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Bonjour tout le monde,

4 September 2024
 
I ask once more for your pa;ence as this will be a rather lengthy response to ques;ons and
comments recently raised on the listserv. I would like to begin by recalling the substan;al mandate
your bargaining team received at the AGM in April 2023:

 
To meet this significant challenge, your team relied on the recommenda;ons provided by the
CommiKees established under the LeKers of Understanding A, B, and C, which were jointly signed
by the Employer and our Union as part of the 2023 Rollover Memorandum of Agreement. Each
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commiKee comprised two (2) representa;ves appointed by the Faculty Associa;on (FA) and two (2)
representa;ves appointed by the Employer. The Employer chose to appoint a Dean to each
commiKee, along with another appropriate representa;ve. Similarly, the FA appointed members
whose exper;se on the relevant maKers would support the success of the recommenda;ons. Given
the complexity of these issues, the purpose of these LeKers of Understanding was to effec;vely
inform the nego;a;ons between the Employer's team and the Union's team. I now outline the
mandates for those commiKees.
 
LOU A – CommiKee on Indigenizing and Decolonizing the Agreement
Mandate: to expand on measures to recruit, retain, and support Indigenous faculty, librarians, and
lab instructors at Mount Saint Vincent University. In doing so, the commiKee will address the 8
February 2021 recommenda;ons of the CommiKee on Recruitment and Reten;on of Indigenous
Faculty, Librarians, and Lab Instructors, whose mandate was to iden;fy:
 

Clear, equitable, and appropriate prac;ces for the hiring of Aboriginal faculty, librarian, and
lab instructor members;
Supports and career training opportuni;es to ensure fairness in the reten;on and promo;on
of Aboriginal faculty, librarian, and lab instructor members;
Prac;ces and criteria to be applied in all Aboriginal member hiring, training, and evalua;on
to recognize special qualifica;ons and contribu;ons including: development and sharing of
indigenous knowledge, contemporary issues, and languages; engagement with culturally
appropriate research and publica;on venues; community service; and any other relevant
ac;vi;es.

LOU B – CommiKee on the Recruitment and Reten;on of Equity-Deserving Faculty, Librarians, and
Lab Instructors
Mandate: to iden;fy:
 

Clear, equitable, and appropriate prac;ces for the hiring of faculty, librarian, and lab
instructor

members from equity-deserving groups;
Supports and career training opportuni;es to ensure fairness in the reten;on and promo;on
of

faculty, librarian, and lab instructor members from equity-deserving groups;
Prac;ces and criteria to be applied in all equity-deserving member hiring, training, and
evalua;on to recognize special qualifica;ons and contribu;ons, including: contemporary
issues and engagement with culturally appropriate research and publica;on venues;
community service; and other relevant ac;vi;es.

 
LOU C – CommiKee on Distance Educa;on
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Mandate:  to recommend revision of Ar;cle 25 Distance Educa;on in the light of the changing
modes of online learning, and recommend any consequent changes deemed appropriate to Ar;cle
27 Intellectual Property and Patents. (Online delivery modes at MSVU are summarized by the
Teaching and Learning Centre at: hKps://www.msvu.ca/academics/online-learning/course-delivery-
modes/)
 
The commiKees reported their recommenda;ons to both the Employer and the Faculty Associa;on
via their Joint CommiKee for the Administra;on of the Collec;ve Agreement in prepara;on for the
nego;a;ons to begin in the spring of 2023.
 
Regarding ques;ons and comments on RTPP
Faculty members’ workload consist of Scholarly and/or Professional Ac;vity, Teaching, and Service,
 and our performance in each of these categories is assessed for Reappointment,
Tenure/Permanence, Promo;on (RTPP) as well as in our annual reports. In small ins;tu;ons such as
ours, bicameral governance requires significantly more service from members than in larger
ins;tu;ons. Furthermore, teaching at smaller ins;tu;ons oeen entails a heavier workload than at
larger ones. However, the expecta;ons and assessment of our scholarly and/or professional
ac;vi;es remain on par with those at larger universi;es. It is therefore equitable to recognize all
three categories of work in the RTPP process. Your bargaining team has been repor;ng on the
service route for promo;on as early as October 2023, at the ra;fica;on mee;ng on 5 March, and as
recently as 11 July, when we provided all members with the tenta;ve agreements we’ve reached on
Ar;cles 3, 20, 21, 22, 45, and 49 to enable you to begin assembling your files. Given that the
Employer has yet to drae a complete and accurate Agreement, and in light of the major changes in
the RTPP process, including the new service route for promo;on to professor, the bargaining team
released those tenta;ve agreements to help members prepare their applica;ons. At some point, the
Agreement will be signed and the RTPP process will commence; therefore,we wanted our members
to be ready.
 
To clarify, this new route for promo;on is not the reason for the ongoing difficul;es in finalizing and
signing the Agreement; this route was agreed upon quite some ;me ago. Moreover, it is important
to be clear that the service route was not introduced for my personal benefit. In fact, the language
outlining this route makes it evident that the extensive work I have done for our union over several
years would not qualify me for promo;on through this route.  Instead, the mo;va;on behind
proposing and securing this route for promo;on was to recognize the diverse contribu;ons each of
us makes to our community, especially in the context of our diversifying membership.
 
As clearly stated in the mandate, nego;a;ng an Agreement is about looking forward in our support
to all members.
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Regarding member communica;on
In this round of nego;a;ons, we have provided you with an unprecedented level of informa;on,
including reports, presenta;ons, workshops, videos, summaries, and charts. We have offered more
resources than in any previous round, despite being consumed by these ongoing, extensive, and
highly challenging nego;a;ons. I have explained on several occasions why the union appoints a
bargaining team, why the membership entrusts them with a mandate, and why it is crucial to have
confidence in the team to fulfil their appointed and mandated responsibili;es.
 
The recent emails clearly illustrate how problema;c—and even harmful—open nego;a;ons can be.
What is important to one member or group of members may not be of the same importance to
another. Open and complete transparency in communica;on during nego;a;ons can lead to
divisiveness, as we are currently witnessing on the listserv.
 
 
Regarding equity
Equity is not meant for just a few; it is meant for everyone. In fulfilling its mandate, your bargaining
team has carefully balanced individual needs, small group needs, and the collec;ve needs of all
members, current and future, in its nego;a;ons with the Employer to promote equitable treatment
within our membership. Given all that we have been through and con;nue to endure, it is
disheartening to read some of the recent emails on the listserv. We have worked—and con;nue to
work—diligently and with integrity to ensure fair and reasonable treatment for all.
 
Current status
The Employer has revised their ini;al drae three ;mes in response to our correc;ons. The number
of remaining outstanding issues could be resolved in person within a few hours. Instead, the
Employer is choosing to pay their Lead Nego;ator to file an unfounded 1,034-page labour
complaint, which will entangle us in months of legal baKles without bringing us any closer to signing
the Agreement. Moreover, the Employer will now have to hire another lawyer to present their case,
as their current lawyer has become a witness in the proceedings. Ul;mately, the only decision the
Labour Board can make under the Trade Union Act regarding such a complaint is to instruct both
par;es to meet and reach an agreement!
 
What has happened to us since the start of nego;a;ons, and what con;nues to happen, is
unprecedented and unacceptable. This is not about the personali;es of the Lead Nego;ators as has
been suggested on the listserv (and would this even be men;oned if the Leads were men?). For
weeks now, our union’s communica;on with the Employer’s Lead Nego;ator has been conducted
through our union lawyer. Rather, it reflects a pervasive, deeply ingrained aptude from the senior
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administra;on and the Execu;ve of the Board of Governors that says, “let’s show them who is boss”.
This aptude is evident once again in the upcoming concilia;on mee;ng scheduled for Friday, where
they have chosen to limit the session to just two hours, from 2:30 to 4:30. They have also decided to
send the Manager of Academic Rela;ons, a staff member, as the university representa;ve to
accompany their Lead Nego;ator, rather than someone with academic understanding and decisional
authority—yet another clear demonstra;on of their unwillingness to resolve the remaining
outstanding issues and get on with signing the Agreement.
 
The main remaining outstanding issues are:

Incorrect term for the Agreement:  the Employer is now proposing a from 14 March 2024 to
20 June 2026, when it should be 1 July 2023 to 30 June 2026.
Errors in mirroring language: several inaccuracies exist in the language that should mirror
ar;cles pertaining to faculty members, as applied to librarian and lab instructor members.
Incomplete RTP ar:cle for librarians: most of the RTP ar;cle for Librarians is missing
Missing  exis:ng appendices: appendices currently part of the agreement have been
omiKed.
Incorrect amounts:  errors in the amounts specified for chair/director s;pends and in the
salary schedules.

 

I understand and share your frustra;on and anger, but I urge you to direct those feelings towards
the Employer, rather than against your colleagues. When you have ques;ons, I encourage you to
reach to your bargaining team or your Union’s Execu;ve directly. It is clear that emails on the listserv
are not the most effec;ve way to get your ques;ons answered, can create confusion, and may
uninten;onally cause harm. This is not a maKer of the union versus the Employer; it is all of us, as a
collec;ve, standing up for our rights and for the integrity of our professional and academic work.
 
En toute solidarité/In Solidarity,
 
Geneviève    

Please note that I am on sabbatical leave until 1 January 2025. 
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Please note that I am on sabbatical leave until 1 January 2025. 

Geneviève Boulet, PhD        (Pronouns: she/her)
Associate Professor of Educational Mathematics, Faculty of Education
Lead Negotiator, MSVUFA
Mount Saint Vincent University 
Halifax, NS,  B3M 2J6
Genevieve.Boulet@msvu.ca        
 Where there is a will, there is a way - Vouloir c'est pouvoir 

MSVU is located in Mi'kma'ki, the ancestral and unceded lands of the Mi'kmaq
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