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Report on Board meeting, 23 September, 1993, Nanaimo Campus 

President Rich Johnston told Board members 
that he met the new Minister of Skills, Training and 
Labour Dan Miller, who replaced Tom Perry 
recently, and the new Deputy Minister Garry 
Wouters, who has taken over from Gary Mullins . 

He said that both seem very approachable and 
action oriented. The Minister is expected to be on 
campus for the official opening of the Business and 
Student Services building on October 21. 

Upper-level fees rolled back by 
Ministry 

Board members accepted an amendment to the 
tuition fees bylaw for third and fourth year upper
level courses, following Ministry instructions to 
lower fees from the proposed $54 to $52 per 
semester credit hour. This satisfies the Ministry 
requirement to keep the overall average tuition fee 
increases below 9.75%. 

Program Profile starts '94/95 
budget process 

Vice-President of Instruction Gary Bauslaugh 
told Board members that the formal process of 
negotiating the College's 1994/95 operating budget 
with the Ministry has started. 

The first step is the preparation of the Program 
Profile-the document which is akin to a contract 
between Malaspina and the newly-created Ministry 
of Skills, Training and Labour for the delivery and 
funding of programs. 

The College has been asked to submit requests 
for program funding at levels of 100, 102, and 104 
per cent of the total 1993/94 operating budget, by 
October 8. 

Bauslaugh said that he is not expecting much of 
an increase in the college's '94/95 budget, based on 
preliminary information received from Ministry 
officials and media reports that the province is 
planning to cut spending by $158.6 million in the 
next year. 

Tom Austin, Director of the Ministry's Budget 
and Analysis Branch, in his letter to president Rich 
Johnston wrote that "Much like last year, 
Government is not expecting significant growth in 
provincial revenues and will probably be targeting 
deficit reduction as one of its higher priorities. This 
implies that funding for new FfEs and economic 
pressures will likely be at similar levels to that of 
1993/94." 

Bauslaugh pointed out that with inflation running 
at 3.4 per cent for general consumer goods and as 

high as six per cent for academic materials the 
college will , once again, be asked to serve more 
students with fewer dollars. 

Meanwhile, Deans of Instruction have prepared 
lists of potential program expansions based on the 
following criteria: cost efficiency, student demand, 
employment availability, innovative programming, 
and creative and cost-effective delivery methods. 

This year, the Ministry made slight changes to 
the Program Profile by incorporating the 
recommendations of the Joint Committee on 
Funding to calculate all vocationally-funded FfEs 
(i .e. FfEs for all Adult Basic Education, 
apprenticeship and vocational programs) based on 
the amount of theory and practical applications 
covered in each program. The Ministry, however, 
has since adjusted funding levels in such a manner 
that the total dollar value per program remains the 
same. 

The final Program Profile submission will be 
reviewed by members of the President' s Advisory 
Committee (PAC) on October 6, before being 
submitted to the Ministry on October 8. 

Copies of the Program Profile documents are 
available from members of PAC. 

Amended Human Rights Policy and 
Procedure under consideration 

The Board gave notice of motion of the amended 
Human Rights Policy and Procedure (policy 43.15). 
All revisions are indicated in bold italics. Faculty 
and staff who have any concerns or comments on 
the proposed policy and/or procedure are 
encouraged to provide same in writing to Glenn 
Johnston, Vice-President of Instruction and Student 
Services, before October 8. 

Policy Statement 
It is the policy of Malaspina College, and our 

responsibility under the B.C. Human Rights Act, to 
provide a learning and working environment that is 
free of discrimination . 

This policy is based on the belief that 
Malaspina College, as an educational institution 
and as a workplace, has a responsibility to educate 
its students and staff about discrimination and its 
eradication; to prevent discrimination occurring 
at the College; and to respond promptly and 
effectively to any allegations of discrimination. 
The intention of the Policy is to ensure neither 
employees nor students are discriminated against 
due to their race, colour, ancestry, place of origin, 
political belief, religion, marital status, family 
status, physical or mental disability, sex, sexual 
orientation or age, or because they have been 
convicted of a criminal or summary conviction 
offence that is unrelated to the employment of the 
employee, or to the status of being a student. 

---------
--
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Sexual harassment of individuals or groups are 
also discrimination which are prohibited by the 
law and by this policy. 

It is not the intent of this policy to abridge the 
right of faculty to academic freedom nor to abridge 
the rights of the College in employee relations. 

Education and increased awareness are the keys 
to eliminating incidents of discrimination and 
harassment. The College shall develop and 
implement an educational program for all members 
of the College community. 

The academic and administrative leadership is 
responsible for maintaining a fair and equitable 
educational and work environment, free of 
discrimination and harassment. A complaint 
resolution procedure shall be maintained by the 
College to ensure that incidents are resolved. 

The following principles shall guide the 
College's response to incidents and/or complaints: 

a) All members of the College community are 
responsible for treating each other with respect and 
dignity; 

b) Incidents and allegations of discrimination 
and harassment will be dealt with promptly; 

c) A spirit of fairness to all parties will guide the 
proceedings; 

d) Respect for confidentiality will be maintained; 
e) The complainant and the respondent are both 

entitled to a final resolution of a complaint made 
under this policy . 

The College considers discrimination and 
harassment to be a serious infringement of an 
individual's human rights and an employee or 
student found to be in violation of the policy will 
be subject to a range of corrective measures up to 
and including expulsion or dismissal from the 
College. Decisions made under this policy can be 
appealed and, in addition, employees can file a 
grievance through their union. 

The Advisor on Discrimination and Harassment, 
in consultation with an Advisory Committee 
composed of representatives from all constituent 
groups, shall be responsible for developing and 
maintaining programs and procedures which 
appropriately meet the goals of this policy, subject 
to approval by the President of the College. 

Human Rights - Education Initiatives and 
Complaint Resolution-Procedures 
Educationaiinitiatives 

The Advisor on Discrimination and Harassment 
is responsible for developing and implementing an 
educational program for the institution. This 
educational program will include the following : 

• i) Provision of information to all members of 
the College community regarding the kinds of 
behaviour which may constitute 
discrimination and harassment under this 
policy; 

• ii) Broad dissemination of information 
regarding the procedures for filing a 
complaint under this policy; 

• iii) Provision of education, training and 
consultation to administrators regarding ways 
to promote and maintain a working and 
learning environment free of discrimination 
and harassment. 

These educational initiatives shall be subject to 
the approval of the College President, prior to 
implementation. 

Definitions and Limits 
The College's Human Rights Policy protects 

students and employees from discrimination as 
outlined in the Human Rights Act. The following 
definitions will be used in the educational program 
and will guide the decision of whether a complaint 
should be considered under this procedure. 

Discrimination 
Differences in treatment of individuals due to 

prejudice or bias against individuals, arising by 
reason of their race, colour, ancestry, place of 
origin, political belief, religion, marital status, 
family status, physical or mental disability, sex, 
sexual orientation or age, or because they have 
been convicted of a criminal or summary 
conviction offence that is unrelated to the 
employment of the employee or to the status of 
being a student. 

Harassment Falling Under Human Rights Act 
Guidelines 

Abusive and/or demeaning treatment which 
targets a person or group of persons on the basis of 
race, colour, ancestry, place of origin, religion, 
marital status, family status, disability, sex, sexual 
orientation or age, or because they have been 
convicted of a criminal or summary conviction 
offence that is unrelated to the employment of the 
employee or to the status of being a student. 

• i) has the effect or purpose of interfering with 
a person's or group's learning or 
performance; or 

• ii) has the effect of creating an intimidating, 
hostile or offensive working or educational 
environment. 

Sexual Harassment 
Sexual harassment may consist of any or all of 

the following: 
• i) unwanted sexual attention made by a 

person who knows, or ought to know, that 
such attention is unwanted ; or 

• ii) implied or expressed promise of reward for 
complying with a sexually oriented request; or 

• iii) implied or expressed threat of reprisal, in 
the form either of actual reprisal or denial of 
opportunity , for refusal to comply with a 
sexually oriented request; or 

• iv) sexually oriented remarks or behaviour 
which may be perceived to create a negative 
psychological and emotional environment for 
work and/or study. 

Physical Location and Incidents Instigated by 
Non-Members of the College Community 

Any incident between members of the College 
community, whether occurring on or off campus, 
which negatively impact the learning or working 
environment on campus and which meet one of the 
definitions above, shall be covered by these 
procedures. It is recognized that situations which 
may begin on campus can sometimes continue off 
campus and vice versa. 

It is also recognized that incidents may be 
instigated by individuals who are not members of 
the College community, in which case the 
College's ability to act may be limited. The College 
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will, however, endeavor to fulfill its responsibility 
to provide an environment free of discrimination 
and harassment. 

Academic Freedom 
The following excerpt from the Malaspina 

College Faculty Association Collective Agreement, 
states that: 

"There shall be no infringement or 
abridgement of the academic freedom of any 
facuLty member. FacuLty members are 
entitLed, regardLess of prescribed doctrine, ... 
to freedom of teaching and discussion ... and 
freedom from institutionaL censorship. 
Academic freedom does not require neutrality 
on the part of the individual. Academic 
freedom carries with it the duty to use that 
freedom in a fair manner consistent with the 
schoLarLy obLigation to base research, 
criticism, and teaching on an honest search 
for knowLedge. " 

It is not the intent of this policy to infringe on the 
right of faculty to academic freedom and 
complaints which clearly focus on curriculum and 
course content will not normally be accepted for 
consideration under this policy. The policy exists 
to manage only complaints covered under the 
Human Rights Act. 

Proposed Amendment (the following 
paragraph will repLace the previous one to 
integrate the concept of academic freedom and the 
issue of human rights): 

While the College is bound by the foregoing 
provision of the Collective Agreement, the College 
expects that academic freedom is accompanied by 
certain obligations. The College and its faculty 
have an obligation to ensure that course content 
and lecture materials comply with the principles 
mandated by the Human Rights Act. The use of 
course or lecture content which seeks to promote, 
for example, racist, sexist or homophobic views is 
prohibited, on the basis that these would be 
contrary to the Human Rights Act. 

The College is responsible for ensuring that it 
provides equal educational opportunities, prevents 
situations in which there is interference with the 
educational process, and protects students from 
harm, both physical and psychological. 

Complaints based on curriculum, course and 
lecture content will be accepted for review under 
this Policy in circumstances in which these appear 
to interfere in these College objectives and appear 
to be contrary to the objectives of the Human 
Rights Act." 

Procedures for Resolving Complaints 
All inquiries and/or complaints and subsequent 

investigations shall be treated in confidence. The 
confidentiality of all information provided by the 
complainant will be maintained. Exceptions to this 
protection are outlined in Section IV of these 
procedures. 

The complainant must be prepared to be 
identified by name to the respondent if any action 
under this policy is to be undertaken. Any 
retaliation against or harassment of an individual as 
a result of lodging a complaint will itself be 
considered a violation of this policy. 

These procedures are not meant to be restrictive 
and are presented as recommended procedures 
which are likely to be effective in most instances. It 
is acknowledged that employees can file a 
grievance through their union and both students 
and employees can lodge a complaint under the 
Human Rights Act. It is the responsibility of the 
compklinant to inform, or bring to the attention 
oj, the College, the use of any other problem 
resolution procedure in process. If a complaint 
made under this policy and procedures becomes the 
subject of any other problem resolution procedure, 
the Advisor shall take no further action until the 
other process has been concluded and further action 
is requested by the complainant. 

Generally, any student or employee who believes 
she or he has been subjected to discrimination or 
harassment is encouraged to make a direct request 
of the individual(s) concerned that the behaviour 
cease. It is recognized, however, that power 
imbalances, intimidation, and other factors may 
make this approach inappropriate or unwise and 
that an individual may need assistance in resolving 
the concern. 

a) Consultation with the Advisor 
Any person who is unsure of how to respond, 

whether she or he wishes to make a formal 
complaint, or whether she or he has been 
discriminated against or harassed under the terms 
of this policy, can request a confidential 
consultation with the Advisor on Discrimination 
and Harassment. 

The Advisor will review the concern and assist 
the individual to identify appropriate ways of 
responding to the situation, including a review of 
procedures and provision of information on any 
alternate complaint procedures available. 

Consultation with the Advisor does not commit 
the individual to filing a formal complaint. The 
College, however, retains the right to pursue an 
investigation, with or without the complainant's 
consent, when the Advisor has grave concern 
regarding the physical or psychological impact on 
other members of the College community if the 
College fails to investigate. 

b) Informal Resolution 
When deemed appropriate and when both the 

complainant and respondent agree, the Advisor will 
endeavour to resolve complaints through education, 
mediation, conflict resolution, and other informal 
processes. The Advisor can, with the consent of the 
parties, bring in another individual to provide 
mediation services. Each party can be 
accompanied by a representative(s) of his/her 
choice as long as this is communicated in 
advance. 

Any resolution to the complaint at this stage 
must be agreed to by both parties, and will not 
involve any formal disciplinary action. 

c) Filing a Formal Complaint 
Complaints of discrimination or harassment 

under this procedure shall normally be made to the 
Advisor. The President shall designate an alternate 
administrator to handle complaints under this 
procedure in the absence of the Advisor, or should 
the nature of the complaint place the Advisor in a 
conflict of interest. 
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Complaints should normally be filed with the 
Advisor within six months of the most recent 
incident of discrimination or harassment. However, 
a complaint which does not meet the time limit can 
be accepted for consideration under this policy 
when, in the opinion of the Advisor: 

• circumstances warrant an extension of this 
deadline; 

• the delay was incurred in good faith; and 
• no substantial prejudice will result to any 

person affected by the delay. 
This procedure for formally filing a complaint 

can be initiated at the request of the complainant 
when filing the complaint, or when resolution is not 
achieved using the informal process. The 
complainant must provide a written outline of the 
complaint. 

The complainant and alleged harasser shall be 
advised of the procedures available to them. 
Persons against whom allegations have been made 
shall be fully informed, in writing by the Advisor, 
of the specifics of the complaint, and shall be 
accorded an opportunity to respond, either in 
person or in writing. 

d) Investigation 
The Advisor will conduct the initial investigation 

of any complaint. This investigation is to be 
conducted in a fair, unbiased and timely manner. 

e) Decision to Accept Complaint for 
Consideration 

The Advisor shall determine if the complaint 
fulfills the requirements for consideration under 
this policy, at either the initial interview with the 
complainant, or at any point during the initial 
investigation . 

The Advisor can decide not to proceed with a 
complaint when, in her or his opinion: 

a) it does not meet the definitions and limits 
established in Section 2; or 

b) it could be more appropriately dealt with 
under some other policy or procedure; or 

c) it is trivial , frivolous , vexatious, or made in 
bad faith . 

If the decision is to not accept the complaint, the 
reasons for this decision will be provided in 
writing. This decision can be appealed to the 
President. 

f) Interim Response 
When, in the opinion of the Advisor, the 

complaint warrants interim action by the College, it 
will be directly referred to a Vice President. Interim 
action can include a directive mandating no contact 
between the parties, removal of the respondent 
from the work place or classroom on a temporary 
basis through transfer, temporary suspension with 
pay, or any other measure deemed suitable by the 
Vice-President, in consultation with the Advisor. 
Interim measures will normally be maintained until 
the complaint is resolved . 

When the College takes interim action, the goal 
is to ensure the complainant is able to work or 
study in an environment free of discrimination or 
harassment. The action does not reflect any 
decision on, nor prejudgement of, the complaint. 

g) Formal Resolution 
Formal resolution of a complaint shall normally 

occur by referral of the complain t to the 

Vice-President designated by the President as the 
administrator responsible for action under this 
policy . The decision of the Vice-President can be 
appealed to the College President, who will 
establish a Hearing Committee to reconsider the 
complaint. 

When, in the opinion of the Advisor, the issues 
are of such a contentious nature that administrative 
action is unlikely to resolve the matter, a complaint 
can be referred directly to the President for a 
formal hearing, with the agreement of the 
complainant. 

g.1) Administrative Decision by the Vice 
President 

The Advisor shall prepare a report, normally 
within ten working days of receiving a request for 
formal resolution which outlines the results of the 
investigation. The report will outline the facts as 
agreed upon by the parties, any areas in which there 
is disagreement or lack of clarity, and the facts as 
reported by any witnesses. This report will be 
delivered to both parties to the complaint and each 
has the right to respond in writing within five 
working days. Once the time to respond has 
expired, the report, accompanied by all written 
submissions from both parties, shall be forwarded 
to the Vice President responsible for resolving the 
complaint. 

The Vice President is charged with resolving the 
complaint in a fair, unbiased and timely manner. A 
decision shall normally be made within fifteen 
working days of receiving the report from the 
Advisor. When the respondent is a College 
employee, consultation with the Director of 
Personnel should occur regarding any relevant 
contract provisions to ensure appropriate 
procedures are followed. 

Should the Vice President wish to meet with the 
complainant and/or respondent in person to clarify 
any area covered in the report or in their 
submissions, both parties to the complaint have a 
right to be present at any such meetings and to be 
accompanied by a person of their choice. If a 
difference in the facts is noted by the Vice 
President in the written submission, he/she will 
meet with the individuals involved. 

The Vice President will determine the 
disposition of the complaint. The deci sion shall 
include: a determination of whether discrimination 
or harassment occurred; if applicable, what 
measure the College and respondent shall take to 
remedy the situation for the complain'ant; and what 
disciplinary measures, if any, shall be imposed by 
the College. 

Decisions which include corrective measures 
requiring College President and/or College Board 
action (normally expulsion or dismissal from the 
College) shall be forwarded to the President for 
appropriate action. 

The complainant can appeal the decision on 
whether discrimination or harassment occurred, and 
adequacy of the remedy, but has no right to appeal 
any disciplinary measure(s) imposed by the College 
on the respondent. 

The respondent can appeal the decision on 
whether di scrimination or harassment occurred, on 
the measures required of him or her to remedy the 
si tuat ion for the complainant, and on any 

'J' 
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disciplinary measures imposed by the College. 
College employees also have the right, through 
their union contract, to grieve any discipline 
imposed. 

The decision of the Vice President can be 
appealed to the President within ten working days 
of receiving written notice of the decision. Any 
such appeal must be made in writing, and must 
outline the reasons for the appeal. No decision shall 
be implemented until the ten day appeal period has 
expired. 

g.2) Hearing Committee 
The Advisor shall ensure that selected and 

interested individuals receive education on this 
policy and procedures, on human rights law, and on 
the hearing process. The Advisor shall maintain 
and make available to the President, a list of all the 
individuals who have the appropriate background 
to be appointed to a Hearing Committee. 

When the decision of the Vice President is 
appealed by either party, or when it is decided to 
proceed directly to the Hearing Committee process, 
the President shall appoint a chairperson to conduct 
the hearing. This person shall normally be a 
member of the Discrimination and Harassment 
Advisory Committee. The President will inform the 
parties of hislher choice for chairperson, and will 
take the parties' views into account. 

The President, in consultation with the 
chairperson appointed, shall select four other 
members of the Hearing Committee, taking into 
consideration issues of conflict of interest and 
appropriate representation of the constituency 
groups of the parties; staff, teaching faculty, 
students, and administrative/instructional support 
personnel. The President and Chairperson will 
ensure equal representation on the Hearing 
Committee from constituency groups of the 
individuals involved in the complaint. 

The chairperson will be responsible for the 
conduct of the hearing and will determine any 
questions of procedure which may arise during the 
course of the hearing. 

The Advisor will forward to the chairperson, a 
copy of the complaint and a copy of the reply from 
the respondent, if any, for distribution to all 
members of the Hearing Committee. 

The Hearing Committee shall hear submissions, 
question the parties and witnesses, and examine the 
evidence. 

The parties have a right to a fair hearing, 
including the right to appear and be present during 
the hearing process, to make representations, and to 
have a person of their choice, including union 
representation, present. 

The Hearing Committee will normally take 
twenty working days in which to complete the 
hearing and to submit a written report with 
recommendations for the resolution of the 
complaint to the President. The Hearing Committee 
can make recommendations which range from 
complete exoneration of the respondent to 
disciplinary action. A copy of the report of the 
Hearing Committee shall be sent to both the 
complainant and the respondent. 

" 

Whenever possible, the decision by the President 
shall be made within ten working days of receiving 
the report. The parties shall be fully informed In 

writing of the decision by the President. 

Remediation and Corrective Measures 
When the determination, by either the Vice 

President or the Hearing Committee, is that 
discrimination or harassment occurred, the 
following factors should be considered in the 
resolution of the complaint: 

• i) the impact on the complainant; 
• ii) appropriate ways the College can remedy 

the situation for the complainant, including, 
but not limited to: formal apology from the 
College; arranging for alternate instruction 
and/or evaluation ; removal or transfer of the 
respondent to another work area, course 
section, or program intake; and mandating no 
contact. The goal is to minimize any negative 
results of the discrimination or harassment. 

• iii) the severity of the consequences for the 
respondent, taking into consideration : 
- whether the discrimination or harassment 
was intentional or unintentional, 
- whether the offense was an isolated incident 
or involved repeated acts of discrimination or 
harassment, 

the presence of any mitigating or 
aggravating circumstances. 

• iv) appropriate measure for the correction 
of the respondent's behaviour, including, but 
not limited to, the following: education 
regarding behaviour which constitutes 
discrimination or harassment, a formal letter 
of apology to the complainant, a formal letter 
of censure which provides a clear warning to 
not engage in the behaviour, suspension, and 
expUlsion or dismissal. The goal is to ensure 
that the offense is not repeated. 

To assess the appropriateness of a corrective 
measure, the Vice President or the Hearing 
Committee should consult with the Director of 
Personnel and/or College legal counsel. The 
purpose of this consultation is to consider whether 
the corrective measure(s) under consideration is 
comparable to other responses by the College in 
similar circumstances, and whether it is within the 
legal rights of the College to impose. 

Limits of Confidentiality 
The College will keep confidential, the details of 

any complaints, and the identifies of the parties, 
with some exceptions. 

The circumstances surrounding a complaint are 
having a serious negative impact on the workgroup, 
program or class of which the parties to the 
complaint are members, disclosure of some 
information may be appropriate, with the 
complainant 's permission. 

When a complaint becomes public due to 
circumstances outside of the control of the College, 
the College can respond to queries regarding this 
procedure and how the individual complaint is 
being handled . Information regarding the details of 
the complaint can be disclosed, with the permission 
of the complainant. 

Subsequent to the resolution of a complaint, 
disclosure of information may be appropriate , 
When a complaint is upheld, the Vice President or 
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the Hearing Committee may recommend to the 
President that the facts of the complaint and the 
identity of the respondent be publicly disclosed. In 
other cases, with the respondent's consent, the Vice 
President or the Hearing Committee may 
recommend to the President that the facts of the 
complaint and the identity of the respondent be 
publicly disclosed. 

When a report to the College Board and/or action 
by the College Board is required, the 
confidentiality of the complainant should be 
maintained unless there are compelling reasons for 
the disclosure of information. 

When the Advisor s required to testify or the 
Advisor's records are subpoenaed by a Court of 
Law, the College will necessarily comply. 

Records 
The Advisor on Discrimination and Harassment 

will be responsible for the secure and confidential 
maintenance of all records of complaints, related 
correspondence, and decisions made regarding 
complaints, including any discipline imposed. 
General information about complaints shall be 
made available to the College community in the 
form of periodic reports, subject to appropriate 
privacy considerations. The files of the Advisor 
shall be closed to all parties, and information 
contained in those files will only be disclosed under 
conditions permitted by this policy or when court 
ordered. 

When a complaint is not accepted for 
consideration under this policy, or fully dismissed 
as part of the formal resolution process, no records 
will be kept of the details of the complaint or the 
parties involved. General information required for 
statisticaVreporting purposes will be retained. 

When a complaint is resolved using the informal 
process, details of the resolution of the complaint 
will be maintained in a confidential file by the 
Advisor, for a maximum of five years. Information 
in these files can be utilized by the Advisor in the 
event other complaints are made against the same 
individual to guide the institutional response and 
the assessment of the severity of any corrective 
measures. This file will not become a part of any 
other official employee or student record. 

When a complaint is accepted in full or in part as 
a result of the formal process, all files and records 
pertaining to the complaint will be retained by the 
office of the Advisor. Any formal discipline of an 
employee by the College shall be recorded in 
hislher personnel file, held in the Personnel Office. 
These recordings are subject to any removal 
provisions that exist in the appropriate collective 
agreement. 

Any formal discipline by the College of a student 
shall be recorded in a student record file, held by 
the Dean of Student Services. This file shall 
normally be maintained by the Dean of Student 
Services for a maximum of five years. 

Executive Responsibility: Vice President, 
Administration & Bursar 

Administrative Responsihility: Director of 
PersonneL 

Development Action Plan-Draft 
Board members were presented with a draft plan 

to launch a development function at Malaspina. 
The plan was prepared by Ross Fraser, Acting 
Director of Development, who is spearheading the 
function. Faculty and staff who have any comments 
on the proposed plan are encouraged to provide 
input to Ross Fraser, members of the Executive, or 
members of the President's Advisory Committee 
(PAC). The plan will be reviewed by PAC on 
October 6th. 

The goals for the next 18 months are as follows. 
1. Locate our alumni and establish 

communication with them. 
Present and past faculty and staff will be asked to 

assist with the large task of determining current 
addresses for our alumni. Malaspina probably has 
in the range of 10,000-12,000 alumni . Our goal is 
to locate as many as possible and establish ongoing 
communication with them, perhaps through an 
alumni newsletter. 

2. Reconnect with all donors who have made 
contributions to Malaspina in the past. 

Many people have given the college gifts of 
money or gifts in kind over the years. We will find 
out who these people are and make plans to 
re-establish our relationship with them. 

3. Make preliminary decisions required to 
establish a Development Office: staffing, job 
descriptions, records, computer systems. 

Systems must be established to accumulate 
information about prospective donors, to track 
donor contributions, and to ensure that donors are 
encouraged to develop an ongoing relationship with 
Malaspina. 

4. Launch a Malaspina Foundation: steering 
committee, constitution, incorporation, Board 
recruitment. 

The foundation model of fund raising appears to 
be the most successful for institutions such as 
Malaspina because it develops formal links 
between the College and influential members of 
various sectors of the community. These 
individuals become supporters and advocates, 
creating wider circles of support. 

5. Fundraise to secure Malaspina's 1993/94 
$94,300 matching allocation from the Province. 

Each year Malaspina receives an allocation from 
the Province under the Colleges and Institutes 
Matching Endowment Fund. For 1993/94, 
Malaspina's grant is $94,300. These funds are 
given on a matching basis only for the endowment 
of scholarships and bursaries. We must rai se 
$94,300 before March I , 1994, to secure these 
funds. 

6. Plan 25th anniversary celebrations with 
alumni for Fall '94. 

A 25th Anniversary Celebration Committee of 
alumni and Malaspina employees will plan events 
for Fall 1994 to reconnect alumni with the College. 

7. Determine a complete set of development 
office operating procedures relating to 
assessments of gifts, setting institutional fund 
raising priorities, receipting of gifts, and donor 
tracking. 

The success of our fund raising will depend in 
part on how efficient and organized our efforts are. 
Should the College accept gifts in kind and if so 
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under what conditions? How can fund raising be 
coordinated to ensure that donors are not being 
approached simultaneously by different people for 
donations? Clear policies and procedures should be 
in place from the outset. 

8. Create a donor recognition policy. 
Recognition is not necessarily important to all 

donors, but it is to some. How can Malaspina 
recognize donors' generosity? Should the College 
review its longstanding view that buildings not be 
named? 

9. Prepare for a substantial annual campaign 
for 1994/95-Malaspina's 25th anniversary 
year. 

Our 25th anniversary provides an opportunity for 
a special appeal to our alumni and communities at 
large. It will be the first major annual campaign run 
by the Development Office. A global target must 
be determined as well as priorities for allocating the 
funds . 

10. Locate appropriate physical space on the 
Nanaimo campus and establish a development 
office. 

The Development Office must be centrally 
located and have ready access to the President, who 
will be heavily involved in meetings with 
prospective donors. The Development Office will 
also have close links with Communications, 
Financial and Computer Services, and Financial 
Aid. The Development Office itself must be an 
attractive place to receive donors. 

11. Set the objectives and goals for a major 
capital campaign to be launched in Spring '95. 

The major capital campaign that was deferred 
will be launched in the Spring Semester of 
1994-95, our 25th anniversary year, using the 
theme: "Malaspina College has served its 
communities for 25 years. Please help Malaspina 
University College to maintain its commitment to 
excellence as it begins another quarter-century of 
service to students." Departments will be surveyed 
again to determine capital needs, and priorities and 
a campaign target will be set. 

12. Prepare promotional materials to be used 
for annual campaigns, special project 
campaigns, capital campaigns. 

Fund raising requires a range of promotional 
materials . They require careful design and good 
production values to ensure that they create a 
positive impression without being lavish. 

13. Liaise with all service areas of the college 
which will be impacted by a development office. 

The Development Office will work closely with 
all service areas of the College. Procedures are 
required to ensure that fund raising activity adds as 
little effort and work as possible. 

14. Consult with all sectors and communities 
of the College regarding their operating and 
capital needs. 

It will become increasingly difficult for 
departments and programs to obtain enough funds 
from government sources to maintain quality. The 
Development Office will act as a clearing house for 
instructional needs: interpreting them to ensure 
donors will understand them and helping to 
prioritize them as the basis for successfu l 
operational and capital campaigns. 

College Vehicles policy adopted 
The policy on College Vehicles (policy 31.05) 

was adopted. The policy reads as follows : 
The College will operate a fleet of vehicles to 

meet instructional and service needs . The fleet will 
be under the control of the Dean of Vocational 
Programs through the Vehicle Coordinator and will 
operate in compliance with the National Safety 
Code. 

The Dean shall maintain procedures which 
ensure the security and maintenance of all fleet 
vehicles and procedures which ensure the safe 
operation of such vehicles by authorized employees 
and students . 

Deferred Salary Leave Plan policy 
approved 

The Deferred Salary Leave Plan policy was 
approved as follows: 

Malaspina College will offer a Deferred Salary 
Leave Plan to all regular employees with two 
complete calendar years of regular service separate 
from any assisted or unassisted leave plans which 
may be contained in any or all collective 
agreements. 

The Plan will be subject to regulations contained 
in the current Income Tax Act and will be 
administered under guidelines maintained by the 
Vice-President of Administration and Bursar. 

Tenders awarded 
The Board awarded a $129,000 contract to 

Copcan Contracting Ltd, of Nanaimo, for the 
demolition of buildings on the former Hydro 
property, and a $142,000 contract to Precision Civil 
Installations Ltd., also of Nanaimo, for construction 
of an access ramp for people with disabilities . The 
ramp will facilitate traffic between the lower 
campus and the level which contains the Business 
and Student Services building and the proposed 
new Student Union building. 

Facilities update 
Vice-President of Administration and Bursar 

Edwin Deas gave an update on the various facilities 
projects. 

Business and Student Services building 
Occupancy of the building starts on September 

25 and will be completed during the month of 
October. An official opening is slated for October 
21. 

Theatre 
The Theatre renovations will be completed this 

week. Special events are planned for the Theatre in 
October. 

Phase II-Developmental Education and 
Education/Social Sciences buildings 

The Ministry has provided $I-million for the 
planning phase of the 2 buildings, which are 
estimated to cost $9.4-million to complete. 
Architects are consulting the various user groups of 
the buildings. Tenders may be called in Spring '94, 
and completion is expected in the Spring of '95. 
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Phase III-Lower Campus 
The Ministry has announced the availability of 

$I-million for planning of a major redevelopment 
of the Lower Campus area which will be completed 
in two stages. The budget for stage 1 is estimated at 
$16.6-million and includes construction of 
Automotive, Heavy Duty, and Carpentry Shops, as 
well as a Physical PlantlWarehouse complex. Stage 
2 is projected at $15.2-million and includes a 
Health/Human Services building and facilities for 
Office Administration, Food Services, and General 
Vocational Administration. 

Ministry officials have set a condition that the 
planning phase for the lower campus should 
incorporate creative and innovative approaches to 
TradesIV ocational programming and facilities 
design. The two Vice-Presidents of Instruction, in 
conjunction with the Dean and faculty of 
Vocational programs, are developing a 
comprehensive plan for innovative change to 
Vocational programs. This new vision will be 
incorporated into the design of the new facilities. 

Five-Year Capital Plan approved 
Board members approved the Five-Year Major 

and Minor Capital Plan as submitted to the 
Ministry on September 17th. Major capital refers to 
items valued over $1.4-million (some of which may 
be spread over several years), while minor capital 
covers expenditures under $l.4-million. 

1994195 Major Capital Requests 
• Facilities Development Plan, Phase 

II-Education/Social Sciences building: 
$8,400,000 

• Facilities Development Plan, Phase 
III-planning, part 1 Lower Campus 
redevelopment: $1,000,000 

• Facilities Development Plan, Phase 
III-planning, part 2, Lower Campus 
redevelopment: $915,000 

• Vocational programs building (Bldg 180), if 
not included in Lower Campus 
redevelopment: $300,000 

• Carpentry Shop, if not included in Lower 
Campus redevelopment: $100,000 

1994/95 Minor Capital Requests 
• Security system: $190,000 
• Alternati ve water source for science 

programs, feasibility study: $25,000 
• Vocational Building, Cowichan campus: 

$1,000,000 
• Emergency phone systems for regional 

campuses: $20,000 
• Telephone systems for regional campuses: 

$100,000 
• Gymnasium weight room upgrade: $40,000 
• Seismic upgrades to meet B.C. Building Code 

seismic requirements: $1,036,000 
• Internal earthquake retrofitting of facilities: 

$84,000 
• Temporary parking lighting, upper campus: 

$84,000 
• Firelane, Physics (Bldg 315) to Library (Bldg 

305): $100,000 
• Playing fields lights : $140,000 
• Hospitality Lab: $525,000 
• Alternative water source for science 

programs, implementation: $200,000 
• Communications systems, lower campus: 

$260,000 
• Cafeteria ceiling: $63,000 
• Landscape refurbishment: $30,000 
• Upper-campus buildings replacement of 

wood siding: $250,000 
• Single-pane window replacements: $100,000 
• Renovations (B Idgs. 150 and 155) $190,000 
• Lower campus cafeteria expansion : $780,000 
A complete list of the five-year capital plan is 

available from the Bursar's office. 

Leaves approved 
Professional development assisted leaves were 

approved for BCGEU members Lynn Hunter 
(Literacy), Lynn Rollison (Nursing) and Casper 
Beuk (Cook Training). Unassisted leaves were 
granted to Christine Norris (ESL), Stephanie Law 
(ESL), and Brian Colby (ABE). 

Up-coming Board meetings are scheduled for 
October 21 in Nanaimo, November 18 tn 

Cowichan, and December 16 in Nanaimo. 


