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IDENTIFICATION OF 
O U R PRIORITIES 
FOR T H E 
N E G O T I A T I O N S 

College education in Québec is relatively 
recent. It grew out of a widely-held desire to 
democratize and modernize the whole of the 
education system. 

In the '60's, the Parent Report privileged the 
schools above other institutions for responding to 
the economic objectives of the time. Democratiza-
tion, total public funding, and a better quality of 
education — all necessary for realizing these 
objectives — satisfied the demands of those w ĥo 
advocated a more just and democratic society. 
Circumstances were such that this contributed to 
the establishment of a homogeneous system, 
exempt from the traditional distortions between 
the "big centres" and the more distant regions, 
and to a balanced system of teaching which 
brought into alliance the best of traditional general 
education with the requirements of modern tech-
nical training. 

THE COUNTER-REFORM 

The Local Negotiat ing Repesenta-
tives (The Commit tee of 41 ) recom-
mend to the general assemblies that 
the priorities put forward in the pre-
sent document be adopted. 

During the last negotiations, we were able to 
observe the importance, for the government, of 
reorienting its policies in educational matters; we 
realized that the confrontation which took place 
couldn't be reduced to a simple employer/ 
employee disagreement over working conditions, 
but was rather an unprecedented struggle bet-
ween two very different conceptions of the School, 
of the future in the Cegep system. 

Broadly speaking, one can see that the new 
government views on education are to make this 
sector profitable: it's a question, essentially, of 
responding to demands of private enterprises to 
reorganize capital, necessitating a reduction in 
costs of services offered to the population — 
including education — and to reorganize the latter 
according to a certain point of view, that of submit-
ting education to the needs of enterprises. 

As teachers, we are currently experiencing the 
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OUR CONCEPT OF EDUCATION 
VERSUS THAT OF THE BOSSES 
effects and repercussions of these new policies 
being put into place several years ago: 
— creation of specialized centres, of service 

institutions (ex: CIAMM) 
— new certifications, involvement of the business 

sector in the elaboration of programs, to the 
detriment of the teachers; 

— salary cuts, loss of job security, increase in 
workload, etc., etc. 

Such are the types of gestures made to model 
Cegep education according to the needs of private 
enterprise, shortcircuiting educational objectives. 
These gestures all fall in line with the following 
principles: 
— reduce costs and increase productivity so as to 

reinvest the money, in corporate development; 
— create conditions whereby teaching may be 

adapted to the "new needs" of the economy; 
for e x a m p l e , by d e c e n t r a l i z i n g the 
programmes, promoting competition between 
Cegeps, or training the labour-force in a nar-
row fashion. 

It fol lows that this now concoption of 
education, to be put into effect, requires a 
raoical transformation, and a deterioration 
in our worldng conditions. The link is clear, 
despite efforts made in government rhetoric 
to disassociate the two. For example, the 
government's public statements about trimming 
off the "fat" from teachers' working conditions 
concealed many other things: why else was it so 
set on transforming aspects of our work which 
have no monetary impact whatsoever, such as the 
function of the department? How could it also pre-
tend to create jobs by cutting thousands of 
others? 

in a more general sense, but following the same 
objectives, the government must also assure 
investors that it has total control over the unions, 
in education no less than throughout the public 
sector; it must demonstrate that the implanting of 
its political choices is not circumstantial (a battle 
won by accident!), but long-lasting. 

So, we have demonstrated how organized 
employees could threaten the application of these 
choices which the government is presently putting 
forward; it was only our determined fight and our 
strike which hindered a full-fledged application of 
the decree in its original version. 

It's now a question of the government deciding, 
once and for all, the rules which will reduce to zero 
the teachers' possibility of influencing their work 
conditions or educational matters — this is the 

meaning of the proposed reform of the negotia-
tions system. Thus what is at stake in the next 
negotiations, and in the current fight over the 
negotiations system, is not just our own working 
conditions in the strict sense of the term. It's the 
nature and the very foundations of Cegep 
education (its homogeneity at the provincial 
level, its accessibility, its basis of a valid 
general education, etc.) which are in ques-
tion. The present turn in educational matters 
thus concerns us via our working conditions, 
but also as teachers, as social actors, and as 
unionized men and women. 

Do we accept the choices of the Parti Québécois 
government concerning Cegep education and the 
public services in general? What evaluation has 
guided these choices? What is our idea of the 
school and the Cegep, as unionized teachers? 

Education is not a matter for speculation, 
nor a field of investment to be rendered 
profitable. The population (which we are a 
part of!) pays for a service which must be 
accessible, and of quality. And what is the 
quality of education if not to give its reci-
pients training which allows them to ade-
quately act in and on their milieu rather than 
be subjected to it? 

Education must respond to people's needs in 
such a way that succeeding generations be capa-
ble of improving their society and its orientations, 
of reducing inequalities of all sorts and particular-
ly those injustices affecting women, so as to 
ameliorate the quality of life. 

It is not by responding strictly to the narrower 
interests of private enterprise that schools will 
participate in real social progress. The Cegep 
system as it existed before the beginnings of the 
counter-reform does not necessarily have to 
remain without modifications — it should evolve 
and be perfected; but it already contained the 
seeds of a good quality post-secondary education 
which was original and relatively accessible, and 
which deserves to be defended and preserved. 

We have a social responsibility to inter-
vene at all levels and to counter the govern-
ment's view of teaching with our own point 
of view of the education we provide; the 
future of the Cegeps is at stake. We must, in 
this context, have the right to negotiate our 
collective agreements because the type of 
school which the Cegep is to be, or to 
become, hinges in part on our working condi-
tions. 
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ABOVE ALL 
A GENUINE RIGHT 

TO NEGOTIATE 
What we are defending is the right to negotiate 

our next collective agreement, and that's also why 
we are categorically opposed to the proposed 
reform of the negotiations system which attempts 
to take away our right to negotiate our salaries and 
all our working conditions. 

By wanting to institute decentralized negotia-
tions in the public sector, the government is in the 
process of obtaining the means to control all 
administrative functions, without taking any 
responsibility for such a control. It institutes a new 
intermediary, which will be no more than a mouth-
piece of the government. How can we imagine 
being able to negotiate our working conditions — 
at the local level, and without the right to strike — 

if there is no right to negotiate our pay? How could 
we negotiate at the local level an improvement in 
teaching load, job security measures, affirmative 
action, and control over our work, when the local 
administrations will be prisoners of their budget-
allocation? How can we be assured that a 
homogeneity and equity between all the Cegeps in 
the collégial system will be maintained? 

Our present undertaking to identify our 
negotiation priorities will allow us on the 
one hand to establish our common demands, 
and on the other, to see that only the power 
to negotiate centrally, accompanied by the 
right to strike, will enable us to have a 
serious influence on our working conditions. 

What we want is the right to negotiate with the real decision-makers who determine the 
parameters of our collective agreements, not with powerless local administrations. 

PRIORITIES BECAUSE FUNDAMENTAL 
PRINCIPLES ARE UNDER ATTACK 

At the same time we are working on our priorities 
for a collective agreement because even though 
we are no longer in a context of rushed negotia-
tions, the establishment of our demands is 
necessary if we are to respond successfully to the 
present governmental attacks on all levels. 

We must reach the public in such away, so that 
it will understand the connection between the 
quality of the service provided, by public funds, 
and the working conditions of the personnel which 
ensures this service. We are not negotiating 
against the interests of the public or those who 
use our services!!! 

We must therefore simplify and concentrate our 
demands, explaining them clearly in order to avoid 
the possibility of them being distorted and denigr-
ated by the employer's propaganda as in 
1982-1983. 
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We must also make sure, along the same lines, 
that we are unified behind our demands; wo have 
to rebuild the cohesion in our ranks which was 
eroded by the losses we suffered in the last few 
years. 

Setting negotiation priorities means that 
we are not in the process of correcting every 
problem, but concentrate on the essential; 
that we gather our forces together so as to 
remedy the most urgent and pressing situa-
tions with the goal of reversing the set backs 
and making gains in our positions. However, 
this also means that each of the priorities 
must be improved sufficiently if we are to 
sign an acceptable collective agreement. 



PROCEDURAL STEPS 
BASED ON PRINCIPLE ISSUES 

Nonetheless, the definition of these priorities cannot be done effect ively unless our 
entire procedure is in line with the main principles which ought to orient our syndical 
actions. 

The right to work The right to an education 

We must therefore reaffirm that the right to work 
is an inalienable right; the right to decent and 
responsible work is not an empty slogan, but the 
very basis of the future collective agreement. 
Although the decrees have undermined the notion 
of job security which provided the basis of public 
and parapublic sector contracts; it was this notion 
of job security which the government invoked to 
treat us as being "privileged" in order to justify the 
salary cuts. Not only did we pay for a fundamental 
right dressed up as privilege, we had this right 
withdrawn from us. No one on availability even 
with reduced salary, can still seriously believe that 
she or he has the benefit of job security for life. As 
for those laid off, how can they hope to get tenure 
one day under the rules of the decrees?... 

Is it unreasonable to demand that the govern-
ment respect the wishes of Quebec society for a 
modern and democratic education system? Is it 
abnormal to demand the right to a decent job for all 
women and men? Is it too much to ask for a return 
to a reasonable number of teachers, given that 
staff was arbitrarily cut for budgetary reasons and 
the work load fo rc ib ly and un jus t i f i ab ly 
increased? We are not calling for the artificial 
creation of jobs, but for respecting the right to 
work with all its implications. We believe that such 
a right transcends the rights of management 
("droits de gérance"), and we will fight to uphold it. 

i t is the same for the right to education and 
health services. No democrat ic society can maite 
these into a luxury i tem, subject to the variations 
in the "marke t place", or controlled by purely 
economic interest groups. Nonetheless, the long 
delayed gains of the Quiet Revolution are directly 
attacked by the government's desire to privatize a host 
of public services. The essential character of these ser-
vices makes the universality of their access a funda-
mental issue. Everyone must be able to benefit from 
these services, by being assured that their quality does 
not depend on personal or regional economic factors. 
By increasing teachers' workloads and decreasing the 
resources at the same time as the clientèle was grow-
ing, the government opted for a degradation in the 
quality of services to the population. From then on the 
level of these services was dictated by simple budge-
tary and economic considerations. We will not be 
accomplices in this line of retreat. No accusation of cor-
poratism can call into question our fundamental posi-
tion in favour of universal education which is free and 
accessible to all. 

Moreover, these public services should be 
democratically defined by members of society as a 
whole. In this context, our negotiating priorirites 
must ensure that control over the quantity or 
quality of these services cannot be left to some 
political or economic lobby group, against the 
wishes of the society as a whole. But the present 
government trend towards deregulating 
education aims at leaving the private sector 
to determine and satisfy educational needs, 
with the state looking after only the tradi-
tional non-profit sectors. Can we accept that 
the orientations of education be ruled by the 
laws of the market? 

For us the pretence of flexibility can not justify 
abandoning democratic control of educational 
services and we refuse to be tacit accomplices of 
such a policy. In this context, our demands 
must go beyond a s imple e m p l o y e r -
employee framework and take into account a 
more global perspective for our society. If the 
great union struggles of the past contributed in 
shaping an original Québécois society in North 
America, our current concerns must now aim at 
conserving these collective gains. 
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WHAT CONSTITUTES 
A PRIORITY? 

Our demands for the next negotiations should therefore correspond to one or another of the follow-
ing criteria: 

— correction of a problem which affects a significant proportion of the population 
and/or of our members because it endangers Cegep education as we conceive 
it, or threatens our fundamental interests (for example, the heavy teaching 
load, systemic discrimination) 

— correction of a problem which, because of the interest it arouses within the 
population or among our members, could lead to significant support from the 
public, and to mobilization of large numbers of our members (for example, sex-
ual harassment) 

— correction of a problem which produces flagrant inequalities and dramatic 
injustices among us (for example, the sub-centre of the St. Félicien Cegep in 
Chibougamau). 

1 

This is the perspective within which we have approached the pre-
paration of our proposals for a collective agreement. 

We have followed a three-step procedure 

Identify the principal issues in our teaching profession upon which 
we are willing to embark. 

We propose the following principal issues and the serious shortcom-
ings in each one of them which will provide the basis of our priorities: 

• the workload 
• employment conditions 
• affirmative action 
• control over our work 
• salaries and social benefits. 
Establish the necessary mechinisms to rectify these high-priority 
problems, after we have reached broad consensus among our-
selves. 

Inscribe these mechanisms (clause by clause) in the text. 

We are presently at the first step. 
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Fewer 
teachers 
for more 
students 

The reduction in the number of professors, 
despite growing numbers of students in the col-
lege network in recent years, is a clear indication 
that our teaching load is being increased. 

TABLE ON THE EVOLUTION OF CLIENTELE 
AND OF TEACHER ALLOCATION 

Number of teachers (etc.) 
Year Clientele Decree 79 -82 

Contract 

1981-82 122,846 — 9,100 
1982-83 132,280 — 10,532 
1983-84 138,558 10,099 (10,998) 
1984-85 139,267 9,814 (11,051) 

I n c r e a s i n g the w o r k load for co l l ege 
teachers is one way for the government to 
try and achieve its goal of reducing the 
amount of money budgeted for education. 

To bolster its cost-cutting drive, the government 
has in recent years orchestrated a vast campaign 
to depreciate the teaching profession. The effects 
are still being felt in public opinion and in the 
classroom. 

In its campaign to justify a heavier teaching 
load, the government has cleverly equated teach-
ing load with the time spent giving a course in the 
classroom. Public opinion has been stamped with 
a graphic caricature of the teacher who only works 
a few hours a week, the time he or she spends in 
the classroom. 

The government's tactic to "improve our 
p r o d u c t i v i t y " h a s b e e n to f o c u s on 
c l a s s r o o m t e a c h i n g t i m e , d o w n - g r a d i n g 
course preparation and the work of adapting 
courses to different groups of students. It 
amounts to choosing quantity over quality. 
But the reality of our work is very different, 
and w e know it; classroom teaching time is 
merely the visible part of our work, the tip of 
the iceberg, so to speak. 

The invisible 
part of 
our work 

We do not work a mere 15 hours a week, 30 
weeks of the year, despite what management 
delights in saying. 

We know full well that although some of our 
task is "invisible", it is nonetheless essential to 
our work. In fact, the "invisible" part is the founda-
tion of our work. 

Preparation, student supervision adaptation, 
marking and participation in departmental and 
professional development activities are centainly 
not the most spectacular aspects of our work, 
although they take up the greater part of our time. 

Perhaps we ourselves fail to identify as working 
time the reading and personal research we do to 
keep up-to-date in our fields. Yet we do it cons-
cientiously (in our spare time? during holidays?) 
in order to attain our educational goals and ensure 
the quality of our teaching. Nor should we overlook 
the sizable amount of work that teachers, raised 
for the most part with a liberal classical back-
ground, must do to establish a suitable teaching 
relationship with our students, young peple being 
brought up in a technical culture! 
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Lowering the 
quality of 
education 

It is obvious, however, that the 
additional hours of classroom 
teaching imposed by the decree 
are making it harder and harder 
for us to do all parts of our job 
properly. Conditions are such 
that it is no longer really possible 
for teachers to provide students 
v\/ith much more than minimal 
services (to be present in the 
classroom, give a course and 
mark!), despite all the efforts of 
most teachers to preserve the 
level of teaching. 

Heavier work loads have 
negative effects on the quality of 
teaching. Many of us are still 
desperately trying to provide 
students w îth the same services 
they used to receive, despite the 
demoralization we experience 
when our work is downgraded in 
the public eye. 

We nonetheless have had to 
cut corners somewhere in order 
to preserve a semblance of a 
"reasonable" work week: we 
spend less time meeting with 
and supervising students, less 
time revising teaching methods 
or updating courses materials; 
we adopt less demanding or 
making methods. 

Programmes 
under revision 

At the moment, certain discip-
lines are particularly affected by 
the reforms, either because of 
technological changes to which 
teaching must be adapted (in 
electronics and mechanics, for 
example — see the section on 
" c o n t r o l of our w o r k " ) , or 
because of the reorganization of 
college training itself, with the 
rap id i n t r o d u c t i o n of new 
programmes over the next three 
years as the Règlement sur le 
régime pédagogique du collégial 
(RRPC) is i m p l e m e n t e d . 
Programme s t ruc tu res and 
c o u r s e c o n t e n t s w i l l be 
thoroughly revised in all discip-
lines. The work to be done by the 
teachers will require enormous 
amounts of time and energy, 
adding to an already heavy 
workload. Excessive individual 
workloads and inequities will 
obviously not be solved simply 
by redis t r ibut ing among the 
existing number of teachers a 
workload that is too heavy for all 
the province's Cegep teachers, 
taken collectively. 

Equity among 
disciplines 

Similarly, the individual "sur-
vival" tactics we have used to 
adapt our teaching to increased 
teaching loads cannot be con-
sidered a permanent solution to 
the a la rming s i tua t ion wi th 
which we are faced. 

We must find collective solu-
tions to generalized problems, 
reduce the work load of all 
professors and take the steps 
necessary to ensure that actual 
individual teaching duties are 
comparable. 

Heavier work loads give rise to 
other problems that do nothing 
to improve the quality of life at 
work: although they are not the 
direct cause of inequities among 
the disciplines, heavier work 
loads do aggravate unfair situa-
tions; and above all, the ine-
quities are all the harder to toler-
ate in a context of generalized 
excessive workloads. In the 
professional d isc ip l ines, for 
example, there is little repetition 
from one course to another, and 
there are many different course 
preparations. So when course 
preparation and adaptation is 
downgraded and the emphasis 
put on classroom teaching time, 
the real workload in these dis-
ciplines is increased. 

Inequities in the work load ir̂  
different disciplines are further 
accentuated by new government 
policies that, in a context of cut-
backs , tend to favour the 
development of certain discip-
lines at the expense of others so 
as to s a t i s f y e m p l o y e r s ' 
preferences or needs. Given the 
lack of agreed "rules" in the 
decree to govern the distribution 
of resources, the situation tends 
to encourage conflicts among 
the disciplines as each tries to 
get the largest possible share of 
allocations. The same inequities 
are repeated on a larger scale 
among the colleges, depending 
on the regions. The situation is 
getting worse and worse as the 
government i n t roduces its 
general plan for college teaching 
step by step. 
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The sub-centres And research? 

In this sense, we must find a 
solution to the numerous prob-
lems created by the advent of 
sub-centres. There are sub-
centres in four Cegeps: Gaspé 
has one in the lies de la Made-
leine; Rouyn has one in Amos; 
St . F é l i c i e n has one in 
Chibougamau; and St. Jérôme 
has one in Mont-Laurier. The 
sub-centres are not campuses 
or pavilions as defined by the 
decree (they are not designated 
as such). There are no provi-
sions whatsoever for them. This 
creates a number of problems 
and has unfair consequences, 
for example: 
— a teacher on availability in St. 

Jérôme or in the St. Jérôme 
zone is obliged to apply for 
and accept a vacant position 
in Mont-Laur ier , 200 Km 
north of St. Jérôme. 

— the time a teacher spends 
travelling back and forth bet-
ween St. F é l i c i e n and 
Chibougamau is not counted 
as par t of h is or her 
individual workload, and tra-
vel l ing expenses are not 
reimbursed; 

— a l l oca t in does not take 
account of the existence of 
sub-centres as separate, 
small and remote entities; 

— suitable auxiliary resources 
(library, print shop, etc.) are 
lacking... 

There is now another aspect 
that must be taken into account 
in considering the question of 
our work: research is being 
increasingly incorporated into 
the work of Cegep faculties: 
— the related duties to which 

professors on avai labi l i ty 
may be a s s i g n e d are 
research related to teaching, 
teaching innovation, and 
general supervision of stu-
dents; 

— 150 professors are allocated 
to teaching-related duties: 
research, professional train-
ing of young people, educa-
tion ac t i v i t i es in the 
specialized centres, retrain-
ing; 

— the aim of the government is 
to turn centres for applied 
research, development and 
technical assistance to busi-
ness in to s p e c i a l i z e d 
centres. 

We can see two di f ferent 
classes of professors emerging 
in the Cegeps: professors, and 
researcher-professors. Without 
a doubt, our members take an 
interest in research and feel a 
need to keep up-to-date. At this 
stage, we must at all cost ensure 
that the researcher-professor 
status does not lead to a new 
form of job instability among 
teachers , or that research 
become an obligatory compo-
nent of the w o r k - l o a d for 
professors on availability. 

Our goal must be to ensure 
that the research projects 
assigned to professors on 
availability, or as part of the 
150, be projects designed by 
and useful to the departments. 
Guide l ines have to be 
developed to make sure that the 
projects are departmental pro-
jects, with an educational 
impact. 

Specialized 
centres 

In the specialized centres, the 
issue is applied research. This is 
likely to become more and more 
impor tan t as it becomes a 
choice source of funding for 
specialized centres, which must 
aim to be self-financing in the 
intermediate future. In this con-
text, there is a good chance that 
teaching will not continue to be 
the primary vocation of the 
spec ia l i zed cen t res . It w i l l 
instead become the alibi allow-
ing them to benefit from the 
resources, both human and 
material (facilities and equip-
ment), of the Cegeps. 

How can we ensure that 
teaching resources will not be 
used for other than intended 
purposes? What control will the 
department have over teaching 
in the specialized centre? What 
s t a t u s w i l l t hese ne*-
researcher-professors have in 
the college sector? What will 
their working conditions be? 
How can they be standardized 
for all the specialized centres? 
How can we make sure that 
r esea rche r -p ro fesso rs may 
remain in our bargaining unit 
and enjoy the benefits of our col-
l e c t i v e a g r e e m e n t w i t h o u t 
a d v e r s e l y a f f e c t i n g o the r 
professors in the departments 
concerned? 
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OUR PRIORITIES 

Workload 

• Win back a decent workload, i.e., comparable to what existed before the decree. 

Inequities 
• Identify the inequities that will not be eliminated even with a reduction in the teaching load, 

and solve the following problems: 
- high Nej for courses entailing few hours per week 

— travelling time 
— calculation of individual workloads (CI) for fieldwork 
— resources allocated for co-ordinating fieldwork 
— physical constraints 
— sub-centres 
— etc. 

Distribution of resources 
• Revert to the formula in the collective agreement to govern the distribution of resources 

among colleges and disciplines. 

Research 
— Create a bank of leave time for research and educational innovation. 
• Control, via the department, over teaching in the specialized centres. 
• Control over research projects, through the department. 
• Preserve a single definition of professor and obtain equivalent working conditions (among 

other things), for those who teach in the specialized centres. 
• Introduce the possibility for professors on availability to exchange the research projects 

given them, with the consent of the professors involved. 
• Ensure that the professors assigned to research are covered by the collective agreement. 
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THE mEDS 
sti l l following the general princi-

ple of making the education sector 
profitable, the government wanted 
to get the "dispensers" of this ser-
vice into line, as we have seen 
above. The increase in workload, 
p u t t i n g m a n y t e a c h e r s on 
avai labi l i ty and making many 
more lose their jobs, had the 
immediate ef fect of creating a 
pool of insecure teachers which 
found themselves at the mercy 
of t h e e m p l o y e r . . . a n d a r e 
underpaid. One part of this new 
c l a s s of t e a c h e r s , t h o s e on 
availability, are directly paying the 
price of the new orientat ions in 
Cegep education. They must have a 
greater geographic mobility, follow-
ing regional needs; or be transfera-
ble from one discipline to another, 
whether it be directly as such, or 
indirectly via retraining (which is 
itself too narrowly focused) accord-
ing to the key sectors designated by 
the government. 

Second Class 
Labour Force 

Now in what way are those on 
ava i lab i l i t y respons ib le for the 
government decision to increase 
workload and decrease the person-
nel and the quality of services, or for 
that matter, to develop or to restrict 
access to certain options? Non-
etheless, it's the same government 
which pronounced them guilty and 
penalized them by cutting 20% of 
the i r remunera t ion , as wel l as 
imposing particularly harsh working 
cond i t i ons on them (work load 
calculated according to the CI, sup-
ply teaching, assignment to Adult 
Education, etc.). Can w e accept 
t h a t C e g e p t e a c h e r s put on 
a v a i l a b i l i t y be in a s p e c i a l 
category, and be the only ones 
in the public and parapublic sec-
tor to not benefit from the right 
to mainta in their ful l sa lary , 
e s p e c i a l l y w h e n t h e g r e a t 
majority of them are carrying a 
workload comparable to that of 
other teachers? 

The others, those with non-per-
manent status, become a real and 
permanent reserve labour force 

following the needs of the circums-
tances — in short, "fi l l- ins". 

Th i s p a r t i c u l a r l y v u l n e r a b l e 
labour force will not often risk get-
ting in the way of any changes in 
orientation, no matter how radical 
and rapid they might be since it can 
be fired or called back according to 
the way things go. 

Second Class 
Education 

The increase in workload, the loss 
of job security, and in consequence, 
the important reduction in the num-
ber of professors in the Cegep 
system, had direct effects on teach-
ing. The Cegep network sees itself 
as being faced with the impossibility 
of self-renewal, of maintaining the 
important equilibrium which existed 
between the experience of those 
with more seniority and the dynamic 
contr ibut ion of the new. Women 
teachers , whose presence was 
especial ly concentrated towards 
the bottom of seniority lists or in dis-
ciplines threatened in one way or 
another with disappearing, have left 
the network, thus depriving Cegep 
education of the specific pedagogi-
cal contribution of women and of 
female role-models. 

Moreover, this situation cannot be 
without negative pedagogical con-
sequences. Conditions of those on 
availability and with non-permanent 
status are so difficult that it takes 
extraordinary stamina to ensure 
quality teaching. 

How can you manage to do a good 
job when you find out at the last 
minute what preparation is required 
f o r a c o u r s e ; w h e n y o u ' r e 
catapulted into a new Cegep or a 
new department which is some-
times reticent about your presence, 
and for only a year; when the work 
you do in reality is not recognized at 
a l l ( s u c h as, for h o u r l y - p a i d 
professors-course preparation, stu-
dent supervision, part ic ipat ion in 
department activities, etc.)? 

When options close 

We cannot accept the existence 
of two or three classes of teachers, 
for the same work. Indeed, we must 
obtain equality in working condi-
tions to ensure that the quality of 
teaching be homogeneous. 

We must also demand the means 
for women and young people to 
have access to teaching work. 

A n o t h e r c o n s e q u e n c e of 
rationalizing teaching in the Cegeps 
and making it profitable, as the 
government advocates , is that 
teachers will from now on have to 
live with an additional threat: that of 
seeing the option in which they 
teach being eliminated. 

The burden of proof having been 
reversed, Cegeps will no longer 
have to just i fy closing down an 
option (through they may have to 
justify it being maintained). We can 
therefore ant ic ipate more option 
closures in the years to come than 
in the past ( reg iona l iza t ion of 
options, transfer of options). 

In the case of an option closure, 
the Academic Counc i l and the 
Labour Relations Committee (CRT) 
are already consulted; in the pre-
sent context, we don't think we can 
obtain more in this area. We believe, 
however, that the government 
should take responsibi l i ty for its 
pol i t ical choices; and we should 
fo resee the poss ib i l i t y and the 
means for teachers directly affected 
by these closures to reorient their 
work. 
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The reduction of 
working time 

In another line of thinking, given this 
period of high unemployment, debate on the 
reduction of the work day, the abolition of 
overtime and the holding of more than one 
job ("cumul d'emplois") is taking place with 
even more intensity within the union move-
ment. 

At FNEEQ, we are convinced of the necessity of 
reducing work-time. All are in agreement that the 
two i n c r e a s e s in w o r k l o a d w h i c h we ' ve 
experienced should be denounced, and that we 
should call for a return to a more decent workload. 
More and more talk is heard of "burn-out" cases. 

In our discussion on these issues of over-
time and "job-accumulation", we must 
nevertheless remember that the local 
administrations use them well to their 
advantage. They are not only accessories, 
but encourage such practices. They refuse 
to apply the clause on exclusivity of service 
and have shown themselves to be open to all 
kinds of arrangements. This allows them to 
play a "sugar-daddy" role and mollify the 
teachers. They even encourage teachers to 
take on more than one work-load. It costs 
them less and saves them a lot of trouble. 
Teaching loads available in Adult Education 
are not posted on the outside. And all this 
with the government's blessing. On top of 
everything, a professor who teaches in Adult 
Education has, by definition of the decrees, 
the status of an hourly-paid professor. 
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A contradiction witli job 
accumuiation 

As for overtime, there's a lot of it in the Cegeps. 
f\/lany of our members take on supplementary 
course loads either in Adult Education or during 
the summer sessions. 

It is also possible for a teacher to give courses in 
a Cegep other than his or her own, in a private col-
lege or a university. There are those as well for 
whom giving a course is no more than a fictional 
"side-line". And there are teachers who amass 
more than one job, who run an office or a boutique. 

This situation creates problems and undermines 
the credib i l i ty of our demands concerning 
workload. The government and the employers 
used this against us in our campaign to get a 
workload freeze in the spring of 1984. Nonethe-
less, if in 1983 we went on strike for three weeks 
and defied Law III for two days, it wasn't for our 
salaries — it was to save jobs and obtain working 
conditions allowing us to give high-quality teach-
ing. 

One thing is sure — when we ask for a lighter 
workload, it's not so that we can do more overtime 
or hold a second job. Many of our members don't 
have a full course-load, live in uncertainty from 
one session to the next, have only an hourly-paid 
professor's status, and must teach in more than 
one institution at a time, requiring different pre-
parations. Others simply don't have a job, no 
course-load at all. 

We have to talk openly about the issues of over-
time and holding several jobs at a time, approach-
ing it frankly and directly. One of the reasons why 
the entire Adult Education dossier is no more 
advanced than it is may be that we have always 
avoided looking at it in depth. 

We now have to go into action. It's a question of 
the right to work, the right to a decent salary and to 
an acceptable workload. 



OUR PRIORITIES 
Teachers on Availability 
• Must recover their full salary. 
• Must have a decent workload, one that is equitable in relation to the other regular teachers 

and which respects the discipline they're in. 
• Must have the right to not be displaced to a teaching load in a new Cegep. 
• Must have better access to retraining, in particular, by increasing the number of retraining 

programmes. 

• Must benefit from special retraining measures if their availability status was caused by an 
option closure. 

Teachers with non-permanent status 
• Must have access to permanent status. 

• Must have hiring priority for a full replacement teaching load in their college, in relation to 
the teachers on availability in the network (the "réseau"). 

• Must have employment conditions and a recognition of their work, which are comparable to 
those of regular professors (calculation of the full-time equivalent). 

• Establishment of decent material working conditions for the teachers in Adult Education. 
• Recognition of part-time professor status in Adult Education. 
• Remuneration of professors in Adult Education as part-time professors, except in the case 

of "job-accumulation" (holding more than one job at a time). 

• Agree upon an effective recall list. 
• Establishment of an order of employment priority favouring job creation which permits 

incomplete teaching loads in the regular system to be complemented in Adult Education. 
• Establish a seniority network ("une ancienneté-réseau") 
• Calculation of seniority on the basis of individual workload (IW). 
• Recognition of professor status to those who provide popular education courses or made-

to-measure training courses. 

Reabsorption measures 

• Must be developed within a job-creation perspective (cf. "salaries and social benefits"). 

"Job-accumulation" 
• Must be restricted and eventually eliminated by: 

• tightening up the clause on exclusivity of service 
• forcing part-time hiring 
• forcing job-posting. 
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FEWER 
AND FEWER 
WOMEN 
IN THE COLLEGES 

The different priorities on workload, employ-
ment conditions, control over our work, salaries 
and social benefits that we are putting forward 
affect everyone. 

Women in the CEGEP system, however, 
need more than these demands. They are 
already under-represented in college teach-
ing and the percentage of women teachers in 
the system is dropping. In certain disciplines 
( l i ke F o r e s t r y , B u i l d i n g S y s t e m s , 
Electrotechnology, etc.) women are less than 5% 
of the teaching staff; in other discipline (like 
Physical Education, Chemistry, History, Business 
Administrat ion, Phi losophy, Computer Tech-
nology, etc.) they make up less than 30% of the 
staff. On the other hand, women are especially 
found in the traditional female disciplines such as 
Nursing (94%), Nutrition (96%) or Secretarial 
Sciences (93%). Furthermore, women in the 
c o l l e g e s y s t e m in g e n e r a l have less 
seniority, less scolarity and less experience 
and, as a result, they earn lower salaries. 

This phenomena is the result of systemic dis-
crimination (and not of direct of indirect dis-
crimination) that we find in the college system as 
well as elsewhere. With its origins in the structure 
of our social system (in our political, economic and 
cultural heritage) this type of discrimination exists 
because of a whole set of structural conditions 
ranging from the selection of personnel to the 
whole organization of work. It affects women as a 
group, who are kept in an inferior economic situa-
tion, rather than individuals as such. These struc-
tural conditions appear to be neutral and the 
systemic discrimination is not seen or recognized 
as such until you investigate the results of these 
structural conditions (that is until you look at the 
fact that there are few or no women). For example, 
if there are many candidates for a job, the 
selection committee of a Philosophy Depart-

ment may decide, in spite of having adequ-
ate hiring criteria already established, to 
revise the selection criteria and ask for a 
doctorate and at least three years of teach-
ing experience. In 1984 few women would 
qualify with these new criteria. Although the 
new rules may not have been imposed to 
eliminate women, the results are the same 
and thus, a requirement which is not necess-
ary for college teaching erects another bar-
rier to the hiring of women. 

As we know, women are one of the groups the 
most affected by the crisis and the reorganization 
of capital. Last hired and first fired, they held 70% 
of the part time jobs in 1980 in Quebec, often 
being unable to find full time jobs. In Canada they 
earn on the average 64% of the salaries of men 
when working full timed); 88% of them will have to 
look after their own financial needs at some point 
or other. All of this adds to the systemic dis-
crimination and leads us to conclude that the idea 
that women work only for a second salary or for 
'pin money' is out of place and that women have a 
right to work. Recognizing the under-representa-
tion of women as a group in the global teching staff 
at the CEGEP level and the inequality of their pre-
sence in different disciplines, we have to give our-
selves the means to eliminate or at least try to 
eliminate this situation. Thus, it seems essen-
tial to us to put forward an Aff i rmative 
Act ion Programme and to actual ly put 
clauses in our collective agreement that will 
eliminate systemic discrimination. As a result 
of the work of different pressure groups, the 
federal government has already taken a position 
with several articles in the 'Canadian Human 
Rights Act'. These include Article 10 which deals 
with systemic discrimination and Article 15 which 
affirms that special programmes are not dis-
criminatory. 
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For a syndical programme 
on affirmative action 

The Quebec government is working on the 
second version of a series of regulations govern-
ing Affirmative Action Programmes vî hich will be 
added to Article 86.1-86.7 (the articles dealing 
with such programmes) of the 'Quebec Human 
Rights Charter'. We can't put the debate on Affir-
mative Action off any longer. As a union organiza-

tion and as union members it is about time that we 
sat down together to find the best solution in order 
to, on one hand, given women their rightful place 
and on the other hand, to avoid being pulled along 
by the governments and keep control of the imple-
mentation of these measures. We have to take the 
initiative.(2). 

An Aff irmative Action Programme is defined as 'a set of measures that: 
— disclose and eliminate systemic discrimination 
— correct the e f fects of past discrimination 
— assure a fair representation of women.' 

In order to aim for equality by putting such programmes into place, w e have to con-
sider two elements: hiring and job security. 

Hiring 

We can't insist enough on the 
importance of Affirmative Action 
measures in hiring. Several 
g roups , among them the 
Superior Council of Education, 
as well as numerous studies, 
conclude that the number of 
women in p o s t - s e c o n d a r y 
teaching has to be increased, 
especially in the traditionally 
male disciplines where most of 
the hiring takes place at the 
moment. 

It is important socially that 
students have female teachers 
to show them that women have a 
place in all fields. It is also 
important for both male and 
female students to have role 
models of both sexes. 

Job Security 

One of the most noticeable 
effects of the decree is that 
women have been especially 
affected by being declared 
surplus (MED) or by being laid 
off. In April, 1984 we estimated 
that women make up 50% of the 
MEDs, 29% of the non-perma-
nent teachers on a post and 44% 
of non-permanent teachers on a 
'charge' (not leading to tenure). 
Female MEDs and non-perma-
nent teachers represent about 
42% of the total female teaching 
staff, which is disproportionate 
in relation to the estimated 30% 
of women in the system. If we 
compare this to the male teach-
ing staff (70% of the total staff is 
male) about 6% of them are MED 
and about 16% are non-perma-

nent for a total of 22%. In the 
next stage of consultation we 
will have to complete the debate 
in order to find mechanisms to 
avoid women being completely 
exc luded from the col lege 
system. 

Since several tradit ional ly 
female disciplines are either 
shrinking, like Nursing, or being 
reorganized because of tech-
n o l o g i c a l changes , l i ke 
Secretarial Sciences, the num-
ber of women being declared 
surplus will grow. In other dis-
ciplines a high percentage of 
MEDs are women since they 
were the last hired. It appears 
essential to us that women have 
a priority at the level of profes-
sional development and retrain-
ing. The decrees already give 
the priority to women who want 
to retrain in disciplines which 
have a majority of male teachers. 

(1) Statistics Canada, 1981 Census, based on working revenue for 1980. 
(2) For a more complete development of the question of Affirmative Action, see the FNEEQ document "Finding a job is tough 

and marriage is not enough..." 
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OUR PRIORITIES 
Women should benefit from Affirmative Action measures that permit them as 

a group to get into the system (hiring) and to not be thrown out of the system 
(job security). 
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The g o v e r n m e n t of the 
Part i Québécois has taicen 
over exclusive control of our 
w o r k i n g c o n d i t i o n s , by 
decreeing them; and It is 
w e l l Into t h e process of 
regulating in a rigid fashion 
every aspect of education 
and pedagogy (eg. Règle-
m e n t sur le r é g i m e 
pédagogique du coliégialK 
This process is marked on the 
one hand by political choices 
PAGE 20 

aimed at confining the State to a 
subs t i t u t e supp ly role and 
thereby restricting as far as 
possible its economic role, and 
on the other it is a tactical move 
to gradually impose alternate 
counter- reform measures in 
education — aiming at "produc-
ing" a labour force which may be 
qual i f ied for a very narrow, 
specific task, but dangerously 
over-specialized. 

Free negotiation, control over 

our working conditions, and our 
w o r k i t s e l f a re the on l y 
measures likely to slow down 
this tendancy in the short term; 
in this context, it is urgent for us 
to concentrate our forces to 
preserve the last remaining 
v e s t i g e s of p r o f e s s i o n a l 
autonomy and to defend the 
maintenance of decent working 
conditions. 



Re-establishing our control over 
academic matters 

In the context of the Parti 
Q u é b é c o i s g o v e r n m e n t ' s 
cont inuing a t tack against 
what is still left of our inf-
luence on certain aspects of 
our work, we should expect 
to s e e t h e r o l e of t h e 
Academic Council seriously 

being called into question. 
The obligation of consulting the 
Academic Council slows down 
the decision making process; of 
the Local Administrations in the 
same vein, the existence of such 
a body which brings together all 
the groups of the College includ-

ing the Administrat ion, and 
whose role is to advice the Col-
lege on academic and pedagogi-
cal aspects is perceived as a 
thorn to the "enlightened" gui-
d a n c e of A d m i n i s t r a t i v e 
bureaucracy. 

The article 18 
The same applies for Article 

18 (a dispensatory article) of the 
R e g u l a t i o n on the Cegep 
pedagogical system (RRPC: — 
" R è g l e m e n t sur le rég ime 
pédagogique du co l lég ia l " ) , 
whereby "the Minister can, at 
the request of the Col lege 
authorize special dispensations 
for Articles 10 to 17 in order to 
try other forms of programmes". 
This seems to us rather devious. 

This art ic le could make it 
p o s s i b l e tha t c e r t a i n 
programmes, whether they are 
i n s t i t u t i o n a l or not , c o u l d 
undef in i te ly bypass the rule 
established by this very regula-
tion. For instance, the number of 
core courses and the comple-
mentary courses given might 
well be affected by this scheme. 
Furthermore let us not forget that 
we may be witnessing the crea-
tion of a whole new type of cer-
tification. 

So as to minimize the damages 
which a broad application of 
Art ic le 18 could entai l , the 
Cegep would have to be forced 
to consult Academic Council 
and convene the Labour Rela-
t ions Committee prior to all 
requests for special dispensa-
tion in Articles 10 to 17 of the 
RRPC. 

Departmental autonomy 
Moreover, the autonomy and 

competence of the department, 
in pedagogical matters, has up 
until now prevented the standar-
dization and complete supervi-
s ion of Cegep t e a c h i n g . 
However, the government and 
the administrations have harshly 
attacked the new mechanisms 
for distributing tasks within the 
departments (eg. the tasks of 
t hose on a v a i l a b i l i t y , the 
Cegep's veto, etc.), as well as 
the a p p l i c a t i o n of t hese 
mechanisms among teachers 
and by teachers. Can we accept 
that the administrations, which 
are already swollen to abnormal 
proportions, assume further the 
role of chief coordinators? Can 
we accept that , ins tead of 
departments themselves. It is 
the academic deans who define, 
via an increased number of 
depar tment head meet ings, 
under their authority, the tasks 
and mandates of the department 
coordinators? In what way is a 
"pyramid" of supervisors syn-
onymous with a better quality of 
teaching? 

In this sense, we believe that, 
the monetary supp lemen ts 
accorded to coordinators, a tac-
tic by the administrations to 
subo rd ina te them must be 
returned to where they will be 
most useful, that is, in supple-
mentary resources assigned to 
depar tmen ta l coo rd ina t i on . 
Much more than a mere job-
c r e a t i o n measu re , s u c h a 
demand would be indicative of 
our principal concern for good-
quality teaching. 
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Evaluation of 
students 

As for the evaluation of stu-
dents only a robotized concep-
tion of teaching can justify its 
s t a n d a r d i z a t i o n by p u r e l y 
administ rat ive rules. As an 
essential element of progressive 
teaching methods, evaluation 
remains one of the few areas 
where the teacher can st i l l 
assert his or her role as a 
pedagogue; given the implimen-
tation of programmes by decree 
and the adoption of master 
course-grids, can we replace 
evaluations borne out of a per-
sonal teacher-student relation-
ship with a standardized and 
c o n t r o l l e d a d m i n i s t r a t i v e 
m e c h a n i s m ? S h o u l d we 
encourage the implimentation of 
a robotized, insensitive teaching 
system, devoid of any element of 
reciprocal adaptation which is 
implicit in the human process of 
transmitting knowledge? 

Certificate and attestation 

Moreover, since the "Règle-
ment sur le régime pédagogique 
du collégial(RRPC)" has been 
i n t r o d u c e d , the e d u c a t i o n 
received by a young person in 
Cegep may not necessarily com-
p r i se g e n e r a l e d u c a t i o n 
courses. The only condition for 
registrat ion in a programme 
leading to a "Certificat d'Études 
Collégiales" (CEC) is to have 
been out of school for a year. As 
for registering in an "Attestation 
d'Études Col légia les" (AEC) 
program, there is no condition 
imposed. This is contrary to our 
view of the School. We maintain 
that the education young stu-
dents receive while studying 
must comprise general educa-
tion courses. The goal of the col-
légial education must not be one 
w h i c h p r e p a r e s a pe rson 

exc lus i ve l y for the labour 
market. Nevertheless, the RRPC 
is here for the time being. We 
have a responsibility at least to 
make sure that the professional 
training received by students 
who are registered in CEC or 
AEC programmes is in confor-
mity with the training offered by 
the Diplôme d'études collégiales 
(DEC) programme. We must 
insist that the CEC and AEC 
programmes be submitted to the 
Academic Counci l , and that 
once underway, they fall under 
the pedagogical responsibility of 
the department(s) concerned. 
We must also watch so that the 
teachers involved be covered by 
our next collective agreement 
inspite of the ambiguity of 
clause 2.1.04. 

OUR PRIORITIES 
For re-establishing our control 

over academic matters 

Maintenance of an Academic Council indé-
pendant of the Administration. 
Obligatory consultation of the Academic 
Council and convocation of the Labour Re-
lations Committee (CRT) concerning any 
request for special dispensation in virtue of 
Article 18 of the Regulation on the Cegep 
pedagogical system (RRPC). 
Obligatory consultation of the Academic 
Council before the implimentation of new 
certifications, and conservation of the de-
partmental jurisdiction over these certifica-
tions. 

• Re-establishment of the department's full 
control over the designation and mandate of 
departmental coordinators. 

• Possibility for transforming the monetary 
supplements for coordinators into supple-
mentary resources for teaching coordina-
tion. 

• Maintenance of the evaluation of students 
as one of the essential components of tea-
chers' tasks and, the mark review, under the 
exclusive competence of the department. 
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FOR A MORE RATIONAL 
ADULT EDUCATION 

The Adult Education sector is in full expansion. 
This can be attributed to different factors: the very 
high unemployment levels among young people 
and the large proportion of them who hold only a 
part-time job; the desire of a grov^ring number of 
women to come back onto the labour market; the 
needs of a large number of workers, confronted 
with technological changes or alterations in the 
demand for labourpower, to perfect their skills or 
get retraining. 

However, this expansion of the Adult Education 
has not been translated into an improvement in the 

living and study conditions of its beneficiaries. 
The courses are still not free of charge. The choice 
of courses is limited. The courses lack coordina-
tion: the subject matter of one course may be 
repeated in another, the usual course sequence is 
not always respected, etc. 

This can be explained by the fact that the 
teachers are often chosen^) and hired at the last 
minute, that they are cut off from the other 
teachers and left to their own devices, not being 
members of a department... 

(1 ) Selection of professors in Adult Education is not subject to the same rules as in regular teaching. Moreover, these 
professors don't enjoy any job security; they are under permanent selection. They never know vïhat to expect 
from one session to the next, or from one year to the next. They can never say no. 

Only the visible 
task is 
remunerated 

This can also be explained by 
the fact that the remuneration of 
those in Adult Education doesn't 
take into account the whole set 
of parameters which make up a 
teacher's load. For example, the 
availability they ensure for stu-
dents of a professor own cost. 
By definition, the status of a 
professor who teaches Adult 
Education courses is that of 
an hour ly-paid professor . 
B e i n g u n d e r p a i d a n d 
remunerated on the basis of 
hours spent in class-time, an 
h o u r l y - p a i d p r o f e s s o r is 
forced to take on several 
course loads, work in more 
than one Cegep, or at the 
least, do a variety of course-
preparations. 

Teachers without 
rights 

The professors who teach 
Adult Education courses are 

deprived of a good many rights 
which are entitled as unionized 
workers : they have no job 
security or departmental back-
ing, no right to perfect their skills 
except in the case of special 
agreements, deplorable working 
conditions; no office, printing-
rooms closed in the evening, no 
consideration for remuneration 
of the travelling time between 
campuses of the same Collège, 
(even if the distance between 
campus Amqui and the Rimouski 
College is more than 90 kms), a 
miserable salary, no sick leave, 
no paid holidays, no pension 
fund, etc. 

Robbed by the 
decree 

The few breakthroughs we'd 
made, the few gains we'd 
obtained for Adult Education 
professors, were pract ical ly 
reduced to no th ing by the 
decree. A professor who was 
laid off and then hired on a part-
time basis the following year 
could complete his or her teach-
ing load by teaching in Adult 

Education. There also existed, 
theoretically at least (requiring 
an agreement), the possibility for 
part-time professors to complete 
their teaching load via Adult 
Education. The status of a 
professor in Adult Education 
was not, by definition, that of an 
hourly-paid professor. 

For the integration 
More than ever before, it is our 

responsibility to demand the 
integration of Adult Education. 
Adul ts have the right to an 
education, and to good quality 
teaching comparable to that 
given to students in the regular 
education, at the very least in 
terms of supervision and follow-
up. Asking for integration is not 
to deny the specificity and par-
ticular needs of adult students. 
To the contrary, it means allow-
ing for the development of a 
pedagogy which would really be 
adapted to them. As long as 
measures are not taken to put an 
end to the chronic precarious 
situation of the professors in the 
Adult Education, no programme 
or policy of real equity between 
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regular and Adult Education can 
be established. 

Professors in Adult Education 
programmes have the right to 
work and to decent working con-
ditions. They must obtain the 
recognition that's due them, and 
their jobs should not be put into 
question every session. That's 
why we have to fight against 
overtime and "job-accumula-
t ion" We must also, assume 
departmentaly the responsibility 
of the al locat ion of courses 
which are given in Adult Educa-
tion programmes, despite the 
fact that certain courses, many 
in fact, are given in the evening. 
However, the implications sur-
rounding integration are such 
that we must be ready to allow 
for certain flexibility on this mat-
ter. 

And the cost of this integra-
tion? In 1982, they were talking 
about $30 million, a minimal 
amount indeed compared to the 
total education budget, and con-
sidering the high social objec-
tives set for the Adult Education. 
It must furthermore be noted that 

the Colleges received a directive 
from the Ministry of Education, 
asking them to proceed with an 
administrat ive integrat ion of 
Adult Education. Integration 
should not be realized only at the 
administrative level. It should 
take place especially within and 
above all by the departments 
and s h o u l d e x t e n d to the 
p ro fessors . O therw ise , th is 
measure will remain without real 
effect for adult students. 

Those to be 
trained 

Furthermore only the pre-
sence and participation of the 
departments and the professors 
in developing Adult Education 
will ensure to adult students that 
the education they receive will 
not be too narrow or over-
specialized, but versatile and 
transferable. This becomes all 
that more important given the 
context of self-f inancing and 
competition between the col-
leges; of a proliferation of made-

to-measure training courses; of 
c r e a t i n g i n s t i t u t i o n a l 
programmes (the A.E.G.); of 
introducing institutional courses 
and course-blocks into the cur-
riculum of the "Diplôme de Per-
f e c t i o n n e m e n t de 
l'Enseignement Collégial", the 
"Certificat d'Études Collégiales" 
and the "Diplôme d'Études Col-
légiales"; and of setting up the 
C.E.C. distinct from the D.E.C. as 
a curriculum. 

Also, when we talk about 
integrating Adult Education and 
about the right for those who 
teach it to enjoy normal working 
conditions, we have a respon-
sibility to equally put forward 
measures for those professors 
giving courses which aren't 
given official recognition from 
the Ministry of Education. More 
and more made-to-measure 
t ra in ing courses are being 
offered. These professors, as we 
know, enjoy no protection what-
soever. They aren't covered by 
the c lauses in the decree; 
clause 2-1.04 of the decree 
removes them f rom s u c h 
coverage. 

OUR PRIORITIES 
FOR A MORE RATIONAL 

ADULT EDUCATION 
• Complete integration of Adult Education by 

(among others things), the following 
measures: 
— The establishment of decent material 

working conditions; 
— The exercice of the normal departmental 

functions, to courses and personnel in 
Adult Education; 

— An increase in the number of full-time 
teaching loads in Adult Education, to 
meet the growing needs; 

— The recognition of part-time professor 
status for those who teach in Adult 
Education; 

Remuneration of professors in Adult 
Education as part-time professors, 
except in the case of "job-accumula-
tion"; 
Calculation of seniority on the basis of 
individual teaching load; 
Establishment of an order of employ-
ment priority favouring job creation and 
permitting incomplete teaching loads in 
the regular system to be complemented 
in Adult Education; 
Recognition of professor status for 
those who give non-credit education 
and made-to-measure training courses. 
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FOR A RECOGNITION OF OUR 
RIGHT TO UNIONIZATION 

Our union organizations constituted the most 
f ierce and ef fect ive adversary against the 
autocratic manoeuvers of the governmental and 
administrative bureaucracies. All means therefore 
seemed justified in attacking them, because such 
was the case w îth release time for union activities, 
either at the local or national level; such w/as also 
the case for our fundamental right to be informed 
of what might affect our working conditions, a right 
which they are not willing to grant unless they 
have to. 

Everything centers around the biased concep-
tion that our union organizations are an evil that 
has to be at best tolerated; however, our regroup-
ing in associat ions, federat ions, and union 
centrals is an inalienable democratic right. As 
teachers, we can claim a role which is certainly 
more essential to education than that accorded to 
the administrative structures. And yet, only the 

administrators were "released" on a full-t ime 
basis to apply the collective agreements (or 
decrees!) which covered relations between the 
institutions and us the real "producers". It was 
these same administrators who met whenever 
they felt like it to decree what we could or couldn't 
negotiate sectorially. It was the administrators 
alone who were "released" to plan how to keep us 
in the dark about information which was useful to 
the entire college community or to Québec society 
as a whole. 

We must claim our essential role in education, 
the role which belongs to us; can we obtain the 
minimum means of fulfilling this role on an equal 
footing with the administrations? Should our right 
to unionization be fully recognized, or simply toler-
ated? Are we one of the integral components of 
the college, or an outside enemy? 

OUR PRIORITIES 
FOR THE RECOGNITION OF 

OUR RIGHT TO UNIONIZATION 

• increase, to a reasonable level, release time for local union activities. 

• Recognition of the right to full and complete information on all aspects which affect our 
work and the conditions in which it is carried through. 

• Recognition of the right to genuine national negotiations, by ensuring the negotiations com-
mittee a release without loss in salary in order to prepare and carry out its mandate. 
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CONTROL OF OUR COMPETENCY: 
"TECHNOLOGICAL" PROFESSIONAL 
DEVELOPMENT 

If we define up-dating as the 
normal process of renewing 
knowledge in a specific area, we 
can presupose that all teachers 
may potentially desire such an 
up-dating. However, in the more 
specific case of those discip-
lines facing a "drastic tech-
nological turn", it is no longer a 
question of simple up-dating. 
The implimentation of new office 
technology ("la bureautique"), 
for example , cons t i t u tes a 
revolution in secretarial techni-
ques. 

Who should assume the costs 
in time and work of the skill-per-

fecting which is inherent in this 
technological revolution, over 
and above the regular teaching 
load? 

The teachers in these techni-
cal disciplines are already over-
loaded by the un jus t i f i ab le 
increases in work-load imposed 
by the decree. It is unrealistic to 
think that professional develop-
ment (used to promote growth in 
the general level of knowledge) 
— and even less, retraining 
(used to reabsorb surplus per-
sonnel from the "traditional" dis-
ciplines) — constitute adequate 

measures to face these new 
challenges imposed on us. 

The S ta te s h o u l d o f f e r 
teachers the means to follow 
new technological develop-
ments. If the public collégial 
education is to become well 
equiped to respond adequately 
to these new needs the new col-
lective agreement must provide 
for some very substantial means 
for technological professional 
development. We are ready to 
respond to these new demands, 
but must we be the only ones to 
pay the cost? 

OUR PRIORITIES 

CONTROL OF OUR COMPETENCE: 
"TECHNOLOGICAL" PROFESSIONAL 
DEVELOPMENT 

• Creation of a sectorial fund for technological professional development. Tiis fund must pro-
vide for the costs of studying as well as the costs for replacement teaching. 

• Establishment of parity mechanisms, at the national and local level, for administering this 
fund. 
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FOR CONTROL OVER OUR 
ENVIRONMENT 
The blind budgetary rules decreed by the government and the bureaucratic restrictions 
imposed by local administrations to conform to these rules, have brought about a deteriora-
tion not only in our working conditions, but also in our environment over the past few years. 

Health and safety at work 
This final issue which, up until 

now, has hardly been mentioned 
among our demands specifically 
related to health and safety at 
work, is becoming a growing 
concern in many of our local 
unions, it's therefore time for us 
to put forward demands which 
will allow us better control over 
our environment. 

What are the effects of the 
government budget-cuts on the 
health of all those who work in 
the CEGEPS? What are the 
short, medium and long-term 
consequences on the personele 

due to bad lighting, noise pollu-
tion, and poor-quality ventilation 
in the college? 

What are the dangers to which 
all those working in the CEGEPS 
are exposed, in the face of 
administrations which, through 
negligence or obstinacy, don't 
see to the establishment of first 
aid policies or plans for evacua-
tion in the case of emergencies, 
or which refuse to respect the 
minimum safety regulations in 
the laboratories? 

On the issue of the health and 
safety at work the government 

acts in the same way as it does 
anywhere else. Together the 
ministr ies of social affairs, 
education, and public works and 
utilities have imposed cutbacks 
by putting into effect — often in a 
blind and irrational fashion — 
energy-saving policies which 
were advocated by the "Guide to 
the Management of Energy". 
This policy, which has been in 
effect since 1980, forces those 
working in the CEGEPS to live 
below minimum health stan-
dards. 

Bill 17 Bill 42 
In the realm of labour legislation, the law on 

health and safety in the workplace (often called 
"Law 1 7") is on the verge of being put into effect 
integrally in the education sector. Given the struc-
tures and mechanisms involved (sectorial parity 
associations, joint health and safety committees in 
each institution, representatives for prevention), 
this law's application will effectively deprive us of 
some of our previous recourse and possibilities for 
collective union action in health and safety mat-
ters. We will thus have to be vigilant in order to 
assure ourselves of a collective agreement which 
defines a framework for applying this law and 
preserves the already acquired rights. 

Moreover, through Bill 42, the government is 
attempting to have workers who are victims of 
work accidents or industrial illness, share in the 
responsibility. It goes without saying that the 
whole set of economic condi t ions and the 
deterioration in working conditions are having a 
non-negligible effect on teachers. What are, for 
example, the effects of techno-stress, which is 
directly related to the speed with which we are 
asked to take on the technological shift? What are 
the various consequences of the internal re-
organizational shuffles, the new objectives, the 
programmes and decrees, the loss of control over 
our work, the job insecurity, the qualification and 
social devaluation of teaching? How do these con-
ditions contribute in setting up a new environment 
which engenders an outbreak of burn-out? 
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Our demands 
We must therefore put forward 

demands which wi l l enable 
those who are victims of profes-
sional exhaustion to have this 
temporary incapaci ty recog-
nized as being caused due to 
deteriorated working conditions 
and to ensure suitable measures 
for prevention and compensa-
tion. 

Final ly, the col lege milieu 
must be free from any form of 
violence, particularly that which 
b e s e t s women s t u d e n t s , 
employees and teachers. The 
e m p l o y e r s must t h e r e f o r e 

assume the obligation not only to 
main ta in the premises and 
ensure a work environment 
wh ich p ro tec ts us aga ins t 
aggression in all its forms, but 
also to set up education and 
awareness programes on sexual 
harassment in the educational 
sphere. 

In summary, we must force our 
employers to transform our 
institutions into places of work-
ing and learning which fully 
respect our right to health and to 
safety. To this end, we must 
come up with measures which 

will force the employer to elimi-
nate at the source all attacks on 
our physical or mental health; to 
provide us with all necessary 
information on conditions which 
might affect our health or safety, 
as well as the instruments and 
means for obtaining this infor-
mation; and to recognize, in 
practice, union structures and 
union representation on matters 
concerning health and safety 
only then will we be able to 
genuinely have a col lect ive 
impact on our working environ-
ment. 

OUR PRIORITIES 
FOR CONTROL OVER OUR ENVIRONMENT 

Employer responsibility 

• Recognition by the employer of his responsibility in health and safety matters. 

Union rights 

• Recognition of the union right to investigate and to control our environment. 

Burn-out 

• Recognition of burn-out as a phenomenon caused by working conditions. 

Sexual harassment 
• Employer responsibility in maintaining the premises and a work environment able to protect 

us against aggression. 
• Obligation for the employer to set up education and awareness programmes on sexual 

harassment, programmes whose content is defined by the union. 
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SALARIES AND SOCIAL BENEFITS 
Dur ing the last round of 

negotiations, the government 
blamed the State's f inancia l 
problems, and as a conse-
quence the province's economic 
problems, on workers in the pub-
lic sector. To solve these prob-
lems, the government had to pro-
ceed with major cutbacks in 
public services in general, and 
education in particular. Or so the 
argument went. 

The government announced 
that wages and other working 
conditions of public employees 
were eating up too much of the 

State's resources, suggesting 
that it could no longer afford 
them. Moreover, it asserted that 
public employees enjoyed high-
er salaries and better working 
condi t ions than most other 
citizens, who had to foot the bill 
of the public service with their 
taxes. This was the justification 
for a comparison of wages and 
benefits between the public and 
private sectors. 

This campaign was the basis 
for the monetary rollbacks the 
government wanted to impose so 

as to reduce the cost of services, 
put the public sector salaries in 
alignement with those in the pri-
vate sector and recover vast 
sums of money to be used to 
reorganize the economy. 

Its first step was to refuse to 
respect the c lause in the 
1979-82 collective agreement 
concerning salary scales that 
were to come into effect Decem-
ber 31, 1982. The Restoration of 
the salary scales would have 
meant remedial indexation of 
1.115%. 

Salaries Re-absorbtion 
Although we need to recover everything we have 

lost in terms of salaries in recent years, we must 
give priority to correcting the worst consequences 
of the rollbacks decreed by the government. We 
must put a halt to the deterioration in our purchas-
ing power. As vyorkers, we contribute to the collec-
tive wealth of our society, and it is only fair that we 
receive our share in return, which could be used to 
reduce salary gaps. It is unacceptable to us that 
the government decide in a totally arbitrary man-
ner and in violation of general rules, to freeze 
across the board one year of experience in deter-
mining salaries. It is equally unacceptable that the 
government use a formula for calculating wages 
corresponding to salary scales that unduly penal-
ize a certain number of teachers. 

Furthermore, given their impact on jobs and per-
sonnel turnover, measures for the pre-retirement 
period, early retirement, and sabbatical leave 
through deferred pay plans should be developed, 
without their being strictly tied to teachers on 
availability. The rules governing such measures 
should be included in the collective agreement in 
order to avoid arbitrary decisions concerning 
eligibil ity. Another way would perhaps be to 
explore lowering the age of retirement. More 
thorough studies are required, however, before 
modifying the rules on acquiring the right to retire-
ment and establishing the amount of pension 
benefits. With a view to creating and protecting 
jobs, the FNEEQ will propose that a study be done 
on the costs of lowering the age of retirement. The 
results would be analyzed by the appropriate 
bodies, which would then decide what recommen-
dations to make in terms of negotiating priorities. 

Social advantages 
Certain unacceptable s i tuat ions in fr inge 

benefits must also be corrected. Since the right to 
maternity leave and benefits is acquired on the 
basis of previous work, maternity benef i ts 
received by a teacher without permanent status or 
on availability should not fluctuate during her 
leave on the basis of the workload she would have 
had each session had she not been on leave. 

Incapacity 
To be more consistent with actual situations, the 

definition of disability should be revised to recog-
nize partial disability, allowing a teacher who is 
not capable of carrying a full workload, to be 
entitled to return to work, on a partial workload. 
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Instead series of laws and 
decrees followed, imposing pay 
cuts and rollbacks on all mone-
tary clauses: 
• cuts in pay 
• partial indexation 
• freeze in the wage echelon 
• cuts in sick leave 
• sick leave not convertible into 

cash 
• higher employee contribu-

tions to pension plans. 
The money saved at the 

expense of the services and the 
people dispensing them was 
transferred into spending on 

administrat ion and material 
resources. It was invested in 
purchasing equipment that was 
supposed to hasten the "tech-
nological turn". But the govern-
ment did not follow through and 
allocate the money needed to 
make efficient use of the new 
equipment. On the contrary, it 
cut backon budgets for profes-
sional development, operating 
and maintenance costs and raw 
materials. 

Despite government claims, 
there is good reason to doubt 

that the money recovered was 
really used to create jobs in 
other sectors. When the govern-
ment did intervene, usually 
through subsidies, it seems to 
have concentrated on high-tech 
industries that created relatively 
few jobs. Fur thermore, the 
rol lbacks in pay and fr inge 
benefits imposed on the public 
sector set a pattern that was 
quickly followed by private sec-
tor employers who tr ied to 
impose similar cuts on their own 
employees. 

OUR PRIORITIES 

Salaries 
• Restore full and complete indexation. 
• Narrow wage, gaps by incorporating a lump sum corresponding to the growth in the 

economy (collective enrichment) in the salary scales. 
• Recognize experience fully in determining salaries. 
• Correct the distortion in the pay structure for inter-echelon 19-13 and 19-14. 
• Demand substantial catch-up pay for hourly-paid teachers. 

Social benefits 
• Establish that a teacher's benefits throughout her maternity leave are determined on the 

basis of the reference period. 
• Develop pre-retirement measures, early retirement and deferred pay plans with a view to 

creating jobs, and include the rules governing such measures in the collective agreement. 
• Recognize partial disability. 
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TO REBUILD 
OUR SOLIDARITY 

The last round of negotiations was 
arduous, and led to a temporary defeat 
of the union movement. The attacks 
which we had to face were in step with 
the return to conservatism which hit the 
world. 

Our salaries were cut, our jobs 
decreased in number, our workload 
increased unfairly; moreover, part of the 
control we had over our work was taken 
away from us, and women's access to 
college teaching was put into question. 

We must assume the task of analyzing 
our losses, and our ineptitude. We must 
evaluate what went wrong. We must set 
clear objectives for ourselves. The 
right to work is one of them — no 
negotiation of any value can take place 
without recognition of this fundamental 
right. 

In the same way, we must defend 
universal access to quality education. 
College education cannot be viewed as 
a luxury item for an affluent minority. 
College education has to remain public 
and controled by the society which after 
all assumes the cost. 

Furthermore, even if we are all 
cnvinced that the decrees have affected 
without exception all our working condi-
tions, we must single out those demands 
which constitute a priority. This way of 
proceeding is by no means based on any 
value judgement on our part as to 
whether we are amids an economic 
crisis or an economic revival nor is it 

based on any point of view be it that of 
the government or that of the opposi-
tion. 

Rather it is a counter-offensive 
response to the constant attacks of 
Capital against the labour movement 
and the acquired social sight. We have 
to put an end to the waves of regres-
sion; we have to concentrate on efforts 
in rebuilding our shaken solidarity. In 
this sense, we think that it is more 
effective to set ourselves objectives 
which may well be more limited, but 
which have a greater likelihood in the 
long run to be defended by all of us col-
lectively. 

And we must let it be known: now and 
in this political context, that we are not 
demanding remedies for all issues which 
we feel work to our disadvantage. But 
on the other hand we do not intend to 
abandon our priority demands or let 
them be decreed. We want to negotiate 
them. 

Once we've identified what will con-
stitute our negotiation priorities, we will 
study the mechanisms entailed. In the 
meantime, we mustn't forget that the 
fight has already begun, and that the 
government is aiming at restricting as 
closely as possible our right to negoti-
ate, even priorities. The democratic 
undertaking which we are presently 
engaged in, must empower us with the 
ability to overcome the obstacles. Unity 
can't exist just in action; it presupposes 
our common commitment to precise 
objectives and goals. 
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