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Abstract 

This thesis is a study of the Nova Scotia Teachers 

Union (NSTU) in· its dual role as a professional interest 

group and as a bargaining agent. The thesis deals with 

the degree of success with which the NSTU has performed 

these interdependent roles since 1961. 

Throughout the thesis, material is brought to bear 

on the internal structure of the Union, internal and 

external communication and the need for recognized 

legitimacy, all of which determine the effectiveness of a 

professional interest group. The functions of the NSTU 

as a bargaining agent, although related to its functions 

as an interest group, are analyzed separately by examining 

the effectiveness of the Union in negotiating salaries and 

fringe benefits. 

The ability of the NSTU to accomplish its primary 

. goal, the advancement and elevation of the status of the 

teaching profession, is revealed. Impediments to Union 

progress such as structural inadequacies and poor bargaining 

procedures are also examined as well as the proposals for 

change designed to alleviate the impediments. 

Possible future alternatives with respect to Union 

structure and the bargaining process are examined and the 

recommendations of the author presented. 



INTRODUCTION 

The Nova Scotia Teach~rs Union (NSTU) has evolved from 

a small group of dedicated professional teach~rs in 1895, 

into a large organization now representing 10,500 members. 

In the process of evolution the Union has encountered and 

overcome numerous obstacles which could have altered the 

direction of its course. The creators of the NSTU and 

those who succeeded them in positions of leadership have 

always been guided by the primary goal of the Union - the 

advancement of the status of the teaching profession in Nova 

Scotia. This thesis is concerned with the degree to which 

the NSTU has realized its goal since 1961. 

In striving to achieve its goal, the NSTU has had to 

adopt a dual role. The Union i:s., on the one hand, a pro­

fessional organization and as such performs the professional 

functions associated with occupational interest groups. On 

the other hand, the NSTU is a bargaining agent and in this 

capacity per£orms functions normally associated with labour 

unions. Many people, including some members of the NSTU, 

believe that the functions associated with both roles a n e 

incompatible or even inherently contradictory. Although the 

adoption of both roles has proved problematic, the Union has 

assumed these roles on the basis of the status of its 

members. 

The teachers, because of their employee status, have 

;f;ound it necessary to organize into a body capable of 
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carrying out collective bargaining with their employers. 

As professionals, the teachers also exert influence so as 

to have some input into the development of the education 

system generally, as well as their profession specifically. 

The NSTU must therefore reeeive recognition both as a pro­

fessional interest group and as a bargaining agent. The 

degree to which the Union's two roles are recognized and 

accepted will determine its effectiveness in terms of its 

primary goal. 

In short, the NSTU is a professional interest group 

and a bargaining agent for that group. The two roles are 

not mutually exclusive but rather they are interdependent. 

2 

In light of its goals since 1961, this thesis deals with the 

degree of success with which the NSTU performs its two roles. 

Interest groups have for years fascinated political 

scientists and a considerable body of literature exists on 

them. Analysis of the literature has led specifically to 

the works of two authors, David Kwavnick and Helen Jones 

Dawson. Both authors have developed interest group theories, 

based on case studies, which are of particular relevance to 

this thesis. 

David Kwavnick states that th~ most important goal 

of any organization is " ••• the preservation and continued 

growth of the organization itself and the continuation of 

the leaders in their position of leadership. 111 This is not 

necessarily a selfish attitude. The preservation of the 
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group is necessary if its functions are to be fulfilled, and 

continued leadership can provide the advantage of sound, 

long-term policy. 

Of major concern to any group is its recognition as a 

legitimate interest group. An interest group is legitimate 

when it has recognition from the various publics with which 

it is concerned: the government, the civil service, other 

interest groups and the public at large. Once recognized as 

a legitimate interest, the group may become directly involved 

in governmental decision-making, and usually has the right 

to be consulted in relation to matters concerning it. A 

legitimately established interest group jealously guards its 

legitimacy for it is by achieving and maintaining this status 

tha·:.:. an interest group qualifies for entry into the politic al 

process. 2 

There is a direct correlation between the degree of 

legitimacy an interest group has and its extent of influence. 

The possibility of an interest group, not accepted by the 

various publics with which it is concerned, achieving its 

goals through normal channels is very remote. 

According to Kwavnick, interest group leaders are also 

concerned with their mandate. The leaders have a mandate 

when" .•. they are recognized as the spokesmen of the 

interest. 113 This recognition comes, not from the 'publics 

of concern' to the interest group but from the membership 

of the group. To maintain the mandate two problems must 



be overcome: the possibility of other leaders assuming 

control and the possibility of other groups ~merging as 

representatives of the same interest. The solution to these 

two problems is normally achieved through the development 

of closed-shop unions and constitutional powers of discipline 

over radical individuals or locals. Often the need to 

prevent a loss of mandate causes leaders to demand unity. 

Helen Jones Dawson, in her study of the Canadian 

federation of Agriculture, illustrates numerous characteristics 

of a legitimate" ••. mandated interest group." 4 She notes that the 

structure of the group is extremely important, especially 

with respect to internal communication. Individual interests 

and ideas must be able to be communicated to the leadership 

and, in turn, the leadership must be able to quickly com-

municate policy to the membership. Normally, interest 

groups establish an internal communication system consisting 

of informal discussions, formal discussions, meetings, 

lectures, bulletins and news papers concerned primarily with 

the organization. 

The interest group structure must also be characterized 

by the ability to communicate with other interests. Because 

public opinion is so important, Dawson notes, interest 

groups usually use the press, radio and television to put 

forth their views on any issue relating to the interests 

of the . group. 

Apart from press releases, radio and television, interest 
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groups usually , attempt to develop some form of communication 

focused more toward government officials. The degree of 

government acceptance o;f the group is indicated by the 

amount o;f contact between representatives of the interest 

group and government representatives. 

Normally, to foster membership participation and 

support, the structure should also reflect democratic ideals, 

especially in relation to the establishment of policy. This 

usually takes the form of the presentation of resolutions at 

some form of annual meeting at which all components of the 

group are represented. Operating on the basis of democratic 

ideals has the effect of producing a unified stand on the 

policies advocated by the interest group. 5 

Dawson and Kwavnick raise important questions on which 

a study of any interest group should direct attention. 

Throughout this thesis, material is brought to bear on the 

questions of internal structure, internal and external com­

munication and the need for recognized legitimacy in order 

for interest groups to achieve objectives. Also, though the 

term 'interest group' can be so defined as to include unions 

as bargaining agents, the term is not so defined here because 

the functions of interest groups on the one hand and unions 

on the other can be analytically distinguished as suggested 

earlier. Further, the performance of these two functions 

can be gauged separately. 
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Organiz:ation: of: the Thesis 

Chapter I of this th~sis presents a brief history of 

the development of the Union from its inception in 1895 to 

1960. The post- 1960 development of the Union's constit­

utional structure and the proposed structural changes are 

the subject of Chapter II. Chapter III investigates the 

internal and external communication techniques developed and 

utilized by the NSTU since 1960. Chapter IV surveys NSTU 

bargaining procedures and the inconsistencies therein. As 

well, the example of Quebec teachers is examined. Chapter V 

notes three major current priorities of the Union and their 

probable effects on the teaching profession generally in 

Nova Scotia as well as on the NSTU as a bargaining agent. 

The degree of success of the Union in relation to salary 

increases is the subject of Chapter VI, while Chapter VII 

attempts to reveal the degree of success of the NSTU in 

negotiating fringe benefits for its members. Chapter VII 

is followed by a Summary and Conclusion in which this writer's 

views, with respect- to the degree to which the NSTU has 

achieved its primary goal and the performance of the Union's 

dual role,will be presented. 



Tntro:ductibn Fbotn'otes 
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Montr-eal, McGil - Queens University Press, 1 72, 
p. 2. 
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3. Kwavnick, p. 3. 

4. Helen Jones Dawson, "An Interest . Group: The Canadian 
Federation of . Agriculture", Canadian Public 
Administration. University of Toronto Press, 
Vol III no. 2, June 1960. 

5. Dawson, pp. 134-149. 

7 



CHAPTER I 

A SHORT HISTORY OF THE NOVA SCOTIA TEACHERS UNION 

The Evolutionary Process 

The formation of the NSTU in 1895 represented the 

first attempt by the teachers of Nova Scotia to form a 

united protective association. The teachers, dissatisfied 

with low salaries and poor working conditions, sought in 

organization the solidarity and power necessary to over­

come their dissatisfactions. 

Although, in Nova Scotia, the idea of a teachers' 

protective organization was new, teacher associations 

had been operating here for approximately 50 years before 

the formation of the NSTU. The first association, in 

Nova Scotia, was proposed as early as 1842, when teaching 

conditions were very poor, the· pay· extremely low and 

uncertain, and the qualifications of the teacher dubious. 

"Little wonder that it often seemed that teaching was 

something one took up after he failed at everything else. 111 

By 1851, at least 12, locally based, common school, 

teacher associations were in operation across the Province. 

The primary objectives of these associations were basic 
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to teachers' immediate probl'ems •· 'Most stated their 

mission as, ". • • the mutual improvement of • • • the 

members and the advancement of the teaching profession. 112 

The associations were not protectionist. They emphasized 

~rofessional improvement rather than economic problems. 

Status was also of major concern as it was realized that 

until the status of the profession was raised, the qual­

ifications of the teachers would remain low. 

The Educational Association of Nova Scotia and The 

Cape Breton Teachers Association were established in 

1862. Both associations attempted to develop locals in 

every county of the province but they were not very 

successful. They also presented petitions to the Nova 

Scotia Legislature decrying the inadequacy of the 

educational system in the Province; the high incidence o;( 

illiteracy; the poor salaries; the method of taxation; 

the curriculum; the student teacher ratio; and the lack 

of recognition, status and tenure. 3 

In 1880 a new Provincial Education Association was 

organized under the Council of Public Instruction.* 4 In 

this association teachers, supervisors, inspectors and 

. government officials were brought together to discuss 

9 

* The Council of Public Instruction was the forerunner of 
the Department of Education. It consisted of the Provincial 
Cabinet meeting to discuss educational matters. 



educational matters and make recommendations to the 

government. Meetings of the association were held 

annually until 1890. Because of the large percentage 

of supervisors and government officials attending these 

meetings, little if any time was devoted to the discussion 

of teachers' problems. 

10 

By 1895 teachers realized that their problems would 

not be solved through the Provincial Education Association. 

At the close of the 1895 meeting of . this association, a 

proposal for a teacher~ protective union was discussed. 

It was thought, at the time, that while such a union 

might not do much in Nova Scotia to improve salaries, it 

could do much for educational reforms such as a code of 

ethics to prevent underbidding for positions.* A union 

could also request legal enactments protecting individual 

teachers from, " •.• the petty ty·ranny of some trustees 

and the unrighteous magistrate who prefers to purchase 

the favour of his neighbour by unjustly condemming the 

unprotected teacher. 11 5 

1895-1921:· · organi.•z:at~on-- and" Goal Setting 

The NSTU was established in 1895. An executive 

* Underbidding was the practice of an individual approaching 
a local school board and offering his services at a rate of 
pay less than that paid to the employed teacher. This had 
the effect of undermining the position of the teacher and 
lowering salaries. 



was formed and instructed to draw up a constitution and 

f rame by-laws for the Union. The constitution was adopted 

i n 1896. The objectives of the constitution (noted below) 

obviously related to problems of the day. Their similarity 

t o present day problems is striking. 

1. To elevate and unify the teaching profession in Nova 

Scotia, 

2. to bring the claims 6f the profession before the 

public and legislature of Nova Scotia as occassion may 

require, 

3. to watch the educational outlook and trends of thought 

in other parts of the world with a view to keeping the 

profession in Nova Scotia abreast of the times, 

i . to endeavour to advance salaries by increasing the 

capabilities of teachers and improving the quality of the 

work, 

8. to protect teachers who through errors in agreement 

or otherwise are in danger of being defrauded by un­

scrupulous employers. 6 

Unfortunately this new teachers Union continued to meet 

more or less as an adjunct of the Provincial Education 

Association. This association no longer met annually. In 

fact seven years passed before the next meeting in 1903. 

11 



The new u.nion remained almost dormant. With an annual 

fee- of 25¢ and life membership for $2.00; there was not 

much in the form of funds to establish a central office 

much less acquire the necessary staff to run a viable 

working union. 

By 1920 the membership of the NSTU was of the opinion 

that, " ••• teachers should formulate their policies and 
I 

conduct their affairs without official interference"?. 

The Union subsequently broke away from the Provincial 

Education Association to form an independent organization. 

During 1921 the NSTU was reorganized under the 

leadership of H. H. Blois and the Reverend M. M. Coady 

12 

both of whom were elected, to the positions of Pr~sident and 

Secretary-Treasurer respectively.* The first annual 

meeting of the new Union was held November 4, 1921. 

The leadership of the new Union insisted upon the 

establishment of locals as a method of overcoming the 

problem of geographical separation of the teachers. The 

duties of the locals were enumerated in the Constitution.** 

According to Mr. Blois 

"It was the belief of those who developed the 

* For further information about the 1921 reorganization 
refer to: NSTU Bulletin - June 1953, Vol XXIX, No. 4. pp. 99-100 

NSTU Bulletin - April 1954, Vol XXX, No. 4. pp. 11-12 

** see appendix A of this thesis. 



new union that if there were local unions 
formed in every part of the province, the status 
of the teachers and the cause of education could 
by this means be more effectively advanced. 11 8 
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A study of the NSTU constitution of 1921 will indicate 

the objects of the Union; the structure and functions of 

the various branches of the organization; the memBership 

fees and the method of altering the constitution.* 

With reorganization complete and the paternalistic 

stage of development over, the 25 year old Union could now 

independently achieve its objectives of unifying and 

elevating the teaching profe~sion in the province. · 

1922-1960:· Legitimacy and Mandate 

The new Union now had to overcome the problems of 

legitimation and mandate. Now representing an interest 

its task became one of sbaiving the problems of the interest 

it claimed to represent and increasing the membership of 

the Union. One of the first areas of concern approached 

by the NSTU was salaries. To obtain a voice in salary 

determination became a prime target of the organization, 

the accomplishment of which would serve a dual function. 

First, increased salaries would induce more qualified 

people to join the profession and, second, it would also 

encourage more teachers to joint the NSTU. Increased 

membership was considered a necessity as the NSTU could 

* The 1921 constitution is examined in chapter II of 
this thesis. 
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not legitimately claim to represent the interests of the 

teachers until a majority of teachers belonged to the Union. 

The NSTU could then claim the mandate of the teachers to 

speak on their behalf. 

Teacher salaries, by tradition, were determined 

solely by the school boards. The NSTU had to challange 

this traditional authority successfully if it was to 

survive. The method sought by the NSTU to raise salary 

levels was collective bargaining. According to one expert, 

collective bargaining implies the following points: 

1. freedom of employees to form themselves into an 

association, 

2. freedom of the association to engage the employers 

in bargaining on behalf of the employees, 

3. freedom to invoke meaningful economic sanctions 

in support of the bargaining. 9 

These assumptions raise two problems with which the 

NSTU had to deal during the period of 1922-1960. They 

were: the achievement of recognition as a bargaining 

agent, and professionalism versus unionism (where unions 

advise the use of economic sanctions to achieve a desired 

goal). Both problems will be noted further in chapter IV. 

Because the NSTU was not a recognized bargaining 

agent, attempts during the hungry thirties to increase 



salaries normally met with failure. In fact, " ••• union 

policy during this time was to salvage what was gained 

in the twenties. 111 0 It was not until the early forties , 

when teachers experienced a drop in real income because 

15 

of inflation, that Union members began to demand a greater 

voice in salary determination and contemplated the union 

model being appropriate to the NSTU. By 1945 the members 

had expressed their determination not to accept the union 

model. They rejected affiliation with labour by a vote 

of 893 to 741.ll 

During the early nineteen forties the d.evelopment of 

locals was proving to be a very slow process. The locals 

were concentrated mainly in urban areas and they were not 

particularly effective in securing adequate raises in 

salaries from independent school boards. Because of the 

ineffectiveness of the locals in securing salary increases, 

the provincial executive of the NSTU decided to approach 

the provincial government. The executive hoped to achieve 

at the level of the provincial government what it could 

not accomplish at the local level. Recommendations sub­

mitted by the Union to the government had little effect, 

so by 1944 the Qnion adopted the policy- of sending delega-. . 

tions to the premier thereby shattering the previous 

policy of avoiding open conflict.12 
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The provincial level approach proved effective as 

th& government finally instituted a teacher salary scale 

for the entire province. The provincial government 

participated in financing this scale. Instead of the 

customary uniform across-the-board raises, the government 

instituted a sliding scale of salaries in which the largest 

increases went to the better licenced and more experienced 

teachers. 13 

The first provincial minimum teachers salary scale 

came into operation in 1946-47 and served to reinforce 

the Onion's policy of approaching the provincial government 

rather than the individual school boards.14 The salary 

scale was intended to insure that no teacher would fall 

below a stated minimum salary level but was not intended 

to serve as a maximum that any school board could pay. 

Because some urban school boards were interpreting the 

scale as the maximum payable to teachers, there were some 

complaints by the urban locals. on the whole the salary 

scale proved more beneficial to rural teachers who 

immediately realized a salary increase. Some disputes 

did arise as to the benefits of a provincial salary scale 

but the tendency, on the part of most locals, was to 

leave the bargaining function in the hands oz the provincial 

representatives. 
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This tendency proved to be disruptive in the early 

nineteen fifties. Because of the Korean War, Canada was 

once again experiencing inflation and the teachers suffered 

a drastic drop in purchasing power. Not only had the 

purchasing power of the average teacher's salary declined 

since 1945, but it was in fact only $164 higher than it 

had been in 1939.15 When the Union, following established 

procedure, presented its case to the provincial government, 

along with recommended salary increases, it was flatly 

rejected. The government argued that its expenditure for 

education would rise even without assuming additional 

obligations, and in view of an· anticipated budgetary 

deficit, it offered no hope whatsoever of any increase in 

the province~ contribution to teacherJ salaries. 1 6 

The p~ovincial level approach had failed and unfort­

unately few locals were prepared to bargain with the 

individual school boards. The teachers salaries during 

this period had become" ••• a political ball to be tossed 

back and forth between the provincial and municipal 

educational authorities each of which blamed the other 

for the situation. 1117 Meanwhile the standard of living 

of teachers was declining sharply with the result that 

they were becoming more militant. The question of 

affiliation with labour (specifically The Trades and 



and Labour Congress) came up again in 1951. In a refer­

endum the members voted 1,124 to 918 in favour of 

affiliation.18 At the annual council meeting held later, 

t he vote was 43 to 39 ~n favour of affiliation.19 The 

Union subsequently did not affiliate with labour but 

decided to acquire its own certification legislation, 

the reason being that affiliation would split the organ­

ization. 

During the crisis of the early fifties the rural and 

18 

village teachers of Cape Breton Island and the rural teachers 

of the Antigonish area went on strike. The Cape Breton 

strike lasted from January 3/51 to February 27/51. The 

Antigonish teachers struck from February 19/51 to March 

25/51. 20 Eventually the provincial government met with 

the municipalities concerned to resolve the disputes. In 

the interest of avoiding the possibility of more strikes 

in the future, the provincial government appointed a one 
'-

man royal commission to look into the whole problem of 

educational financing i n Nova Scotia. Judge Vincent J. 

Pottier was the commissioner.* 

The result of that commission, to which the NSTU 

submitted a comprehensive brief, was the establishment in 

* Judge Pottier submitted his report to the government 
in 1954.For further reference .. see: . · 

The Report of The Contmiss'ion on' Puh:l.'ic• School Finance 
in Nova Scotia. Queens Printer, 1954 : ' 



1 956 of the Foundation Program of Educational Finance.* 

Under this program the province shared with the school 

boards th~ costs of education in Nova Scotia. Th~ program 

established a minimum salary scale for teachers in which 

the provincial government would participate. 

19 

Legislation passed in 1953, and amended in 1957-58, re­

cognized the right of the NSTU to bargain on behalf of its 

members with the school boards. The act and its amendments 

also provided machinery for the resolution of disputes and 

compelled school boards to commence bargaining when requested 

by the Union.** After 36 years the NSTU finally received 

the rec0gnition it sought. The NSTU now qualified as a leg­

itimate interest group with a mandate to act on behalf of 

its members, and was recognized as a bargaining agent. 

Apart from the problems of obtaining bargaining rights 

and the question of affiliation with labour, the NSTU also 

had to increase its membership and the number of locals 

in the organization. Due to a lack of funds it was dif­

ficult to develop locals in areas that were not urban. 

Also, the low salaries, high mobility and high turnover 

characteristics of the rural staff severely limited the 

number of rural teachers brought into the Union. 21 Obviously 

locals could not be developed without increased membership 

* For details see - The Education Act, 1955, being Chapter 
23 of the statutes of 1955: also NSTU Council Minutes, 1955, 
pp. 61-63. 
** For further information see: · The Nova Scotia Teachers 
Union Act and Amendments to 1957. Queens Printer, Halifax, 
1957. 
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so, in the early years, the Union attempted to develop 

services which would discriminate between members and 

non-members. But, again, because of low membership the 

Union could not afford many special services. Before 1940 

only a legal aid scheme was made available to the members. 22 

The Q~ion had to depend primarily upon the locals 

for recruiting so it was not until 1942, when the first 

general secretary was appointed, that the possibility of 

Union penetration into rural areas became practicable. 

Mainly because of the activity of the general secretary 

membership increased rapidly, from 45% of all teachers in 

1941-42, to 72% in 1949-50. In 1950 the Union decided to 

secure legislation that would guarantee membership. Members 

would no longer have to be recruited yearly- but would be 

permitted to write out of the Union. By 1957 membership 

in the NSTU was automatic upon commencing teaching but 

teachers could write out yearly. Thus by 1957, any 

teacher who did not wish to belong to the NSTU had to 

write a letter to this effect (every y-ear} to the executive 

of the Union. The same situation applies today. The new 

leg.islation had the effect of increasing membership i-1'.l 

1958, to 5300 or 98% of all teachers in the province. I~ 

1960 that number reached 5800. 23 

As membership increased to include the rural areas, 
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the number of locals also increased rapidly, so that by 

1 960 there were 53 compared to 29 in 1941. 24 With 

bargaining now carried on at the local level and the 

increased number of locals, a greater degree of communic­

ation and aid would have to be supplied to the locals by 

the executive and its staff located in Halifax. The role 

of the executive of the NSTU had changed from one of 

bargaining leadership to one of coordinating and supporting 

the locals. 

By 1960, the NSTU had set its patterns of development 

as an interest group and established its position as a 

bargaining agent of the teachers of Nova Scotia. As a 

bargaining agent the Union could claim responsibility for 

the passage of the NSTU Act as well as seven major 

ammendments to that Act. 25 As a professional organization 

the NSTU was also, during this time, responsible for numerous 

changes in the Education Act. These accomplishments 

enhanced the status of the Union and furthered the cause 

of professional development. 

By 1960, the formative period of the NSTU was over. 

It had achieved recognition from both the government and 

the school boards, avoided affiliation with labour and 

raised the status of the teaching profession. It remained 

to be seen whether the NSTU could fulfill its objectives 



for the future. A serious problem, however, was its 

outdated constitution. 
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CHAPTER II 

THE STRUCTURE OF THE NOVA SCOTIA TEACHERS UNION 

In order to present the rationale for change as 

visualized by the innovators, much of the material pre­

sented in this and subsequent chapters has been gleaned 

from interviews with ijnion personnel. The NSTU, because 

of the apparent outdatedness of its constitution is now 

contemplating structural changes, the proposals for which 

will be presented at its annual council meeting late in 

March, 1974. If accepted, these changes will be incor­

porated into the constitution. 

The constitution of the NSTU, like that of any 

organization, governs its organizational structure, the 

method of represention of its members and also delegates 

and defines decision-making power. The NSTU constitution 

has become outdated. For example, because of the stipu­

lations of the 1921 constitution, representation at the 

annual council meeting of the Union has almost tripled to 

over 300 members, making the determination of policy 

extremely difficult. Also the method of electing the 

President and the powers granted to him/her are out of 

focus with the situation today. But the primary problem 

with the constitution today is that it inhibits the 
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activities of the .average member by restricting his or her 

participation in the formulation of policy at both the 

local and provincial levels of the Union. 

Constitutional Implications for Structure 

The original constitution of the NSTU,* drawn up 

in 1921, enables one to briefly sketch the structure of 

the organization. This document stipulates that the NSTU 

is to consist of a provincial council and local units. 

The composition and duties of the council are outlined 

and an annual meeting of the council is required. The 

duties, (but not the structure) of the locals are also 

outlined. Union membership is defined as all persons 

engaged in teaching in the common and high schools of the 

province who wish to join. This constitution also set 

forth the goals of the NSTU.** 

The power of the organization is based in the 

provincial council which consists of representatives 

of the locals. An executive of the council, consisting 

of a president, two vice presidents, a secretary-treasurer 

and five other elected persons, functions to carry 

out the wishes of the council. The financial support for 

the executive comes from the locals through the council. 

* 

** 

see appendix "A" of this thesis. 

see appendix "A", article 1. 
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Fig. 2:1 

ORGANIZATION CHART 
NOVA SCOTIA TEACHERS UNION 

TEACHERS: 10.500 

LOCALS: 45 -------7 
I _______ ,__ _____ __, I 

REGIONAL REPRESENTATION: 17: 

ANNUAL COUNCIL 
(Policy making body) 
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-he actual number of delegates to annual council is approximately 
when one includes alternate delegates. 

Compiled with the assistance of Mr. Les Walker, 
Executive Assistant of the NSTU. 



The constitution of the NSTU has, over the years, 

evolved into an elaborate document governing a large 

diversified organization. Reference to the organization 

chart (figure 2:1) will reveal that the basic structure 

of the organization, as stipulated by the original con­

stitution, is still in existence, but the organization 

itself has g~own immensely. This growth has required 

multiple constitutional changes in the form of by-laws 

and orders of council. 

The present constitution of the Union consists of 
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the Teaching Profession Act;* the by-laws to the Act, 

(approved by the Governor-in-Council of Nova Scotia) and the 

Standing Orders of Council. 1 The constitution governs 

the activities of each individual organ of the Union. 

Whereas the 1921 constitution was open to interpretation, 

th~ latter, in many respects, is not. As new organs 

evolve within the structure of the NSTU, the scope of 

their activities must be outlined. The following is a 

summary of the present constitution of the NSTU. 

:=-.c ::, The·-:!l;'eachi;ri9-: Profession Act 

- defines terms of reference 
- incorporates the NSTU 
- designates the elements of the constitution 

* The Teaching Profession Act was originally the Nova 
Scotia Teachers Union Act. By the latter th~ NSTU was 
incorporated in 1951. 
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- defines -persons eligible for membership 
- recognizes Ynion objectives 
- del egates power 
- provides for the formulation of by-laws (with the 

approval of the Gover nor-in-Council 
- determines member resignation procedures 
- prescribes a method for the collection and transfer 

of dues, and 
- sets up compulsory negotiating machinery 

The By-Laws of the NSTU 

- stipulate membership fees, rights, privileges and 
responsibilities 

- set up and define powers of locals, council and 
executive 

- stipulate officers of the Union, their powers and 
functions 

- recognize committees of council and grant council 
the rights of defining their duties, and 

- establish a legal assistance fund 

Standing Orders of Counoil 

- set forth procedures for dealing with resolutions 
- determine the basis of and establish procedures 

for election to the executive, and 
- recognize, give support to and limit the scope of 

special associations.2 

Membership and Locals 

As indicated in fig. 2:1, there are approximately 

10,500* members in the NSTU, representing about 99% of 

all teachers in Nova Scotia. 3 ** The members belong to 45 locals 

* The Union has adopted the policy of negotiating the Rand 
Formula into its contracts with school boards. This should 
result in the NSTU representing virtually 100% of Nova 
Scotia teachers and will provide greater finances to the 
organization. To date only 7 out of 45 locals have this 
formula in their contracts. 

** For a list of locals and membership see appendix "B". 
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spread across the province. According to the constitution: 

"A local shall be a committee of the NSTU 
for purposes within the are~ of such local 
and when acting as such shall be under the 
control of the council, subject to the ..• Act 
and .•• By-laws."4 

The sanctions available for use against a rebellious 

local or member . thereof, although strong, are seldom 

used. The 'Eeaching Profession Act gives the Union the 

power to "expel or otherwise discipline any member .•. 115 

It would, however, appear likely that the Union would 

attempt to placate such a local or member rather than 

resort to expulsion. 

, The locals are the bargaining agents of the NSTU and, 

as such, carry on all negotiating as required by the 

Teaching Profession Act. They are also represented at 

annual council meetings on the basis of one representative 

for every 25-50 active members and one for every additional 

SO membe~s or faction thereof. 6 The locals have a high 

degree of autonomy, but in the interest of provincial 

unity must work through and with the provincial executive 

of the NSTU. 

The Council of the NSTU 

The council of the NSTU is the legislative or policy­

making body. It is composed of local delegates and the 

executive, which includes 17 regional representatives, 



t he president, the first vice-president and the immediate 

past president.* At the annual council meeting the 

president, first vice-president and the members of ~h~ 

various committees are chosen. 
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Because the government must approve changes in the 

Teaching Profession Act and the cabinet must approve the 

by-laws, the power of the council to change its constitution 

i s limited. None-the-less, Union policy can be changed 

with a two-thirds vote of the members of council. 7 

The NSTU Executive 

The executive of the NSTU supervises the business, 

property and affairs of the Union between council meetings. 

To carry out its functions, the executive presently 

employs a staff of one executive-secretary, five assist­

ants, one business officer and one communications officer. 

Their range of functions includes administration, negoti­

a tion, curriculum design, teacher education, publication, 

f inance, public relations, legal aid and professional 

d evelopment. 8 

The provincial executive is responsible for providing 

guidance to a large number of standing and ad hoc 

committees; special associations; the annual council meeting 

and the locals. This heavy work load necessitates the 

* The position of past president has not been filled for 
5 years due to retirement. 



large staff mentioned above. 

Executive members are elected yearly, but because 

this body require-s. long-range policy and planning, the 

practice of yearly elections is beginning to cause some 

problems. In situations where many new members are 

elected to the executive in any one year, the effective­

ness of the executive declines. 

The President of the NSTU 

The constitution stipulates that the president 

shall hold office for the school year following the 

council.9 The president is responsible for" ••• presiding 

at all meetings of the council and the executive and has 

general oversight of the affairs of these bodies. 11 10 The 

president is also an ex-officio member of all committees 

and must perform additional duties that are delegated to 

him/her by the council. 

According to Miss Mary . Roach, President of the NSTU, 

"One of the most important functions of the president is 

to put his/her personality to work in a liberal inter­

pretation of policy. 1111 Miss Roach noted that because 

of a greater degree of faith in the executive, the 

council has permit:ted them more latitude in the inter­

p :ieetation of resolutions from that body. She ;further 

stated that as president she considers herself both a 
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leader and a follower, leading on the basis of a broader 

provincial and national outlook and following on the basis 

of what is derived from studying the different perspect­

ives of all teachers. 

Standing and Ad Hoc Committees and Special Associations 

The standing and ad hoc committees established by 

the council work under the guidance of the executive. 
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Their functionp range from preparing requests for legisl­

ation to be presented annually to the minister of education; 

to financial, pension and property management, and teacher 

education and certification. 

The NSTU special associations* are semi-autonomus. 

They are professional groups concerned with increasing 

knowledge and understanding of a subject area, performing 

as a clearing house for ideas and recommending action on 

matters affecting their subject to the executive. 12 The 

special associations are province wide. They receive a 

grant from the provincial executive and do not (unless 

requested)**become involved in executive business. 

As one can see, the organizational structure of the 

NSTU is compiex. It requires a high degree of coordination 

* For a list of special associations and their functions 
refer ·to : · The NSTU Executive Conference, June 1973, 
pp. 14-23. 

** In 1973, at the request of the executive, the School 
Administrators Association joined forces with the NSTU 
to present a brief to a governemnt committee on education. 



and communication. It depends to a great extent on the 

membership for active participation in policy formulation 

and implementation. Lately, many members have become 

apa~hetic and prefei to leave Union activities in the 

hands of the minority. This is not a problem in itself 

but merely a sign that problems have developed within the 

structure of the Union. The problems appear to center 

around a lack of understanding and poor communication of 

Union policy and a trend toward centralized power. 

Identification of Structural Problems 
and Recommendations for Change 

The annual council meeting of the NSTU held in 1970 

gave formal approval to the following resolution: 

"that the Executive of the NSTU authorize a 
complete study of our whole operation to ascertain 
our fiuture growth and development re Staff, Services 
and Program, in relation to projected income and 
energy expended; and further that the executive 
appoint a committee to carry on such a study and be 
authorized to call on the expertise of resource 
people outside the NSTU to assist in study; and 
further that an amount determined by the Finance 
Committee and sufficient to pay for such a study be 
included in the Budget".13 

This resolution was sponsored by the current president 

of the Union, Miss Mary Roach. Miss Roach noted that at 

the time the resolution was approved criticism of the 

Union was high and non-constructive. Her intention as 

sponsor of the resolution, was to determine if the Union 
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was, in fact, meeting the needs of the teachers. She 

further stated that the· study was to be positive and 

result in recommendations for change where necessary. 14 

An ad hoc Structure Committee was formed to work in 

con::i.\l~cti~n- ~_.~t-~ the consulting firm of Booze, Allan 

and Hamilton Canada, Limited, (BAH) which was commissioned 

to carry out two studies to identify problem areas in 

the structure of the NSTU. The entire structural study, 

consisted of three phases, two of which were carried out 

by BAH (its reports and recommendations, were submitted 

to the provincial executive and the Structure Committee). 

The third phase of the study was carried out by the ad hoc 

Structure Committee. This committee studied the reports 

and recommendations of BAH, did some investigating of its 

own . throughout the locals in the province, and finally, on 

the basis of BAH recommendations and their findings, sub­

mitted their recommendations to the delegates of the 

council of the NSTU. The recommendations of this com­

mittee will be dealt with at the annual council to be held 

in March 1974.* 

The first BAH structure study was carried out during 

the summer and fall of 1971. The second (a follow~up 

* For the purposes of this thesis the officials of the 
NSTU have been generous enough to make available to me both 
the report of the structure committee and the BAH reports 
of 1971 and 1972. 

35 



study) was conducted during the fall of 1972. 

With respect to the overall structure of the Union, 

the first BAH report noted that, " ••• the needs of the 

membership will rapidly become more complex and diverse. 

It follows that the structure and actions for definition 

and response will also become more complex. 1115 

The report further states: 

"A prime measure of a membership association is 
how well it perceives and responds to the needs 
of its members. The effectiveness of that per­
ception and response is largely dependent on the 
nature of the association's organization structure 
and the role exercised by its governing units. 11 16 

The 1971 report notes that the present organizational 

structure of the NSTU is not adequate to respond to the 

needs of its members. The inadequacy is indicated by 

36 

the fact that "a substantial proportion of the membership 

lacks understanding of ••• NSTU .•• activities and is not 

particularly responsive to existing means of communication. 111 7 

It is recommended that the governing bodies should be con­

stantly aware of this problem and" ••• continually seeking 

new ways to improve communications* and to involve the 

widest possible number of members in NSTU activities. 11 18 

Union locals, according to the 1971 BAH report, are 

suffering from the 11 ••• absence of any rationale or 

* The problem of communications, one which is vital to the 
Union, is dealt with in detail in chapter III of this thesis. 
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commonality of structure ••. 1119 The characteristics of 

locals vary widely. For instance, membership ranges from 

a low of 29 to a high of 1,506; locals are dealing with 

from one to six school boards and the number of schools in 

a local ranges from one or two, to as many as 59. To 

devise a common rationale for the structure of locals, the 

report makes three recommendations. First, the structure 

of the locals should be re-examined and changes actively 

sought. Second, a rationale should be defined for the 

structure of locals and illustrated by flexible but clear 

criteria. Third, the basic unit of organization of the 

local (and, hence, the NSTU) should be the s chool repres­

entative. 

To alleviate the problems and develop a common 

rationale for local structure, the structure committee 

in its final report, makes the following recommendations~ 

First, that the NSTU should encourage greater and wider 

membership participation in Union activities. The vehicle 

through which this is to be achieved will be the school 

representative. (See appendix "D"). Second, that a local 

council be created. The new local council will consist 

of the executive of the local (elected by all schools) and 

the school representatives - at least one from every school 

in the local. 



The creation of the school representative* and the 

local council represents an attempt by the Structure 

Committee to encourage greater involvement in local 

activities on the part of the teacher. 

The local council will become the decision making 

and communications center of the local and a forum for 

local committee reports. This council will reduce the 

necessity of frequent meetings of the entire membership of 

the local which, except in times of crisis, were poorly 

attended. But the same council will give representation 

to every school in the local. The local council will, in 

effect, take over the functions performed by the local 

general meeting. Never-the-less the entire local will 

retain residual powers and participate in the making of 

major decisions such as contract ratification. 
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The creation of a local council will not be mandatory. 

- Some locals, notably the smaller ones, may not require 

such a council to achieve increased participation, the 

school representative in these cases will serve on the 

local executive as it presently exists. The position of 

school representative must of necessity be created and 

maintained as NSTU philosophy now recognizes that the 

basic unit of the Union will be the school. 

* The functions of the school representative will be 
dealt with in greater detail in Chapter III. 



A second probl'em area noted in the BAH report of 

1971 is concerned with the size of the annual council of 

the NSTU. This body, according to the report, "~ ~ - is 

excessively large and somewhat unwieldy 11 • 20 The report 

reommends that representation to the annual council be 

reduced to one half the present number. To effect this 

change, the NSTU e~ecutive is sponsoring resolution 

number 74-30, to be presented at the annual council in 

March 1974. 21 The resolution will reduce representation 

from the present one for every 50 members to one for 

every 100 members. 

The 1971 BAH report also recommended that because of 

the President's clearly defined role as spokesman, "con­

sideration should be given to electing the President by 

popular ballot and to ensuring election by a majority 

vote. 1122 As indicated by the proposed organizational 

chart*, the structure committee has accepted this recom­

mendation. 

Pending confirmation at the annual council in March 

1974, the entire membership of the U,nion will henceforth 

elect the President. This reflects a definite change in 

* See appendix "C" 

39 



policy, taking power away ;f!rom the annual. council and 

putting it in the hands of the general membership. The 

policy change requires numerous alterations in the con­

stitutional by-laws and the approval of the governor-in­

council. 

Under the proposed changes, the president will be 

elected for a two year term by a simple majority vote of 

the members of the Union. The two year term is proposed 

on the basis of the belief that the president needs time 

for orientation to the position in order to become an 

effective leader. The president will not be permitted to 

re-offer for the position immediately after his two-year 

term. The Structure Committee feels that the president 

might, if in office too long, become too far removed from 

the active p;ofession. 23 

Miss Mary Roach supports the proposal to elect the 

president for a two-year term by a simple majority vote 

of the mempers. Miss Roach noted, in an interview, that 

at the present time it is possible for a president to 

be defeated at the annual council in March yet carry on 

as president until August without the confidence of the 

membership. This, she felt, could prove detrimental to 

the -Union in a crisis situation. 

Contrary to recommendations forwarded in the 1971 
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BAH report, .the Structure Cammi ttee has proposed the 

creation of the position of president-elect. The president­

elect will serve as first vice-president for one year 

prior to his or her installation as president. The 

rationale for the creation of this position is that the 

president-elect will gain the experience of one year as 

a member of the executive of the Union before assuming the 

position of president. The possibility of a conflict of 

interest arising between the president and president-elect 

does not pose any real threat because the powers of a 

president-elect will be limited to those of a first vice­

president. 

The problem of yearly election of provincial executive 

members, as previously noted in thiscch?pter, , received 

attention from the Structure Committee. The committee 

proposed that executive members be -elected for a two-year 

term with one half being elected each year. Membership on 

the provincial executive will be restricted to a maximum 

of two consecutive terms (the proposed duties of the 

executive are enumerated in appendix "C"). These recom ... 

mendations are made in the belliief that the executive of 

the NSTU is one of the most important elements in its 

structure. This body requiEes continuity and can no longer 

rely on the possibility of some members being re-elected 



each year as is now the case. 

The recommendations of the Structure co:mmittee, 

discussed in this chapter, are of primary concern to 

the NSTU. All recommendations forwarded by the Structure 

Committee have the official support of the present provin­

cial executive of the union. The resolutions required to 

put these recommendations into effect have been prepared 

and published in The Teacher (a publication of the NSTU) 

so that all representatives to the annual council of the 

Union may have a chance to study them before attending 

the council meeting in March 1974. 
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Most of the proposed changes will require constitutional 

alterations. It is believed that the alterations, onee 

made, will have the· effect of reviving and strengthening 

the organizatton. The objective of the proposed changes 

is to induce more members to participate in policy form­

ulation and Union activities. The NSTU has recognized 

that the restrictive aspect of a constitution can, with 

time, become dysfunctional. The Union has, therefore, 

decided to alter the specifics of the present constitution 

which maintaining its general philosophy. The constit­

utional alterations should allow the organization to 

adapt to altered circumstances in the future. 



· Admin•istrators and the NSTU 

School administrators in the NSTU appear to wield on 

inordinate degree of power. Although considered teachers, 

this group has its own special association, the School 

Administrators Association (SAA). Administrators account 

for approximately 7% of the membership of the NSTU, but 
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at any one time may represent 50% of the provincial 

executive. Because of the power it controls, this group 

occasionally receives extreme criticism from the "ordinary" 

membership. 

The Sydney local of the NSTU, in an attempt to 

decrease administrative control of the provincial executive, 

has forwarded the following resolution for consideration 

by the annual council in March 1974. 

"Whereas classroom teachers constitute the bulk 
of the membership of the ••• NSTU .•••• Be 
it resolved that the membership of the ~rovincial 
executive of the NSTU be confinea l to NSTU members 
spending 50% (fifty percent) or more of their 
working day as classroom teachers. 11 24 

This resolution would not entirely exclude school 

administrators from the provincial executive but would 

decrease their representation on the executive. The 

possibility of this resolution passing through council is 

slim, but the resolution demonstrates the fact that some 

members are concernedt about the high degree of power 



held by school administrators ·in the NSTU. 

In summary, this chapter has presented the present 

structm.re of the NSTU. The reports of BAH and the 

Structure Committee report indicate that the structure 

is not adequate to respond to the needs of the members of 

the Union. The structure of the Union, as determined by 

its constitution is inhibiting participation by the 

members in the activities of the Union and in the formul­

ation of its policies. The recommendations of the 

Structure Committee are designed to alleviate the problems 

discussed by changing to some degree the organizational 

structure of the Union. The recommended changes require 

alteration of the constitution. By altering its con­

stitution, the Union is attempting to provide an adequate 

structure which will fulfill the needs of its members and 

permit the organization to adopt to altered circumstances 

in the future. 

The implications of the Structure Committee recom­

mendations are for the most part quite clear, but a few 

inconsistencies will be explored in the conclusion to this 

thesis. One immediate implication of the proposed 
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structural changes involves internal communications and these 

will be explored further in Chapter III. 
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CHAPTER III 

COMMUNICATIONS 

The structural changes in NSTU locals were designed 

with two objectives in mind, to encourage participation 

and to improve communication. Both BAH studies identified 

communication as a very important problem area. There are 

two aspects of communication with which the Union is con­

cerned. They are internal and external. Internal or intra­

union communication takes place w~thin the Union itself such 

as communication between the locals and the executive of 

the Union. External communication is concerned with contact 

between the Union and external bodies such as the Government 

of Nova Scotia. This chapter deals first with internal and 

later with external communication. 

The structure of any interest group, including the NSTU, 

is extremely important with respect to both aspects of com­

munication. As noted in the introduction to this thesis, 

i nd ividual interests and ideas must be able to be communicated 

to the leadership. In turn, the leadership must be able to 

quickly communicate policy to the membership and to external 

interests. The structure of the organization determines the 

speed and effectiveness of such communication. If the 

structural means of communicating are poorly developed, then 

efforts to communicate will be less than satisfactory. 
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Inadequacy of communication leads directly to ignorance 

and suspicion. The membership of the group remains igno= 

rant about what the leaders are doing and why. The leaders 

are ignorant of the wants and needs of the members. Igno­

rance, as a result of inadequate communication, breeds 

suspicion which may result in the general memberships' apathy 

or distrust relative to the leadership of the organization. 

Communication Problems of the NSTU 

Particularly during the 1960's, there was much talk of 

the 'communication gap', between parent and child, between 

employer and employee, between government and the electorate, 

and, in the case of the NSTU, between the leadership and the 

membership. Realizing that the Union had a communication 

problem, the leadership determined to do something about it 

in the 1970's. BAH was asked to study this problem in their 

study on structure. 

The BAH report of 1971 noted that, "The attitude of 

many members of the NSTU, perhaps half or more, can be 

characterized as apathetic." 1 Apathy was not noted as a 

problem in itself, but rather as a consequence or sign of a 

communication problem. The communication problem was noted 

in a second, follow-up, study done by BAH in 1972. This 

study reported the following: 

"Communications at the local level and throughout the 
NSTU structure are seriously deficient. 

- 'Top down' communications rely primarily on The 
Teacher [the NSTU periodical] and sporadic visits of 



central office personnel. 
- Both approaches are viewed as inadequate vehicles 

for top down communications with management. 
- Regular structured channels for 'bottom up' 

communications do not exist. 
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- Communications and established routine channels for 
communications within the locals, generally are poor. 112 

Noting this failure of the NSTU, with respect to the 

vital area of communication, the following recommendations 

were made in the same report: 

II The school representative should be the primary 
communications link (1) witlll.in the local and (2) 
between central and regional structures and the 
general membership, 
communications from central office to the general 
membership should give greater emphasis to: 
- defining long range programs and objectives for 

the NSTU, 
- reporting ••• how the budgeted resources of the 

NSTU are distributed ••• , 
- activities in support of regional and local 

programs and program development. 11 3 

Pending acceptance by eouncil 74, the structural model 

for internal communication will follow that outlined in 

appendix "D" of this thesis. 

; The School Representative: · Internal Communicator 

The model outlined in appendix "D" was designed to 

perform the dual functions of increasing membership partic­

ipation in the decision making process and establishing clear, 

up and down communication channels. This model is intended 

to solve the problem of intra-union communication. A study 

of the model reveals that a prime function of the school 

representative is that of a communicator. It is intended 

that the school representative disseminate (top down) 
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"nformation received at the local council level to the 

school staff. Such information will include local as well 

a s provincial news - the provincial news being communicated 

o the local council by the regional executive member who 

will be an ex-offi cio member of every local. The school 

representative will also convey (bottom up) to the local 

council the feelings and attitudes, questions and comments 

of the school staff. 

On the basis of such flows of communication, the local 

council may formulate policy to be transmitted from the 

council itself directly to the provincial executive of 

annual council, or may transmit it through the general 

meeting of the local to the provincial executive or annual 

council. This model presents a means for the consistent and 

rapid flow of communication from top to bottom and vice­

versa. The degree and clarity of information communicated 

will depend to a great extent upon the ability of the school 

representative and the cooperation of the regional executive 

member in releasing information to the local. 

This model has been tried and found successful* in 

increasing membership participation and information. It also 

has the quality of being adaptable to fit local circumstances 

and specific communication problems as defined by the locals. 

* The model has been in operation in the Yarmouth local 
of the NSTU for the past two years. 
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Publics of concern: External Communication 

Although internal communication is of paramount import­

ance to the maintenance of unity within the NSTU, external 

communication is also important, particularly as the Union 

functions as an interest group. At the annual leadership 

conference of the NSTU held in 1961, various 'publics of 

concern' were designated as impo~tant targets with which 

communication officers must be concerned: 

"- Communications among teachers, 
- Communications to those who are directly dependent 

on what teachers as professional people have to give, 
- Communications between central office and locals, 
- Communications with groups whose sympathy and support 

may be enlisted, 
- Communications with individuals and groups whose 

interests sometimes conflict with those of teachers 
or with the needs of education, 

- Communications with those who can help spread the 
word, and 

- Communications with government."4 

Among the many external 'publics' with which the NSTU 

must maintain communication links are students, parents, 

home and school associations, professional people, clergy, 

service clubs, boards of education, town and city councils, 

mayors, wardens, tax payers, the news media, elected repre­

sentatives, civil servants, the department of education and 

the government. 

It would be extremely difficult to maintain communic­

ation links at all times with the various publics of concern. 

The objective of the NSTU, therefore, has been to establish 

such links and use them when necessary. This objective has 
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been established because the Union speaks ·for most teachers 

in Nova Scotia. As such, it must always be prepared to 

present to any public of concern its views on any subject 

relating to teachers. 

The channels of external communication utilized by 

the NSTU are most often used during breakdowns in contract 

negotiations. At such times, the general public of Nova 

Scotia, or, in cases of local negotiations, the local public, 

becomes aware of the existence and policies of the NSTU. 

Press releases, radio announcements and t eievisions com­

mercials are all exp~0ited in an effort to gain public support 

for the Union. These channels are utilized in the desire to 

bring public pressure to bear on the government or the school 

board. Such pressure, when in support of the Union, helps 

bring negotiations to a satisfactory conclusion. The effec~ 

t ~~e~ess of such communication channels in the resolution of 

contract disputes appears to be satisfactory. The NSTU, 

through Bill 184, is now attempting to reduce the incidence 

of negotiation breakdowns.* 

The basic internal and external communication medium 

used by the NSTU is The Teacher (formerly the NSTU News Letter 

and the NSTU Bulletin). This medium has existed since 1921, 

f irst in bulletin form, later as a news letter, now as a 

tabloid. The Teacher is published bi-monthly (except in 

* Bill 184 will be discussed further in Chapter IV and V. 
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July and August). It is distributed to all schools and 

teachers in the province and to teacher education institu­

tions in Nova Scotia, the department of education, all 

members of the ~egislative Assembly and even as far away as 

Africa. 5 

During the 1960's, the greatest emphasis in terms of 

targets of communication was placed on teachers, government 

and the teacher training institutions. Communication 

directed towarq other groups has depended upon the part­

icular circumstances in which the Union found itself. 

Cornrnunicati.on in the 1970's 

Much of the communication initiated presently by the 

NSTU is not readily evident to the general public. The 

provincial executive or executive personnel now meet with 

the minister of education, on average, about once a month. 

The Union has also established regular contacts with junior 

and senior civil servants in the department of education. 6 

These meetings and contacts present the apportunities 

required for the NSTU to voice its views on the direction of 

government policy regarding education and its method of 

implementation. 

The Union also periodically presents briefs to government 

committees and commissions whenever it is thought that its 
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views should be put forth.* These briefs serve the dual 

function of stating the position of the NSTU on particular 

issues and occasionally broadening the scope of the com­

mittee or commission investigating the issues. 

According to one member of the Legislative Assembly 

of Nova Scotia (who prefers to remain anonymous), the NSTU 

has also developed a sophisticated and effective system 

of lobbying which is activated whenever educational issues 

concerning the Union come before the House. The M. L. A.'s 

are flooded with telephone calls from 'concerned cons ti tuent.s.' 

and receive visits from representatives of the Union. With 

respect to the government, it would appear that the com­

munication channels are available and open, but this does not 

necessarily ensure that the Union gets what it wants from 

the government. Mr. Norman Ferguson, Executive Secretary of 

-he NSTU noted, in an interview, that although the Union may 

never have changed a eabine,t decision, it has, by making 

its point of view known, influenced decisions. 

As a method of communicating its policy and views, the 

NSTU is represented on all provincial councils or committees 

concerned with education in Nova Scotia. The Union has 

* Two extensive briefs presented recently are: 
- The NSTU, Initial Statement of position to the Roxal 

commission on Education, l3ublic Services and Provincial 
Municipal Relations. (Graham Commission) August 1971. 

- The NSTU Statement to the Standing and Select Committee 
of the Nova Scotia Legislature on Education. November, 
1973. 
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representation on the Department of Education Curriculum 

Committees, the Advisory Board on Teacher Certification, 

the Foundation Program Committee, the Council of Teacher 

Education, the Board of Governors of the Atlantic Institute 

of Education, the School Television Council, the education 

section of the Voluntary Planning Board and the Steering 

Committee of the ~otal Educational Program Development 

System for Nova Scotia Schools. 'The Voice of the Teachers', 

as the ~ nion likes to refer to itself, is heard frequently 

on each of these bodies. As noted in the introduction to 

this thesis, one function of an interest group, if it is to 

be effective, is representation on bodies which deal with 

matters of concern to the group. In this respect the NSTU 

has certainly been effective. 

Apart from communicating with its various publics 

through submission of briefs, formal meetings and represent­

ation on numerous committees, councils and boards, the NSTU 

has developed other sophisticated communication techniques. 

For purposes of simplicity these devices have been grouped 

into three publications and six non-publications. 

Publications 

The Teacher, previously mentioned, is published approximately 

nin~teen times per year (15,000 copies per issue). This is 

a tabloid form newspaper concerned with disseminating Union 

and educational information to all teachers in the_c,pirovince 

as well as to all other interested groups, includingg teacher 
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training institutions and government. 

NSTU Bylines is a new creation developed in the fall 

of 1973. It will be mailed between issues of The Teacher to 

the school representatives and will contain Union news, 

announcements and some local news. 

The NSTU Handbook has been published annually for a 

number of years. It provides members with immediate access 

to necessary information regarding pensions, dues, benefits, 

salary schedules and NSTU services. 

Non-Publications 

NEWS RELEASES are given periodically to all print and 

electronic media in the province. They serve the function 

of immediately informing the public about NSTU policies when 

the need arises. An interesting development has occurred 

with respect to news releases. When the Union found that 

the Cape Breton media was not making use of the releases, it 

instituted a system whereby Halifax news releases were mailed 

to a union representative in Sydney, Cape Breton, for local 

release. The media response, in the form of more coverage 

of Union activities, has proven favourable and the Union is 

now contemplating its use in other parts of the province. 8 

THE PUBLIC RELATIONS WORKSHOP is another innovation 

begun in 1973. Its primary objective is to teach local 

communication officers the basics of newsletter publication. 

NEWS LETTER AWARDS have been instituted to promote the 

establishment of local newsletters for internal local 
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REGIONAL PRESS LIAISON OFFICERS are being appointed to 

promote the establishment of rapport with the media in key 

provincial centers. 
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SLIDE/SOUND SETS were also introduced for the first 

time in 1973. The Union is accumulating these sets for 

distribution across the province. They will serve to inform 

the membership of the functions of ce~tral office, the exec­

utive and the local bargaining procedure. 

TELEVISION PROMOTION is perhaps the most exciting com­

munication device developed during the past two years by the 

NSTU. Beginning originally with slides, the Union quickly 

graduated to thirty second film commercials. The response 

of the public to this method of communication (depicting 

primarily the role of the teacher) has been highly favourable. 

Letters and telephone calls to the NSTU are encouraging it 

to continue in this effort. Unfortunately, the high cost of 

such a communication device may limit the Union~s use of it. 9 

The NSTU's rapid advances in internal and external 

communication are presently restricted by the structure of 

the organization and its finances. If, as appears likely, 

the proposed structural changes are made, the problem of 

internal communication can be expected to diminish greatly. 

This should be followed by an increase in membership part­

icipation in Union activities and a corresponding:qdecrease 

in apathy. But it is worth noting once more that much 
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depends upon the ability and willingness of both the school 

representative and the provincial executive member to 

communicate and encourage greater activity at all levels 

of the NSTU. 

For the present, external communication devices will 

remain stabi lized. Any substantial, further advances in 

communicating with the onion's 'publics of concern' will 

have to wait until increased financing is available. 
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CHAPTER IV 

BARGAINING PROCEDURES 

In the bargaining process, external communication is 

related to specific 'publics of concern', notably the 

school boards and the government. A prime determinant of 

the formation of teacher associations was the need for a 

vehicle by which teachers could collectively seek to 

improve their economic position. Teachers realized that 

school boards could not always be depended upon to offer 

reasonable salaries. Through organization they could seek 

the right to bargain collectively and exert a degree of 

influence over negotiating procedures. 

Teacher associations have the anen~iable position of 

seeking salary increases from school boards which depend 

on locally raised taxes for funds. Since the school board 

trustees are local people, they are particularly sensitive 

to increased local taxes to raise teachers' salaries. 

During the 1960's, when much of Canada, including Nova 

Scotia, was experiencing a teacher shortage, salary increases 

were relatively easy to secure. As the financial position 

oi the teacher thus became more attractive, the teacher 

shortage quickly turned into a surplus. Teacher associations 

now must seek salary increases under less favourable 

conditions than existed in the 1960's. 
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J. D. Muir notes that, " •.• it is possible to force 

the level of teacher salaries upward with little effect on 

the demand for teachers. However, every dollar increase in 

total teachers salaries increases total operating expend­

itures by $1.72. 111 Therefore, a change in the level of 

teachers salaries has a direct and substantial impact on 

total educational expenditures and the tax rate. 

Trends in Educational Finance 

In the past decade, total educational expenditure in 

Canada has increased by 381% and now consumes 9.7% of total 

personal income as compa~ed to only 5.1% a decade ago. 2 

The cost of education is now, and has been for some time, 

on the incline. The tax payers who must foot the bill 

naturally do not welcome increased educational costs. Faced 

with rising costs in education, they have been calling for 

more governmental controls and restraints. 

Since education costs are financed in large part by 

property taxes, and because the tax base of most local 

municipalities is relatively small, their ability to pay 

increased educational costs is severely hampered. Therefore, 

in recent years the trend has been toward greaterr provincial 

government participation in educational financing. The 

British North America Act of 1867 (section 92) limits direct 

federal participation in financing the educational systems 

of the provinces. 

As the provincial governments' share of educational 



costs increased, they began to assume greater control over 

educational expenditures in general. This is reflected in 

the establishment by the provinces of larger administrative 

units by consolidating existing school boards into larger 

jurisdictions. In the long run, such consolidation should 

lower the cost of the educational program. General admin­

istrative consolidation was first embarked upon by British 

Columbia in 1945 and since that time it has been adopted to 

varying degrees by the other provinces. 3 To date, Nova 

Scotia has established three such units.* 

Salaries paid to teachers account for almost 70% of 

the operating costs of public schools in Canada. 4 Because 

teachers seem to be continually improving their relative 

economic and occupational position through collective 

bargaining activities, some provinces have attempted to 

control these activities in an attempt to reduce costs. 

Muir contends that: 

"There appears to have been a disturbingly wide 
acceptance of the view that control of teachers 
collective bargaining activities is an ideal 
vehicle through which to control the movement of 
teachers salaries and in turn, school taxation. 11 5 

In short, most provincial authorities have attempted 
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to reduce educational costs by improving the administrative 

system and by maintaining some form of control over teachers' 

* The Northside-Victoria Amalgamated School Board. 1970 
The Colchester East-Hants Amalgamated School Board. 1970 
The Kings Amalgamated School Board. 1970 
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collective bargaining activities. But it should be noted 

that while many provincial governments pay most of the 

educational bill, "Most matters affecting the administration 

of teachers, including their salaries and working conditions 

are the responsibility of the local school boards. 11 6 

Teacher Bargaining in Nova Scotia 

The NSTU is legally recognized as the bargaining agent 

for Nova Scotia teachers under the Teaching Profession Act 

of 1958. The Act states that: 

"Where a majority of the oeachers employed by the 
school board are members of the Union, the Union 
may negotiate with the school board, on behalf of 
all teachers employed byd the board in respect of 
salaries and other items and conditions of employment 
with a view to the conclusion of a professional 
agreement. 11 7 

Accordingly, local representatives of the NSTU have the 

right to bargain with the school board(s) within its area 

of jurisdiction. The local also has the right to compell 

the school board(s) or its representatives to negotiate. If 

such negotiations do not take place within the stipulated 

time then a conciliation officer may be appointed by the 

minister of labour. If the efforts of the conciliation 

officer fail then a conciliation commission may be appointed. 

The three-man commission would consist of one teachers' 

nominee, one school board nominee and a third representative 

agreed upon by the two nominees. This commission, 11 
••• 

shall inquire into the matters in dispute and endeavour to 
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bring about agreement between the parties, and for this 

purpose shall have the powers of a commission appointed 

under the public enquiries act." 8 In cases of an unresolved 

dispute, the commission is mandatory but its decisions are 

not binding. The commission must report its findings and 

recommendations to the minister of education and to the 

parties involved within a month of being appointed. 9 In 

the period 1961-1970, a conciliation commission was em­

pmoyed twelve times to resolve disputes between the NSTU 

and various school boards across the province. Because 

their decisions were not binding, the success of the con-

·1· t· . . 1· ·t d *lO ci ia ion commissions was imi e. 

The Teaching Profession Act also stipulates that: 

"Every professional [collective] agreement entered 
into .•• shall contain a provision for final settle­
ment, by arbitration or otherwise, of all differences 
between the parties or persons bound by the agreement ..• 
concerning its meaning or violation. 11 11 

By February 28, 1974 such professional agreements 

were signed between all 45 locals of the NSTU and their 

respective employers. 12 A representative of the executive 

of the Union signs all collective agreements negotiated at 

the local level. Executive assistants of the NSTU also 

participate to a great extent in the negotiation of these 

agreements. 

* 

The Education Act of 1973 of Nova Scotia also determines, 

See Chapter VI of this thesis. Teacher Salaries 1961-
1973. 
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to a degree, the bargaining situation in the province. This 

Act defines the powers of the minister of education and 

spells out the duties and responsibilities of both the school 

boards and the teachers! * 

Because the individual school boards are considered 

the employers of the teachers, negotiations have been 

concentrated, for a number of years at the local level. When 

negotiations break down, the NSTU re~orts to some form of 

sanction or one of its external communication devices to 

pressure the school board into re-opening them. The NSTU's 

members do not have the right to strike but the Union has 

developed and refined other pressure methods such as: coin­

cidental resignation where all teachers in the local con­

denned submit resignations to the employing school board 

thereby forcing it to negotiate or attempt to hire an entire 

new staff; work slow downs; sporadic walkouts; and the 

curtailing of teacher participation in extracurricular 

activities. 

Virtually all of these methods were used in 1971-72 

when the NSTU experienced extreme difficulty in attempting 

to reach a salary agreement with the provincial goverment. 

The fact that the NSTU was bargaining with the provincial 

* Refer to, The Education Act, Nova Scotia Department of 
Education, Queens Printer, Halifax 1973. PP. 4, 6-7, 22-24, 
51-54. 
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goverment in 1971-72 contradicts previous statements to the 

effect that salary negotiations are carried on at the local 

l evel. The explanation is simple - such a contradiction 

does, in fact, exist. 

In Chapter I of this thesis it was mentioned that a 

f oundation program designed to establish minimum teachers 

salaries for the province of Nova Scotia as a whole was 

brought into effect in 1956. This program has had the 

effect of upsetting the entire teacher salary bargaining 

procedure in the province. It was originally designed to 

produce, among other things, a minimum salary grant scale 

based on teacher qualifications, in which the provincial 

gover:runent would cost share with the scho0i boards. School 

boards were at liberty to pay salaries above the grant 

scale and many did, but in recent years the tendency has 

been for the Foundation Program of minima to become the 

fiorm. 

The Foundation Program provided the avenue through 

which the provincial goverment became involved in educational 

finance in Nova Scoti a.* The program committee consists of 

two representatives of each of: the NSTU, the Nova Scotia 

School Boards Association, the Nova Scotia Department of 

Education and the Union of Nova Scotia Municipalities. 

* For a summary of provincial government spending on 
education in Nova Scotia see appendix "E". · 



The Foundation Program Committee met periodically to 

review all financial aspects of the educational program 

including teacher salaries. Its recommendations were 

presented to the minister of education who gave final ap­

proval to the suggested salary scales. The NSTU did not .a 

have much influence on this committee. The Union's rec­

ommendations on salary scales were usually defeated by 

other members of the committee.13 

As long as some individual school boards were willing 

to pay salaries above the foundation scale (salary dif­

ferentials), the Union complied with the procedure, but as 

more school boards, notably Sydney, Halifax and Dartmouth 

began to adopt the foundation scale as the norm the Union 

became discontented. 
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In 1971, the NSTU rejected the foundation committee's 

recommendations and began to deal directly with the minister 

of education. 14 After setting the precedent in 1971, this 

practice continued so that now all salary negotiations 

are conducted with the minister. According to Mr. Allan 

Sullivan, Education Minister during the 1972-1973 negotiations 

"The NSTU is extremely effective as the representative of 

an interest group and has been able to negotiate good 

benefits."15 

Because the Foundation Program Committee did not 

function well as a decision-making body*, the Union chose 

*o ~his Committee still functions to make recommendations 
on other aspects of educational finance. 



~o go to the person who could make the decisions, the 

· nister of education. The final decision on teachers 

salaries is now made by the provincial government through 

he minister of education. It would appear that as the 

provincial government has increased its proportion of 

educational costs, the location of the final authority for 

the approval of teacher salary increases has changed from 

the school boards to the governrnent~ 6 While bargaining is 

still carried on at the local level, the shhool boards 

merely rubber stamp provincial salary scales, but bargain 

in earnest on all other contract items. 

The NSTU now participates in bi-level bargaining which 

is not legally recognized. At the top level, the minister 

of education, who is not the employer, determines salaries. 

On the lower level, the school boards, which are the 

employers, no longer determine salaries, but bargain with 

the NSTU on all other issues. The implications of negot­

iating salary scales with a non-employer will be examined 

later in this chapter and in more detail in chapter V. 

Teacher Bargaining in Quebec 

As a basis for comparison, the bargaining situation 

between Quebec teachers and their employers is of interest. 

A brief examination of that situation may provide some 

insight with respect to the solution of bargaining problems 

experiebced by the NSTU. 

68 
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There are five statutes regulating public school 

administration in Quebec: 

II the Education Department Act, which defines the 
powers of the minister of education; 

- the Superior Council of Education Act, which 
establishe~ a Superior Council of Education and 

r details the powers and duties of both this council 
and the schools commissions; 

- the Education Act, which determines the powers and 
duties of the trustees as they relate to the 
teachers; 

- Bill 25, which ensures the right of education for 
children and provides for both negotiations and a 
teacher salary scale at the provincial level; and 

- the Labour Code, which grants employees in the 
province the right to organize, to bargain and to 
strike. 11 17 

There are also three major provincial teacher organiz­

ations in Quebec: 

" - - =the Provincial Association of Protestant Teachers 
(PAPT), represefiting English-speaking Protestant 
teachers in the province; 

- the Quebec Teachers Corporation (QTC), repres­
enting French-speaking teachers in the province; and 

- the Brovincial Association of Catholic Teachers 
(PACi), repreienting English-speaking Catholic 
teachers in the province.~l8 

These three organizations could legally have sought 

certification and achieved the right to bargain as early as 

1944. However, it was not until the 1950's that QTC locals 

and the provincial association of ?ACT became certified 

under the Labour Relations Act and acquired the right to 

bargain. With an ammendrnent to the Labour Code in 1965 

specifically to include teachers, most PAPT locals became 

certified. 19 

Bill 25, which establishes province-wide bargaining, 

. l 
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was passed in 1967. Under its provisions " ••• -all teachers, 

regardless of whether they are represented by PAPT, PACT or 

QTC, are included in a province-wide unit for terms which 

are bargained at the provincial level. 11 20 As of July 1, 

1972, the 1200 local school boards, outside the island of 

Montreal, were regrouped into 160 district boards. On 

Montreal Island, there are still fifteen protestant and 

thirteen catholic school boards. All boards in the province 

exist for the purpose of dealing with terms of employment 

(apart from salary) which are determined at the local 

levei. 21 

The three teacher associations have entrusted the 

provincial-level bargaining of their common agreement to a 

joint committee, consisting of representatives of the 

provincial executive bodies of each. The switch from local 

to provincial-level bargaining has evidently required 

alterations to constitutions of each of the three unions, 

permitting a greater centralization of power. The bodies 

that are represented at provincial-level negotiations are: 

QTC, PAPT, PACT, the Federation of Catholic School Boards, 

the Quebec Association of Protestant School Boards and 

the Quebec Provincial Government. 22 

Bill 25 simultaneously took away the Quebec teachers' 

right to strike and established a provincial salary scale. 

Negotiating machinery was established at a later date along 

with the system of representation referred to earlier. The 



Bill was passed in 1967 when over 35,000 teachers were 

involved in six different strikes which almost crippled 

the education system in some parts of Quebec. 
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Because teachers in Quebec still bargain under the 

Labour Code, they are, by implication, free to strike. But 

there is an inconsistency here because a strike may be 

declared illegal " •.. if it interfers with the education of 

the child. 11 23 In fact, the strike weapon does not appear 

particularly useful to Quebec teachers because, " ••. where a 

dispute is provincial in scope, strike action would logically 

be province-wide ••• and the attendant problems of organization, 

discipline and finances would be immense. 1124 The three 

teacher _organizations are not unified to the degree that 

they always agree upon the necessity of a strike or its 

means of implementation. 

The QTC is by far most militant of the Quebec 

teacher associations.* According to Marcel Pepin, II J.-l­
o- .o the 

image it {the QTC) is now seeking to establish is that of 

a truly militant central labour body prepared to use its 

full material and intellectual resources to challange the 

traditional ideology which, as far as it is concerned, 

places more importance on individual rights than on 

collective ones. 1125 

In 1972, QTC joined with other labour bodies to form 

* Membership of the QTC is now over 70,000. 



the ''·Common Front' against the government. As a s resul t, 

they paid a fine of one million dollars and saw their 

leader, Yvon Charbonneau, go to jail. Andre Dulude 

noted that "The affiliation with the common front was not 

a factor for success (in contractual negotiations) and the 

financial outlays far outweighed the results. 11 26 
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The Quebec teachers affiliated with labour to become 

certified and obtain the right to strike, a right which 

they can no longer use due to Bill 25. They have become 

highly political and extremely militant. Both factors have 

proved a hindrance in their contractual negotiations with 

the government. In short, as a model to emulate, their 

tarnished image has not impressed the NSTU. 

Rejection of the Quebec Model 

The NSTU has not followed the example of the Quebec 

teachers associations. Affiliation with labour was rejected 

during the 1950's when the Union leaders realized that 

affiliation would result in a split in the NSTU. 

Today, there are more reasons to reject the labour 

model than to embrace it. The NSTU believes that the 

advantages of affiliating with labour are far outweighed 

by the restrictions that would be imposed on Union activity. 

According to Mr. Norman Ferguson, "'l;!he NSTU model of 

development has more to commend it for the future than n 

any other model. 1127 He contends that the NSTU performs 



well the collective bargaining functions of a labour union 

and the professional development function of an interest 

group. Mr. Ferguson further states that" .•• because we 
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are a group of employees, we must bargain as one, but we 

are also a professional organization and, as such, have 

obligations to fulfill. 1128 So far as the NSTU is concerned, 

the classical models, either professional (such as the 

Canadian Medical Association) or labour union, are breaking 

down. To attempt to wholly adopt one model, to the point 

of excluding the other, would not be realistic. The NSTU 

must continue to recognize its position as a professional 

interest group and a bargaining agent acting on behalf of 

the group. 

Bill 184 

The present status of the NSTU as a bargaining agent 

is not acceptable to its membership. The provincial 

government salary scales for the entire province are 

determined through negotiations with the Union. But the 

minister of education, as representative of the government, 

is not the employer of the teachers. Nor does the NSTU 

have the right to reject provincial government decisions by 

striking. 

To rectify this situation, th~ NSTU has proposed 

Bill 1B4.* This Bill would establish legal bi-level 

* Bill 184 was introduced to the House in 1973 but went into 
a government committee on education and has not as of yet 
been re-introduced. 

.l 



bargaining. At the top bargaining would be conducted with 

the minister of education, who would be the recognized 

employer of the teachers for the purposes of determin~""tig 

salaries and other specified benefits. On the lower level 

it would be conducted with school boards for terms and 

conditions of employment. Bill 184 would also grant the 

NSTU the right to strike after all established procedures 

for dispute resolution had been exhausted to no avail. 
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Bill 184 would perform the function of granting the 

NSTU all the advantages of a labour organization, without 

its concommitant restrictions. It would also alleviate the 

inconsistencies which now exist with respect to teacher 

bargaining in Nova Scotia. The Bill would permit the 

NSTU to follow its own developmental model without the 

necessity of becoming certified under the labour code. 

This Bill and its implications will be examined further in 

chapter V of this thesis. 
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CHAPTER V 

NSTU PRIORITIES: 1961-1973 

The NSTU is both a proteetionist and a professional 

organization. On the one hand, the Union is concerRed with 

the economic welfare and working conditions of the individual 

teacher and, on the other hand, with the status of the 

teaching profession as a whole. Miss Mary Roach, current 

president of the Union, claims that, " to try to draw 

a distinction between our protective and professional roles 

is futile. The two are inextricably linked. 111 Both functions, 

according to Miss Roach, evolved from the objective of 

improving the quality of education in Nova Scotia. Although 

this chapter will be concentrated on the protectionist or 

welfare aspects of the Union, one should keep in mind the 

relationship between these aspects and the professional 

objectives of the NSTU. 

The Union establishes goal priorities on both the 

provincial and local levels. To investigate the priorities 

of each of the 45 locals is beyond the scope of this study. 

The focus here is on three provincial~level priorities of 

concern to all me:mBers of the organization: first, the 

attainment of security of tenure; second, the securing of 

legally recognized bi-level bargaining and powers equivalent 

to those of a labour u nion, through Bill 184; third, the 
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maintenance of the stg tus quo with respect to school 

administrators in the NSTU. It is not intended at this 

point to draw any conclusions in relation to the priorities 

of the Union but rather to present the rationale for their 

development and the arguments for and against them. 

Security of Tenure 

A committee of the NSTU reporting to the annual 

council meeting of 1957 on the establishment of 'boards 

of referenee' ' which could appeal the termination of con­

tracts of individual teachers stated: 

"Certainly, the continued policy of arbitrary term­
ination of contracts as practiced by some Nova Scotia 
school boards, is contributing nothing to the welfare 
of education in the province. The work of the NSTU 
in seeking adequate protection for teachers and 
boards is one of our most pressing and most important 
problems. 11 2 

The problem was, of course, security of tenure. In­

dividual school boards had the power to arbitrarily dismiss 

teachers, who had no means of appeal. The problem of tenure 

has dual aspects. First, without security of tenure, 

teachers capable of educational innovation for the good of 

the profession were restricted by prohibitive and arbitrary 

action by school boards. Therefore, the advancement of the 

profession was suffering. Secondly, there is the welfare 

aspect of security of tenure - to ensure the economic future 

of the individual teacher. Miss Mary Roach asserts that, 

" •.• there is no doubt in my mind that well qualified, 
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competent teachers free from money worries, with security of 

tenure will produce a good educational system. 113 

During the 1950's, the attainment of security of 

tenure became a high priority goal of the NSTU. The time 

lapse between the setting of the priority and its achievement 

was a long one. The main stumbling block was the unwill­

ingness of the ministers of education to introduce, to the 

House of Assembly, legislation providing security of tenure. 

The ministers were unwilling to act on the issue because 

the NSTU and the Association of Urban and Municipal School 

Boards could not agree on the establishment of boards of 

reference to which problems of contract termination and 

appeal could be directed. 4 

The Union and the Association met a few times during 

the sixties, but could not agree upon the terms of reference 

for the establishment of such boards of appeal. By 1969, 

after much Union pressure, the government recommended 

legislation for boards of reference acceptable to the Union 

and the Association. The legislation included a clause 

stipulating that, "alleged breach of contract or alleged 

injustice in termination of contract could be appealed."5 

In 1969, section 76 of the Education Act was ammended 

to define probationary and permanent contracts and set up a 

board of reference for any teacher holding a permanent 

contract who wished to appeal a termination of the contract. 6 

This board became operative in 1972. 7 
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' 
Security of tenure, a priority recognized by 1957, 

therefore did not become a reality until 1972. Whether or 

not the ultimate objective of this goal - the improvement of 

the quality of education in Nova Scotia - will be achieved 

remains to be seen. Regardless, the identification of 

security of tenure as a high priority goal of the NSTU is 

directly responsible for its attainment. Without a system 

of priorities and definable objectives on which to base 

Union actions, it is doubtful that such success would have 

been achieved. 

Bi-level Bargaining and Labour union Powers: Bill 184 

In May, 1972, a joint announcement from Premier Gerald 

Regan , and Boyd Barteaux, president of the NSTU stated that, 

"the provincial government has agreed in principle to proposed 

changes in the Teaching Profession Act which would give 

teachers bargaining powers and procedures equivalent to those 

of a labour union. 11 8 As mentioned in Chapter IV, the 

proposed changes introduced to the Legislative Assembly of 

Nova Scotia as Bill 184 were designed to alleviate collective 

bargaining inconsistencies under the Teaching Profession Act 

and The Education Act as they now exist. The Bill was 

introduced to the House of Assembly late in the spring 

session of 1972 by Mr. Allan Sullivan who was then Minister 

of Education. The Bill did not receive second reading but 

went into a select committee on education appointed to study 
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it. According to Mr. Sullivan, the Bill went into committee 

because, "the Nova Scotia Scho~l Boards Association and the 

Union of the Nova Scotia Municipalities wanted to present 

briefs to the committee stating its views on the proposed 

legislation."9 

Bill 184 would grant to=the NSTU the following.:* 

the same rights as exclusive bargaining agent which 

are granted under the Trade Union Act, 

strengthened provision for notice to commence 

collective bargaining, 

a procedure for the appointment of a conciliation 

officer, 

a procedure for the appointment of a conciliation 

board, 

a mediation officer to settle contractual disputes, 

provincial level bargaining with recognition of the 

minister of education as employer in respect to salary and 

other conditions of employment relating to monetary benefit, 

bargaining procedures with the province, 

no alteration of wages or conditions of employment 

until the bargaining process is concluded, 

professional agreements binding to both sides, 

* For further information refer to: Bill 184, "An Act 
to Ammend chapter 109 of the Acts of 1968, the Teaching 
Profession Act." Queens Printer, Halifax, Nova Scotia, 1973. 



arbitration of disputes without stoppage of work, 

provisions granting the right to strike, 

provisions determining when the right to strike or 

lockout may be used, 

provisions against unfair labour practice, 

some say by the NSTU in the constitution of concili­

ation boards, and 

binding arbitration where conciliation fails to 

result in an agreement between parties. 10 

In brief, Bill lB4 proposes to certify the NSTU as 

a bi-level bargaining agent and give its members the right 

to strike. The rationale behind seeking these objectives 

stems from external changes affecting the bargaining 

ability of the NSTU. As previously stated, with a shift 
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in the bulk of financial support from the local to the 

provincial level, a partial transfer in actual bargaining 

powers occurred; a transfer which is not taken into account 

in the Teaching Profession Act as ammended to 1968. 

In seeking the rights of collective bargaining with 

the minister of education, the Union is attempting to 

legalize and formalize what is already a reality. Since 

1971, the NSTU has, in fact, bargained with the minister of 

edueation with respect to teacherd salaries and other 

conditions of employment related to monetary benefit which 

are of general concern to all teachers in Nova Scotia. 



The Minister of Education, Dr. William Gillis, 

admitted that bi-level bargaining has grown to be the 

practice and indicated that, as governmental participation 

in educational financing continues to increase, the 

practice will likely be continued. 1 1 He also noted that 

the forthcoming Graham Royal Commission Report may, in 

fact, determine the trend in future bargaining between the 

NSTU and the government if it recommends that the province 

take over educational financing completely.12 
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The NSTU wants the right to strike. It is recognized 

by the Union as a powerful weapon but one to be used only 

as a last resort. The government appears prepared to grant 

the NSTU this right. Dr. Gillis stated that he would not 

· be adverse to giving teachers the right to strike, 13 

wbile Mr. Allan Sullivan noted that "the use of the strike 

weapon works both ways; it can be considered a weapon in 

the hands of either side. 1114 A prolonged strike can be 

just as harmful to the Union's position as to that of the 

government. Mr. Sullivan appears to be in agreement 

with granting the NSTU the right to strike. "Besides", he 

stated, "compulsory arbitration does not work. 11 15 

Compulsory arbitration is another item in Bill 184. 

Section 27 of the Bill would establish compulsory arbitration 

procedures for, " ••• all differences between the parties 

to or persons bound by the agreement. 0 16 Mr. Sullivan's 

statement regarding arbitration indicates that he does not 
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favour this aspect of the Bill. The NSTU recognizes 

compulsory arbitration as a benefit and, therefore, included 

it in the Bill. 

To date, the provincial committee has not reported on 

the proposed Bill 184. When the committee does present 

its report it will likely suggest some alterations to the 

NSTU's proposal. Briefs were presented to the provincial 

committee by the Union of Nova Scotia Municipalities and 

the Nova Scotia School Boards. Association. 

The Sehool Boards Association noted that, "the NSTU ••• 

seems to be seeking greater central control. The logical 

development of this trend towards centralization would 

appear to be the incorporation of the teaching staff into 

a provincial civil service. 11 17 Their submission also con­

tended that the boards" ••• can find themselves confronted 

with the task of carrying out responsibilities and meeting 

costs which have been arbitrarily imposed upon them. 111 8 

The Association is in disagreement with both the trend 

toward centralization and the concommitant imposition of 

responsibility. 

The Union of Nova Scotia Municipalities took strong 

exception to many aspects of the proposed Bill, most 

notably bi-level bargaining. According to the brief, "the 

Union is appalled by the dual bargaining procedures set 

forth " in the proposed Bill. There is no clear and specific 

delineation of the items which are bargainable on these 



85 

lwo separate and distinct levels. 1119 It is also concerned 

with the fact that" ••• local authority shouma be preserved 

and not further eroded by .decisions arrived at after bar­

gaining in which local boardsl have no standing. 1120 This 

group is also disturbed about the NSTU's 'having its cake 

and eating it too': 

"If the teachers really desire to have the right to 
strike and be in a position to exercise all the 
economic sanctions available to a trade union under 
the Trade Union Act then they should also accept 
the responsibilities imposed upon a trade union by 
the Trade Union Act. If the right to strike is 
granted to the teachers then it is submitted that 
they should be liable to all provisions of the Trade 
Union Act with regard to certification, conciliation 
and general supervision and control by the ~abour 
Relations Board and the courts. 11 21 

This implies that the NSTU would have to forfeit its 

aspiration to professionalism and accept all the restrictions 

imposed upon a labour union as well as the powers granted. 

The NSTU is not prepared to do this. 

School Administrators: union or Management? 

School administrators now belong to the NSTU, but 

there is a move afoot, on the part of the Nova Scotia 

School Boards Association and the Union of Nova Scotia 

Municipalities, to separate this group from the Union. The 

NSTU, through Bill 184, is attempting to consolidate its 

position by defining a teacher as follows: 

"Teacher means a person holding a teachers certificate 
or a vocational teachers certificate or a vocational 
teachers permit persuant to the Education Act of 
Nova Scotia. 11 22 



The Union of Nova Scotia Municipalities Qpposes this 

definition as it implies that all teachers employed by a 

school board could be members of the NSTU. This would 

include administrative and supervisory personnel and 

principals who hold such a certificate or permit. The 

municipalities do not agree with permitting administrative 

personnel to be members of the NSTU if it attains the 

powers it is seeking. 23 

The Nova Scotia School Boards Association states that 

such a definition is also dissagreeable to it. Its stand 

is indicated by the following quotation: 
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"This, in effect, means that school boards who are 
primarily policy-making bodies, lack a senior management 
or administrative group, free from union affiliation 
to carry out their directives. This does not appear 
to be the generally accepted pattern for labour legis­
lation where senior management is normally excluded 
from union membership. Such a completely dominated 
structure as proposed by the ••. NSTU ••. , is not 
conducive to the most effective operation of a public 
school system. 11 24 

The Association has taken the position that administr­

ative personnel should be excluded from teacher bargaining 

units. The school boards base their position on the fact 

that administrators, including principals, " ••• are required 

to perform supervisory, evaluative and managerial duties 

which conflict with the duties and responsibilities of a 

member of the teachers' bargaining unit. 1125 

The question of where administrators belong in the 

educational system has become a controversial one. The NSTU 

! 
~ 
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asserts that administrators should remain in the Union while 

opposing interests claim that administrators should be 

excluded from union membership and considered part of the 

management team. 

The NSTU and the School Administrators Association 

(SAA) have stated their position on the question; their 

rationale for maintaining the status quo is as follows. At 

present, the membership structure of the NSTU reflects the 

collegial model, one which allows colleagues in the educa­

tional enterprise, regardless of positmon, to belong to the 

same profession and organi~ation. In other words, both 

administrators and teachers as colleagues of the same 

profession - education - have the right to belong to the 

same organization. Such has always been the case in Nova 

Scotia, and neither teachers nor administrators wish to 

change the situation. 26 

In a joint statement, the NSTU and SAA noted that, 

II it would be anachronistic to propose a model reflective 

of a hierarchial and out of date industrial situation. 

Teachers and administrators belong to the developing 

teaching profession. They believe that their responsib- 1 

ilities can best be carried out as members of the same 

profession. 1127 The sides have been drawn. On the one hand, 

school administrators have a management function, and, on 

the other hand, they are members of a collegial profession. 

Administrators, as noted in chapter II, represent 7% 



of the membership of the NSTU and, as such, number 

approximately 750 to 800. These members wield a high 
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degree of power in the Union. Their loss would be difficult 

but not impossible for the Uniorr to cope with. The NSTU 

does not wish to lose either the financial resources derived 

from these members or the valuable contribution they make 

to Union activities. Today, the maintenance of the status 

quo with respect to school administrators is a major priority 

of the NSTU. This, however, may change in the future if the 

Union is forced to choose between the comparative advantages 

of their proposed legislation and the retention of admin­

istrators in the Union structure. 

In summary, security of tenure - a Union priority in 

the 1950,' s - was finally achieved in 1972. The effect of 

security of tenure is to ensure the economic futttre of the 

teacher and it should lead to a greater degree of professional 

development. The present priorities of the NSTU - the 

establishment of legal bi-level bargaining procedures, the 

attainment of powers normally associated with a labour 

union and the maintenance of the status quo with respect to 

school administrators - were all established in relation 

to oill 184 and its proposals. The rationale for each 

priority has been presented as well as the arguements for 

and against them. The success of the NSTU in achieving 



these priorities will have a direct in~luence on its 

effectiveness as a protessional interest group and a 

bargaining agent. 
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CHAPTER VI 

NSTU ACCOMPLISHMENTS IN THE FIELD OF SALARIES 

In addition to the three problem areas examined in the 

preceding chapter, the effectiveness of the NSTU in securing 

salary increases for its members is a criterion on which 

to base an assessment of the Union. Any union is neces­

sarily concerned with improving the economic status of its 

members. The NSTU has, since 1961, encountered numerous 

problems in this respect. 

Although granted the right to negotiate with local 

school boards in 1958, the Union experienced difficulty 

for some time thereafter in establishing reliable bargaining 

procedures. The school boards were not compelled to accept 

the findings of conciliation commissions which were used 

freqaently during the 1960's. The recent trend toward 

provincial level negotiations has already been noted. In 

this chapter the trend will be related to actual salary 

increases granted to Nova Scotia teachers. 

It is the belief of the NSTU that salary increases 

will serve not only the union's welfare (protectionist) 

function but the professional function . as well. The teacher's 

economic position and, therefore, his welfare, will be 

improved with increases in salary. The profession as a 

whole will also be improved as a result of increased 

92 



salaries because more qualified people will be inclined to 

enter the profession as the economic status of the teacher 

is improved. 

Teacher Salaries 1961-1973 

The Foundation Program grant scale, which took effect 
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in 1956, initially provided substantial salary increases for 

most teachers in Nova Scotia. Yearly increments, which 

had by this time become accepted, as well as training dif­

ferentials, were increased. Unfortunately, however, provisions 

for yearly revision in the salary scale were omitted and no 

legal mandatory negotiating machinery existed at the time. 1 

Until the government was willing to increase the 

provincial salary scale the Union was forced to rely upon 

the school boards for salary increases. The local school 

boards were not inclined to pay salaries above the Found­

ation Program scale of supposed minima. The government did 

grant small increases in 1958 and 1959 which were accepted 

by the Union and the school boards. 

In 1961 the average salary of Nova Scotia teachers was 

$3,274.* The teachers considered their financial situation 

intolerable. As a result, in six areas of the province 

dispute situations arose and teachers resigned their 

positions. In five of these cases, conciliation commissions 

* See table VI (1) 



recommended salary increases, but the school boards 

rejected the recommendations. 2 Apparently the feeling of 

the school boards was that no more money could or should 

be expended on teacher salaries from local sources. They 

felt that the responsibility lay with the provincial 

government and were waiting for it to take action on the 

matter. 3 

The government, as a result of the teacher disputes 
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in 1951, established a new joint committee to study the 

Foundation Program. The committee consisted of represent­

atives of the NSTU, the government, the Union of Nova Scotia 

Municipalities and the School Boards Association. This 

committee reported its findings and recommendations to the 

government in April, 1962, but a new grant scale did not 

come into effect until August, 1963. 4 Any increases in 

salary scales between 1961 and 1963 were determined locally 

and achieved only after conciliation commission reports 

were accepted. 

Appendix "G" of this thesis indicates that there were 

no percentage increases in teachers' salaries between 1961 

and 1963 .• * TeacherJ average salaries did, inf fact, increase 

during these years, as indicated by table VI (1). The 

increase was due mainly to yearly increments and raising 

* Appendix "G" refers only to percentage increases of 
grant scales as of January 1, each year. 



teacher qualifications. By 1963, teachers in Nova Scotia 

were earning an average of $3,610, an increase of 10.2% 

over 1961. 

The grant scale produced by the joint commission for 

1963-64 was accepted by all local school boards, with few 

paying salaries above the scale. 5 Though the scale 

remained in effect for both calendar years, the teachers' 

average salary continued to rise. By 1965, the average 

teachers salary had increased to $4,247 or 29.7% above 

the 1961 level. 
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In 1965, only ten of the 77 local school boards were 

paying salaries above the Foundation Program scale.* The 

NSTU now realized that the Foundation scale had, indeed, 

become the maximum rather than the minimum that most school 

boards would pay. Yearly salary increases, aside from 

yearly increments and higher qualifications, would have to 

originate from this scale rather than from the local school 

boards. Aware of this fact, the Union pressed for annual 

review of the Foundation scale by a permanently - appointed 

committee. 

As a result of the NSTU's pressure, a new committee 

was appointed in the fall of 1965 with instructions to draw 

* School boards paying above salary scale in 1965 were: 
Halifax city, Dartmouth, Truro, Sydney, Halifax County 
Vocational, Cape Breton Vocational, Canso, Bridgewater, 
Annapolis County, and Victoria County.6 
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up a new scale and commence annual reviews of the Foundation 

Program. The new scale took effect in August, 1966. As a 

result of the new Foundation scale, teachers' average 

salaries in 1967 were 13.9% higher than in 1966 and 50.2% 

above the 1961 average.* 

The Foundation Program committee recommended increases 

in salary scales in 1967 and 1969. The 1967 salary increases 

had a marked effect, raising teachers salaries in 1968 to 

an average of $5,909, just over 80% above the 1961 figure. 

The minister of education did not act on the committee's 

recommendations for 1969. A consequence of this, was that 

the Foundation Program Committee held meetings in November 

and December of 1969 and recommended salary increases of 

11% in January, 1970 and a further 7% in January, 1971.7 

The minister agreed with the recommendations and these 

increases, along with yearly increments and higher qualific­

ations, raised teachers average salary in 1971 to $7,409 or 

126% above the average in 1961. 

The NSTU Executive Report to the 1970 annual council 

noted that the Foundation Program scales were devised to: 

* 

"A - raise the level of lo.w licenced teachers up to 
a subsistence level, and 

B - raise the ••• class 3 and 5 ••• salary categories 
to a competitive level with comparable categories 
in other provinces of the atlantic area. 11 8 

A prophetic event eccurred in Sydney in 1969 when the 

See tabl e VI, (1) 
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school board attempted to remove the $200 differential clause 

from its agreement with the Union.* The teachers resigned 

over the matter and two government-appointed mediation 

officers failed to resolve the dispute. Finally, a govern­

ment- appointed board of inquiry settled the matter and the 

differential was restored for one more year. Classes 

resumed two weeks behind schedule in September. 9 Although 

the Sydney teachers managed to retain the salary differ­

ential for one more year, they lost it in 1970. This 

represented one less school board paying salaries above 

the Foundation Scale. 

According to NSTU Council Minutes, 1970 was a threat­

ening year. The minister of education announced that gover­

nment's contribution to educational costs for 1971 would not 

go ~eyond 8% over the 1970 costs. This resulted in threats 

of teacher and program cut backs by school boards across the 

province. 10 Intense discussions by the NSTU and the school 

boards with the government persuaded it to relax its guide­

lines. Never-the-less, some areas of the province exper­

ienced teaching staff declines and a cut in the number and 

quality of programs offered. 

Mr. Boyd Barteaux, immediate p~st president of the 

NSTU, addressing the annual council of the Union cautiously 

* A salary differential is the amount of money paid by 
a school board above the Foundation Program Scale. 



stated: "It is regrettable that retrograde action, due to 

fiscal restrictions by the government, has tended to halt, 

and in some instances wipe out, the progress in providing 

educational services to the youth of our province."11 He 

did not, at this time, care to expand upon the position of 

the teachers on salary increases, perhaps realizing that 

this might appear to the public to be selfish. 

99 

During the fall of 1971 and spring of 1972, dramatic 

results were produced with respect to collective bargaining 

for teacher salaries. The Foundation Program Committee 

met as usual in the fall of 1971, but according to Mr. Norman 

Ferguson, something was ,am:iS$ .; : 

"Despite initial indications of reasonable compromises 
being worked out, the process was terminated when 
other parties got together and made a deal of what 
percentage would be recommended through the Foundation 
Program Committee."12 

When this incident occurred, the NSTU abandoned the 

committee and went directly to the minister of education 

who in any case would make the final decision. By December 

17, 1971, meetings with the minister resulted in little or 

no change of government position on the issue of teacher 

salaries. The government had offered a 5% increase.13 

On December 17, 1971, the NSTU held a special council 

meeting to determine what to do with respect to salary 

negotiations. The council decided to poll the membership 

as to whether or not it should accept the government offer 

of 5%. The membership overwhelmingly rejected the offer 



and authorized the Union executive to seek changes in the 

Teaching Profession Act so that they could bargain with 

the provincial government. 
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Rejection of the government. offer was conveyed to the 

minister of education on Friday, February 4, 1972. The 

following Monday, the Premier announced, as government 

policy, a 5% guideline for all teachers and others who are 

paid directly by taxes. 1 4 The executive of t he NSTU, fully 

aware that the government would not retreat from its position, 

decided to try for a compromise. Meanwhile, NSTU locals 

were creating havoc with the educational system across the 

procince by work slow downs, walk outs, working to rule and 

decreasing teacher participation in extra curricular activ­

ities.* A compromise was reached with the Union achieving 

an agreement to change the Teaching Profession Act and the 

government maintaining its 5% guide line. 

In 1973, negotiations between the NSTU and the minister 

of education produced an agreement to cover the time period 

from July, 1973 to December, 1975. The 5% salary guideline 

established by the government was maintained but the gover­

nment was willing to include a $10,000 term life insurance 

policy for each teacher and complete provincial payment of 

* For details of NSTU local activities during February and 
March of 1972, see, NSTU Council Minutes 1972, pp. CM9-10 
also The Chronicle-Herald, Halifax Herald Ltd. 1972, February 
10 , 19 , 21 , 2 2 , 2 4 , 2 5 , 2 6 , and 2 8 • 
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a l total care' health plan for all single teachers, (50% premium 

payment for married teachers). Average teacher salary 

figures for the years 1973-75 are not available but the 

minimum and maximum salary figures for each licence level 

along with yearly percentage increases for each level are 

available.* 

Rural-Urban Salary Difference 

The Foundation Program provides the same salary scale 

to all teachers in Nova Scotia. The uniform salary scale 

combined with the reluctance of the school boards to pay 

salaries above the scale has reduced but not eliminated 

the difference in average salaries between rural and urban 

teachers.** The more well qualified teachers ense attracted 

to urban areas by higher salaries are now beginning to find 

rural areas increasingly appealing. 

As more well qualified teachers enter the profession 

in rural areas the quality of education in those areas is 

gradually rising to a level comparable to that of urban 

areas. Thus, with the advent of a uniform salary scale for 

Nova Scotia teachers the average salary and educational 

differences between rural and urban areas have declined 

significantly. 

* 

** 

See appendicess "F" and "G" 

See appendix "H" 



Average Salaries of Nova Scotia Teachers, 
Nurses and Industrial Composite 

The performance of the NSTU in terms of the welfare 

function of salary increases can be determined only in 

relation to the average salary increases of other groups 

in Nova Scotia and in relation to the Consumer Price or 

cost of living index. 

A study of table VI (1) reveals that over the long 

term average teacher salaries have climbed from 80.7% of 

average Nova Scotia Industrial Composite salaries in 1947 
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to 134.7% in 1972.* This indicates that with respect to 

this large diverse group, the average salary of Nova Scotia 

teachers has increased dramatically. Correspondingly, 

the standard of living of the teachers has also shown a 

sharp increase compared to the industrial composite group.** 

Because Nurses in Nova Scotia consider themselves a 

professional interest group and have a bargaining agent, 

they are in much the same position as teachers. Therefore, 

they provide a convienent basis for comparison to determine 

the relative success of the NSTU in its welfare function. 

A comparison of teachers' average salary with that of Nurses 

* The Nova Scotia Industrial Composite is determined by 
averaging the weekly wages and salaries of all industries 
in the provinces (employing 20 persons or more). The indus­
tries include mining,manufacturing, construction, trans­
portation and communication, trade, finance and service. 

** See Chart VI (2) 
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indicates that while teacher~ salaries increased at a rate 

faster than that of nurses, the rate of increase over nurses 

is not quite so dramatic as the rate of increase over the 

Nova Scotia Industrial Composite. Teachers' average salary 

moved from 9.1% to 29.4% above that of nurses between 1961 

and 1972. 

With respect to both groups, the teachers have obviously 

taken the lead in the field of salaries. This fact must be 

attributed to both the great emphasis placed on the develop­

ment of satisfactory negotiating machinery by the NSTU and 

an effort on the part of the government and the school boards 

to improve the quality of education in Nova Scotia during 

the 1960's. 

Chart VI (2) illustrates the average yearly increase in 

salaries from 1961 to 1972 for teachers, nurses and the Nova 

Scotia Industrial Composite compared to the consumer price 

index. It is evident that with respect to this index, the 

teachers have again fared well. In comparson to base year 

1961, the Consumer Price Index increased to 139.8% while 

comparable figures for the other groups increased to 192.8% 

for the industrial composite, 214% for nurses and 253.7% for 

teachers. Concerning the cost of living then, all groups 

have improved their situation and have consistently acquired 

yearly increases in average salary higher than the eonsumer 

Price Index. The standard of living for all groups has thus 

improved over the years with that of teachers improving 
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the most. 

In relation to both the nurses and the Nova Scotia 

Industrial Composite, teachers have achieved their objective. 

That is, the economic status of Nova Scotia teachers has 

climbed faster than that of either of the other groups 

since 1961. It would appear that the NSTU has been fol­

lowing the right course in the establishment of its neg­

otiating machinery. 

The Union is not satisfied, however, with its success 

in the field of salaries. The executive of the NSTU points 

to the fact that the Consumer Price Index is now rising 

much faster than in the past and teachers are experiencing 

greater difficulty attempting to keep pace with the rising 

cost of living. If the index rises as sharply in 1974 as 

it did in 1973 there is little doubt that the teachers in 

Nova Scotia will Eealize for the first time since 1958, a 

decrease in purchasing power.* The Union is aware of this 

and hopes, through the attainment of its proposed legis­

lation discussed in the previous chapter, to remedy the 

problem. To date, the NSTU has succeeded in its salary 

objectives, but not to the degree it wishes. With the 

rapid increase in the cost of living, the future for the 

teachers looks grim. 

* The Consumer Price Index rose by 9.4% in 1973. 
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CHAPTER VII 

NSTU ACCOMPLISHMENTS IN THE FIELD OF FRINGE BENEFITS 

Fringe benefits, although ultimately concerned with 

teacher welfare, also have a direct influence on profes­

sional development. Improvements in existing benefits or 

the creation of new ones serve much the same purpose as 

salary improvements, to raise the economic status of the 

profession and make it more attractive to well qualified 

personnel. Some fringe benefits are unique to the teaching 

profession, making it impossible to compare the achievements 

of the NSTU with those of other occupational groups such as 

nurses. 

The 1959 report of the Manitoba Royal Commission on 

Education states: 

"If we are to attract and hold better qualified and 
more capable teachers, it is necessary, but not 
sufficient, that teachers salaries be comparable to 
those obtainable by like people in other professions 
and in business. Conditions of work, job satisfaction, 
and fringe benefits must also be reasonably. comparable 
••. The chief fringe benefits of consequence to teachers 
are: right to educational leave; sick leave with pay; 
pensions; group life insurance; group health insurance."l 

The importance of fringe benefits in determining the 

attractiveness of a profession and the satisfaction of its 

members should not be overlooked. The trend today with 

most labour unions is to attain the most fringe benefits 

possible from the employer, while maintaining salary levels 
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above the cost of living. Realizing the importance of such 

benefits to both the welfare and professionalism of teachers, 

the NSTU has attempted, especially since 1958, to develop 

and imp~ove them. 

Bargaining procedures for fringe benefits have not, 

in most cases, paralleled the procedures for salary bar­

gaining. Because the Education Act places formal bargaining 

powers in the hands of the local school boards it is with 

them that the Union must negotiate fringe benefits.* These 

negotiations were, at first, painfully slow because the 

bargaining machinery was not refined. For this reason, 

any fringe benefits granted by school boards before 1961 

were usually in the form of 'minutes of the board' (benefits 

granted as a result of board meetings and recorded in the 

minutes of the meetings) and were usually cost sharable 

with the province. 2 

One such benefit obtained before 1961 on a province­

wide basis was cumulative, sick leave. This is a cost 

sharable benefit between the school board and the province 

under the Foundation Program. Apart from sick leave, few 

benefits were granted by the school boards. In rare cases 

where additional benefits were granted, there was no 

obligation to maintain them trom year to year. 

* The informal salary bargaining procedures between the 
provincial level of the NSTU and the government have not, to 
a great extent, been adopted with respedt to fringe benefits. 



The inclusion of fringe benefits in local contracts 

became an objective of the NSTU during the late fifties 

and early sixties. But the Union was not especially suc­

cessful in obtaining them until after 1965, when its 

negotiating machinery was more refined. Today, local 

negotiating to introduce or improve fringe benefits has 

both a draw back and an advantage. The draw back is that 

all teachers in the province do not normally enjoy the 
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same benefits. The advantage is that local negotiations 

produce a 'whip-saw' effect in that benefits once negotiated 

with one local school board become easier to obtain from 

others. The advantage of the 'whip-saw' effect would be 

lost if the Union were forced to negotiate all fringe bene­

fits with the provincial government. 3 This is one of the 

reasons why the NSTU is attempting to develop the bi-level 

bargaining system discussed in chapters IV and V. 

There are presently three fringe benefits available 

to all teachers in the province which have been negotiated 

with the provincial governmenh. These exceptions to the 

rule of local bargaining are a pension plan, a health care 

plan and a group insurance scheme. 

1) The NSTU Pension Plan (NSP)*, applies to all 

teachers in the province. It has evolved into a compre­

hensive plan designed by the government in concert with a 

* The plan is sanctioned by an Act of the Nova Scotia 
Legislature entitled The NSTU J3ension Act, of 1949. 
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standing pension committee of the NSTU. A joint commission, 

consisting of representatives of the Union and the government, 

administers the Pension Act. The NSP has been in existence 

since 1949.* Improvement in the plan has evolved through 

discussion with the government or through the annual pres­

entation of NSTU resolutions to the minister of education, 

some of which requested changes in the Pension Act. 4 

The NSP is designed to provide a maximum amount of 

security to teachers upon retirement and is coordinated 

with the Canada Pension Plan (CPP). Teachers contribute 

a maximum of 6% of salary per year to the plan and are 

eligible to receive upon retirement 2% of their salary for 

each year of service up to a maximum of 70%. 5 

The coordination of NSP and CPP has provided the 

following benefits with respect to the entire plan: 1. The 

full service pension referred to above; 2. a reduced 

service pension based on 2% of salary for each year of 

service to the maximum of 70%; 3. a full disability pension, 

available to teachers who have completed ten years of 

service and are unable to continue teaching or earn a 

livelihood; 4. a partial disability pension, available 

to teachers who have completed ten years of service and 

are unable to continue teaching but can do some other type 

of work; 5. a widow's or widower's pension, normally 

* The first NSTU Bension Act was passed in 1926 but was 
found to be actuarially unsound and replaced in 1949. 
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50% of the spouse's pension or 50% of what the spouse 

would have received had he ors she been receiving a pension 

at the time of his or her death; 6. a survivor's pension 

after ten years of service, available to a survivor other 

than the spouse but related to or dependent upon the 

deceased, equal to 50% of pension; 7. refundable payments 

for teachers with less than ten years of service.6 

2) Life Insurance became available to all teachers in 

the province as of August 1, 1973. Every teacher auto­

matically carries a $10,000 term life insurance policy 

along with an accidental death policy for the same amount. 

The government offered the plan during the process of 

salary negotiations with the NSTU in the spring of 1973. 

Because the government pays the entire cost of the premium 

the average teacher realizes a saving of $50 a year. 

The government, because mt was committed to a 5% 

guideline for salary increases, realized that other monetary 

benefits would have to be offered if salary negotiations 

were to be brought to a satisfactory conclusion. To suc­

cessfully conclude negotiations, the government included, 

along with a 5% salary increase, the lii e insurance plan 

and a health care scheme. 

3) Total Health Care is now provided, the government 

paying 100% of the premium for each single total health 

care policy and 50% for each married plan. The plan provides 

100% payment of semi-private hospital care, 80% of extended 
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health care charges and 100% payment of drugs. The saving 

realized for the average teacher by this plan is $55 per 

year. In cases where the same benefit has been negotiated 

between a local of the Union and its employing school board, 

the premium for the married plan is now 100% paid for. 

This represents a total saving for the married teacher of 

$110 per year. 7 

With the exception of the above mentioned benefits, 

most fringe benefits must be negotiated at the local level 

between the NSTU l ocals and the school boards. Some school 

boards, notably the three amalgamated school boards in the 

province and the urban boards, appear to grant fringe 

benefits more quickly than others. This may be due to the 

fact that those boards employ large numbers of teachers and, 

as such, become targets in the negotiating process. As 

often as not, central office personnel are involved in 

negotiations with these boards in the belief that what 

these boards grant will be granted by the smaller school 

boards in future negotiations. 

Three fringe benefits negotiated at the local level 

which have a direct influence on professional ievelopment 

include professional development grants, conference grants 

and sabbatical leave. These benefits have been negotiated 

in the belief that any improvement in a teachers qual­

ifications will result in improved instruction which is 

a direct benefit to the school board, the teacher, the 

I 



student and society as a whole. 

During the 1960's when teacher licence levels were 

low, many education department and school board officials 

believed it necessary to provide teachers with some 
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incentive to improve qualifications. The province, through 

the Foundation Program, provided funds to school boards to 

be dispersed to teachers for the purpose of such improvement. 

Today the emphasis is on the need for teachers to have access 

to new methodology. This stems from the desire to make 

education relevant to the student in the 1970's. In 1970, 

the provincial government placed a moratoriam on incentive 

grants, thus forcing the school boards to pay the grants 

without cost sharing. NSTU policy became directed to 

saving what grant agreements they had already reached with 

individual school boards. 

Each of the fringe benefits negotiated with local school 

boards emerged either during or after 1961, some of them 

very recently. The emergence of new benefits tends to 

coincide with the Union's efforts to improve its negotiating 

machinery. 

Professional Development Grants are paid to teachers 

who take university _courses during the summer or winter. 

The size of the grants ranges from $100 to $200 per teacher, 

per course. They are normally given for only one course 

per year. This benefit has been negotiated in 37 of 65 

school boards and is available to 72.2% of all teachers in 



Nova Scotia.* One should note that in cases where this 

benefit has not been negotiated it may exist as a 'minute 

of the board'. 

Conference Grants are also paid to teachers, in this 

case for expenses incurred ~y them while attending a con­

ference related to their subject area. These grants are 

normally determined on a mileage and receipt basis with 

ceilings imposed. The school boards normally set aside a 

specified sum of money per year to cover such expenses 

although some have no imposed maximum available. This 

benefit has been negotiated in 44 of 65 school boards and 

is available to 80.8% of teachers in Nova Scotia. 

Sabbatical Leave is one of the more contentious 
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fringe benefits negotiated at the local level by the NSTU. 

Difficulty has been experienced in attaining this benefit 

because of its high cost and the fact that relatively few 

teachers benefit from it. "In many parts of the province, 

school boards have attempted to remove provision for sab­

batical leave from their collective agreement. 118 This 

benefit, although negotiated in only 15 of 65 school boards, 

* The figures quoted in the remainder of this chapter are 
calculated on the basis of information supplied by Mr. Murray 
Faney, Executive Assistant of the NSTU. They are complete to 
January 1, 1974. Unfortunately, information with respect to 
the percentage of teachers enjoying benefit previous to 1973 
are not available. For this reason it is difficult to 
determine bargaining trends during the years 1961- t67l973. 
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is available to 62.3% of the membership of the NSTU. 

Provisions with respect to sabbatical leave are 

diverse. Payment while on leave ranges from 50% to 100~ 

of salary with the average being about 70%. The number of 

teachers who receive this benefit is limited to from one 

to fifteen per board, per year. Presently, a teacher may 

receive this benefit only once. This is due to the NSTU 

Pension Act which allows a teacher only one year off the 

job for study purposes. Because of the relatively few 

teachers who enjoy the benefit of sabbatical leave, the 

Union is contemplating a de-emphas i s on its negotiation in 

new contracts. 

Sick leave pa rtability, maternity leave, insurance 

cost sharing and retirement gratuities are four fringe 

benefits which are negotiated locally and related directly 

to the welfare of the teacher. They offer security and 

reward for services rather than the chance to improve 

professionally, but the negotiation of these benefits could 

help induce more well qualified people to join the profession. 

Sick Leave Portability. Sick leave is granted to all 

teachers in the province under the cost sharing plan of the 

Foundation Program. It is therefore a provincial level 

benefit through which teachers can accumulate up to twenty 

days of sick leave with pay to a maximum of 195 days or one 

full year. Portability of sick leave, which is bargained at 

the local level, has proven to be more difficult to achieve. 
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Without portability, teachers in the province are less 

inclined to switch places of employment because of the loss 

of accumulated sick leave. Portability of sick leave has 

been negotiated with 24 school boards employing 59.4% of 

Nova Scotia teachers. Most of the 24 boards grant 100% 

of accumulated tdck leave upon commencement or after one 

year of employment. Seven of the 24 boards grant the benefit 

only if it is reciprocal or, in other words, only if it is 

granted by the previous employing board. Portability of 

sick leave should result in higher mobility of teachers and 

could tend to increase the emerging trend of highly qual­

ified urban teachers moving to rural areas as mentioned in 

chapter VI. 

Maternity Leave has been negotiated with 45 school 

boards employing 70.2% of the NSTU membership. This benefit 

has been negotiated primarily on the basis that it is a 

sickness. Pregnancy is thus recognized as a form of illness, 

affecting the physical and mental health of the employee. 

Previous to the negotiation of this fringe benefit, pregnant 

teachers were expected to submit their resignations to the 

school boards and, in many cases, were not re-hired the 

following year.* 

The cost to the school boards in granting this benefit 

is low because, in many cases, it is granted with the 

* Many school boards have an unwritten policy not to hire 
married female teach~rs. 



provincial government cost sharing under its cumulative 

sick leave program with the boards. A high percentage 

of school boards granting maternity leave do so by 

allowing the twenty days sick leave accumulated yearly 
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by the teacher to be applied to the pregnancy. Other 

boards grant a maximum of forty days pregnancy leave with 

pay, twenty of which are deductable from accumulated sick 

leave. Although teachers are now eligible for maternity 

leave payment under the Unemployment Insurance Act, they 

are entitled to it only if they do not receive income 

from any others source. 

Insurance Cost Sharing was originally negotiated at the 

local level before the provincial government granted some 

of these benefits to all teachers. Where such benefits 

have been negotiated with the local school boards the 

contracts still stand. The result is that some teachers 

enjoy double benefits with respect to life insurance and 

total health care. There is, in other words, an overlap 

in cases where the benefits granted by the provincial 

goverment have been previously negotiated with local school 

boards. 

At the local level, insurance cost sharing has been 

negotiated with respect to life insurance, accidental 

death and dismemberment insurance and total health care. 

The benefits of insurance of any kind are obvious and do 

not require elaboration. -Tablle"' VII (1) presents the 



performance of the NSTU to date in negotiating these 

items into collective agreements with local school boards. 

no. of Boards 
no. of Members 
% of Members 

Table VII {1) 

Insurance Cost Sharing 

Iife 
Lif e 

10 
3187 
28.7 

Accidental death 
and n is:memberment 

10 
1875 
16.9 

Total Health 
Care 

21 
5493 
49.5 

118 

As indicated by the table, school boards have been 

more inclined to grant total health care than life or 

accidental death and dismemberment insurance • . The com­

bined total health care schemes of the province and the 21 

paying school boards (both of which pay 50% of the premium 

for married teachers) takes the burden of health care costs 

from all married teachers in the 21 boards.* Both life and 

accidental death and dismemberment insurance are relatively 

newly acquired fringe benefits which, hopefully, will 

improve with time. 

A Retirement Gratuity benefit has been negotiated 

between the NSTU and 21 employing s hhool boards for 63.4% 

of the Union membership. It is, in effect, a form of 

recognition for good, long and faithful service. The 

gratuity is granted nearly always upon retirement but 

* The premiums for single teachers are now paid by the 
provincial government. 
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rarely in severence cases. This reward is not portable 

but is granted on the basis of the number of years spent 

by the teacher as an employee of the board. It maybbe a 

percentage of salary or a cash gift. Gratuity size ranges 

from a low of 12% of salary for ten years of service, =to 

a high of 60% for 25 years. 

The performance of the NSTU in attaining fringe benefits 

is directly related to the ability of the local negotiating 

committees and their willingness to seek aid from central 

office personnel. Although hampered to some degree by 

having to negotiate at the local level with 65 school 

boards, the Union has proven effective in the bargaining 

process. As previously noted, all of the benefits dis­

cussed, with the exception of cumulative sick leave, have 

been negotiated since 1961. 

It is obvious that school boards, as a result of NSTU 

efforts, are more inclined to grant fringe benefits related 

to professional development particularly when cost sharable 

with the proyincial government. Benefits whose sole 

function is economic in nature have been successfully 

negotiated for a high percentage of teachers, and there is 

every indication that this success will continue. 
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. SUMMARY AND CONCLUSIONS 

Because of their importance with respect to the NSTU 

as a whole, four points of departure from which to examine 

the Union must be recognized. They are: 1. the structure 

and organization of the Union; 2. its effectiveness as a 

professional interest group; 3. its effectiveness in the 

welfare {protectionist) function; and 4. the future of the 

NS~U. 

The Structure and Organization of the NSTU 

In the Introduction to this thesis a number of criteria 

were put forward in relation to the various ways in which 

the structure of an organization should be capable of re­

flecting the interests of the individuals in the group. 

According to Helen Jones Dawson any legitimate interest 

group should have well established internal and external 

communication systems or devices. The ability to communicate 

will, according to Dawson, be determined by the structure of 

the organization. The structure must be such that it can 

encourage activity and unity internally and the expression 

of the views of the interest group externally. Through the 

structural studies referred to in chapters II and III of this 

thesis the NSTU identified the structural problems that 

inhibited the reflection of individual interests and part­

icipation in Union activities. 

As a result of these studies and the recommendations of 
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the ad hoc Structure Committee, a number of ·alterations are 

about to be made in the organizational structufe of the 

Union. The purpose of the· alterations is to promote greater 

participation in Union activities and policy formulation as 

well as greater communication. These dual problems are 

closely related. Without improved internal communication 

participation will remain low. But until the NSTU undergoes 

some form of structural change, neither internal communication 

nor membership participation will be improved. 

The creation of the school representative and the local 

council is perhaps the most important change proposed in 

the structure of the Union since its revival in 1921. The 

school representative is expected to be both a communicat0r l 

and a catalyst. Communication flow and feedback should 

increase and lead to greater participation by the school 

staff in Union activities and policy formulation. 

Some NSTU members regard the school representative 

as a 'shop steward' and accuse the Union of leaning too close 

to the labour model. They feel justified in this belief 

because one function of the school representative is to 

cenvey the problems and complaints of the members to the 

local council for action. 

It has also been suggested that the creation of this 

position could have the reverse of its desired effect, by 

encouraging the rest of the school staff to take a 'let him 

do it' attitude and therefore become even further removed 
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from Union activities. One shOuld note, however, that in 

large locals membership attendance at local meetings has 

declined rapidly to the point where very few schOols are 

represented. This means that many school staffs remain 

virtually ignorant of and unconcerned about what takes 

place at local meetings. It is in such locals that the 

school representative is needed most. The ad hoc Structure 

Committee believes that by fulfilling his function as 

communicator the school representative will keep school 

staffs aware of what is happening and also encourage their 

participation. 

Realizing the importance of external communication, the 

NSTU has endeavoured to establish frequent contact with 

the minister of education and officials of his department.. It 

has also developed numerous communicative techniques which 

serve to inform others of Union views and possibly infi uence 

their decisions when they concern the interests of the NSTU. 

Other structural and procedural changes discussed in 

Chapter II were designed to bring the Union executive closer 

to the 'ordinary' member while lending greater continuity 

to NSTU policies by exp ending the terms of executive office. 

In conclusion, the present structure of the NSTU is not 

capable of reflecting the characteristics (as defined by 

Helen Jones Dawson and noted in the Introduction to this 

thesis) which will encourage greater membership participation 

and communication. As such the structure is weak. The 
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proposed alterations ·are designed to rectify this situation 

by changing the organizational structure of the Union, thus 

enabling it to fulfill to a greater degree its £unctions as 

an interest group. 

The NSTU as a Professional Organization 

The fact thit the NSTU performs dual roles was mentioned 

in the Introduction to this thesis and illustrated through­

out it. As a professional interest group the NSTU must 

foster the interests of the profession. Although this thesis 

did not deal directly with the professional functions of the 

Union, it did deal with the manner in which those functions 

are fulfilled. 

The professional interests of the NSTU can only be 

fostered in relation to the degree of influence it posesses. 

To have influence any interest group must, according to 

David Kwavnick, be accepted as legitimate. As noted in the 

Introduction to this thesis, Kwavnick believes that by 

achieving the status of legitimacy the group qualifies for 

entrance into the political process and may become directly 

involved in governmental decision making. That the Union is 

accepted as legitimate is illustrated by the fact that it 

is represented on every provincial-level committee or council 

concerned with educational decision making. Representation 

on these bodies gives the NSTU the chance to help determine 

the directions in which education in the province will move. 
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The Union has thus attained some voice as a professional 

interest group in the growth an d development of the teaching 

profession. This is directly related to the advancement of 

the status of the teaching prot ession - the primary goal 

of the NSTU. 

A further indication of the influence of this interest 

group on the status of the teaching profession is the ability 

of the Union to negotiate fringe benefits which contribute 

directly to increasing the qualifications of the teacher. 

Every year more teachers are up-grading their licence 

qualifications as a result of increased incentive in the 

form of higher salaries, incentive grants and higher pro­

fessional standing. It should be noted that one of the 

determinants of yearly increases in average teacher salaries 

was increased licence qualifications. This is indicat~ve 

of a desire on the part of teachers to improve their pro­

fessional as well as their economic status. 

The Union also presents yearly to the minister of 

education its legislative resolutions which normally result 

in government legislation to change the Education Act, the 

Teaching Profession Act or the Nov a Scotia Teachers Union 

Pension Act. The ability of the NSTU to have its own 

legislation introduced to the House o~ Assembly as _ government 

policy is perhaps the greatest illustration of Union influence 

and its recognition by government as a legitimate interest. 

The very fact th~t th~ education minister was willing to 



introduce Bill 184, which was drafted by the NSTU, as 

. governm:eri.t policy indicates the degree to which the Union 

is accepted as a professional interest group. 
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In conclusion, the NSTU in its role as a professional 

interest group has evidently acquired a great deal of 

influence and recognition. The influence, which is derived 

from its recognition as a legitimate interest group, is 

used to promote the interests of the teachers and thereby 

raise the status of the teaching profession and the quality 

of the education system in Nova Scot~a. 

The Welfare · (Protectionist) Function of the NSTU 

The reality of the position of professional teachers as 

employees necessitates that they form an organization capable 

of conducting negotiations with the employer to improve 

their economic and professional status. The NSTU then must 

perform the function of a bargaining agent as well as that 

of a professional interest group. In assuming the function 

of bargaining agent the Union has promoted its members' 

interests and encouraged the development of patterns of 

procedure to reduce conflict between employer and employee. 

As noted in Chapter IV of this thesis, the NSTU 

received the right to bargain at the local level in 1958. 

It is evident that in respect to salaries, soon after the 

Union received the right to bargain, the right to make 

decisions on salary increases shifted from the local to 
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the provincial l .evel. The NSTU then found .i tsel.f: in the 

a:wkard situation o.~ attempting to . secure salary increases 

through the Foundation Program Committee. Three quarters 

of this committee consisted of the parties from whom the 

Union was attempting to get salary concessions. 

The NSTU removed itself from this awkard situation in 

1971 when it went directly to the minister of education to 

carry out its bargaining function. The reality of external 

conditions, with salary determination shifting to the 

provincial government, had forced the Union to change its 

procedural patterns. The NSTU now carries on informal 

bargaining with the minister of education for salary increases 

and formal bargaining with the employing school boards for 

fringe benefits and conditions of employment. 

Considering the confusion during the period 1961 to 

1973, it is a credit to the NSTU that it did so well in 

negotiations at both levels. While attempting to develop 

reliable legal bargaining machinery, the Union was responsible 

for increasing the average salaries of Nova Scotia teachers 

by more than 150%. It was also successful in keeping average 

teacher salary increases well above those of the Nova Scotia 

Industrial Composite and the nursing profession. The Union 

was also during this time able to negotiate, at both the 

local and provincial level, new and improved fringe benefits. 

It was stated earlier that Bill 184 indicates the degree 

of influence of the NSTU as an interest group. This bill 
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{discussed in Chapters IV and V) was designed to alleviate 

the glaring inconsistencies which exist with respect to 

teacher bargaining in Nova Scotia. The Bill has a pro­

fessional as well a -s a pre tectionist function. It is only 

by eradicating the present situation of bargaining for 

salaries and certain benefits with a non-employer that the 

NSTU can develop recognized procedural patterns through 

which to advance its dual role. 

Through such a recognized, legalized and formalized 

bargaining process the Union hopes to advance the economic 

status of the teaching profession. Any move forward in 

economic status will result ultimately in a professional 

advance. The informal bargaining procedure which now 

exists is considered inad,equate by the NSTU. Only through 

formal bargaining, it believes, can the interests of the 

group be sufficiently promoted to result in further advance­

ment of the teaching profession. Only through advancing 

the professional and economic status of the teacher will 

improvement come about in the quality of education in Nova 

Scotia. 

In conclusion, there is little doubt that the NSTU has 

performed well in its dual role as a professional interest 

group and a bargaining agent., The professional qualifications 

as well as the income of the average teacher are toda¥ much 

higher than they were in 1961, both ·absolutely and compar­

atively. The result has been an increase in the economic 
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and pro;f;essional status ·o~ the teaching profession in 

Nova Scotia. It would appear that on both ·fronts the NSTU 

is achieving its objectives.· One wonders what the future 

might possibly hold in store." 

The Future of· the NSTU 

In the conclusion to chapter VI of this thesis it was 

stated that in relation to the rapidly increasing cost of 

living the future for teachers looks grim. The future will 

also present challenges in other respects. The reastion 

of the NSTU to such challenges will doubtless determine its 

effectiveness as anu interest group and a.sn a bargaining agent. 

One challenge which is related to the status of school 

administrators has already confronted the Union. The 

question of where the administrators belong, with union or 

management, is a controversial one. The arguments for and 

against their membership in the NSTU have been presented 

previously. It is worth noting that opposition to the 

Union's position is not solely with the school boards and 

municipalities but also within the Union itself. There is, 

with respect to this problem, a dissident faction in the 

NSTU as evidenced by the attempt of the Sydney local to 

restrict administrative representation on the provincial 

executive. 

Future conditions may decide this question and will 

definitely affect the Union's stand on the issue. The NSTU 
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may be forced into the position of trading off the administors 

in order Lto achieve its ·objectives in relation to Bill 184. 

It is obvious that to represent more effectively the interests 

of the membership the Union must have the rights and powers 

it seeks in Bill 184. If forced into an either/or situation 

the Union would have to decide which is more beneficial, 

the objectives of the Bill or the maintenance of the status 

quo with respect to the school administrators. The question 

of just whose interests are served by the NSTU will obviously 

be the deciding factor. If such becomes the case, the NSTU 

would have to sever its relationship with school admin­

istrators. 

There is no conclusive proof that the collegial model 

will break down if administrators secede from the Union. 

In fact, through compromise agreements, arrangements could 

possibly be worked out whereby administrative positions 

would be filled by personnel with experience in education 

rather than professional administrators. In this manner, 

the collegial model would be retained and the NSTU could 

achieve its objectives through Bill 184. 

It is also possible that the NSTU could in the future 

separate its professional and welfare functions as have 

the nurses in Nova Scotia. The nurses have formed two 

associations; the Registered Nurses Association, which 

performs the professional functions of the interest group, 

and the Nurses Staff Association, which performs as a 
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bargaining agent. By this means the nurses have been able 

to retain control of their profession, especially over 

licencing, while bargaining collectively with their employers. 

There appears to be relatively little conflict between the 

two bodies. This model of development is mentioned as one 

possibly appropriate for teachers in Nova Scotia. In this 

way the collegial professional model could be retained as 

it presently exists, yet teachers could also bargain col­

lectively in their own economic interests. The possibility, 

though interesting, is one which at the present time would 

not be acceptable to the NSTU. 

The economic future of teachers in Nova Scotia will 

probably prove to be the greatest problem confronted by 

the Union in the immediate future. At present the NSTU is 

committed to a contract, offering 5% salary increases each 

year, until December, 1975. If the cost of living continues 

to increase at the same pace set in 1973 then the purchasing 

power of the teachers will decline. One possible solution 

is to tie teachers salaries to the Consumer Price Index so 

that salaries will increase with the Index. The Union is at 

present reluctant to do this as additional salary increases 

would be difficult to bargain and the Index could in the near 

future decline to its normal increase of 3% to 4% per year. 

Tying teachers salaries to the Index may mean never again 

ii1creasing their standard of living. Not taking such 



132 

action may mean even: . . ;f;urther decreases in teachers .purchasin9 

power. 

The solution to this dilemma is difficult and with 

luck the economy will slow down, thus automatically allevi­

ating the problem. Meanwhile, dissent among the rank and 

file of NSTU membership is growing as the cost of living 

continues to rise. The immediate future does indeed look 

grim for the teachers and consequently for the NSTU. 

The three future possibilities discussed will present 

challenges to the NSTU. But in the course of its develop­

ment the Union has overcome great problems as in 1952. With 

a reformed structure, improved communications, and with its 

objectives firmly entrenched in the minds of its leaders, 

there is little doubt that the NSTU will in the future 

display the adaptability which has permitted it to stand 

the test of time. 



Post Script 

The 1974 Annual Council of the NSTU was held 

during March 19-22. At this Council many of the proposed 

structural changes examined in Chapter II of this thesis 

were discussed. 

The proposed model for locals (see appendix "D") and 

the creation of the position of school representative 

were accepted on a voluntary basis by the locals. The 

model may be adapted to fit particular local conditions. 

The council rejected the proposal to have the 

president elected by the general membership but did pass 

a motion to elect the president for a two year term 

beginning in 1975. 

The creation of the position of president-elect was 

rejected as well as the proposal to reduce the size of 

the Annual Council. The proposal to elect provincial 

executive members for a two year term (one half each year) 

was accepted. 

At first glance it would appear that the council 

has, by rejecting many of the proposals, acted contrary 

to the good of the Union. Such may not be the case. As 

the legislative body of the NSTU, the Council has res­

ponsibility for Union policy. Representatives to Council 

have a mandate to exercise power on behalf of the general 

membership. As such they must be given substantial reason 
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for changing union policy. 

The rejected proposals were defeated (by a two­

thirds majority) in the belief that the rationale for 

their implementation was not sound. Council members in 

the exercise of their responsibility required greater 

evidence that the proposals would have the desired 

effect. Such evidence was found to be lacking. 

For the present, the essential changes in structure 

have been approved but the Council, in its wisdom, has 

rejected those which do not appear, to it, to be necessary. 

One might question the wisdom of Council but not its 

authority. 



APPENDIX "A" 

CONSTITUTION OF THE NOVA 
SCOTIA TEACHERS' UNION 

1921 

Article!. 

Section 1. This organization shall be called the 

Nova Scotia Teachers' Union and shall consist of a 

Council and Local Unions. 
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Section 2. The object of the Union shall be to 

secure the co-operation of the teachers of Nova Scotia 

for the purpose of raising the status of their profession 

and promoting the cause of education in the Province. 

Article !I. 

Section 1. The members of the Council shall be 

chosen by the various Local Unions of the Province on 

the basis of one representative for a membership of from 

twenty-five to fifty, with one extra representative for 

every additional fifty members or fraction thereof. Such 

representatives shall be duly accredited by their Unions. 

Section 2. The duty of the Council shall be to act 

in an advisory, legislative, and executive capacity for 

the Local Unions; more specifically the duty of the 

Council shall be: 

(a) To endeavour to unify and elevate the teaching 

profession in Nova Scotia. 

Source: Bulletin of the NSTU. NSTU,Halifax,Vol 1 no. 1, 
January 1922, pp. 5-6. 
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(b) To bring the claims of the pro;t:ession before 

the public and the Legislature of Nova Scotia as occasion 

may require. 

(c) To watch the educational outlook and trend of 

thought in other countries with a view to keeping the 

profession abreast of the times. 

(d) To endeavour to advance salaries by increasing 

the capability of the teachers ·, by improving the quality 

of their work, by educating the public to a proper ap­

preciation of the value of skilled teaching, and by 

developing among the members of the profession an 'esprit 

de corps 1 and a high sense of professional honour. 

(e) To assist the Local Unions in carrying out 

their various undertakings. 

Section 3. The Executive of the Council shall 

consist of a President, two Vice-Presidents, a Secretary­

Treasurer, and five others. Five of the Executive shall 

be women and four men, or four women and five men. 

Section 4. There shall be an Annual Meeting of the 

Council on or about Thanksgiving Day of each year, notice 

of which shall be given to the secretaries of Local 

Unions at least twenty days before the meeting. The 

time and place of meeting shall be determined by the 



Executive. At this meeting the· Executive shall be 

appointed for the ensuing year. All other meetings of 

the Council and all meetings of the Executive shall be 

called by the President at his pleasure. The expenses 

of the delegates to such meetings shall be paid by the 

Council. 

Section 5. The Secretary-Treasurer shall execute 

a bond in favour of the Council with a Guarantee Company 

for a sum determined from time to time by the Council 
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as a guarantee that he will faithfully perform his duties 

as Treasurer. The cost of such bond shall be borne by 

the Council. 

Section 6. The funds of the Council shall be 

deposited in a chartered bank. All che·gues on the said 

bank shall be signed by the Secretary-Treasurer and 

countersigned by the President. 

Article III. 

Section 1. All persons actually engaged in teaching 

in the Common and High Schools· of the Province shall be 

eligible for membership in Local Union. 

Section 2. The duty of the Local Unions shall be: 

(a) To deal with such local matters as shall make 



for the betterment- of educational affairs in their own 

territories. 
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(b) To protect teachers who through errors in 

agreements or otherwise are in danger of being defrauded. 

(c) To diffuse among the members of the profession 

a knowledge of law as it specially affects teachers. 

(d) To advise teachers against whom legal proceed­

ings are taken on charges connected with their profession, 

and where deemed advisable, to aid in an appeal to a 

higher court. 

(e) To arouse teachers not only to a full sense of 

their duties as teachers, but also to a full realization 

of their obligations and responsibilities as citizens in 

the broadest and fullest meaning of the term. 

Section 3. Members of Local Unions shall pay an 

annual fee of .SO if their total annual salary is not 

more than $500. 

$1.00 if their total annual salary is more than $500 

and not more than $1000. 

$1.50 if their total annual salary is more than 

$1000 and not more than $1500. 

$2.00 if their total annual salary is more than 

$1500 and not more than $2000. 



$2. 50 i£ their total annual sa·lary is more than 

$2000. 

Section 4. Fifty per cent of the local fee shall be 

paid to the Council not later than the first of February 

of each year. 

Article IV. 
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This Constitution shall not be altered except by a 

two-third vote of the delegates present at an Annual 

Meeting of the Council. Notice in writing of proposed 

changes shall be given by the Secretary-Treasurer to each 

Local Union at least thirty days before the said Annual 

Meeting. 



APPENDIX "B" 

. NSTU L'Oc'al'S', and Metnb'ership 

· Local 

1. Amherst 
2. Annapolis 
3. Antigonish 
4. Argyle 
5. Bedford 
6. Bridgewater 
7. Canso Regional Vocational 
8. C€?~e Breton Rural and 

Village 
9. Clare 
10. Colchester-East Hants 
11. Dartmouth 
12. Dartmouth Suburban 
13. Dartmouth Vocational 
14. Digby 
15. Dominion 
16. Glace Bay 
17. Guysborough 
18. Halifax City 
19. Halifax East 
20. Halifax Regional Vocational 
21. Halifax West 
22. Hants West 
23. Inverness North 
24. Inverness South 
25. Kings 
26. Lockeport 
27. Lunenburg 
28. Musquodoboit 
29. New Waterford 
30. Northside-Victoria 
31. Oxford-Pugwash · 
32. Pictou 
33. Queens 
34. Richmond 
35. River-Hebert Joggins 
36. Shelburne · 
37. Shelburne West 
38. Springhill 
39. St. Mary's 

· Membership 

168 
347 
268 

96 
399 
245 

44 

431 
114 
715 
903 
258 
. 85 
169 

46 
265 
119 

1422 
69 
45 

309 
252 
102 
237 
695 
26 
200 

59 
197 
447 
114 
553 
165 
225 
107 
100 
111 

97 
44 

138 



· NSTU Loca'ls' 'and' Metnber:ship 0(Cont·. ) 
C e 

Local 

40. Sydney 
41. Western Marine 
42. Yarmouth 
43. Yarmouth Vocational 
44. Cape Breton Vocational 
45. Inter-Provincial School for 

the Deaf 

· Membe·rship 

413 
:too 
205 
. 30 

44 

43 

Source - NSTU Member Handbook, pp. 73-80. 
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APPENl)IX "D" 

Proposed Model for Locals with 
more than twenty schools 
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141 

The Solid Lines - indicate the relationship between the units which form 
the NSTU, the central flow of ideas which eventually become policy, and 
the communication thereof. 

Tbe Broken Lines - indicate the path which resolutions to annual council 
may follow. 

The Dotted Lines - indicate provisions for liaison between the local and 
the Provincial executive. 

Source: Report of the Ad Hoc Committee on Structure, NSTU Council, 1974, 
p. 6 • 

• 



Year 

1956 
1957 
1958 
1959 
1960 
1961 
1962 
1963 
1964 
1965 
1966 
1967 
1968 
1969 
1970 
1971 
1972 

142 
APPENDIX "E" 

PROVINCIAL GOVERNMENT SPENDING ON EDUCATION 
IN NOVA SCOTIA 1956-1972 

Provincial Spending 
$ 

11,353,744 
14,180,091 
15,181,792 
16,615,861 
19,020,230 
21,349,959 
22,676,662 
24,200,147 
28,820,422 
31,046,659 
34,295,336 
41,831,736 
55,323,987 
65,793,957 
73,468,657 
95,940,973 

106,316,994 

Provincial Percentage of 
Total Educational Expenditure 

~ 

51.9 
56.0 
54.8 
54.0 
52.5 
52.1 
50.7 
54.2 
54.3 
55.1 
58.1 
62.9 
64.1 
63.6 
65.9 
66.0 
71.0 

Source - Annual Report o~ The Derartment o~ EducatiJl.on• 
Government of Nova Scotia, 
Queens Printer, Halifax, 1972. 
pp. 42-43, 
also 1973, p. 42. 
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