Report on 

“Mobilizing for the 21st Century” 

CAUT Status of Women Conference 

October 26-28, 2000,

By Kathleen Nichol.

I went to the conference with concerns about:

1). Working climate: creating a respectful working climate.  

2). Sessionals: treating sessional instructors fairly.

3). Mentoring of new faculty: how to set of a faculty mentoring program.

4). Pay equity.

5). Balancing work and family.

6). Making the faculty association approachable for women.

Common concerns and sharing made it one of the best conferences I have been to.

The agenda of the conference is outlined on the next page.  A more detailed look at each session then follows.  Fog in Windsor on the Thursday evening prevented our plane from leaving Toronto, so the Thursday evening and Friday morning sessions were missed (#1, #2 and #3).   I gleaned as much as I could from discussions with other participants and from the abstracts of those sessions.

“Mobilizing for the 21st Century” 

CAUT Status of Women Conference 

October 26-28, 2000

1. Trading it all away – The World Trade Organization and the Corporate Colonization of Higher Education  (the Keynote Speech):  Maude Barlow, volunteer chairperson of the Council of Canadians.

2. Strategies for Dealing with Discrimination

(a) Input from the Canadian AutoWorkers (CAW)

i) equity policy and equity fund

ii) harassment policy and complaint procedure (with handbook)

iii) mandatory training on harassment policy and human rights

(b) Critique of the Federal Contractors Program

(c) The gap between equity programs and equity

3. The Work-Family Balance

(a) “Stopping the clock” clauses for the tenure process

(b)  Applying the tenuring process fairly

4. Women’s Studies Programs:  Past and Present

(a) Present structure

(b) Present successes

(c) Aims

5. Contract Academic Staff (Part time Professors)

(a) Bringing part time faculty into the Faculty Association

(b) Turning part time into full time positions (“regularizing part time faculty”)

(c) How to treat part time faculty as they should be

6. Women in Faculty Associations

(a) Practical benefits of playing an active role in your faculty association

(b) Where pitfalls lurk and strategies to avoid them

7. Mentoring and Networking

(a) Women in the Canadian Academic Tundra – personal experiences of women in Canadian universities

(b) How networking can change attitudes and practices in our profession

(c) A successful mentoring program in UBC

8. Equity Issues:  What is a faculty association to do when …

(a) salaries of newly hired faculty exceed those of faculty with ten years of service?

(b) your best women are raided by another university?

(c) your equity program is not working?

(d) academic programs are being closed?

1. Trading it all away – the World Trade Organization and the Corporate Colonization of Higher Education (the Keynote Talk):  Maude Barlow, volunteer chairperson of the Council of Canadians.

Maude Barlow expressed fear that universities may lose/are losing control of their own programs because of free trade and the World Trade Organization.  There will be/is an emphasis shift away from universities as institutions of learning to universities as training centres to make money for the universities.  The trend will be/is to short term programs that make money.  Universities have a responsibility to educate and to train in all areas. There is a push to make the university a business.  Decisions on academic programs (starting, closing) should be made by an active Senate.  Universities must consider more than enrollments before closing programs (does it support other programs?  Is it excellent?  Look at integrating programs.)

Be aware of corporate influence (due to funding) in universities; how it can erode gains made in independence and curriculum control.

2. Strategies for Dealing with Discrimination: my concerns were with Climate/ 

    Harassment issues and pay equity.

(a) Equity policies and equity funds:

i) Input from the Canadian AutoWorkers (CAW): 

Equity policy and equity fund: The CAW have bargained for an equity fund and an equity policy.  To operate the process involves:  taking an up-to-date census, identifying barriers to equity for various groups; setting hiring goals and barrier reduction goals; training of administrators and union reps and shop steward; annual review; and accommodation of the disabled.

The Four facets of their equity policy are:  education, advocacy,

legislation, and bargaining.

ii) 
Pay equity funds at universities: Some universities, including the University of Cape Breton, University of Manitoba, and Concordia, have equity funds (or have had), I learned from conversations.  The normal range of salaries for faculty, based on years of service, qualifications, rank, (etc) are found.  Faculty who fall below the normal range are given a boost in salary to bring them closer to the norm.  The amount of the equity fund may limit the ability to bring faculty completely to par.  The equity funds were bargained for in negotiations.  In some universities, faculty are given incentive pay, at the discretion of the Dean.   

(b) Harassment policy and complaint procedure (with handbook): 

i) 
Harassment policy of the Canadian AutoWorkers (CAW): The CAW has a harassment policy and complaint procedure; mandatory training about harassment and Human Rights for union reps and management; and an equity committee (joint).  We received a copy of their “pocket guide” on “investigating and resolving workplace harassment”.  In it, harassment is defined as: One or more unwanted incidents of behaviour that the offender knows, or ought reasonably to know, is offensive.  It is about power.  It poisons the workplace.  In the guide the process is outlined, which, briefly, involves: telling the perpetrator the behaviour is offensive and recording the incident; if repeated, telling one’s union rep; following informal and/or formal resolution; how to conduct interviews of the complainant, possible offender, and witnesses; need to keep confidential records in HR.

(c) Concern about Federal Contractors Program:  A group of faculty at the University of Saskatchewan is advancing a Charter of Rights challenge against the Federal Contractors Program: the Program appears to promote equity in the workplace but doesn’t. There are no enforcement procedures, if a workplace is found to be inequitable.

(d) The gap between equity programs and equity:  notable commentaries are

“The Academic Tundra” (experiences of female faculty in Canadian universities) and the

“Invisible Barriers” video (David Strongman, UBC, Faculty of Commerce).

..

3. Work-family balance: Susan Prentice from U of M and Donna Euben from AAUP presented.  

(a) Donna Euben recommended establishing equitable “stopping the clock” policies; policies that do not create conflicts between raising a family and establishing a record from which the tenure decision can be made; eg. stop the clock during probationary period for a semester or up to one year for 1-3 times; do not use these “time-outs” against the tenure applicant.  Recognition that raising a family often means a time-out from regular academic stream.  Do not hold against an applicant when judging quality of research program and teaching.  Still, the dominant belief is that academic life is best suited to the single-minded male: it expects constant availability, undivided commitment, and continuous high-level productivity.  Institutions provide a number of reasons for establishing such policies, including recruitment and retention of women faculty, and quality of work-life for male and female faculty.  [To quote from article Shannon found on “Half-time Tenure Track’:  “Children are better viewed as a long-term commitment than as a disease.  They also note that recent surveys show that fathers are increasing their expectations and desire to be active parents…. If both parents could reduce hours without the penalties that now accompany part-time work, more families would choose a slower career path, rather than have one spouse work time and a half while the other drops off the career path.”]  It was suggested that Promotion and Tenure committees be trained on the requirements and on applying them consistently.  

(b) Susan Prentiss believes that contract research must be included when evaluating research for tenure.  She funded her work through research grants but when hired by U of M, the tendency was to discount the paid research work!

4. Sustaining women’s studies: In general, Women’s Studies programs were started by at least one avid supporter in a management position; most started on a shoe-string budget; most involved seconding profs from cognate departments; all were interdisciplinary (at LaurentionU in Sudbury first course had 19 profs!); most did not have full-time profs in the department; difficulties arose when money became tight and programs went through retrenching, so shared profs were torn between their original departments and WS; demands became heavier in original depts (“standing at attention in own depts”) so time for the Women’s Studies development was reduced.

Now Women’s Studies Programs can be taken at various levels, from minors to PhD’s:

i) McGill has gone from WS minor in 1979 to major in 1997 to adhoc honours now; are currently pushing for one full-time member.

ii) Windsor:  Anne Forrest noted that there is now a Canadian Women’s Studies  Association – Women’s Studies scholars can now be respected feminist scholars in their own discpline; only recently are WS programs getting some structure in form of support staff and directors so there is starting to be more energy for program development; it takes time to politic and gather student support (as with any new program).

iii) LaurentianU: in early 1970’s offered one WS course; was in high demand; now has two full-time faculty, offering 12 courses; Women’s Studies is the fourth largest program at LaurentianU now. 

iv) York: offers grad program in WS, 70 grad students, 44 Ph.D candidates; also offers an undergrad program with minor and major; now has 3 FT faculty members.  Topics:  Intro to WS, public policy, law, culture, women's history, feminist pedadogy, feminist methodology, violence against women.  

v) Heard also from Athabasca (now serves an international market); 

      Mount Allison; 

      Yale (“Women’s and Gender Studies”); 

      U of Waterloo (started slowly in 1979, now majors and minors, and moving to 

      grad certificates).

Recommendation that came out of this session:  When starting new programs, hire full-time members and support staff, if at all possible.

5. Contract Academic Staff:  includes  Part-timers, sessional instructors, those on term appointments.  One title suggested for these positions to give them the respect due was “Part-time Professors”.  Part-time Professors desire recognition, good working conditions, reasonable pay, access to a communication network, access to P.D. funds, and input in program decisions, for examle.  Part-time professors are mainly women, who have taken “alternate career paths”.  The trend to more contract positions is due to reduced funding for universities.  Being in a contract position tends to dead-end career paths because  faculty in these positions have no access to research funds, have no time for research if teaching enough sessional courses to earn a livable wage, and have no network of colleagues and researchers.

Regularization:  in 21 colleges and private institution and university colleges in British Columbia, over 300 part-time positions were regularized.  After teaching six years as a sessional, that person’s position is regularized; after six years teaching a particular course, that sessional instructor got first crack at it from then on.  

Part-time Professors also expressed the need record keeping of student evaluations of teaching so they can be used for later tenure or promotion applications; their names to be listed in the university calendar so students can pick their courses and find them; and acknowledgement that students expect  the same service from Part-time Professors but these professors are not paid sufficient to spend the extra hours in office, etc.  This is the career path for many and should be viable and appreciated and have the opportunities for research and advancement as regular full-time faculty positions. 

Suggestions were made that Part-time Professors should be included in the Faculty Association; that all should be in one union if all are academic positions, or administration may/has tended to pit one group against another; that Part-time Professors should be included/lobby for representation on decision-making committees such as Senate, nominating committees, bargaining committees, dept meetings; that Part-time Professors should be included in new faculty orientation (so they can make connections with other faculty and know how to get things done; so courses are integrated into whole dept offerings); that rights of Part-time Professors should be written up in the Collective Agreement; that the pay scales for Part-time Professors and for Overload courses for Full-time Professors should be separated so Part-time Profs can be paid more reasonable salaries. 

A pool of Part-time Professors is critical to a university’s survival nowadays.  Many of the Part-time Professors are the best teachers!  They can contribute to the predicted upcoming desparate need for university faculty.  They can contribute research.  They often are the life-savers to small departments when a member becomes ill and the department must quickly cover the member’s courses (like Paola DiMuro in Mathematics this year!)  

Part-time Professors should be considered for regular positions!  They should be encouraged to maintain a research program and get their PhD.

Vicki Smallman is in a hired position on CAUT (just recently) to deal with sessional issues.  

Norma Wieland at UBC is the President of the Faculty Association, and is a strong representative for Part-time Faculty.  She was one herself.  She strongly suggests:  

Do:

1. Bring all sessionals into union at once.

2. Give sessionals a voice on important university committees.

3. Use a newsletter to communicate and express concerns and to educate all.

4. On Website, ensure PT know who to contact with concerns.

5. Include sessionals in new faculty orientation.

6. Meet at available times.

7. Create a standing committee on sessional concerns on the Faculty Association.

Now work for: 

1. Research money

2. Travel money for conferences

3. Continuing appointments after a given period.

4. A role in university governance.

6. Women in Faculty Associations: 

Edith Zorychta (McGill) has been involved with the UBC Faculty Association for several years, in various roles.  She asked:

“Why play a role in the FA?”

1. Learn how the university works or doesn’t work.  Learn where the power lies in the central administration and in the faculty association.  Acquire the acronyms used.

2. You will get to know colleagues from all across the university; people who care.

3. You will get to know the professors and administrative staff who know the history of the place, its problems, and solutions.

“How do you get involved?

1. Women are aften afraid, work hard, achieve some success, but are left out in decisions.

2. Become informed:  attend general meetings, read FA and CAUT web sites.

3. Talk to people:  find out what needs to be done and offer to do it; in union and in committees across campus.

4. Then run for election.

“What can be changed?”

1. You: you will never be the same.  You will understand the university, make friends, you can make changes.

“Where do the pitfalls occur?”

1. Try not to get labeled as a single issue person.  You need to change attitudes.  You need to be part of the structure.  Learn to network with a diverse group of people.

2. Hold steady if personally attacked.  University politics is modeled on men’s war games.  Women are often not used to being personally attacked while presenting.  Don’t run; don’t get angry; short circuit the attack – “ will come back to at a later time”.  Remain logical.  Conflict is an inevitable part of change.

3. Watch how others deal with conflict.  Ask questions – choose who to ask.

Norma Wieland (UBC) who was mentioned in #5 above, became president of the UBC Faculty Association and was/is able to affect the status of part-timers there.

Maureen Shaw (President of BC colleges “Educators Association” ):  This association represents over 7000 faculty at 21 colleges or university colleges or institutions in British Columbia.  It does bargaining, arbitration, and coalition building for this group.  Lessons Maureen learned from her administrative role as female:

1. You need a supportive partner, family, friends.

2. Stand for what you know is right and keep standing.

3. If wrong, admit it.

4. If offend, apologize.

5. If angry, take time before responding, and take time to respond thoughtfully.

6. Learn to be the skunk at the picnic.

7. [my addition from observing the above women] Have a sense of humour.

Eg.  Maureen told the story about an administrator who was retiring.  He/she prepared three envelopes to give to his/her successor.   The successor was instructed to open one of the envelopes, in order, in the event of a crisis situation.  The envelopes were numbered 1, 2, and 3.  When a crisis did arise the first envelope was dutifully opened.  It read “Blame your  predecessor”, so this was done, and the crisis was successfully alleviated.  When the second crisis arose envelope #2 was anxiously torn open.  It read “Reorganize”,  and that worked just as well.  When the next crisis arose, the administrator took the third envelope expectantly in hand and ripped it open.  It read “Prepare three envelopes”.  

Note: 

Women and men do process information and behave differently in meetings.  As a result, women’s methods are often mis-labelled:  

a). consulting is seen as weak.

b). seeking concensus is seen as time-wasting.

c). listening to all points of view is seen as indecisive.

Need to:

1. Listen.

2. Adapt style to fit the situation: whether all males, students, mixed, all females.

3. Learn rules of order and use to advantage, with common sense.

4. As employer, praise and say no and correct, when appropriate.

7.  Mentoring and Networking:  It works!  There is power in groups, it allows venting, gives contacts and support.

Vicky Smallman, sessional advocator on CAUT:  networking was very helpful for grad students leading up to and during their strike at Yale.

Elena Hannah (Memorial):  Required much support for she and co-author to write their book (“Women in the Academic Tundra”); invited to conference by word of mouth; part-timers need a lot of validation.

Estelle Paget (Royal Roads at UBC):  Mentoring program 1993-1999.

Many of newest and brightest new faculty end up not achieving potential or get sick, because not supported.  Estelle was hired (part-time) to set up a mentoring program for faculty.

When Estelle was setting up the program, she:

1. Read the literature.

2. Interviewed many (deans, chairs, staff) to find out what new faculty need.

3. Put together an advisory group, carefully chosen.

4. Advisory group read and tore apart her proposal, usefully.

5. Sent out a simple request for volunteer mentors.

6. Asked trusted senior advisors to peruse list and rate mentors.

7. Sent out a request for new people who wanted mentoring.

8. Started 2 –1 (new faculty/mentor) at coffee meetings.  Some relationships lasted long-term, others led to new mentoring.

9. Planned a series of regular campus events.

10. Started circle mentoring: set a time and place and invited all who could to meet, made sure there was a mix of new faculty and mentors, in each group.  Had several groups going, at different times of the week.  Each group met once a month.  A facilitator was needed for each group, to elicit questions and keep track of issues (w/o names).  Led to some natural mentoring.  Questions asked: what has been happening in the last month? What issues arose? Which ones should we discuss?  Many issues were solved before next meeting.  All must be able to communicate w/in group, by small email listserv.  A pact was made to respect each other’s confidences and not repeat outside the group unless permission given.

Need:

1. top-down and bottom-up support.

2. Funding, so someone is in charge and paid.

Use: newsletters, Web, meetings, casual conversations.

8. Equity Issues:  What is a faculty association to do when…

(a) Salaries of newly hired faculty exceed those of faculty with ten years of service?  Consider negotiating an equity fund.

(b) Your best profs (male or female) are raided by another university?  Ask why they are leaving; ask why they stay; ask what we can do to make you stay?  Convince to come (head hunt ourselves, follow grad students).  Create an inviting place to work.

(c) Your equity program is not working?  

(d) Academic programs are being closed? Decision on academic programs (starting, closing) should be made by active Senate.  Consider more than enrollments before closing programs (support for other programs, excellence, possible integration with other programs).

I came away with several suggestions that might be useful at Brandon University:

1). Include collegiality clause in CA (“how to be treated”) as was done at Mt. Allison.

     Look at CAW harassment booklet and process.

2). Get sessional instructors into the Faculty Association and on committees and value them more (with fair pay, with teaching awards, with access to research funds and travel funds) 

3). Look at Royal Roads Mentoring program.

4). Develop an equity fund.

5). Allow “time-outs” from the tenure process for raising family.

     Assure Promotion and Tenure processes are fair; perhaps “train” Promotion and Tenure committees.

6). Encourage female faculty to get involved in the Faculty Association.

 







                   Kathleen Nichol   

 January 11, 2001  

Thank you!
