalism supports quality education.
Classroom relationships cannot be reduced to cookie-cutter curricula,
video lectures or other online labour-saving shenanigans.
Yet those decrying e-learning are mocked as Luddites fearing change.
The Luddites’ story, however, is a timely warning about de-skilling
workers. Weavers born into a world where goods were home made
(the original “cottage industry”) had their lives sacrificed on the altar
of industrial efficiency. Luddites defied human choices masked as
“inevitable progress.”
Before factories, people controlled their work. If a village wished to
raise a barn or have a feast, they took a day off. Proud weavers, who planned and executed all aspects of
their work, were abruptly de-skilled by industrialization. Their lot was no longer to think but to toil at fixed
times serving mechanized looms. Ashamed of the quality of this work, the weavers smashed the looms.

This is fear-of-technology? Maybe to a manager...
Luddites fought for quality, dignity and autonomy against a mechanization of life
now taken as natural: when headlines or workplace mega-projects panic about
efficiency, we see “inevitable” market forces of globalization hiding human
choices. The divine right of kings seemed inevitable because we accepted it.
In an un-managed world, workers decided what they would make and how to
make it. This took time but created unique items (now a luxury for the elite:
think of hand-crafted tasting menus, high fashion or a Ferrari). What we lose in
quality we gain in abundance: malls and landfills overflow with cheap
commodities (that people can’t afford because their jobs have been
outsourced). Continued on the next page
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Would You Like Fries With Your Curriculum? Continued
Colleges already outsource student evaluation to India. Tutors making $300 a month give feedback about
style and grammar. “Liberated” from this drudgery, professors assess content. Some liberation: imagine the
workload increase! Welcome to the global SWF.
Marketing material promises managers statistics “to monitor the efficacy of the learning...tracking program
effectiveness.” This is industrial design at its best (or worst, for students). Resist such outsourcing and the
digital logic of scientific management, and they’ll call you a Luddite. Wear the term with pride.
Scientific management was born when Frederick Taylor’s stopwatch
broke work into tiny parts for efficiency and savings. In its wake, we
have suicide nets for workers churning out iPhones; diapers on workers; and ill-used foreign labour. Even cleaning our tables after eating at
Tim Hortons is a legacy of industrial design.
Funding, technology and sham austerity conspire to de-skill us. Online
lectures linked to multiple-choice tests do not equal learning. But elearning saves money. It’s convenient. Students want it. Ka-ching! It’s
the future. Ka-ching!
Industrial design is a human choice. When an online hour becomes “self-study” to cleave it away from professors given more work, it’s a human choice (as is faculty designing curriculum making this possible). When
parts of courses are allotted to lower paid workers (in-house or in foreign call centers), it’s a human choice.
Austerity is a scam to normalize the cruel rationale of scientific management in an ever-richer world where
wealth flows upward and the richest 62 people have as much wealth as the poorer half of humanity. And
we’re told unions aren’t needed anymore! The bias of the marketplace and scientific management dominate
like never before. Unions call its bluff by noting that industrial design is not inevitable but a human choice.
Even if you don’t care about your workload, management does. We delude ourselves if we think we’ve escaped the trawl of industrial design. A SWF is an imperfect way to break work into component parts. Taylor
would immediately understand (and complicate) one. We fought—hard—for SWFs to make our work transparent to fairly fit the collective agreement (which is only as strong as we are willing to make it).
Like it or not, SWFs and the Collective Agreement are the tools that give us a voice in the design of our
work. Take part in demand set meetings determining what we bargain for. Learn how collective bargaining
works, how important a strong strike vote is (and how it’s not a direct vote to go out on strike).
De-skilling and the ratcheting up of our work is accelerating. This is not inevitable. We can influence choices
by uniting to fight deskilling and the mechanization of education. We can’t simply surrender and sigh in relief
every few years and automatically vote yes to collective agreements stripping hard-won rights.
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Strike Out H8
Members of Local 352 contacted the local executive and voiced concerns about discrimination in the
classroom. The Local has responded, and we need your input, convictions and actions.
The Local invites all of you to help create a campaign that works towards making Fleming a safe
space. This is no small or easy task.
As a first step, we have created the “Strike Out H8” pledge form that you can see on this page. Ask
your steward for a “Strike Out H8” pledge form that you can put in your office. This is a small but
important gesture.
What’s the next step? It’s up to you.
How can we address discrimination at Fleming? Talk to a steward or contact the local with your suggestions. This is your workplace. You know the issues. Join your colleagues in crafting solutions to
strike out H8.

STRIKE OUT H8
I, ______________________, commit to responding
immediately and effectively to situations of bullying,
harassment, discrimination, and sexual violence.

Whether I hear it, or see it, I will …….

STRIKE OUT H8

Local 352
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Union Collaboration: Other Colleges, Other Faculty
Amanda Rochon
I attended the CAAT-A DivEx (College of Applied Arts and Technology – Academic; Divisional Executive) weekend meeting in March in Toronto. Our local, 352, doesn’t normally attend meetings with
this group, but due to scheduling other events, we had the opportunity to meet with larger colleges.

You might think that the issues surrounding the much smaller Fleming College local would not jive
with the larger colleges and locals, but we fit right in and identified with many of the concerns and
issues the larger colleges were facing.
The weekend consisted of information sessions, activities, and brainstorming focusing on making
sure we are reaching out to, including, engaging, and informing all our members. And if we weren’t,
or didn’t feel we were doing all we could, we gained valuable ideas and feedback into ways that we
can be reaching out to, including, engaging, and informing all of our members.
We discussed ways to educate our members, to make them aware of what is happening around the
college and also at other colleges. We discussed the idea of a timeline that dates back 20 years (or
more) to look at what gains and losses have occurred each time our contract has been re-negotiated.
Some members have first-hand experience of these gains and losses; however, newer members like
myself have little appreciation or knowledge of what it was like in the “good old days.” We also discussed the idea of developing a repository of newsletter articles from all Ontario colleges that we can
draw from for our newsletter. This would give members an idea of what’s happening at other colleges and overall trends everywhere as well as showing where unions are fighting back and winning.
Our local came up with several plans to accomplish the above goals that we have initiated (or are in
the process of initiating). One is where we take the current list of full time members, divide them up
between local stewards and meet the members, face-to-face, to chat, take stock of what they are
dealing with or any issues/concerns they have, and to see if there is anything we can do for them
(provide a collective agreement or review their SWFs). We are almost done this process and will then
move on to the partial load faculty. We are also making a membership database with all relevant information to make we can always get in touch with all members (through Fleming or especially other
email addresses). We are also creating a calendar for our members, with information about the local
and other key details, resources and important dates highlighted throughout the academic year.
I would like to finish off by pointing out that the main job of any union is to speak for and represent
its members and their interests. To do this, we need members to get involved, to talk to us and tell
us what is going on – the best way you can do this is to speak with your school steward or anyone
who you know is on the union, or come out to the GMM (general membership meeting) to hear
what’s going on and be a part of the process.
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Faculty Evaluations: What Do They Measure?
A retired professor enjoys recounting what happened when two different
classes evaluated him. One said he returned assignments on time. The other
said he did not (he returned assignments the same way for both classes). He
referred to this kind of paperwork as “Fifty pounds of paper for the Dean.”
Term is over. The envelope that contains your student evaluation beckons in your mailbox. You know, all
those official numbers, percentages and comments.
Do you ignore it or look at the comments, see what you can
improve? Some professors have been stung by anonymous comments
and do not look at the evaluations at all. Maybe you check if you are
above average. Maybe you congratulate yourself on a job well done.
Do you ever consider that the entire process is fundamentally flawed?
Research indicates that student evaluations do not measure the quality
of teaching. What they really measure is gender bias.

“Student evaluations are systematically
biased against women — so much so, in
Colloquium explores issues of interest to members of fact, that they're better mirrors of gender
OPSEU Local 352. As individuals, we share different
bias than of what they are supposed to be
beliefs, backgrounds and values. As a local, we emmeasuring: teaching quality” (Anya
brace this diversity to come together and build a safe,
Kamenetz, National Public Radio)
fair and equitable workplace. Any signed article or
Editorial Policy

letter to the editor that contributes to this project is
welcome. We reserve the right to edit for language,
length, clarity and tone: speaking truth to power is
good, but libel is not. Opinions reflected in articles do
not necessarily reflect the views of the editors or leadership of the local. Colloquium originally meant, in
Latin, a conversation or dialogue: this newsletter belongs to you, members of OPSEU Local 352, and is (like
the local itself) what you make it.
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Read The Bias Against Female Instructors to see
how instructor evaluations show a strong gender
bias across countries, disciplines and courses.
Yes, reflective practitioners need feedback. Yes,
Fleming’s concern for performance management
is legitimate. But if we use flawed systems and
unsound data, the only thing we can really
measure is how many pounds of paper there are
for the Dean.
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The winner of OPSEU Local 352’s first ever mobilization
award is a manager! Congratulations to
_____________________________________ [you know who you are]

Thank you for making faculty read their Collective
Agreements and talk to their stewards!
We are learning more about labour relations thanks to
you and the mechanisms that make a fairer workplace.

We are learning about the union’s role and how we can
support each other through the union.

We extend sincere thanks to Chairs and managers that work hard to respect the Collective
Agreement and thus respect faculty. You don’t necessarily mobilize for the local through your
ethical work, but we appreciate the fair, transparent workplace that comes through respecting
our contract (our = management and faculty, hence a Collective Agreement).
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Curriculum Development, Redesign and Conversion Hours
George Fogarasi
For years, the college and union have tried to develop a model to equitably allocate course development hours. At AUCC in October 2014, the union noted that some partial load faculty fell they do unpaid course development work; the union questioned how we move forward to develop an ethical allocation of development hours.

Since we need standard guidelines for release time for curriculum development to adequately compensate faculty for curriculum work, a working group was formed and identified a number of issues to
be addressed including


A definition of course preparation and development articulating how the two types of work differ



Contract letters for partial load faculty with consistent language / expectations between schools
regarding course development deliverables



What happens when partial load faculty are given incomplete / unusable material for courses



A common understanding of intellectual property and copyright law



A clear course development spectrum: the college needs to clearly state where a development
assignment begins and ends

The committee agreed to a calculation of hours for various kinds of curriculum delivery. A spreadsheet
(calculator) was developed so Academic Chairs and faculty can estimate course development hours.

Course Preparation is not Course Development
Principles
When a course is hybridized, all hours are impacted and included in the calculation of hours. If a 45
hour course is converted to 30 face-to-face and 15 flipped hours, all 45 hours are impacted and included in the calculation of development time.
Not all course development hours will fit into one semester or work period.
Every effort will be made by the supervisor to assign the course being developed to the faculty who is
doing the development work.
Designing, revising and updating courses is a core competency within the class definition of professor.
Continued on the next page.
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Curriculum Development, Redesign and Conversion Hours (Continued)
Proposed Workload Calculator
The spreadsheet (calculator) has 7 columns. Column one is the number of course hours (30, 45 or 60).
The second column identifies the level of course development. The drop down icon lists these choices:

New course: 3 hours No course exists. Faculty get 3 hours of development time for each hour of a
course i.e. a 30 hour course = 90 hours of development
Conversion of a course from face to face to hybrid, flipped, Web based etc : 3 hours Faculty get 3
hours of development time for each hour of a course i.e. a 30 hour course = 90 hours of development
More than 50 % of the course needs to be updated but not a complete redo: 2 hours Faculty get 2
hours of development time for each hour of a course i.e. a 30 hour course = 60 hours of development
Less than 50% but greater than 25% of the course needs to be updated: 1.5 hours Faculty get 1.5
hours of development time for each hour of a course i.e. 30 hour course = 45 hours of development
Less than 25% of the course needs to be updated: 1 hour Faculty get 1 hour of development time for
each hour of a course i.e. 30 hour course = 30 hours of development
Choices about the percentage of a course needing development are difficult and require discussions between the Academic Chair and faculty member to determine the
amount of development within the ranges of “up to 25% or 26% to 50%.”
Column 2 contains the multiplier to calculate the attributed hours in the column 3
Column 4 allows the Academic Chair to input additional hours that might be required, for example
for training in a specific product or accredited programs requiring discussions with external bodies etc.
The spreadsheet adds columns 3 & 4 to create column 5 (Total Hours).
Column 6 allows the Academic Chair to put in the preparation factor for the next time the faculty will
be teaching the course in accordance to the collective agreement.
Column 7 provides space for comments such as additional hours, timelines, additional faculty or support staff that need to be involved in the development etc.
The group recommends the use of the calculator and that all curriculum project work is documented
with clear deliverables and timelines with sign off by the Academic Chair (or it will become an appendix to the SWF).
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Sorry, No Full-Time Work
But there is lots of work here...
A sharp-eyed member snapped this
picture of the job board with 8 parttime positions and not a single fulltime posting.
There is clearly lots of work that needs to
be done at Fleming. Investing in
permanent positions creates a solid
community of professionals that has the
institutional memory to foster excellence
in education.
Full-time, permanent positions also
provide the security of a decent living.
Management is choosing to put resources
elsewhere.
The deskilling and downgrading of faculty
is systemic (a food bank in Colorado does
outreach to part-time faculty).

June, 2016

McFleming ?
Fast food restaurants avoid scheduling full-time hours. Sound
familiar? This begets such poverty that American taxpayers
spend 7 billion dollars a year on social programs these workers
are forced to use.
Business Insider notes that McDonald’s could double workers’
pay and clear $5.5 billion dollars in profit. Yet they choose to
impoverish workers to funnel more money
to executives and wealthy stockholders (put
that in your austerity pipe and smoke it).
Workers get shafted at work to make the 1%
richer, then they pay taxes to subsidize
needlessly low wages.

Is this sustainable? Ethical?

Fleming once put ethics first
While other colleges employed more and
more professors toiling on part-time
contracts with no benefits, Fleming honoured a Memorandum
of Understanding that made the college build to partial load
contracts allowing faculty to support themselves in a long-term
way.
Regrettably, the college chose to scrap that M.O.U. and (like
McDonald’s) reap the benefits of low-waged part-time workers.
At the same time, the college proclaims a sustainability goal to
“improve the well-being of Fleming staff.” Another
sustainability document discusses “Appropriate development
which is needed for people to support themselves in a longterm way.”
One wonders if money saved by impoverishing instructors with
part-time gigs is spent on writing empty platitudes.
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President’s Message
As of July 1st , I will begin my second term as your local union president. First of all, I would like to
thank you for allowing me to continue in the role, a role I take very seriously. Secondly, I want to
thank all the stewards for their hard work and dedication over the past two years and also for
taking on another term. Over the past two years new stewards have been elected and have
embraced every opportunity to gain a clearer understanding of the Collective Agreement and to
support faculty by answering questions and advocating for their rights. During the last election,
three additional faculty were elected as stewards which brings our Local Executive Committee
(LEC) to 16. These stewards will be reaching out to all the faculty groups to introduce themselves
and find out what your needs are for the upcoming semester.
Over the past year, stewards from Local 352 participated in a weekend educational event with our
fellow GTA college union stewards. What was evident is regardless of geographic location or size
of a college, we all share the same challenges: more part time faculty, less partial load and full
time faculty, TCH’s disappearing, evaluation factors arbitrarily lowered and faculty work being
assigned to support staff. Next week, all locals will elect our negotiating team who will represent
us in 2017 during bargaining of the collective agreement. These along with other workload issues
will be at the forefront of our demand setting prior to bargaining.
In the winter, Chief Steward Audrey Healy brought the stewards together to discuss an
educational campaign that would demonstrate our membership and all academic employees’
commitment to addressing behavior we witness that results in hurt. Hurtful behaviour includes
homophobia, racism, sexism, violence (physical, verbal, sexual) and bullying. At the general
membership meeting in May, the LEC launched the “Strike Out H8” campaign. Step one is a
pledge card which encourages academic employees to commit to addressing behaviour that is
hurtful and hateful. By addressing these behaviours, whether formally or informally, we create a
culture and environment of respect. If you would like a pledge card to sign and post in your office,
please ask a steward. Look for another give-away to promote this campaign which will be
available at the August general membership meeting.
Many faculty will be heading out for summer vacation while others will be teaching in July and
August. To everyone, I hope you have a safe and restful summer. Local 352 sends our sincere
congratulations to those faculty who will be retiring at the end of June. Many of you have
supported the union local throughout your time at Fleming. Some upcoming retirees have served
in the role of steward and officer. Mike Davidson and Peter Malkovsky are two such faculty; thank
you both for your hard work and dedication.
Thank you George for getting this newsletter to press before the end of the semester and kudos to
those who submitted articles. Terrific job!
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