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Introductory Remarks – Penni Stewart (President, CAUT)
• Three related shifts in higher education are taking place:

• Change in culture of academia: decision-making has been centralized and staffed by 
‘professionals’; equity as a systemic concern lost; promotion by HR of a ‘culture of 
respect’ dilutes the political dimension

• Change in regulatory environment: previous equity programs put into place are 
marginalized; there is no requirement to present data on equity

• Change in the culture of academic staff: competition becoming dominant; emphasis 
on excellence and merit as if these were ‘objective’ criteria; denial that there are 
different ways and forms of knowledge

• Important to negotiate data-sharing agreements; we need to build a culture of inclusivity; 
equity must be a key part of a renewal strategy 

Keynote address: New Managerialism in an Era of Restructuring - Rosemary Deem 
(University of Bristol, UK)

• All about how universities are beginning to operate according to business models with 
CEO’s, etc.  Very appropriate for us to hear, and to understand that this is a worldwide 
trend.

• Neo-liberalism – has meant the dominance of management models in the academy; cultural 
shifts which privilege ‘surveillance’, standardization; higher education viewed as a 
‘private’ good

• Moving from collegial to corporate governance
• The culture of the university is changing - it is losing its soul

• Increased corporatization on campus, strategic plans tied to government priorities, 
increased assessment practices

• Some manager-academics may be adept at using the current conditions to introduce 
cultural and other changes they would like to see, under the guise of having no 
choice.  Emphasis on ‘doing more with less’.  Equality is depoliticized – seen as a 
‘life-style’ choice; a move away from discussions of power imbalances and inequities

• She just published, “Knowledge, Higher Education, and the New Managerialism”
• She might be considered as a guest speaker for our efforts on fighting the NB government’s 

Action Plan

Working in a time of scarcity - David Robinson (Assoc. Director of CAUT) & Pat Armstrong 
(York University)
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• Scarcity is a myth – university resources at an all time high but priorities re: where 
funding/support should go – have changed.

• E.g. Financial pie is bigger but a smaller slice is now allocated to faculty salaries
• Universities rely increasingly on tuition fees and private sources of funding to support 

operating budgets
• What’s happened?

• Globalization of PSE i.e. education as a service to be traded = “commodification” of 
education.

• New accountability demands e.g. Government steering of research; assessment of 
learning outcomes & commercialization of research

• Privatization of funding
• How has the job of the academy changed?

• Production driven
• Increased demands to produce in simplistic, measurable ways i.e. Numbers of 

publications (this can lead to “sausage” publications – taking one idea and stringing 
it into several papers), numbers of citations ….and worse still, the trend to tie these 
metrics to funding

• Increasing trend toward internal rewards, merit pay, market differentials, 
Presidents’ discretionary funds – all of which lead to disparities in salaries and 
fundamentally favours research over teaching

• Members encouraged to become resourceful, “entrepreneurial”
• How do you measure up?

• Promotes a culture of competition and assessment
• Leads to ineffective evaluations i.e. Student evaluations use to assess teaching 

competence
• Biases in these assessments – impact on curriculum and professors’ 

autonomy
• Research funding needs to be scrutinized by the academy

• Funding for what?  Who decides?  What counts?  What for?  How do these practices 
influence teaching and research?  How can we ensure adequate student funding?  
How can we ensure equity is central to the answer to all of these questions?  What is 
the role for individuals and AUNBT/CAUT? 

• Caveat: risks with relying on outside funding (not from the public purse) as these $$
$ are increasingly given with strings attached – which may not be in the public 
interest  ‘Usefulness’ defined in terms of what can be sold in the market

• Government research funding often tied to collaborative research and finding 
‘partnerships’ – community organizations often don’t have time and money to 
contribute – impacts on the type of research which is funded

• Private funds increasingly targeted to individual researchers, students and projects
• The “peer review” process is being redefined with ‘others’ reviewing proposals, 

people who are not actually academic ‘peers’ (e.g. may even be corporate types)
• Dangerous outcome – as research continues to be favoured over teaching – teaching is 

shifted onto the most precarious and vulnerable in the academy – sessionals (contract 
academic staff).
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• Need to be proactive – “don’t get mad, get angry”

The Unsustainable Job – Caroline Baillie (Queen’s University), Chris Ferns (Mount Saint 
Vincent), Kathleen Dindoff (Fanshawe College)

• Peer review is becoming ‘peer abuse’
• Corporate agenda presents obstacles to doing one’s job
• Be aware of the “standard workload formula” – doesn’t take into consideration the time 

you spend corresponding and counseling students
• At some universities, roughly half of the teaching is being done by part-time or contract 

faculty
• Female faculty often have heavier family/domestic responsibilities (including child, elder 

care)
• Today’s female faculty member is less likely to

• Get tenure if a mother
• Have children if tenured before motherhood
• Have the desired # of children

• Concerns regarding pension for female faculty members – less time contributing to 
pension, fewer years where contributing high amounts = smaller pension

• Perhaps our different-ness should be cherished and taken advantage of instead of trying to 
‘paint everyone with the same brush’; need to ask whose values are privileged, need to 
more than simply demand that women be treated as men.

Building Inclusive Academic Staff Associations – Brenda Austin-Smith (University of 
Manitoba), Carl James (York University), Lorraine Weir (UBC)

• More efforts need to be made in ‘practising what we preach’ when it comes to equity and 
valuing diversity

• Diversity is more than just hiring those who look different but behave the same; diversity 
means that things can’t be done the same way as they used to be

• People need to get help early when dealing with issues, and not discuss sensitive topics via 
email

• Better safe than sorry
• Hard targets need to be made, and be made official for things like

• The number of women, minorities in departments, faculties
• The number of women, minorities on union executives, bargaining committees

• Workshops could be given to entice, train and support women in such 
positions

• The way a CA speaks to someone who is near retirement may be different from the way in 
which it speaks to a new hire

• Establish a Generation Gap Committee to examine the CA for how things affect 
people at different stages of their careers

• An explicit program of mentoring could be established that would help to
• Increase recruitment and involvement in the union
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• Spread around the experience (stubborn perennials vs. bright, new, interesting 
annuals)

• Help people become qualified to deal with the pressing issues
• Navigate through the tenure and promotion process
• Navigate the admin systems on campus

• When talking about issues, we need to be conscious of the voices that are not in the room to 
be heard (e.g. the voices of underrepresented groups)

• Need to take equity agenda as a core mission; make equity proposals as priority in 
bargaining

• Need to ask how we as individuals are complicit in perpetuating a particular system
• We can’t let immediate crises detract from our desire to work on chronic issues (e.g. equity, 

pay equity!)

Our take-home recommendations

1. We need those data!
1.a. Stats Canada is chronically under-funded, and so we need to turn to locals to 

collect these data.  We also need to press Stats Canada to collect additional data
1.b. We need to monitor all programs, goals, targets, efforts, etc. so that progress 

(or lack thereof) can be assessed and addressed.
1.c.Recruitment (hiring) vs. applications.  Need to reevaluate our exclusive use of 

traditional criteria – recognize knowledge and expertise can take many forms.  If 
there are disciplines/institutions doing better than others – what are they doing?  Do 
they have a different ideology?

1.d. Pay equity, discretionary funds/market differentials, years of experience 
awarded

2. Conflicts with students or colleagues? 
2.a. Do nothing by email – document on paper ONLY – as emails can be 

requested under Freedom of Information legislation (depending on province and 
institution) and emails can be altered (i.e. statements cut and pasted out of context - 
without leaving a record of alteration) – paper documentation is more difficult to 
alter esp. if originals are retained.

2. Lorraine Weir – UBC – presented her ongoing story re: the lawsuit 
launched against her and UBC by a student: Monn vs. UBC

2.b. In such conflicts – gender, sexuality, age of the complainants and defendants 
play a role and must not be ignored (in spite of what policies re: providing an 
atmosphere of fairness and that we are to disregard gender, sexuality etc.) – 
however, the effect of all of these plays a role and their effect(s) are ignored at our 
peril – we must not assume that ‘fairness’ will prevail and members won’t be 
disadvantaged with regard to gender, age, sexuality….

2.c.Consider time release written into CA for individuals who need to put together 
documentation in situations where there is a major case (as that of Lorraine Weir, 
UBC)

3. How do we create more inclusive faculty associations – and in doing so – help to foster 
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more inclusive universities?
3.a. In faculty associations: we must ask ourselves – who is missing from the 

discourse? Who/what gets attention and validation and who/what does not?
3.b. We can apply environment and gardening metaphors for ‘cultivating’ equity 

and inclusiveness i.e. Just as in a garden, in order to foster inclusive faculty 
associations – we must prepare the ground (groundwork) and apply daily care and 
nurturing – just like a garden – an inclusive FA needs a habitat that has been 
prepared for it.

3.c.Faculty associations must take on the Equity Agenda as its core mission – Equity 
issues must become bargaining priorities

3.d. Generation Gap committee: suggestion made that the entire CA should be 
reviewed by such a committee – examine how each clause differentially affects age, 
stage, gender, ethnicity -accomplishes a few things:

3. Members of the committee forged an understanding of each other’s 
situations/challenges/fears with regard to impacts of specific CA clauses and 
committee recommendations were based on this understanding

3. They came up with recommendations that united members rather 
than divided them (also circumvents the administrators from dividing 
members on basis of age, stage, gender ….)

3.e.Sex and salary study at U of Manitoba: resulted in a one-time payout for those 
found to be disadvantaged – perhaps we could do the same. 

3. What about a visible minorities and salary review?
3.f. FA must welcome criticisms in terms of equity goals that are failing or have failed.

3. We must be Constant Gardeners!
3. Consider publishing a ‘plain language’ collective agreement

3.g. CAUT is looking at ways in which to diversity – increase awareness and 
participation of marginalized and equity-seeking groups

3.h. Inclusive universities require new models of leadership and new ways of 
thinking

4. How can we recruit new faculty to the union?
4.a. Lunches in the fall, especially inviting ‘junior’ faculty, BBQs, walkabouts…. 

Promotion of the work of the assoc. as a subject of research – this could appeal to 
new members, Letters of welcome to new faculty members (that include the 
information that the association can help them with the promotion and tenure 
process)

5. Provide training for all members of hiring/promotion committees
5.a. This training should be mandatory for all members of all hiring/promotion 

committees
5.b. FA should draft a statement re: progress for women faculty
5.c.This training should educate committee members so that they are actively seeking 

out ways to promote equity, search out underrepresented groups when on search 
committees

6. Be aware – CAS/Sessionals – compression of workload
6. Watch out for this ploy – at Wilfred Laurier – administrators are compressing the 
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workload of sessionals into a single term 
6. Allows admin to score the teaching as full-time
6. This means that the sessionals are not hired for the other terms.

6. But most sessionals are female – therefore this is a gender issue as well
6. Make it more expensive to hire sessionals

7. FA must ensure that their Universities support the applications of CAS for SSHRC, 
NSERC etc.

7.a. See lawsuit and petition to support sessionals in application for research 
funds

7. Email: external@cupe3902.org 
8. FA must watch out for “respectful” workplace policies

8.a. Many of these are “wolves in sheep’s’ clothing”
8.b. Such policies need to be assessed carefully and viewed in terms of who is 

vulnerable and can be victimized by such policies
8.c.We are shying away from real discussions of power imbalances, true inequities in 

our institutions, sexual harassment, racism, etc. - instead using warm fuzzy policies 
about respectful workplaces that no one can disagree with

8.d. Reread policies with respect to gender, race, GLBTQ, etc. 
8.e.Such policies could be used to gag dissent under the guise of ‘political correctness’

9. Watch out for Dual Relationship policies
9.a. Imported from the US – lots of info on the internet
9.b. Again, these can be used as a club
9.c.Basically states that faculty members cannot have a dual role with respect to 

students
9. Means, one cannot exercise compassion (if a student comes to you 

with a personal problem) as this places one in the role of a councilor – this 
can be used against you. 

9.d. So, while you may want to “Risk being alive” as discussed by Caroline Bailey 
in her talk on the unsustainable job – you had better not risk ‘being a compassionate 
human being”.

10. Examine doing away with internal rewards, merit pay, market differentials, Presidents’ 
discretionary funds, etc

10.a. Instead, entice people to work at UNB with family-friendly and work-life 
benefits for all – more likely to be seen as an equitable perk to all employees – there 
is a move on in the USA (MIT, Princeton, University of California) to do this

10. E.g. childcare benefits, gym memberships, …
11. Teaching must be valued as being equal in importance to research

11.a. These values need to be instilled in graduate students so that they come to the 
profession valuing teaching

11.b. Our own CA places more value on research than on teaching
11. Why are those in the professor stream valued and paid more than 

those in the instructor stream?


