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Greetings from your new Chief 
Steward  

By Rod MacDonald 
IÕm very pleased to be working with the new 
Executive of Local 365. IÕve been involved in this 
Local for over 20 years and have sincerely enjoyed 
working with and for the membership.  IÕve found 
that the members performing this volunteer work are 
passionate supporters of workers and social justice. 
As your Chief Steward I pledge to uphold the values 
of our union and to protect and enforce our collective 
agreement and proceed according to our Local 
bylaws. 

Often members will hear Stewards or Executive 
Officers refer to the OPSEU constitution. This is the 
guiding document for the whole Union. While the 
collective agreement (CA) governs all working 
conditions for Local 365 the Constitution provides a 
mission statement and operational guidelines for the 
OPSEU corporation. Yes, OPSEU is a corporation. In 
essence, the Constitution Òshall be understood to be 
the ÒBy-LawsÓÓ (Art. 2.7). The Chief Steward (as 
defined by the Constitution) Òshall coordinate and 
assist the Shop StewardsÓ. In our Local the Chief 
Steward traditionally represents contract workers, 
attends joint committee meetings and works with 
Stewards to most effectively resolve contract disputes 
(grievances) between the employer and the union. If 
you havenÕt already done so please read both our CA 
and the constitution. In the case of the CA, it is the 
contract that affects our working livesÑ we need to 
know it. Thanks to our highly effective 
communications committee links to both of these 
documents can be found on the LocalÕs website: 
http://www.opseulocal365.com/ 

As your new Chief Steward I will use some of the 
contractual release time to hold office hours. 
Normally, IÕll be in the office from 11-3 on Monday 
and Friday afternoons. If you wish to make an 
appointment please use email or call the office using 
OPSEU contact information on the back page of this 
publication. Please note that my role is to ÒassistÓ 
Stewards not do all the Steward work. However, I 
also recognize that we donÕt have a full complement 
of Local Shop Stewards.  Our new Executive will be  

 

 

 

putting out another call for Steward nominations. 
Why? Because itÕs imperative that we have our Local 
fully connected and especially true in a bargaining 
year.. To that end IÕd be pleased to answer any 
questions about what being a Steward means and 
what resources are available to Stewards. For 
example, OPSEU provides training to new Stewards 
and offers weekend educational events. HereÕs an 
upcoming one for our region (Region 3): 
http://www.opseu.org/membereducation/schedule.htm#Region_Three_ 
I plan to address issues related to the contract in a 
recurring column in the Voice. If there are any 
topics/questions youÕd like to hear about please let 
me know.  

In Solidarity, 

Rod  
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CanadaÕs Minister of Labour Muses 
About Abolishing Strikes  

By George Fogarasi 
Labour Minister Lisa Raitt recently noted that the 
federal government is considering radically altering the 
labour code to make the economy an essential service.  

Essential services, of course, cannot legally go on 
strike. 

In one fell 
swoop, no 
strikes 
anywhere, 
managers setting 
wages as they 
wish, firing 
workers at 
whim, trashing 
Article 23 of the United Nations Declaration of Human 
Rights. 

Article 23 of the United Nations Declaration of 
Human Rights 
(1) Everyone has the right to work, to free choice of 
employment, to just and favourable conditions of work 
and to protection against unemployment.  

(2) Everyone, without any discrimination, has the right 
to equal pay for equal work [an interesting point for 
CUPE workers doing OPSEU work at this university] 

(3) Everyone who works has the right to just and 
favourable remuneration ensuring for himself and his 
family an existence worthy of human dignity, and 
supplemented, if necessary, by other means of social 
protection.  

(4) Everyone has the right to form and to join trade 
unions for the protection of his interests. [His? This is 
from the Forties] 

While we enjoy (and too easily forget how we got) the 
benefits that unions fought for, working men and 
women in other countries are struggling and even 
dying for the fundamental right that CanadaÕs Labour 
Minister cavalierly wishes to squash (a better term for 
her office might be the Minister of Management 
Supremacy). 

Her Draconian plans will not come to fruition, even in 
our union bashing / DragonÕs Den loving culture. True, 
it is baffling (and maddening) when Canadians 
compare un-unionized and unionized workersÕ job 
conditions and then decide the problem is with unions 
(!?!?!). Still, Canada is not about to join North Korea, 
China, Burma or Nazi Germany and outlaw strikes. 
Nevertheless, the fact that our Minister of ÒLabourÓ 
can float such an idea speaks to whose interests this 
government foregrounds. And we cannot smugly take 

solace by thinking the above list of anti-union regimes 
is ÒextremeÓ and unrepresentative. Wisconsin is not 
that far away, literally or figuratively. 

What are you going to do about it? 

Top-down elements (like the United Nations 
Declaration of Human Rights and Ministers of Labour 
that honour these rights) are important. However, 
nothing is given top-down to workers out of the 

goodness of 
leadersÕ or 
managersÕ 
hearts. The 
simple truth is 
that these things 
are struggled for. 
The tensions that 
exist nationally 
and 

internationally are mirrored in our workplace. Who 
gets the ever-increasing slice of a shrinking pie? 

We can vote, fight for fairness by Occupying Wall 
Street or Bay StreetÉ and we can do our bit locally. 
One of the ways to do this is to be active in your union. 
DonÕt like what the Minister of Labour is doing? DonÕt 
like what Trent management is doing? Hey, donÕt like 
what your local is dong? STEP UP TO THE PLATE. 

We have a strong and re-vitalized Executive and 
Steward body. In this bargaining year (canÕt wait to see 
how they spin the surplus), we need to be even 
stronger. Some units are under (or un-) represented by 
Stewards. Come the next call for Stewards, step up to 
the plate. Put your money where your mouth is and get 
involved. 

If you are new to Trent, come on board, see how 
labour relations work here and have an influence on 
your working conditions. If you have been here for 
decades and know where all the skeletons are buried, 
we can all gain from leveraging your experience, 
passion and knowledge. DonÕt waste it on smoke 
breaks. 

Imagine if they created a union and nobody showed 
up. 

Minister Raitt would get what she wanted without 
having to try and pass her absurd new law. 
http://www.cbc.ca/news/canada/story/2011/10/21/raitt-air-canada-flight-attendants.html  
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The Optimistic Cart Follows the 
Brass Tacks Horse  

By George Fogarasi 
I was reminded at the all-staff meeting that we have 
amazing colleagues, good folks craving a candid 
exchange with TrentÕs leadership about the 
challenges we face. Given this, I was struck by how 
counter-productive it is to wield terms like ÒhopeÓ 
and ÒoptimismÓ as if they are lifestyle choices. Hope 
and optimism are a direct result of what we do and 
how we do it. 

Morale doesnÕt hover above us. It cannot be divorced 
from work conditions and settled by a committee or pizza 
party. ItÕs simple: decent work conditions build morale. 
ItÕs not a scent in the air, floating free to be zapped by 
benevolent consultants waving expensive air fresheners. 
Hope and optimism are grounded in experience. 

IÕm glad senior leaders are optimistic. Do we want 
leadership that says ÒThis sucksÓ? Nope. ItÕs vital to 
look beyond constraints to a brighter future. 
However, as one Sister noted, it is hard to do this 
through cut ranks and increased workloads, the 
messy reality optimism is intrinsically linked to. It is 
not an abstract character trait and must be grounded 
to be meaningful. A key step is to acknowledge that 
optimism is not an individual choice but comes from 
nitty-gritty workplace experience.  

A Brother asked how he can be optimistic when 
instructors, equipment budgets and classes are cut. 
His thoughtful words frame a key conundrum: Òif 
they come, we will build itÓ has failed miserably, and 
we need investments to create attractive programs 
(but how to do this without funding?). Alas, the 
chance for meaningful exchange fizzled. The 
elephant in the room was eclipsed by a response that 
spun optimism into a personal choice unconnected to 
the tough situation we face. 

Hope and optimism are grounded in lived experience. 
They are not questions of habit or attitude, blessings 
from a Cosmo quiz or Wellness Wheel. Divorcing 
optimism from what is going on is like those 
management seminars about ÒChangeÓ that sprout in 
the wake of re-structuring. Instead of looking at the 
financial, social and health impact of downsizing, 
workers are told they need to learn to Òdeal with 
change.Ó Responsibility for fiscal choices vanishes; 
the onus becomes an individualÕs responsibility to 
cheer up. Instead of a structural focus that shows Òwe 
moved the factory to Mexico to make more money,Ó 
individuals are told they need to fix their thinking 
about Òchange.Ó What happens in a workplace is not 
ÒchangeÓ but is a human choice. Yanking change, 
hope or optimism out of context to muse instead on 

individual whim thwarts tough questions about power 
and institutional responsibility. 

Hope and optimism are not lifestyle choices. 
Optimism springs from tangible action, emerging 
from the nuts and bolts of whatÕs actually going on. 
A union is, in this light, by definition optimistic: it 
continually strives to improve workplace conditions 
(the horse that draws the cart of hope/optimism). It is 
counter-productive to overlook institutional 
responsibility (and possible solutions) by using 
language that foregrounds workersÕ individual 
ÒattitudesÓ to obscure the consequences of 
management decisions. We need to acknowledge that 
optimism comes from the ground up. If the cart is put 
before the horse, accountability is lost. We stagnate, 
belittled, and cannot move forward.  

ItÕs unsettling to candidly face challenges. It is more 
unsettling to flee from them. We honour each other best 
by pooling our wisdom and acknowledging, plainly and 
simply, that we cannot simply wish away TrentÕs 
problems. I hope (!) management is as keen as we are to 
kindle genuine optimism by frankly discussing and 
tackling what is actually happening here. 

 
My Hope  

By Robert Loney 
I havenÕt lost all hope! My question to President 
Franklin at the Trent staff meeting on October 25 was 
mainly to see what concrete actions are planned to deal 
with the Trent fiscal situation. 

IÕm a practical guy- when a problem develops I look 
for practical solutions. Trent is spending more than it is 
earning, and this imbalance has been getting worse 
annually for many years now. 

TrentÕs primary income is from the Ontario 
government, and from student tuition, both enrolment-
driven. President Franklin said Trent needs to grow its 
enrolment, but details are sparse as to how. 

I mentioned many cost cutting measures weÕve seen in 
recent few years. The new Academic Plan currently 
being worked on will, presumably, try to reduce 
expenses further, but again details are sparse. No one 
denied we might have to cancel courses again next year. 

And no one in administration has mentioned the 
elephant in the room- high administrative and faculty 
salaries. See the back page for stats about Trent 
salaries. 

I was offered breakfastÉ but where are the concrete 
steps to address these problems? My hope is that these 
are to come. 
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Labourstart: More Than Shallow 
Hactivism  

By George Fogarasi 
Labourstart is a fantastic website that leverages the 
power of individual trade unionists around the world. 
While I am generally suspicious of ÒhactivismÓ (like-
minded individuals on Facebook talking to each other), 
Labourstart makes a real difference. 

IÕve been signed up for a few years, and campaigns 
come into my inbox on an almost daily basis. For 
example, the interim Egyptian government has banned 
strikes. A petition calling on it to guarantee worker 
rights and collective bargaining is sent out. It takes less 
than a minute to sign and send it. Thousands of 
international signatures and messages send a strong 
message to those in power that workers have 
international support. 

I once spoke to a man who was detained in prison for 
over twenty years for peaceful protest. When he found 
out I was Canadian, he told me that he appreciated the 
support from Canadian Amnesty International activists 
who wrote letters. It is easy to be sceptical about the 
value of signing a petition, but international pressure 
has great value (imagine if TrentÕs President suddenly 
received thousands of e-mails from around the world 
demanding that Trent settle fairly with its workers).  

The stuff that Labourstart sends out is often grim. 
Police killing workers. Union leaders kidnapped, 
disappeared or assassinated. Letting corrupt bosses and 
governments know the world is watching can make a 
difference. 

There was one remarkable incident when I dutifully 
signed and sent a petition through Labourstart to the 
head of an airline that was on strike and the CEO 
wrote back! In fact, Labourstart noted this pattern the 
next day and urged people to keep writing: nothing 
like tying up an overpaid CEO trying to crush a 
strikeÉ  

In India, 7000 Suzuki workers just settled a violent 14-
day struggle to have their union recognized. 
LabourstartÕs campaign delivered over 4,000 letters to 
management in less than 24 hours. The General 
Secretary of the union expressed gratitude for the 
international support as this "timely support and 
solidarity boosted workers' morale, strengthened their 
resolve to fight and gave them the feeling that they are 
not alone, that workers across the world are with them. 
This assurance was a big motivating factor." Imagine 
what it was like on managementÕs side to be 
bombarded with 4,000 letters from around the world. 

And, finally, Labourstart is a humbling reminder that 
while we may moan about ÒwhatÕs my union doing for 
me?Ó as we take our OPSEU Day or complain about 

how long it takes for that #$#*&^*!! SunLife to pay 
our medical bills, working men and women around the 
world are fighting and dying to get these benefits that 
we have successfully fought for (and must defendÉ. 
darn that SunLife!). We have a common cause: the 
decent treatment of workers. Labourstart is an efficient 
and powerful way to come together and support each 
other around the world. 

Check it out and, if you wish, sign up at 
http://www.labourstart.org/ 
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The Grievance Process  

By George Fogarasi 
There are at least a dozen grievances on the go at any 
one time in our local. The university sees more from 
other locals. The university understands that the 
grievance process is a structural, transparent 
mechanism through which disagreements over the 
Collective Agreement are addressed. 

A grievance is a powerful mechanism to protect your 
rights. LetÕs say a manager is making you do things 
that go against the Collective Agreement. The 
grievance changes this from being a private power 
struggle between a worker and a manager (with a 
power imbalance) and makes it structural and 
transparent. It stops an issue from being a private 
conflict with a manager. It holds managers (and 
workers) accountable to the Collective Agreement. 

An individual grievance is filed when one worker is 
involved (for example, overtime, discipline, 
suspension). Here, the worker signs the grievance. The 
grievance is on behalf of this one worker. 

A group grievance is filed when a group of 
employees is 
affected in the 
same way by a 
management 
decision and all 
of these workers 
seek redress 
(example, 
vacation time). 
All effected members sign a grievance filed on their 
behalf. 

A policy grievance tackles general matters pertaining 
to the Collective Agreement or the union as a whole 
(example, release time for union work). These are 
signed by a member of the Executive. 

ALL OF THIS IS IN THE COLLECTIVE 
AGREEMENT UNDER “GRIEVANCE AND 
ARBITRATION.” Read it. This is what the union, 
managers, lawyers and arbitrators refer to. The process 
is structural / legal: too many grievances are lost by not 
following correct procedure or by not following time 
limitations.  
There are steps to the grievance process (see the 
Collective Agreement for full explanation). In short, 
you start with an informal complaint that involves a 
conversation with the immediate supervisor within ten 
working days of the incident. An authorized union 
representative may accompany you at this stage if you 
wish. The immediate supervisor has five working days 
to respond. If you are not satisfied with this, you can 
file a formal grievance. Step 1 is a written grievance, 

and the supervisor has a set time in which to reply in 
writing. If the worker is not satisfied, it moves to Step 
2 which moves the issue to the Department or College 
Head who then must give a written reply within a set 
amount of time. If the worker is still not satisfied, it 
moves to Step 3 which has the grievance presented to 
the Associate Vice President of Human Resources who 
must convene a meeting of the concerned parties. After 
this, they have a set amount of time in which to 
provide a written response. If this still does not settle 
the issue, the grievance may go on to mediation / 
arbitration. In arbitration, an impartial third party 
versed in labour law writes a binding decision. 

 
Vacation Time Stats  

UFCW/CALM 
THIRTY DAYS Ð the number of statutory holidays 
workers in Finland, Brazil and France enjoy every 
year. 

10 days Ð the number of statutory holidays that 
Canadians are entitled to each yearÑ lowest of 40 
countries in an international survey on vacation time. 

two weeks Ð the 
number of paid 
vacation weeks 
most workers in 
Canada are entitled 
to after being on 
the job for more 
than a year. 

47 per cent of 
Canadians workers report they need a vacation more 
today than theyÕve needed one in four years. 

54 per cent of Canadians report they used all their 
vacation daysÑ they also report feeling better about 
their jobs when they return. 

22 per cent of Canadians report cancelling vacation 
plans because of work. 

24 per cent of Canadians prefer to stay at home during 
vacationÑ a ÒstaycationÓ. 

59 per cent of Canadians have vacationed in their 
home province. 

14 per cent of Canadians report feeling guilty about 
taking vacation. 

49 per cent of Canadian employers report that they 
expect workers to check in periodically while on 
vacation. 

Source: Canadian Centre for Policy Alternatives 
(CCPA) Mercer survey Ð Employee statutory and 
public holiday entitlements. 
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Save Your Bucks  

By Robert Loney 
This time around I want to write 
about budgeting for savings- 
literally saving your bucks. 

We are at the beginning of November, and coming 
into a negotiation year, as our current contract ends 
June 30, 2012. With every new negotiation comes the 
possibility (however unlikely) of either a strike or a 
lockout. Although both sides work to avoid these 
events, it is best to be prepared, because for the 
duration of either situation we would not earn our 
regular Trent pay. We would get strike pay, but that 
is minimal. By saving some money now through next 
summer, weÕll have some funds available should 
either situation arise. 

So the first question is how much do we need? Most 
strikes and lockouts are short in duration, about 2-3 
few weeks. A few last longer- I note the strike by 
McGill University Non-Academic Certified 
Association (MUNACA) that started September 1 is 
still going on as I write this (end of October). I would 
suggest having enough money to live on for 2 months 
is preferred, with 3 months better if you can manage 
it. In fact most financial planners recommend 
everyone have a minimum 3 months living expenses 
saved in case of emergency. 

Take a look at your budget. You should get an idea of 
how much you spend in a month. The big costs 
include food, shelter (mortgage or rent), insurance, 
residence services (telephone, electricity, gas), 
municipal taxes, transportation, and payments on any 
debts you might have. Add these costs up, and that 
gives you an estimate for how much you spend in a 
month. LetÕs say you come up with $1,600 total for 
your monthly expenses ($800 mortgage and $800 the 
rest). Multiply that by 2 (or better yet 3) to estimate 
how much you need to save- in our example weÕd 
need $3,200. If you already have some savings you 
can tap into then subtract that amount from your 
total. 

In the unlikely scenario that a strike or lockout 
happens, it will probably happen in August or 
September. That gives us 10 months to save up 
money for this possibility. So divide your total 
amount you need to save by 10. That is the amount 
that you need to save monthly between now and next 
August (in our example that is $320). If you cannot 
make save that much from your monthly income, 
adjust it down, but make it as much as you can 
afford- some is better than none. 

Next you have to consider where to save your money. 
The major banks are pretty useless for saving smaller 

amounts of money- you get no interest and/or pay 
service charges until you reach many thousands of 
dollars. Some savings bonds and other time-sensitive 
vehicles for saving are also not a good place to put 
your savings for this purpose, because these places 
donÕt allow you easy access to your money when you 
need it. 

The best places I can find are internet-based banks, 
such as ING, Manulife, and PresidentÕs Choice. 
These banks offer competitive rates, easy access to 
your money, and internet-based access to see and 
manage your account details. I have noticed that 
Canada Savings Bonds have a lower interest rate than 
these banks. Note that savings account interest rates 
are generally low due to the economy and low 
Canada bank rate. These banks at least offer some 
interest, more than any of the ÔbigÕ banks, and charge 
no service charges. You can check current interest 
rates at this website: 
http://money.canoe.ca/rates/savings.html 

Finally, set up your monthly savings as an automatic 
transfer. You can do it on the internet with most 
banks, and I would suggest arranging the money to 
be transferred shortly after you get paid (maybe the 
first of the month). 

Then watch your savings account grow! 

And the best news: If we do happen to go on strike or 
be locked out, youÕll have a cushion. But it is very 
likely we will negotiated a contract without striking, 
in which case youÕll have this savings account that 
you keep as an emergency fund, save for something 
special, or use the money to pay off your most 
expensive credit, saving yourself a ton of interest into 
the future. 

 

Attention Bell Satellite TV Customers 
Are you using BellÕs satellite TV service? Do you 
rent your receiver? Listen upÉ Bell has just recently 
introduced a new rental agreement. Depending on 
your receiver, the new agreement costs less per 
month than the old one and it is a rent-to-own 
agreement (you own after 36 months). If you are an 
existing customer and ask to switch over to the new 
agreement, Bell will do it (I just did), and now IÕm 
paying $5 less per month for my receiver rental. The 
trick is Bell is not automatically switching existing 
customers over to the new agreement- you have to 
ask! So check your Bell bill and see how much you 
are paying. Then check BellÕs web site for their 
current charges for receiver rental, and ensure youÕre 
getting the best deal. 
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OPSEU Local 365 Executive, Commi ttees, and Stewards  
Names, Trent U. Email Addresses, and Work Units (keep for reference) 

OPSEU Local 365 Executive:  
President: Rose Dunford (rdunford; Physical Resources) 
Vice President: Mike Hughes (michaelhughes; Physical Resources) 
Chief Steward: Rod Macdonald (rmacdonald, Information Technology) 
Secretary: Deb Earle (deborahearle; QueenÕs-Trent Concurrent Education Program) 
Treasurer: Jean Kirk (jkirk; Bata Library) 

Local Committees:  
 

Action 
Committee: 

Adele Devlin (adeledevlin; Physical Resources) 
Robert Loney (rloney; Environmental and Resource Studies) 

Bylaw 
Committee: 

Brian Thackeray (bthackeray; Information Tech.) 
Rob Ferguson (robferguson; Physical Resources) 
Deb Earle (deborahearle; Queen-Trent Education 
Program) 

Jacquie Slater (jslater; Bata Library) 
Craig Kelly (cwkelly; Physical 
Resources) 

Communications 
Committee: 

George Fogarasi (georgefogarasi; Academic Skills) 
Robert Loney (rloney; Environmental and Resource Studies) 

Grievance 
Committee: 

Rod MacDonald (Chair) (rmacdonald; IT) 
Sean Daniels (sdaniels; Information Technology) 
Pat Butler (patbutler; Physical Resources) 

Craig Kelly (cwkelly; Physical 
Resources) 
John Boudreau (jboudreau; Physical 
Resources) 

Health & Safety 
Committee: 

Adele Devlin (adeledevlin; Physical Resources) 
Chris Williams (cwilliams; Dean of Science) 

Mark Bedlington (markbedlington; 
Physical Resources) 

Nominating 
Committee: 

Betty Clark (bclark; Physical Resources) 
Julie Crook (jcrook; Physical Resources) 

Inge Lovell (ilovell; Bata Library) 

University Committees:  
 

Joint Job Evaluation Committee 
(JJEC) (2 year term): 

Angela Sikma (angelasikma; Associate Dean of Science) 
Ron Fox (rfox; Associate Dean of Science) 
Deborah Earle (deborahearle; QueenÕs-Trent Concurrent Edu. Prog.) 

Trent Univ. Senate Representative: George Fogarasi (georgefogarasi; Academic Skills) 

Trustees: Julie Crook (jcrook@trentu.ca: Physical Resources) 
Doug Brown (dbrown: Physical Resources) 

Human Rights: Dana Capell (danacapell; Academic Skills) 

Pension Committee: Robert Loney (rloney; Environmental and Resource Studies) 
Craig Kelly (cwkelly; Physical Resources) 
Catherine Leahy (cleahy; Financial Services) 
Shadow Member: Ron Fox (rfox; Science Workshop) 

Animal Care Paul Orser (paulorser; Physical Resources) 

Nature Areas Committee: Robert Loney (rloney; Environmental and Resource Studies) 

OPSEU Local 365 Stewards  (alphabetical by last name) 
 

Bedlington, Mark (markbedlington; Physical Resources) 
Brocklehurst, Judi (jbrockle; English as a Second Language) 
Clark, Betty (bclark; Physical Resources) 
Devlin, Adele (adeledevlin; Physical Resources) 
Dunford, Rosemary (rdunford; Physical Resources) 
Earle, Deborah (deborahearle; Concurrent Education) 
Fogarasi, George (georgefogarasi; Academic Skills) 

Fox, Ronald (rfox; Dean of Science) 
Gardiner, Steve (sgardiner; Dean of Science) 
Howard, Dorothy (dhoward; Environmental & Resource Studies 

Program 
Hughes, Michael (michaelhughes) 
Kirk, Jean (jkirk; Bata Library) 
MacDonald, Rod (rmacdonald; Information Technology) 
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Trent  Facts  
The following statistics are from the Canadian 
Association of University TeachersÕ (CAUT) annual 
Almanacs, unless otherwise stated. CAUT provides 
almanacs from 2011 back to 2002 on their website at: 
http://www.caut.ca/pages.asp?page=442 

For a full time Trent Full Professor: 
- avg. salary 2009-10: $153,178 
- vs. other universities: 1 (highest in Canada) 

- avg. salary 2000-01: $100,310 
- vs. other universities in 2000-01: 5th 

- change 2000-2009: +53% 

For Trent’s VP Administration position 
(one example of a Trent administration job): 
- salary 2002-03: $132,802 
- avg. salary 2009-10: $207,473 
- change 2002-2009: +56% 
*this data comes from published sunshine lists 

Inflation change 2000-2009: +20% 

OPSEU salary change 2000-2009: +29% 
*data from our current and previous Collective Agreements 

For Trent Librarian Positions: 
- avg. salary 2009-10: $120,905 
- vs. other universities: 1 (highest in Canada) 

Average undergraduate Tuition: 
- in 2010-11 in Ontario: $6,307 
- in 2001-02 in Ontario: $4,062 
- change 2001-2010: +55% 

Trent FTE (full time equivalent) enrolment 
- in 2008-09: 6,733 
- in 2000-01: 4,415 

- FTE increase Trent 2000-08: +53% 
- FTE increase Ontario 2000-08: +47.3% 
- FTE increase Canada 2000-08: +34.5% 

 

 

About THE VOICE and Submissions  

The Voice is created and distributed by the 
Communication Committee of OPSEU Local 365. 

Contributions about issues that allow us to come 
together and move forward are especially 
welcome. Members, this is your forum. Please 
send your submissions for The VOICE newsletter 
by mail to Robert Loney (ERS Program) or 
(preferably) by email to: rloney ÒatÓ trentu.ca. All 
submissions are subject to editing for grammar, 
spelling, and/or space. As guidance, a one-page 
article typically has 500-600 words (weÕll accept 
any size article). 

This is a forum for information, discussion and 
debate. Opinions expressed in The Voice are those 
of individual members and not necessarily those of 
the Communication Committee, OPSEU Local 
365, or OPSEU unless signed by the Executive. 

Contributors to this issue: 

Rod MacDonald 

The Communications Committee: 
George Fogarasi & Robert Loney. 

Some graphics from Canadian Association of 
Labour Media (C.A.L.M.; http://www.calm.ca/). 

Visit our OPSEU Local 365 web site at 
http://www.opseulocal365.com/ 
 

 


