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To all my colleagues, 

During the month of November, I 
visited all the schools in the division 
bringing greetings from the Seine River 
Teachers’ Association and being present to listen to 
any concerns you may have had.  I truly enjoyed all 
my visits and several concerns were presented as I 
travelled across the division: 

�� Regenerative leave 
�� Personnel files 
�� Collective bargaining 
�� Substitutes’ rights 
�� Term to permanent contracts 
�� Roles of Educational Assistants 
�� Roles of Student Teachers 
�� Meeting overload 
�� Unprofessional behaviour  
�� Maternity/Parental leaves 
�� Shortage of resource/counsellors 

In this edition of the newsletter, I will address several of 
these issues, as they pertain to all members.  You will 
find the SRSD’s regenerative leave policy, as well as 
articles on the timing of a baby’s birth, short-term 
disability, and how to deal with personnel files.   I have 
also included the articles in our Collective Agreement 
that pertain to Harassment in the Workplace, and 
Successive Term Contracts.  I would welcome 
suggestions for other topics that could be discussed in 
upcoming newsletters, as well. 

The Manitoba Teachers’ Society is currently conducting a 
random telephone poll of our members.  This is a 
legitimate telephone call by Viewpoints Research for MTS 
and The Society would appreciate it if we responded to 
the survey.   

Our sincere congratulations to Joan McKenzie, formerly 
of Parc La Salle, and Peter Slobodzian of Ste. Anne 
Collegiate who were awarded with Certificates of 
Achievements for Excellence in Teaching from the Prime 
Minister’s office.  We are honoured to work with such 
fine members of the teaching profession.  For more info 
on these awards, see inside. 

The Young Humanitarian Awards nominations need to be 
submitted much earlier this year — January 12, 2010.  
Please see the poster on the next page for more details. 

The Seine River School Division is also calling for 
nominations for individual students or student teams  
who are active participants in community and schools 
and who would be good candidates for the division’s 
citizenship awards.  The students are eligible to receive 
cash bonuses for them, for their charity and for their 
schools.   

At our council meeting on December 2, Georgina Dyck-
Hacault, Co-chair of the MTS Taskforce on Teacher 
Workload, spoke about a class composition and size 
rating system used in Tennessee.   The  Project STAR 
(Student/Teacher Achievement Ratio) Matrix, looks at 

fourteen different aspects of 
each students’ life and assigns 
it numerical value.   For example, a child’s reading level 
is assessed and a 0 is given if the child is at or above 
grade level and a four is given if the student is 4 or 
more years below grade level or does not read.  The 
score for each of the 14 areas is then totalled and 
arrives at a score out of 56.  A child would then be 
weighted as having the needs of one, two, three or four 
students out of an optimal class size of 20.   Georgina 
asked council reps to apply the matrix to their class to 
test how this would work.   She also spoke about how 
this could be used within our local association for our 
own collective bargaining purposes.  She asked us to 
take them back to our schools and have teachers 
complete the matrix given to the Council reps.  She 
would appreciate having them for January 15th.  If you 
wish to receive a copy, you can contact her at 
ghacault@rainyday.ca. 
 
Thank you to all the schools who have sent me their EA 
surveys.  Any other completed surveys can still be sent 
in to srta.mts@gmail.com .   

The last two pages of this newsletter seem a bit odd.  
With permission, I have reproduced a brochure from 
Speak, a Winnipeg organization that helps those 
suffering from depression.  In the teaching profession, 
with the amount of stress we deal with, the demands we 
place on ourselves, the changes in seasons and the 
expectations placed upon our profession, it is no wonder 
that teaching can become overwhelming.  Sometimes 
we don’t recognize the signs, or are not willing to accept 
the possibility of what has long been perpetuated as ‘all 
in the head’.  Fortunately, depression is not shameful 
and it is treatable.  This brochure is also timely, as most 
people suffer from the ‘winter blues’ after Christmas and 
before spring break. 

From all of us on the SRTA Executive, we extend only 
the warmest wishes for a peaceful, rest-filled, 
reinvigorating holiday season. 

And don’t forget — we are just an email or a phone call 
away.  srta.mts@gmail.com     204-270-0215 

 

 

No "I" in Team 
One of the players on our junior high football team never saw action 

in a game. But my brother, the assistant coach, liked the kid and 
always gave him pep talks. "Remember, Ben," he told him, 

"everyone on this team has an important role. There is no I in team."   
"True," said the boy. "But there is a Ben in bench. 
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Symptom Cold Flu 
Fever Rare with a cold Usually present in up to 80% of all 

cases; 100˚F or more for 3-4 days 

Coughing Hacking, productive (mucus-
producing) 

Non-productive, dry cough 

Aches Slight body aches & pains Severe aches & pains 

Stuffy Nose Commonly present; resolves in 
a week or so 

Not commonly present 

Chills Uncommon 60% of people experience chills 

Tiredness Fairly mild Moderate to severe 

Sneezing Commonly present Not common 

Presentation of 
Symptoms 

Develop over a few days Rapid onset of 3 – 6 hours. 

Headache Fairly common Very common in 80% of cases 

Sore Throat Commonly present Not commonly present 

Chest Discomfort Mild to moderate Often severe 
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Bridget Lento Ecole St. Adolphe School 

Jennifer Seesahai Ecole St. Adolphe School 

Stephanie Signer Arborgate School 

Joel Sweetland Arborgate School 

Amanda Schnell Arborgate School 

Janelle Picton Ecole Ste. Anne Immersion 

Elizabeth Hammond SAE/ESAI 

Denise Kirouac Ecole Ste. Anne Immersion 

Katrina Suppes Ste. Anne Elementary 

Cindy Mason Ste. Anne Collegiate 

Christopher McCluskey Ste. Anne Collegiate 

Myra Tillet Ste. Anne Collegiate 

Larissa Friesen Richer School 

Graham Bodnar Richer School 

Nicole Staniforth Richer School 

Shannon Philippe Ecole Lorette Immersion 

Karyn Busch Parc La Salle School 

Andrew Slade La Salle School 

Keith Carpenter Dawson Trail School 

Remi Gagnon College Lorette Collegiate 

Michelle Hancock College Lorette Collegiate 

Chantal Tytgat College Lorette Collegiate 

Laura Janzen Ecole St. Norbert Immersion 

Amita Khandpur Ecole St. Norbert Immersion 

Sue Lang La Barriere Crossings School 

Brandi Wait La Barriere Crossings School 

Joshua Keffer College St. Norbert Collegiate 

David Siddal College St. Norbert Collegiate 

Ryan Wiebe College St. Norbert Collegiate 

Amy Vanderhooft Division Office 

Teachers can be forgiven for mistakenly believing that they 
have ample sick leave. After all, most teachers in Manitoba 
by virtue of their Collective Agreement are able to 
accumulate at least 100 days of sick leave at the rate of 20 
days per year. 

Teachers take comfort as well in knowing that when that sick 
leave expires, they have access to Long Term Disability 
through the Disability Benefits Plan. Some even have access 
to Short Term Disability Benefits. 

But a particular accident or illness can easily drain the sick 
leave reserve, leaving the teacher quite vulnerable should a 
new matter arise before the bank of sick days can be 
substantially rebuilt. 

Teachers should be reminded that their Long Term Disability 
is a totally member-funded plan to which the Employer 
makes no financial contribution whatsoever. It goes 
without saying that the longer a teacher stays on sick leave 
rather than on benefit, the less burden on the Disability Plan. 
It follows that in time that should help to lower costs, costs 
that are borne by each and every teacher. Further, while on 
sick leave, a teacher receives his/her regular salary. Long 
Term Disability pays only a reduced amount. 

An increase in sick leave is easily justified. One only has to 
look at other jurisdictions to see that school boards in this 
Province have been getting an easy ride. 

In the Atlantic Provinces the accumulated maximum number 
of sick leave in Collective Agreements is at least 195 days. In 
Saskatchewan it is 180 days. Several Ontario agreements 
have in excess of 250 days and many have no maximum. 
That is the case in British Columbia as well. There are no 
maximum days in the Yukon, NWT or Nunavut. Alberta has a 
more complicated “Evergreen System” where, except for an 
initial period, sick leave does not accrue but, rather, is 
maintained at a level of 90 calendar days. Provincial 
Government workers are able to accumulate 180 days of sick 
leave. The Nurses’ collective agreement has no maximum, 
and the nurses are entitled to use up to 20 days per year for 
family related reasons. 

Not only do school divisions pay nothing toward the Disability 
Benefits Plan, they carry no Workers Compensation Insurance 
for their teaching staff and make no contributions toward the 
Educator Assistance Program. 

Few will dispute that workplace stress is a key component 
contributing to teacher illness. Given that, it is only right that 
the employer assume a fair share of the responsibility for 
teachers’ well being. 

Relative to other jurisdictions, teacher collective agreements 
are woefully behind in the number of sick days that can be 
accumulated. It is in teachers’ interest to substantially 
increase their sick leave allotment and they certainly are well 
justified in pursuing it through the bargaining process. 

 

http://www.mbteach.org/library/Archives/Solidarity/
S_011604.pdf  
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 If you are expecting a baby, you are 
undoubtedly aware that your collective 
agreement provides for up to 17 weeks 
of maternity leave Supplementary 
Employment Insurance (top-up) 
benefits, and in most cases, an 
additional 10 weeks of parental leave 
top-up benefits. 

You may also be aware that, in the case 
of the maternity leave top-up benefits, 
the timing of your baby’s birth will have 
an impact on how many weeks of 
benefits you will actually receive. 
Currently, no top-up benefits are 
payable for non-teaching periods 
including summer, winter, and spring 
breaks, but despite this, there are some 
things you can do to maximize your 
benefit entitlement.     

In order to be paid top-up benefits, you 
must first apply for Employment 
Insurance benefits.  The Employment 
Insurance maternity benefit period can 
start anytime from 10 weeks prior to the 
expected due date, up to the actual 
birth date or the original due date, 
whichever is later.  Your maternity top-
up benefit period is the same as your 
Employment Insurance benefit 
period.  Therefore, if you are expecting 
a baby over any of the non-teaching 
periods, particularly the summer, the 

timing of your Employment Insurance 
benefit period is critical. 

If your baby is due over the summer 
break, the later you are able establish 
your Employment Insurance maternity 
benefit period, the more weeks of 
maternity top-up will be available to you 
after the summer.  In order to maximize 
your benefits, you need to use the latter 
of the two latest dates on which you can 
start your EI maternity benefit period, 
either the due date or the actual date of 
birth.   

Furthermore, to ensure your claim starts 
when you want it to start, you must 
make your application for benefits no 
earlier than the week you want the 
benefits to begin.  For example, if your 
baby is due on July 24th, but is born on 
July 17th, you will make your application 
for EI benefits the week of July 
24th.  However, if your baby is due July 
24th, and is not born until August 1st, 
you will make your application for EI 
benefits the week of August 
1st.  Applying for benefits any sooner, 
no matter how convenient it may be, 
will result in your benefit period starting 
earlier than necessary, and will result in 
a loss of top-up benefits. 

It is also critical that you carefully check 

your EI benefits confirmation 
information to ensure that your benefit 
period has started in the correct 
week.  Service Canada, the government 
network that delivers Employment 
Insurance programs, will sometimes 
change the benefit period start date in 
accordance with their policy of back 
dating claims when a claimant applies 
within four weeks of the interruption of 
earnings. 

 The Record of Employment for teachers 
expecting summer babies will always 
show the interruption of earnings 
occurring on the last teaching day in 
June.  It is therefore possible that your 
claim may be back dated to the 
beginning of July if you apply within four 
weeks of the end of June.  The same 
problems can occur around the winter 
and spring breaks.  If your claim is back 
dated, contact Service Canada 
immediately and request that your 
benefit period start date be adjusted.   

For further information regarding 
maternity or parental leave, please 
contact Nancy Kerr at The Manitoba 
Teachers’ Society at 831-3086, 1-800-
262-8803 extension 216, or at 
nkerr@mbteach.org.  When using email, 
please ensure you use a personal and 
not divisional email address. 

And I need a union, why? 
�� A teacher in Illinois got his job back four months after 
being fired for showing an AIDS video to students. 

�� Patrick Szady, with 32 years experience, was fired at 
the end of last year after showing the video “Time Out: The 
Truth About HIV, AIDS and You, which features entertainer 
Arsenio Hall and former basketball star Earvin "Magic" 
Johnson .  The 60-year-old was reinstated after numerous 
parents and students demanded his return. 

�� A gay Oklahoma City teacher was reinstated by a judge 
after being fired for allegedly speaking out against 
homophobia and encouraging support for gay and lesbian 
students. "His outspokenness made him a very visible 
teacher in that district," Timothy Melton, Quigley's 
attorney, told NewsOK.com. "The administration has done 
its best to set Mr. Quigley up to fail. Fortunately, he is too 
good a teacher and too strong a personality to be defeated 
by petty, non-teaching bureaucrats who put rules ahead of 
the children."  The school board is appealing the court 
decision 

http://mbteach.org/Portfolio/portfoliooctnov09.html 

Article 21—Successive 
Term Contracts 

 
 

21.01  
A teacher who has been employed 

full-time or part-time in the Division 
under a Limited Term Teacher-

General Contract (term) contract for 
two successive years, shall on 

employment for the third 
consecutive school year, be signed to 

a Teacher-General Contract 
(permanent) contract and be 

entitled, retroactively, to seniority 
and sick leave for the previous 

successive entire school years of 
employment.  An entire school year 
means employment for 180 or more 
school days in the contract year, pro

-rated for part-time teachers. 
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What is professional development? “Professional development encompasses all activities which 
teachers undertake to direct their own learning and to enhance their professional practice.” (MTS 
Policy Handbook, 2008, p.55). 
 

 
 

Models of Effective Professional Development 
Training      

Observation/assessment      
Mentoring       

Study groups      
Inquiry/action research  

Involvement in a development/improvement process  
Individual guided activities 

 
What is effective PD? 

Does your PD include or offer: 

 
What is ineffective PD? 

 Is your PD: 

Intentional: 
�� a clear statement of purpose and goals? 

�� all participants are aware of the purpose and 
goals? 

�� goals that focus on what teachers should be 
expected to do as a result of their learning? 

Ongoing: 
�� the pre-steps that are needed to have 

teachers aware of the intended direction of 
the professional development? 

�� the steps that are necessary to continue with 
the direction of the purpose and goals? 

Systemic: 
�� the supports and further training necessary 

to implement the learning in order to sustain 
the desired change from the professional 
development opportunity? 

�� does the PD allow change that is sustainable 
without requiring teachers to adopt serious 
coping strategies that will jeopardize the 
implementation of the new learning? 

�� the steps along the way that are focused on 
student learning? 

�� allowance for collaboration with colleagues? 

�� one day big name speakers with no pre-
planning or follow-up? 

�� a series of mini topics with no connection to 
each other or to your teaching needs? 

�� determined by one or a select few people? 

�� requiring a radical shift in thinking; too much 
too fast and unrealistic expectations? 

�� a mandatory attendance at events that are 
unrelated to your professional needs or 
responsibilities? 

�� a failure to address individual needs or 
concerns? 

�� a collection of superficial activities with no 
potential for bringing about meaningful 
change? 
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The class that I took this summer at 
the University of Winnipeg was 
based on the amount of students in 
our schools in Canada that are at-
risk because of multiple different 
reasons.  The class taught us 
different ways to recognize at-risk 
behaviour in our students and how 
to then use different strategies to 
help them become resilient to the at-
risk behaviours. 
 
Our class was taught by a professor 
who has taught in many inner city 
schools in the United States and 
Canada.  She was vey 
knowledgeable about this subject 
area and was very passionate in 
making learning valuable and safe 
for the kids in her class.  Those two 
things were not shown to many of 
her students outside the classroom.    
 
Our class was a week long and we 
were lucky enough to have a guest 
speaker come in and spend three 
days with us.  His name was Dr. 
Steve Van Bockern, who is the 
author of “Reclaiming Schools” and 
the co-founder of the “Circle of 
Courage”.   The Circle of Courage is 
a program/idea that uses a very 
explicit model that has four 

quadrants.  
The four quadrants are the following: 
�� The spirit of Belonging 
�� The spirit of Mastery 
�� The spirit of Independence 
�� The spirit of Generosity   
 

The model is based on the idea that 
if we have all four of these spirits 
within us we filled fulfilled and will 
become more resilient as teenagers 
and adults.   
 
Steven worked with us educators to 
discuss and brainstorm different 
ways our schools and our teachers 
can help our students fulfill these 
basic four needs everyday they come 
into our schools and our classrooms.  

We discussed ways to reach for this 
as a whole school and come up with 
different indicators for success and 
how to assess if it was making a 
difference with our students in our 
schools and classrooms.   
 
One thing that really stuck in my 
mind since this class was during the 
day we spent discussing Poverty.  
We spent a lot of time discussing 
meeting the needs of our students in 
emotional ways to ensure that 
positive and successful relationships 
are built and are able to last through 
trust.  
 
 We discussed how successful 
relationships occur when emotional 
deposits are made to a student and 
emotional withdrawals are avoid, 
and students are respected 
throughout the whole process.  We 
connected that idea to our bank 
cards.   
 
We cannot keep taking money out 
and not putting any back or we will 
be in financial trouble.  We need to 
take a little and replace a little, 
which is the same for our students. 

Jessica Barnes 

Independence 

Belonging Mastery 

Generosity 

Q: What rights does a 
teacher have vis-à-
vis his/her personnel 
file?   

 
A:  A teacher has access to his/her 
personnel file and is entitled to a 
copy of anything that is in the file.  
Usually the division requires that 
the teacher phone and make an 
appointment in advance.   
  
Teachers can request that items be 
removed from their files, but there 
is not an obligation for that to 
happen if it was not negotiated 
when it went into the file.  The 
validity of it remaining forever, 
however, could be challenged.  A 
compelling argument would be that 

what is included has been rectified 
by the teacher for a number of 
years and therefore it should be 
removed.   
  
The file is the property of the 
division and as such is kept in their 
possession, not the teacher’s.   
  
Retired people can request to see 
their files, but we cannot do 
anything to assist them with that if 
they are in receipt of a TRAF 
pension and therefore not dues 
paying members.  If they are 
substitute teaching and under 
contract with the division and 
paying local association fees, then 
the SRTA could assist them with 
that process. 
 
Nancy Paterson, Staff Officer 
The Manitoba Teachers’ Society 

How do you get human resources to 
remember you? Try pulling some of 
these actual interview stunts: 
��Balding applicant abruptly excused 

himself and returned a few 
minutes later wearing a hairpiece.  

��Applicant asked to see the 
reviewer’s résumé to see if the 
personnel executive was qualified 
to interview him.  

��Applicant phoned his therapist 
during the interview for advice on 
answering specific questions.  

��During the interview, an alarm 
clock went off in the applicant’s 
briefcase. He apologized and said 
he had to leave for another 
interview.  

��Applicant challenged the 
interviewer to arm-wrestle. 
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PRIME MINISTER STEPHEN HARPER 
HONOURS OUTSTANDING TEACHERS 
FOR THEIR CONTRIBUTION TO 
CANADA'S FUTURE 

OTTAWA, October 5, 2009 — 
Prime Minister Stephen Harper today 
announced the recipients of the 2009 
Prime Minister's Awards for Teaching 
Excellence and Excellence in Early 
Childhood Education. The Awards 
were presented at a ceremony in 
Ottawa on the occasion of World 
Teachers’ Day. 

“A good teacher inspires a thirst for 
learning that lasts a lifetime,” said 
Prime Minister Harper. “The 
outstanding teachers honoured today 

are an inspiration to us all. They play 
an invaluable role in our children’s 
development and in the future 
success of our country.” 

This year 84 Prime Minister's Awards 
were presented to educators from 
across Canada. The awards include 
Certificates of Excellence and 
Certificates of Achievement for 
teaching excellence at all grade 
levels, from preschool through to 
secondary school. All have been 
recognized by parents and fellow 
educators as leaders who have been 
innovative in helping students excel. 

“As a parent, I know the difference 
an outstanding teacher can make in a 

child’s life,” said Prime Minister 
Harper. “As Prime Minister, I am 
grateful for the contributions of all 
Canadian teachers, and especially 
this year’s Prime Minister’s Award 
recipients, whose dedication and 
skills are enriching the lives of young 
Canadians across the country.” 

For the first time this year, awards 
were presented to give specific 
recognition for excellence among 
Aboriginal teachers working at 
schools on-reserve. 

PMO Press Office: 613-957-5555 
This document is also available at 
http://pm.gc.ca 

 

Peter Slobodzian, Ste. Anne 
Collegiate, described as an 
educator who “takes students 
outside the school and traditional 
school structure to provide 
opportunities to learn and grow.” 

Joan MacKenzie, a Grade 2 
teacher at Parc La Salle School 
in Winnipeg, “encourages 
young learners to try harder, 
dream bigger and live beyond 
themselves as responsible 
global citizens.’ 
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The Seine River School Division 
believes that dedicated educators 
provide energy and enthusiasm to 
learners in our division. In order to 
maintain the quality of instruction we 
intend to implement a strategy to 
ensure our educators have options to 
remain fresh and ready for the 
challenges of today. The driving 
force behind the Regenerative Leave 
policy is to recognize the level of 
commitment and dedication it takes 
to provide the best possible 
education to the students of the 
Seine River School Division.   
 
This policy will be reviewed every 3 
years to determine the ongoing 
benefit to the Seine River School 
Division. 
 
Teachers shall be granted leave in 
accordance with the eligibility 
requirements and conditions set out 
below: 
 

All teachers, including principals, are 
eligible for Regenerative Leave at the 
completion of each ten years of 
service in the Seine River School 
Division. 
 

1.  Approved leaves shall be for the 
duration of one full school year. 

2.  At expiration of leave, the 
teacher shall return to the same 
or similar position and location 
the teacher held prior to the 
leave, unless there is mutual 
agreement otherwise. 

3.  Teachers approved for 
Regenerative Leave shall be 
required to remain in the employ 

of the Seine River School Division 
for 3 full school years upon their 
return. The committee reserves 
the right to exempt a teacher 
from this return of service if it is 
mutually agreeable to all parties. 
Such requests shall be made in 
writing to the committee for 
consideration. 

4.  The teacher on leave shall be 
paid 50% of his/her salary in 
effect on the date the leave 
begins; such payment will be 
made at the teacher’s option by 
either: 

 a) payment in two equal 
 amounts, with one payment 
 occurring September 30th 
 and one payment occurring 
 January 31st; 

OR 

 b) 12 equal monthly payments 
 beginning after the 
 commencement of the school 
 year. 

5.  The amount of salary received 
during the period of Regenerative 
Leave is not pensionable and 
pension buy-back is not 
available. 

6.  Teachers will be required to 
submit payment for all benefits 
(LTD, Extended Health, etc.) for 
the duration of their leave. 

7.  Not more than 4 (four) teaching 
staff shall be absent on 
Regenerative Leave in any school 
year. 

8.  Such leave shall not constitute a 
break in tenure. Seniority and 
accumulated sick leave will be 
maintained but will not accrue for 
the duration of leave. 

9.  The application for Regenerative 

Leave shall be filed with the 
Superintendent no later than 
April 30th of the school year 
preceding that for which leave is 
being requested. This date will 
automatically change based on 
teacher contract requirements. 

10. All applications will be reviewed 
by a committee composed of the 
Superintendent, the Association 
President, President of the Seine 
River Principals’ Association and 
a Board Member. The teacher’s 
application and any other 
information being considered in 
the review of each application 
shall be made available to the 
Committee at least 10 (ten) 
working days prior to the review 
of the applications. 

11. Approval or denial of 
Regenerative Leave shall be 
confirmed by May 31st. It is 
understood that no request shall 
be unreasonably denied. 

12. In the event that a teacher dies 
or becomes disabled during the 
period of Regenerative Leave, the 
amount of Regenerative Leave 
paid shall not be recoverable by 
the Division. 

13. Leaves can terminate only in the 
event of a significant illness. 
Requests will be made in writing 
to the committee for 
consideration. 

14. This leave shall be available to 
teachers if and only if the money 
they receive from the Seine River 
School Division is their only 
source of income from the 
education system. 

APPROVED;  February 2006 
REVISED::  April 2009 
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ARTICLE 27- HARASSMENT 
27.01 The parties recognize the 
importance of establishing and 
maintaining positive relationships at 
work and that all employees in the 
Seine River School Division including 
those employees covered by this 
agreement are entitled to a 
respectful working environment that 
is free from discrimination, 
harassment and other disruptive 
workplace conflict. 
 

Seine River 
School Division 
is committed to 
providing a work 
environment 
which is 
supportive of 
the fair 
treatment of all 
its employees 

and is conducive to relationships 
based on mutual respect, 
cooperation and understanding. 
Seine River School Division does not 
condone behaviour that is likely to 
undermine the dignity, self-esteem 
or productivity 
Of any employee. 
 
It recognizes that it is every 
employee’s right to be treated with 
dignity and respect and every 
employee’s responsibility to treat 
others the same way. 
 
Harassment and discrimination, in all 
their forms, violate the victim’s 
human rights and are contrary to the 
Seine River School Division’s 
fundamental values. The Division will 
act promptly and efficiently to deal 
with such situations. 
 
Seine River School Division will 
ensure that individuals who believe 
that they have been subjected to 
harassment are able to register 
complaints without fear of retaliation 
or reprisal. 
 
Seine River School Division will 
exercise care to protect and respect 
the rights of both the complainant 
and the person complained about 
(the respondent). 
 

All complaints of harassment or 
discrimination must be made within 
a reasonable time, usually within six 
months from the date of the most 
recent alleged incident.   
 
To the best of their ability, persons 
who become privy to a complaint 
shall treat it in strict confidence and 
not discuss it with anyone who is not 
integral to the resolution process. 
Intentional breaches of 
confidentiality by any person may be 
subject to disciplinary action. 
 
Harassment is defined as 
follows: 
 
Sexual Harassment which is 
deemed to include but is not 
restricted to: 
(a) Unwanted sexual attention by a 

person who knows or ought 
reasonably to know that such 
attention is unwanted: 

(b) Express or implied promise of 
reward for complying with a 
sexually oriented request: 

(c) Express or implied threat or 
reprisal for refusal to comply 
with a sexually Oriented request: 

(d) Sexually oriented behaviour or 
gender-based abusive and 
unwelcome conduct or comment 
that has the purpose or effect of 
creating an intimidating, hostile 
or offensive environment. 

 
Personal Harassment which is 
deemed to include but is not 
restricted to: 
(a) One or a series of objectionable 

and unwelcome workplace 
comments or actions directed 
towards a specific person or 
group of persons which serves 
no legitimate work purpose and 
has the effect of creating an 
intimidating, humiliating, hostile 
or offensive work environment: 

(b) Physical or verbal abuse that is 
humiliating or demeaning. 

 
Harassment or Discrimination 
which means, except where bona 
fide and reasonable cause exists, or 
where it is based upon bona fide and 
reasonable requirements or 
qualifications, the differential 

treatment, whether intended or not, 
of an individual or group of 
individuals based on: 
 
(a) An individual’s actual or 

presumed membership in or 
association with some class or 
group of persons, rather than on 
the basis of personal merit: 

(b) An individual’s actual or 
presumed ancestry, race, colour, 
nationality or national origin, 
ethnic background, religion or 
religious belief, age. sex, gender-
determined characteristics, 
sexual orientation, marital or 
family status, source of income, 
political belief, political 
association or activity, physical 
or mental disability or related 
characteristics or circumstances: 

(c) A failure to make reasonable 
accommodations for the special 
needs of an individual or group, 
if such failure is based upon any 
of the characteristics referred to 
in b). 
 

It is NOT discrimination to make 
reasonable accommodation for the 
special needs of an individual or 
group, if those special needs are 
based upon any characteristic 
referred to in b) or to plan. 
advertize, adopt or implement an 
employment equity program or other 
special program that has as its 
object the amelioration of conditions 
of disadvantaged individuals or 
groups, including those who are 
disadvantaged because of any 
characteristic referred 
to in b). 
 
One incident or a series of incidents 
may constitute harassment or 
discrimination. It may involve 
individuals or groups and either peer 
or power relationships. It may be 
physical or 
psychological in 
nature. It can 
occur between 
males and 
females and 
between 
members of the 
same gender. 
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Sometimes life gets so busy when, 
suddenly, several items pop up on 
your ‘To Do List’ at the same time. 
Decisions must be made, priorities 
must be evaluated, and sometimes 
paths must be chosen that perhaps 
may not always seem like the 
choice that will make you the 
happiest. Sometimes those tough 
decisions actually end up helping 
you to go further in life. The latter 
is the story that I would like to tell. 

It all began when I decided to 
switch streams in university from 
junior high/high school 
instrumental to early years music. I 
was just over half way (entering 
my 4th year) through the 
Integrated Bachelor of Music and 
Bachelor of Education Dual-Degree 
Program at the University of 
Manitoba when I knew that I 
needed to change my focus to the 
early years stream so that I could 
further study the Orff music 
teaching philosophy in a more 
concentrated manner. The Orff 
philosophy came about over 80 
years ago when a man named Carl 
Orff studied and advocated for a 
certain method of learning and 
experiencing music. Singing, 
playing, moving, creating 
(improvising and composing), 
reading, and writing are all 
integrated throughout his teaching 
philosophy with a great emphasis 
on movement and music. There are 
three levels to complete before 
being a certified ORFF teacher and 
as a requirement for completing 
the integrated degree, I needed to 
complete level I. There was only 
one summer left before I graduated 
to complete level I (these courses 
are only offered during the 
summer) and so I did just that, 
however, my goal was to 
accomplish all three levels at some 
point. So, for the following summer 
I had planned to complete level II 
(even though it would have been 
after I had graduated) but then the 
first priority evaluation came up: 
the opportunity for me to travel to 
Poland. The unfortunate timing was 
that the trip would have to occur at 

the time of the course. I have 
many family members there as my 
dad was born in Poland and the last 
time I was there, I was 4 years old 
– too young to remember much 
about the experience. So, instead, 
of taking level II, I made the 
decision to travel to Poland to see 
family members that I have not 
seen for 20 years. The plan, then, 
was to take level II the following 
summer. 

Once I began my first job as 
certified music teacher with SRSD, 
I was advised by many that I 
should not plan too much in the 
summer following my first year 
ever of teaching because the year 
will probably be exhausting! So, at 
the beginning of last school year, I 
decided to re-evaluate my priorities 
and push back taking the Level II 
Orff Music course until the following 
summer. Instead, I planned some 
time for family, friends and for 
myself.  

Little did I know that the following 
summer (2010), I would be getting 
married because on New Year’s Eve 
I became engaged to be married! 
So, once again, I needed to re-
evaluate my priorities and make 
some tough decisions. Would I 
push the course again until 2011? 
What other road blocks will occur 
to push it back even father? 
Pushing the course was really 
starting to bother me because I felt 
it was time to further my studies in 
the Orff Music Teaching Philosophy. 
I always knew that the course was 
offered elsewhere than Winnipeg 
but never considered not taking the 
course in Winnipeg an option 
because I did not know the 
instructors and due to travel and 
other costs, Winnipeg was the most 
logical option.  

At this point, however, I felt 
strongly about taking the course 
during the summer of 2009 
because I still needed to take Level 
III at some point as well in order to 
achieve one my professional goals. 
On the advice of a friend and the 
support of family and other friends, 

I made the decision to take the 
course in Vancouver between 
August 10th and 21st, 2009. It is a 
two-week course but it is really two 
weeks of intense learning that 
could be spread out over the 
course of a semester or even two!  

This was one decision that I 
thought would not necessarily 
make me the happiest  because 
then end of the course would bring 
me to the end of summer and even 
though I was excited to begin the 
new year I was also enjoying my 
time to regenerate from my first 
year of teaching! I was just telling 
myself that this is something that I 
need to do now and even though I 
may not enjoy it as much as I 
would like, I will be happy once I 
have completed the course so that 
I can move on to the next level. 
So, off I went to the course. 

It turns out that the decision I 
made to attend the course in 
Vancouver (despite all the troubles 
with working out various 
accommodations and 
transportation issues) has actually 
helped me to go further in life. Not 
just because I am able to complete 
my level III and be a fully certified 
Orff teacher but because of the 
connections that were made 
between people and information 
during those two weeks. I am so 
happy that I got the chance to 
meet and learn from my 
instructors, Joe Berrarducci and 
Susie Green. My goal for the course 
was to acquire new methods and 
tweak old methods of teaching 
various musical concepts in an 
efficient yet meaningful manner. 
Meaningful to me means that the 
students will learn the concepts in 
a way that has them feeling 
successful while at the same time 
experiencing activities that touch 
them in some way. Perhaps the 
activity will be fun, reflect some 
aspect of their life, or even push 
them to want to learn more. Joe 
and Susie provided these 
experiences for me and I must 

(Continued on page 14) 
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thank them because they have inspired me to 
include different methods in my teaching practice 
that I would not have been exposed to without 
having had met them. Already in the first few days 
of school, I have witnessed a change in creative 
development in all my classes since I have 
introduced the 8 Laban movement efforts. Rudolph 
Laban studied all movement (everyday, sports, and 
dance related) and categorized the movements into 
8 efforts including dabbing, flicking, floating, 
gliding, pressing, slashing, thrusting, and wringing. 
Seeing the kids create, synthesize, manipulate, and 
analyze all movement based upon these 8 efforts 
has been an amazing experience, especially since 
these movements have helped to connect the 
students to their individual lives, whether it be 
sports (gliding on the ice, dabbing the basketball, 
etc.), dance (wringing the body to create a spin/
twirl, floating the body to lyrical music, etc.) or 
everyday movements (pressing into ground with 
feet while moving forward to do a walking motion, 
gliding the pencil across the page to write a story, 
etc.). These connections have also helped with 
behaviour issues as it has been proven over time 
that behaviour issues become very minimal and 
sometimes obsolete with engaged students.  

I am very excited to continue introducing the new 
methods of teaching various musical concepts to 
my students at École Ile des Chênes School and 
École Ste. Anne Immersion throughout this school 
year! This opportunity, however, would not have 
been possible without the support of Seine River 
School Division and the Seine River Teacher’s 
Association and so I wish to extend my gratitude 
for helping me to pursue my goal of completing the 
Level II Orff Music Teaching Course. I know that my 
new knowledge and new network of wonderful 
instructors and other music teachers in Vancouver 
and surrounding area will definitely be a part of an 
important support system throughout my teaching 
career. Sometimes life takes unexpected turns but 
in the end, one will find that everything happens for 
a reason and that it is a person’s attitude that will 
help to ensure that the reason is meaningful in a 
positive manner! 

 

Michelle Mielniczek graduated from the 
University of Manitoba in 2008 from the 
Integrated Bachelor of Music and Bachelor of 
Education Dual-Degree Program. She began 
her first employment as a certified Music 
Specialist with Seine River School Division in 
the fall of 2008. She is now beginning the 2nd 
year of her teaching career while continuing 
with similar teaching assignments from last 
year of music, band, art, and FL2 at two 
schools within the division, École Ile des 
Chênes School and École Ste. Anne 
Immersion. 
 

(Continued from page 13) 
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