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Equity Committee Works with TRU
to Launch Diversity Survey
Supporting Contract Academic
Staff: Fair Employment Week

Monday, November 3rd
in OL 127 and
Williams Lake
Conference Room
(Light Lunch Available)
CAUT past President Bill
Bruneau joins TRUFA as a
special advisor on academic
governance. Why is it important
that faculty take control of
academic decision-making on
Senate, Faculty Councils, the
Board and other University
Committees? What strategies
can faculty use to ensure quality
programming during times of
fiscal restraint? Senators, Senate
sub-committee members, Chairs,
Committee Chairs, and Board
Reps won’t want to miss this
event. Open to all faculty
interested in issues of academic
governance.
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Message from the
President
President's Report
BY TOM FRIEDMAN
TRUFA PRESIDENT

Shared Academic
Governance
In a recent presentation to
new TRU faculty, I explained
that the TRU Faculty
Association has two major
roles. As a certified trade
union under the BC Labour
Code, TRUFA is the
bargaining agent for all
instructional and
instructional support faculty
and counsellors, librarians,
instructional designers and a
number of program
coordinators. TRUFA has
the responsibility of
negotiating collective
agreements on behalf of all of
our members, and
administering the agreement
through investigating
member inquiries, filing
grievances when violations
occur, and pursuing thirdparty arbitrated judgements
when local parties cannot
resolve issues. At the same
time, however, TRUFA is a
professional association,
representing our members’
academic interests: these

interests include the necessity
for TRUFA to help ensure the
credibility and reputation of
TRU programs, lobby for
governmental support for our
university, and protect the
procedures that fulfill TRU’s
legislative mandate as a
university with a bicameral,
shared governance structure.
In every other kind of
unionized workplace, a Board
of Directors and a class of
‘managers’ dictate policy and
run the operations of the
company (restricted only by
negotiated collective agreement
provisions). In universities,
however, a governance model
includes two decision-making
bodies: the Board of Governors
(with elected representatives
from faculty, staff and students,
along with governmentappointees)—responsible for
the operations of the institution
and the development of nonacademic policies; and the
Senate (consisting of elected
faculty representatives from
each Faculty/School, support
staff, student and Open
Learning staff, plus
administrative appointees)—
responsible for approval of
academic policies, existing and
2

new program requirements
and new or revised courses.
Along with the Senate, two
other governance bodies play
major roles at TRU:
departments and
Faculty/School Councils.

Why Academic
Governance is
Important
While the major focus of
TRUFA’s work will always
be in bargaining and contract
administration, over the past
several years it has become
apparent that an academic
union has a responsibility for
helping faculty fulfill their
roles in academic
governance. Unless faculty
members are full participants
at the department and
Faculty/School Council
levels, and on Senate and on
Senate committees, the
shared governance model
breaks down, and
administration – by default –
makes all decisions.
What does “full
participation” actually mean?
Faculty lead very busy lives
and, once course
preparation, marking and
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Why Academic Governance is
Important & TRUFA’s New
Academic Governance Council
classroom instruction—let alone professional
development and research—are over, the last
thing we want to do is attend a meeting.
However, showing up and engaging the issues
at the department and Faculty/School Council
meetings is critical if we are to be effective. Too
often, a small group—rather than the whole
department or Faculty/School—end up making
extremely important decisions that have an
impact on all of us. Coordination between
program areas and disciplines, identifying
Faculty/School priorities and working with
Deans on budget priorities are going to be all
that more important in the coming years with a
new budget model and new pressures on
programs.
Councils also have the responsibility of electing
representatives to the TRU Senate. Senators
have a special responsibility when it comes to
“full participation.” First, Senators must be
willing to consult with the Faculty/School
Council they represent on all issues coming
before the Senate. That consultation can occur
when they forward Senate agendas to their
Council chairs and alert colleagues to issues to
be debated and decided at upcoming Senate
sessions. Some Councils have scheduled their
meetings so as to allow for their representatives
to bring agenda items forward for debate, and
then instruct their Senators on how to vote on
key issues. Second, Senators must be willing to
report back to their Councils on a regular basis.
Without this two-way communication, faculty
are not fully participating.
Administrators at both the Board of Governors
and Senate often tell faculty that they are
elected to “exercise their own judgment” on
issues. That view violates the representative
model of governance and does a disservice to
the programs/disciplines/departments in their

academic units. At both Board and Senate, too,
faculty are often afraid to speak out, a fear that arises
for some because the University President is in
attendance. In some cases, as well, ignorance of the
procedural rules (Robert’s Rules of Order) inhibits
members from speaking out, making motions, raising
objections, etc.

TRUFA Academic Governance Council
To help ensure “full participation” by faculty on
governance bodies, the TRUFA Executive has
initiated the formation of a TRUFA Academic
Governance Council. This Council will have a
number of key goals as part of its mandate:
1) to help train faculty representatives to become
full participants on the Board, on Senate, on
Senate committees, on TRU committees, and
on Faculty/School Councils, training to
include understanding procedural rules,
learning to speak out on issues, and exercising
representative responsibility
2) to build alliances with students and support
staff on key issues
3) to coordinate efforts on all governance bodies
to protect academic programming and
maintain high quality learning conditions for
our students
4) to assist in ensuring that TRU academic
policies are consistent with collective
agreement provisions

TRUFA Academic Governance Council will
meet for the 1st time on Monday November 3rd
from 11:30 in OL 127 and in the Williams Lake
Conference room (light lunch provided)
In solidarity,
Tom Friedman
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News from the Vice-President
BY STAR MAHARA
TRUFA VICE-PRESIDENT

Faculty Pay Far Below CAUT Average:
Full Professor Salaries at 71% of
Canadian Average
There are aspects of our salary and working conditions
that are rooted in our past as a college and a universitycollege. Those aspects that have helped us to stay united
and maintain our comprehensiveness have been positive.
Occasionally, our efforts at inclusiveness have had
unintended consequences for groups of our members.
This is especially true of how our salary scale has
evolved through the journey to become a university. In
this month’s column I draw your attention to issues with
the remuneration of our full professor colleagues. I do
this in the hope that, through a better understanding of
the historic and current nature of this situation, we can
remain united and “solidify our
forces” as we consider potential
solutions to address the concerns
of this group.
When I started as a faculty
member at Cariboo College and
during my first few years working
for UCC, we were the lowest
paid group of the BC college and
institute system. I was a relatively
new hire during the year we got
rid of our “no-strike” clause and
salaries began to rise as the result
of our hard working bargaining
teams who were now armed with
a strike vote (which we
successfully

Collectively, we also agreed to a significant change
to our working conditions by creating a parallel
stream of academic rank tied to salary;
with a process for promotion that enabled faculty to
advance through the ranks from lecturer/assistant
professor, to senior/associate, and to principal
lecturer/full professor based on a rigorous and fair
system of peer review that utilized disciplinary
standards developed by each
faculty/department/school.
Currently there are no faculty members at the
principal lecturer rank (there is one Dean and one
Associate Dean at this rank); however, we have 22
faculty members at the full professor rank.

TRU full professor salaries
are 71% of the Canadian
average, salaries for associate
professors are 85% of
Canadian average, and
salaries for assistant professors
at TRU are 93% of the
Canadian average

employed on at least one occasion). As a result we gained
parity with and then moved up ahead of most other BC
post-secondary institutions with respect to salary scales
and many other working conditions. Fast forward to the
multiple social and political changes that led to the
creation of TRU. During this period, UCCFA/TRUFA
worked closely with faculty to influence our transition to
full university status and we agreed that research,
scholarship, and graduate programming were essential to
the university enterprise.
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The salary scale we developed
provides for movement up 30 steps
through a process based on both
seniority (yearly increments) and
merit (different caps for various
ranks, e.g., lecturer/assistant
professors are capped at TS-12,
senior lecturers/associate professors
can move between steps 13-28,
while only principal lecturer/full
professors had access to the top two
salary steps).The increments are not
even, with larger increases between
the earlier steps, and a gradual
decrease each step until TS-23,
where the increments are basically

the same between each step on the way up to TS30. Now that we have lived through several
years with the TS scale, flaws in the system are
becoming apparent, particularly for those in the
full professor rank. To begin, TRU faculty
average salaries are lower than the BC and
Canadian university averages, across all ranks
(provincial and national averages are roughly the
same); however, this differential is not equal
across ranks.
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TRUFA Bargaining
Update

Call for
volunteers

BY JOHN TURNER
SALARY AND WORKING CONDITIONS BARGAINING CHAIR

The Salary and Working Conditions Committee (SWCC) has met regularly this
fall in preparation for the upcoming round of bargaining. SWCC put out a
preliminary bargaining survey this summer, and, with close to 300 members
responding, the committee felt informed enough to start narrowing the main
issues identified into a second, more focused survey that will come out in the third
week of October, 2014. SWCC has begun the process of preparing a bargaining
package; however, we need as much input from the membership as possible to
ensure we have heard all voices and are being truly representative of faculty needs.
The committee plans to collect the data from the second survey and then meet
with all areas on campus during the month of November in order to have a
bargaining platform package ready for membership approval in December.
Bargaining around the province is continuing apace – many FPSE locals are still
in the preparation stages, and a few have opened tables with their employers;
however, these tables are at the protocol agreement stage. UBC has opened talks,
but are in very early stages, and UVic, SFU, UNBC, and Royal Roads are still in
the lead up to bargaining. As you will all be aware, the BCTF settled this fall with
a salary gain of 7.25% over six years; approximately $400 million for an
Education Fund to address class size, composition and hiring of new members;
approximately $105 million in signing bonuses; modest benefit gains; and small
increases in salary for temporary/on call staff. The BCGEU settled this past
spring for 5.5% over five years, modest gains in benefits and medium gains in job
security issues, as well as low wage redress for some of their job classifications.
HSA settled for 5.5% over 5 years as well, along with modest gains in benefits and
job security gains for the most at-risk workers, and $4.8 million in benefits debt
forgiveness. The same gains/pattern was followed by CUPE K-12 and HEU, with
HEU receiving an additional $4.7 million for their Education Fund. Finally, all
the above settlements featured an Economic Stability Dividend, which states all
employees will receive a general wage increase equal to one half of any percentage
gain in real GDP above forecasts for the relevant year ( determined by the
Economic Forecast Council). The focus for many public sector unions this round
has been to address the concerns and plights of the most at-risk workers, which is
also one of the top concerns agreed to by the Federation of Post-Secondary
Educators as well. As a follow up to the last round, it has come to the attention of
SWCC that faculty may not be fully aware of some of the provisions that were
negotiated in this past round of bargaining, and we would like to take the
opportunity to highlight one key piece of language in each newsletter.
Accordingly, a new clause was introduced this past round to allow for a one year
renewal of a Limited Term Contract if the same work is still or subsequently
available in the upcoming academic year. It is important to note that there have
been numerous cases on campus recently where this language does not seem to
have been properly applied. Failing to renew these Limited Term positions puts

added stress on departments and faculties that are already pushed to their
limits trying to meet the needs of their students. The non-renewal of these
positions, and the accompanying refusal to post full time tenure-track
positions to replace departing faculty has put many areas on campus in
untenable workload situations.
Please note the contract language in Article 5.2.4.4: (continued on page 8)
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FPSE Campaign to Defend
Post-Secondary Education
The Federation of PostSecondary Educators (FPSE) is
launching an interactive focus
group session that will take
place in Kamloops this Friday
October 24th. The session is a
day-long Creative ThinkTank.
designed to probe the issues,
language, stories and images
that could be used in the
development of FPSE’s yearlong campaign to defend postsecondary education in BC.
Facilitators for the session hope
to hear from approximately 30
interested faculty who reflect
the diversity of disciplines and
interests at our institution.
This is your opportunity to have
your experience and your
concerns voiced in the FPSE
post-secondary education
campaign. If you are

interested in attending,
please send an email to
Celine Trojand –
Celine@mcallisterresearch.com. The session
will be catered and details
about the venue will be
provided to participants by
Celine.
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TRUFA Annual BBQ Photos

Brian Bouthillier

Doug Baleshta and Friends

Belayet Hossain and
Hasnat Dewan

Alex, Bernie and Bernard
Gloria Ramirez and Joseph Morong

Tom Friedman and Warveni Jap

Cindy Piwowar, Laura Doan
and Connie Alger
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Vice President’s Column (continued from page 4)
Using 2013 data from TRU and CAUT, the gap in salary is
wider at the full professor rank - TRU full professor salaries are
71% of the Canadian average, salaries for associate professors
are 85% of Canadian average for this rank, and salaries for
assistant professors at TRU are 93% of the Canadian average.
This uneven differential is due in large part to the high number
of steps that one has to move through before reaching the top
two steps reserved for full professors. Salary-wise, there is a
noticeable difference on the TS scale between assistant and
associate professor levels that recognizes the achievements of
those promoted to this rank. But those who achieve the rank of
full professor must move through the many steps of the
associate professor salary scale before entering the scale
dedicated to their earned rank. More troubling is the more
recent practices at TRU of hiring full professors from other
universities directly into the T30 step. Meaning no disrespect
to the new “fulls” hired at the top of the scale, I do see this
practice as an affront to our cadre of full professors who are
equally qualified while having to patiently make their way up
the long and winding TS ladder.
How might we resolve this problem? First, I believe that
negotiating higher salaries for all faculty members is a priority.
TRU needs to provide more competitive salaries to be better
able to recruit high quality faculty and retain its current high
quality group. Second, we could even out the differential
between ranks with a onetime adjustment to the salaries of full
professors using a formula that takes into account their length
of service at TRU and the date of their promotion to full
professor. Third, the TS scale needs to be extended at the top –
more steps to increase salaries at the upper end of the full
professors’ salary scale. Alternately, we could have a
conversation about the possibility of adjusting our salary scale
to remove the overlap of steps/salary between ranks. It is
worth a look at a model such as the one at Bishop’s University
where promotion moves a person over to a different scale with
greater increases at each step.
TRUFA represents all faculty members and it is always our
goal to meet the needs of as many individuals and groups as
possible. There are many serious issues that need to be
resolved in this round of bargaining. It can be said that the full
professor group is small in number and consists of members
that all have job security, and this it is easy to dismiss their
concerns. I believe otherwise; we must follow the advice of our
activist foremothers, particular “Mother Jones”, born in
Ireland, raised in Canada, and a powerful leader of the United
States labour movement. “My friends, it is solidarity of labor
we want. We do not want to find fault with each other, but to
solidify our forces and say to each other: We must be together;
our masters are joined together and we must do the same
thing”. (Mother Jones, called the “grandmother of all
agitators”, 1902)
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Former Chief Steward Jeanette Murray
Donates Plaque to TRUFA

Over the 40 years of her employment with the
University, Jeanette Murray was an active
member in the faculty Union for many of
those years. The roles she took on within the
Union were that of Shop Steward, Chief Shop
Steward, Executive Board Member, Senior
Executive Table Officer, Faculty Consultative
Committee Representative, as well as
participated on the Bargaining Team during
negotiations for a number of new Collective
Agreements. Upon her recent retirement,
Jeanette presented TRUFA with a plaque that
she personally had made listing all the Union
Presidents and their years in office since its
inception. This plaque will be hung in House
#1 for all to admire.
TRUFA wishes to thank Jeanette for her
many years of service and for providing such
a memorable legacy.
SWCC Bargaining Update (continued from p.5)

Article 5.2.4.4 of the TRU/TRUFA CA
Following an assessment of satisfactory
performance, based on a summative evaluation
according to Article 7, a faculty member who has a
limited term shall have the terms of the
appointment extended by one year if the same
limited term work is available in the same
department as documented in the approved 3-year
workload plan. All tenure and tenure-track
members in the program area must be assigned
workload before the member’s extension can occur.
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News from the TRUFA Equity
Committee
BY MONICA SANCHEZ-FLORES
TRUFA EQUITY COMMITTEE CO-CHAIR

TRU to Launch Institutional Equity Survey
Greater Diversity Key Institutional Goal
In Canada, the legislation that seeks to achieve equity and
fairness in the workplace is the Employment Equity Act.
This legislation directs employers to work towards
eliminating systemic disadvantages suffered by people in
four designated groups (women, Aboriginal people,
disabled people, and visible minorities), but it is widely
accepted today that also sexual and gender identity
minorities ought to be protected by progressive employers.
Such disadvantages are often addressed by providing
reasonable accommodations for protected groups in order to
“level the playing field.” This metaphor refers to how
historical, societal, and cultural dynamics often work to
disadvantage people in these groups. Because of this,
simple equality, understood as the liberal ideal of “equality
under the law” or as treating everyone the same (“colourblindness”), does not address such systemic barriers and
cultural habits. The term “equity” invites us to be aware and
respectful of our differences. Equity means that in order to
be fair to everyone in the workplace, we should reflect on
how our differences influence our interactions and
decisions and may warrant accommodations. Equitable
workplaces produce a more diverse workforce and there is
plenty of evidence that shows that diverse organizations are
also more innovative and intelligent.

Therefore, it is important for organizations to collect data
on their workforce composition and conduct “equity
audits” and workforce analyses that will help them see
just how diverse they are. This data is the basis on which
organizations can be made accountable on their goals to
become genuinely diverse and address underrepresentation of minorities in their workforce.
Thompson Rivers University (TRU) has started work
towards this goal and has produced the TRU
Employment Equity Policy, where the stated goals are to
“identify and remove systemic barriers to equality in
employment” and to “develop strategies that address the
causes of under-representation by designated groups and
set goals for the achievement of a representative
workforce.” The Canadian Association of University
Teachers (CAUT) has produced recommendations after a
country-wide Equity & Diversity Forum in 2014 to
further the goals of equity and diversity in our
institutions. Both these recommendations and the TRU
equity policy include the need to collect data and equity
workforce analyses. The TRUFA Equity Committee has
collaborated with TRU in putting together a selfidentification equity survey. In the coming months, you
will receive an invitation to complete this survey about
your membership in one or more equity-seeking groups.
We request that you complete this survey when it is
released. This will help our university to find out how
diverse our workforce is and develop strategies to make
TRU a more inclusive and diverse institution.

This image was adapted by the City of Portland
Office of Equity and Human Rights from the original graphic:
http://indianfunnypicture.com/img/2013/01/Equality-Doesnt-Means-Justice-Facebook-
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Sponsored by the Thompson Rivers University Faculty Association
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Take full advantage of your health
benefits at no extra cost to you
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Save the Date!
TRUFA Inaugural
Governance Council
Monday, Nov. 3rd
11:30 AM til 1:00 PM
OL 127
Featuring CAUT Past
President Bill Bruneau

TRUFA Constitution
.
Stay tuned for meetings in
your area to discuss proposed
updates to the TRUFA
constitution.

College Pension Plan
Workshop
Wednesday, Oct. 29th. 5:00-7:00
Location: OL 127 * must preregister treed@tru.ca presented by
the Pension Corporation for all
members of the College Pension
Plan.

Bargaining Priority
Discussions TBA
TRUFA facilitated bargaining
priorities discussions. Stay
tuned for meeting dates, times
and locations later this term. .
Open to all faculty

Panel Discussion Session
Friday Nov. 21st
Tsilhqot’in Nation Title Ruling
by Supreme Court of Canada
Sponsored by TRUFA Human
Rights Committee

TRUFA Executive
President – Tom Friedman
Past President – Jason Brown
Vice President - Star Mahara
Treasurer Peggy McKimmon
Secretary - Brenda Smith
Instr. Support . – Marion Oke

Human Rights Committee Chair
- Derek Cook
Tripartite Reps. – Mark Wallin,
Hafiz Rahman,& Robin Nichol
Bipartite Reps. – Bernie Kirkey,
Marten Lettinga & Terryl Atkins
Chief Steward Bernie Kirkey

Vocational Trades Rep. Bruce Campbell

Salary & Working Conditions
Committee Co- Chairs - John
Turner & Lloyd Bennet

Vocational Non-Trades Rep.
– Emma Bourassa

Sessional/Limited Term Chairs
Teresa Fedorak & John Hart
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Williams Lake Rep. Barbara
Bearman
Status of Women Comm. Gail
Morong & Jennifer Murphy
Equity Comm. Chair – Monica
Sanchez and Gail Morong
Workplace Health Safety &
Environmental Committee Rep.
- Joanna Urban
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Stay informed!
Visit www.trufa.ca in order to stay up-to-date on all
happenings of your faculty association.

