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TSSU / SFU Collective Bargaining 2019-2020 
Improvements Achieved as of Tentative Agreement 

 
This document lists improvements secured over the 2019-2020 bargaining round between 
TSSU and our employer, SFU. These improvements were secured during our regular bargaining 
sessions over ~13 months, but also, due to the COVID-19 pandemic, over an extraordinary 
accelerated bargaining process in late March 2020. Through the hard work of TSSU’s Advocate, 
Chief Stewards, and Contract Committee, we were able to secure a tentative agreement on 
March 25, 2020 that includes all of the listed improvements. If not noted here, the language in 
the Collective Agreement likely features minimal changes, or will remain the same as it currently 
is written. This is a tentative agreement, and still requires ratification by the TSSU general 
membership and the SFU Board of Governors.  
 
We also achieved several processes through which we can negotiate with SFU after the 
ratification of the agreement and before we bargain our next agreement. This means we can 
achieve more improvements once the dust settles from this crisis, but we will need to be 
organized and prepared to pressure the SFU Administration to achieve those gains.  
 
Wages and "Service Improvements": 

● Under the current Public Sector Employee Council (PSEC) mandate, we secured 2% 
increases for 2019, 2020, and 2021. Retroactive wage increases for 2019 will be paid 
out to members. We also won the right to use some of these wage increases to instead 
fund other monetary improvements such as benefits, leave, etc, following ratification. 

● 0.25% of total payroll to go towards paying TA/TM/SIs for training time, with Union input 
into the process via a joint working group. 

 
Article 2 Preamble: 

● We moved to use inclusive language in the Collective Agreement; we replaced all 
gender binary language with gender neutral pronouns. 

 
Article 3 Stewards: 

● We added two new rights to ensure members who take time off work to act as a Chief 
Steward for the union will not lose pay or seniority. 
 

Article 4 Dues and Union Membership and Data: 
● We implemented a process to change from paper to electronic dues checkoff forms. 
● Membership lists will now come to TSSU two weeks sooner (after the first payroll run of 

a semester), allowing us to contact members sooner to let them know their rights and 
benefits. 

● We entrenched TSSU’s right to crucial data about our members, such as contact info. 
● We have a new right to data regarding ELC/ITP enrollment. 
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● We have secured a letter outlining that we will receive members’ phone numbers and 
addresses electronically, rather than on paper, an important step for ensuring correct 
seniority and access to benefits. 

● We negotiated a promise for SFU to include distance education info in membership lists. 
 
Article 6 Union Facilities: 

● We’ve secured out right to shared office space on other campuses into the CA via a 
letter. 

● We made sure TSSU is not charged for installed AV in meeting rooms. 
 
Article 9 No Discrimination No Harassment: 

● We’ve updated the list of grounds for considering something to be discrimination or 
harassment including things like family status and gender identity. 

● We broadened the definition of harassment to be more in line with Worksafe BC 
regulations. 

● We reworded the grievance procedure to allow commencement at higher step if an 
alleged harasser is involved in grievance procedure (e.g. a department Chair, a Dean, 
etc.). 

● We strengthened the language that requires the University to remove harassing 
individuals from work environments in certain situations. 
 

Article 10 Grievance Procedure: 
● We secured stronger wording on disclosure (the passing over of key information and 

documents from the University to TSSU) so that it cannot be delayed. 
● We won language that allows discipline grievances to commence at a higher step, which 

allows a streamlined and expedited grievance process. 
● We ensured the employer retracted a proposal that would have required members to 

attend grievance meetings with their bosses, which would have prevented members 
from coming forward. 

 
Article 11 Arbitration: 

● We won language to allow witnesses time off to attend arbitration without any loss of 
pay. 

● We altered language to reflect the current practise single arbitrator, rather than an 
arbitration panel of three people, but the Union maintains the ability to request a panel.  

 
Article 12 Academic Decisions and Freedom: 

● We won language that broadens what academic decisions can be grieved. 
● We secured a new right for employees who are in grad programs to have an 

uninterrupted 48 hours of time off around thesis defenses and qualifying exams without 
loss of pay. 

● We secured language ensuring academic freedom protections for all TSSU members. 
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Article 13 Teaching Assistants: 
● We secured the right to be able to grieve decisions made regarding new equivalencies, 

which are department specific compensation formulas that pay some TAs less for the 
same or similar work done by others. 

● We won the right to meet with the employer to review old equivalencies, a process which 
will allow us to review especially unfair equivalencies in departments such as Geography 
as well as Sociology and Anthropology. 

● We won compensation for one (1) base unit for additional preparation when a Teaching 
Assistant is assigned to a "Writing Intensive" ("W") course.  
 

Article 14 Sessional Instructors: 
● We forced the University to retract their proposals that would have eliminated the 

Sessional seniority system as well as the process by which they can earn a Limited 
Term Lecturer position in the Faculty Association. This secured our major improvements 
from last round and helps ensure improved job security for Sessionals. 

● We improved the Sessional Reserve system by ensuring each appointment has an 
assigned Faculty Mentor, and that team-teaching is a built-in option to create more 
potential availability of positions for grad students without negatively impacting 
long-serving sessionals.  

 
Article TBD ELC/ITP Instructors: 

● We secured sick leave for all ELC/ITP Instructors, including temporary employees, once 
the Parties sort out how to pay for this from the future 2% wage increases. 

● We improved the time employees remain on the seniority list from 6 months to 18 
months, improving job security for temporary employees who would have been likely to 
lose their seniority due to the current outbreak.  

 
Article 18 Employment Evaluation: 

● We secured a side agreement that allows members to request that inappropriate or 
discriminatory comments from student assessment forms are removed. We also 
negotiated a process between the union and the University to establish a more concrete 
system around this issue. 

 
Article 20 Workspace and Facilities: 

● We have agreed to a process outside of bargaining with the employer to discuss 
securing internet waivers for members who must now work from home. 

 
Article 23 Technological Change: 

● We secured an immediate process where we will meet with the employer to come to an 
agreement around remote work where we will review necessary changes to 
compensation or conditions. 
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Other Non-Article Based Improvements 
 
Graduate Facilitators 

● For this group of our newly unionized members, we secured a process beyond this 
agreement that allows us to continue bargaining all non-monetary conditions, with the 
option to go to arbitration in Fall 2020 if we cannot come to an agreement. 

● Graduate Facilitators now have access to all the same benefits as other TAs, TMs and 
Sessional Instructors, including: employer paid MSP, access to the Extended Health 
Benefits Plan, sick leave, compassionate leave, family care leave, maternity leave, etc.  

● We won a right to ensure GFs being paid on timesheets would be returned to a salary 
system for their base pay, effective May 1, 2020 or as soon as reasonably possible. 
Overwork will still require recorded hours, and there will be further discussions during 
negotiations on this matter. 

● We secured wage improvements for GFs that will bring them up to the same level as 
TAs and ensure they are included in our 2% wage improvements (including retro pay).  

 
Memorandum of Understandings 

● We secured the renewal of all existing Memorandum of Understandings (with the 
exception of one 2006 memo) to ensure those rights and protections remain in place. 

 
Early Bargaining 

● Given the extraordinary circumstances and the accelerated bargaining and settlement 
process, we secured the right to begin our next bargaining round 3 months earlier than 
the BC Labour Relations Code normally permits. 
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MEMORANDUM OF AGREEMENT 
BETWEEN 

SIMON FRASER UNIVERSITY (the University) 
AND 

THE TEACHING SUPPORT STAFF UNION (the Union)   
 

1. The Parties agree to the following as a comprehensive settlement to Collective 
Bargaining around the employee groups covered by the June 13, 2019 TSSU 
certification. This proposal is conditional upon the approval by the Human Resources 
Committee of the Board of Governors and the TSSU’s ratification process. 

 
2. As a result of extraordinary circumstances the Parties have agreed to expedite the 

conclusion of the collective bargaining process currently underway for this mandate only. 
 

3. The Parties agree that any non-monetary item that is signed off to date, will be agreed to 
and become part of the new 3 year collective agreement, (2019-2022). 

 
4. The Parties agree that, except otherwise agreed, all memorandums and letters are 

renewed, and all estoppel notices withdrawn.  
 

5. The Parties agree to meet and hold productive consultation on other Union proposals 
outstanding as of March 20, 2020, during the life of the collective agreement. 
 

6. Monetary Proposal: 
a. Term of Agreement: 3 year agreement, May 1, 2019 to April 30, 2022 
 
b. General Wage Increases of 6.0% over three years as follows: 

 May 1, 2019  2.0% 
 May 1, 2020  2.0% 
 May 1, 2021  2.0% 

 
c. An additional 0.25% of total payroll shall be applied to Teaching Assistants, 

Tutor/Markers, and Sessional Instructors to align with the University's Student 
Experience Initiative that will provide student focused, specialized, and 
comprehensive training in order to improve the student experience. Training will 
include a focus on innovation and enhancing student interactions.  

 
_____________________________    _____________________________ 

For the Union       For the University 

_____________________________    _____________________________ 

Date        Date 
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Addendum to Memorandum of Settlement 
 
Further to the March ______  2020 memorandum of settlement, the Parties agree to the 
following non-monetary items: 
 

1. The Parties agree that the extraordinary circumstances leading to remote teaching in the 
Spring 2020 and Summer 2020 semesters may significantly impact the way work is 
performed. The Parties agree to meet as soon as reasonably possible to review the 
impacts on the Collective Agreement, including but not limited to compensation and 
conditions. Any resolution shall be without prejudice to outstanding grievances regarding 
compensation for teaching support staff for distance education.  
 

2. Changes in legislation mean that the Collective Agreement may be non-compliant in 
several areas, including but not limited to, parental leave and vacation pay. The Parties 
agree that this settlement shall not prejudice any effort by the Union to enforce 
legislation, and the Parties agree to meet as soon as reasonably possible to alter any 
terms necessary to bring the Collective Agreement into compliance. 
 

3. The Parties agree that the non-monetary terms and conditions of Article TBD Graduate 
Facilitators, which forms the First Collective Agreement for these workers, remain for 
bargaining. Should agreement on these terms and conditions not be reached by October 
31, 2020, (or a later date if agreed to by both Parties), either party may refer the matter 
to the process of Section 55 of the BC Labour Relations Code, except that a strike or 
lockout under 55(6)(b)(iii) shall not be an available option for recommendation. Until the 
terms are resolved through this process, the status quo for non-monetary terms and 
conditions shall be maintained. 
 

4. The Parties agree that bargaining for the next Collective Agreement may commence 
three (3) months earlier than the standard four (4) month prior to expiry for serving notice 
under the BC Labour Code 46(1).  
 

5. The Parties agree that with respect to the general wage increases in the 2019-2022 
Collective Agreement: the Union is free to negotiate all, or a portion, of the May 1, 2020 
and May 1, 2021 General Wage Increase, for all or part of the bargaining unit, to instead 
fund different monetary increases, including but not limited to, benefit improvements, 
salary improvements, leave improvements, including the sick leave provision for 
ELC/ITP Instructors, etc for all or part of the bargaining unit. Such improvements shall be 
subject to the monetary envelope provided to the University. No General Wage Increase 
for any group will exceed 2% per mandate year.  
 

6. The Parties agree that a joint Union and University working group will be formed and 
consulted on the operationalizing of provision of training pursuant to the settlement of 
the 2019-2022 Collective Agreement. 
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7. The Parties agree to the following alteration to the ELC/ITP Seniority Clause: 
In addition to the above article, Temporary ELC/ITP instructors will be removed from the 
seniority list if they are not rehired within eighteen (18) six (6) months of the end date of 
their most recent contract.  
 

8. The Parties agree that the decision of the Director of the Learning and Instructional 
Development Centre with regards to an equivalency per Article 13 D. 4. c. shall be 
grievable by the Union. Following ratification, the Parties agree to exchange current lists 
of equivalencies and review all equivalencies older than 36 months at the time of 
ratification.  
 

9. The Parties agree to the addition of point b. in Article 13 D. 3: one (1) base unit for 
additional preparation when a Teaching Assistant is assigned to a "Writing Intensive" 
("W") course.   

 
10. The Parties agree to add a second sentence to Article 13 F. 8. so that the 

paragraph reads: Failure to give timely acceptance of an offer of appointment may 
result in loss of priority for that semester.  Individuals who have lost their priority 
for these reasons may exercise their priority should they apply when new work 
becomes available, as described in Article 16. 

 
11. The Parties agree that effective May 1, 2020, or as soon as reasonably possible, any 

Graduate Facilitators (GFs) currently being paid by timesheets will receive a salary for 
each semester. This salary amount will be based on a reasonable estimate of the 
minimum work the Department can guarantee. The Parties acknowledge that the actual 
workload may exceed this amount, additional hours will be recorded and paid on an 
hourly basis, with prior authorization obtained from the Head of the Department. This 
matter may be further discussed during the negotiations on the non-monetary items for 
Graduate Facilitators. 

 
12. The Parties agree that Article 25 Benefits and Leave TA/TM Professional Development 

and Teaching Orientation (excluding M. TA/TM: Professional Development and 
Teaching Orientation), shall apply to GFs in the same manner it applies to TAs.  
 

13. The Parties agree that General Wage Increases in the memorandum apply to GFs, and 
that the matter of a scholarship component of pay for GFs shall be reviewed following 
ratification. 
 
 

14. The Parties agree to add Article 14 E. 3. d: Each appointment to a Reserve Sessional 
Instructor position shall include assignment of a mentor Faculty Member who shall be 
responsible for providing guidance, mentorship, training and support to the Sessional 
Instructor. 
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15. The Parties agree to add Article 14 E. 3. e: Where a Reserve Sessional Instructor 
course section is to be team-taught by two (2) or more eligible Graduate Students or 
Postdoctoral fellows, that course section shall count as a single position for the purposes 
of the count in Article 14 E. 3. a & b above. 
 

16. Notwithstanding Article 18 Employment Evaluation clause F., should an employee raise 
an issue regarding inappropriate or discriminatory comments on their student 
assessment forms to either the Union or Labour Relations, on behalf of the University, 
Labour Relations shall contact the department and make all reasonable efforts to 
remove or redact such comments from the evaluation forms. The Parties agree to 
continue discussion on a more concrete system following this round of bargaining. 
 

17. The Parties agree that Article 10 Grievance Procedure, Article 12 Academic Decisions, 
Requirements, and Freedom, and Article 17 Conditional Upon Enrollment, are agreed as 
exchanged between the Parties on March 23, 2020 and Article 9 No Discrimination No 
Harassment is agreed as the University's last position on Feb 13, 2020.  

 
 
 
 
 
_____________________________    _____________________________ 

For the Union       For the University 

 
_____________________________    _____________________________ 

Date        Date 
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Derek Sahota <dereks@tssu.ca>

Sick leave negotiation agreement
2 messages

Derek Sahota <dereks@tssu.ca> Wed, Mar 25, 2020 at 5:14 PM
To: Chris Hatty <hatty@sfu.ca>

Dear Chris,

This is to confirm our agreement regarding ELC/ITP sick leave

Following ratification, we agree to prioritize negotiation of an alteration of the sick leave plan for ELC/ITP instructors to
include at least twelve (12) sick days for all ELC/ITP instructors, subject to the conditions of point 5 of the addendum to
our March 25, 2020 agreement to settle collective bargaining, to be implemented as soon as possible following the
current pandemic. The University shall not unreasonably withhold agreement to such a sick leave improvement. 

Thanks,

Derek Sahota (he/him)
--------------------
For The
Teaching Support Staff Union
email: dereks@tssu.ca
phone 778.782.4695
AQ 5130, SFU Burnaby Campus

TSSU's offices and SFU's three campuses are on the Unceded Territories of the xʷməθkʷəy̓əm (Musqueam),
Səl̓ílwətaʔ/Selilwitulh (Tsleil-Waututh), kʷikʷəƛ̓əm (Kwitwetlem), and Skwxwú7mesh  (Squamish) peoples. 

Chris Hatty <hatty@sfu.ca> Wed, Mar 25, 2020 at 5:23 PM
To: Derek Sahota <dereks@tssu.ca>

Confirmed, and thanks

Chris

[Quoted text hidden]
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CONFIDENTIAL – TSSU-SFU COLLECTIVE BARGAINING 2019 

Article 9 No Discrimination and No Harassment 

SFU Counter-Proposal dated February 13th 2020 

Delivered: Date: Time: 

Article 9:   No Discrimination and No Harassment 

1. The University and the Union agree that there shall be no discrimination exercised against              

any member of the bargaining unit in the application of this Agreement for reasons              

including but not limited to: race; colour; genetic characteristics; age; sex; marital status;             

family parental status; familial relationship to any person employed by the University            

except a person directly in charge of the execution of their her/his duties; place of origin;                

ancestry; political affiliations or activities; citizenship; sexual orientation; gender identity or           

expression; religious beliefs; place of residence; disabilities; pregnancy; nor by reason of            

their her/his membership, non-membership or activity in the Union; criminal or summary            

conviction offense unrelated to their employment or intended employment; except for           

bonafide occupational requirements (BFOR). Discipline or dismissal for failure to fulfill           

teaching or teaching support responsibilities according to the terms of this Agreement shall             

not constitute discrimination. 

 

2. The University and the Union are committed to Employment Equity and furthering the             

progress of the University's Employment Equity program. The Employment Equity program           

will not abrogate collective agreement provisions between the University and the Union. 

3. General Definitions 

a. General Definition of Harassment 

Harassment is aggressive or threatening intimidating or humiliating behaviour         

which would be considered by a reasonable person to create an environment not             

conducive to work. Harassment may occur during one incident, or over a series             

of incidents including single incidents which, in isolation, would not necessarily           

constitute harassment. Requests, whether oral or written, made of an employee in            

a non-harassing manner to comply with provisions of this collective agreement or            

improve performance are not harassment. 

b. Harassment includes sexual harassment and any of the following shall constitute           

sexual harassment: 

i. unwanted sexual attention, sexual solicitation, or other sexually oriented         

remarks or behaviour made by a person who knows or ought reasonably            

to know that such action attention is unwanted; 

ii. implied or expressed promise of reward affecting one's employment for          

complying with a sexually oriented request; 

iii. implied or expressed threat of reprisal, in the form either of actual            

reprisal or the denial of opportunity, for refusal to comply with a sexually             

oriented request. 

c. Harassment includes personal harassment, and the following shall constitute         

personal harassment: behavior directed towards a specific person or persons          

Page 1 of 3 E&OE 
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which serves no legitimate purpose and which would be considered by a            

reasonable person to create an intimidating, humiliating, or hostile work          

environment. 

4. a. The Union and the University recognize the right of bargaining unit members             

to work in an environment free from harassment. Within the limits of its jurisdiction              

under existing policies the University undertakes to discipline any person either           

employed by the University or enrolled as a student who engages in the             

harassment of a bargaining unit member during their her/his term of employment            

in their her/his capacity as an employee. Within the limits of its legal right to do so,                 

the University will make every reasonable effort endeavor to remove any person            

neither employed by the University nor enrolled as a student who engages in             

harassment of a bargaining unit member. 

b. The University will, where circumstances warrant it, make every reasonable effort            

to permit a bargaining unit member alleging harassment to limit or discontinue            

contact with the alleged harasser without incurring any penalty, pending          

determination of the grievance or complaint. Where the University considers that a            

transfer is necessary, every reasonable effort will be made to transfer the alleged             

harasser. An employee who alleges harassment will not be transferred against           

their his/her will. 

5. When an employee has a harassment complaint and is seeking University action under             

4(a) D.1. above, the complaint shall be raised with the Course Supervisor or Chair in an                

attempt to resolve it in accordance with Article 10 X within forty-five (45) days of the                

incident or awareness of the condition giving rise to the harassment  complaint. 

6. Where an employee has initiated an employment related complaint under a University            

Harassment Complaint process, it may be converted to a grievance under Article 10 X up               

to forty-five (45) days after an informal enquiry has concluded without a successful             

resolution and before formal procedures have commenced. 

In such cases, the complainant must withdraw the complaint under the University            

Harassment Complaint process. Such grievances will normally be introduced at Step I of             

the grievance procedure. However, nothing in this clause shall prevent the Union and the              

University from agreeing to introduce the grievance at Step II (See Article 10.3 X C).               

Where such grievance involves a person who would normally have a role for the University               

in grievance procedure, the Union may elect to commence the grievance at one step              

higher than it would otherwise commence. 

7. An employee may grieve the University's response to an employment related harassment            

complaint under Article 10 X. 

Where a complaint has been concluded using a formal mechanism under the University             

Harassment Complaint process and a decision rendered by the officer responsible for that             

process, the decision can be grieved within forty-five (45) days, commencing at Step II of               

the grievance procedure. (See Article 10.3(b) X C.2). 

8. Both parties recognize the right of employees to file complaints of employment-related            

harassment under either the grievance procedure in this agreement, or under any            

university harassment complaint process which may be made available to employees.           

Where a complainant or a respondent is identified as a bargaining unit member, the              
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harassment resolution co-ordinator or designate shall inform them her/him that employees           

have a right to Union representation for the duration of the harassment resolution process              

and, in the case of complainants, that another process is available to them under the               

Collective Agreement if the complaint is employment related. 

 

 

 

 

   

For the University  For the Union 

   

Date  Date 
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SFU/TSSU Collective Bargaining 2019 Page 1 of 4 Errors and Omissions Excepted (E&OE) 
Article 10  TSSU Proposal Bottomline Position Without Prejudice  

 
Presented by TSSU on ____________________________at _________am/pm. 

 

Article 10: Grievance Procedure 
A. General 

 

1. Definition: For the purposes of this Agreement, grievance shall mean any            
difference or dispute arising between the parties to this Agreement, concerning the            
interpretation, application, or alleged violation of the Collective Agreement,         
whether between the University and the Union or between the University and any             
employee covered by the Agreement. 

 

2. No grievance shall be resolved merely because of a technical error in             
processing the grievance such as incorrect citation of articles or wrong date. A             
lapse of the time limits is not a technical error. Technical errors discovered at any               
step of the Grievance Procedure may be corrected and the Grievance shall            
proceed at the same step. 

 

3. A resolution of a grievance shall not contravene the terms of this Agreement              
without the written agreement of the Union and the University at Step II, and no               
resolution of the grievance shall amend the terms of this Agreement. 

 

4. A grievance involving more than one (1) employee in more than one (1) faculty               
or involving the Union as a whole shall go directly to Step II of the Grievance                
Procedure. 

 

5. Should the University wish to lodge a grievance against the Union or any              
employee it shall be presented at Step II. to the Joint Grievance Committee. 

 

6. The Grievance Procedure will be used to settle any disputes without stoppage of              
work. 

 

7. A Grievance must be initiated within forty-five (45) days of the incident giving              
rise to the grievance or of the date the grievor should reasonably have been aware               
of the incident. 

 

8. Every reasonable effort will be made to schedule the joint meetings required             
under this Grievance Procedure at times which do not conflict with scheduled            
teaching assignments. When this is not possible, an employee, whether as a            
grievor, witness, or Union representative, who is required to miss a teaching            
assignment, shall suffer no reduction in compensation to which they she/he would            
otherwise be entitled as a bargaining unit employee. 

 

9. For any particular grievance, the time limits provided in the Grievance            
Procedure may be extended by mutual written consent of both parties. 

 

10. At the culmination of any step, the grieving party may terminate the grievance              
procedure by informing the other party in writing of its decision to terminate. 

 

11. Grievance settlements shall be applied retroactively to the date of the first             
incident giving rise to the grievance, unless an alternative settlement is mutually            
agreeable. 

 

 

22



 
SFU/TSSU Collective Bargaining 2019 Page 2 of 4 Errors and Omissions Excepted (E&OE) 
Article 10  TSSU Proposal Bottomline Position Without Prejudice  

 
Presented by TSSU on ____________________________at _________am/pm. 

12. In this Article, and in Article 11 XI "Arbitration", all reference to "days" shall               
mean all calendar days excepting those days occurring between the last day of             
examinations of one semester and the first day of classes of the following             
semester. In the event that a time limit date falls on a day not normally worked at                 
the University -- weekends, statutory holidays -- the date shall be taken to be the               
next working day. References to “working days” shall mean Monday to Friday,            
excluding university closure days, statutory holidays, and those excepted above. 

 

13. Termination of an individual's employment and thereby their her/his         
membership in the bargaining unit, shall not affect their her/his right to grieve a              
matter which occurred during the period they she/he was a bargaining unit            
employee, but the time limits detailed in the grievance procedure shall still apply. 

housekeeping 
pronouns 
 

14. The University shall not dismiss or discipline an employee bound by this            
Agreement except for just cause. 

 

15. At any meetings outlined in this Article another Union representative may           
substitute for the Shop Steward. When a Union representative who is not a             
Steward is to accompany an employee, the Union shall inform the University, in             
writing in advance, of the identity of that person and  their her/his responsibilities. 

 
 
housekeeping 
pronouns 

16. The Union or the University may bring additional representatives to any           
meetings outlined in Section C. of this Article provided reasonable notice of the             
identity of the person(s) is given to the other party. 

 

17. Following the initiation of a grievance, the University and the Union agree,            
upon written request, to provide timely disclosure of such information as necessary            
for the resolution of the grievance. Information consisting of minutes of meeting(s)            
or conversation(s), strategy or planning notes or the employer material involving           
preparation for grievances or arbitration is not subject to disclosure. All disclosures            
shall be limited by relevant statutes and regulations. 

 

18. Grievances involving discipline may be initiated at Step I or Step II, with the               
mutual agreement of the Union and the University. 

 

B. Problem Solving 
1. The parties to this agreement strongly support an informal problem solving           

process between the individuals closest to the problem. To this end, an            
employee who has a problem with any employment issue or a potential            
grievance may meet with the person directly in charge of the employee's            
execution of their her/his duties, or the Chair or their designate, in an attempt              
to resolve it. 

 
 
 
housekeeping 
pronouns 

2. However, before a potential grievance may be pursued to Step I of the 
Grievance process, the Chair must be informed of the issues by the employee 
or by the Union and given a reasonable opportunity to resolve the matter.  In 
meetings with the Chair, the employee may be accompanied by a Shop 
Steward or any TSSU representative if she/he so desires.  

 
housekeeping 
 
 
 

3. At any stage of Problem Solving, either party may request that a  
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Article 10  TSSU Proposal Bottomline Position Without Prejudice  

 
Presented by TSSU on ____________________________at _________am/pm. 

mediator/facilitator assist the parties in seeking a resolution (see below). 

4. Mediators:  The parties will maintain a list of informal mediators / facilitators 
agreed to by both parties, who if requested will assist the individuals involved 
in the informal problem solving exercise.  The role of the mediator / facilitator 
will be to draw out the facts, ensure that both parties have an opportunity to 
explain the issues and to assist the parties to reach a mutual agreement. 
Where agreement cannot be reached, the mediator / facilitator may 
recommend a non-binding solution. 

 

5. Agreements:  An agreement reached must be within the powers or authority of 
the individuals involved and cannot bind or oblige any other party.  Any 
agreements reached at this level will not be relied on by any party as 
establishing a precedent, nor will it be prejudicial to either party's ability to 
apply or interpret the terms of the collective agreement. Copies of written 
agreements must be forwarded to the Department Chair, respective Dean, 
TSSU and the Associate Vice-President (AVP) (Executive Director, Human 
Resources. 

 
 
 
 
housekeeping 

6. Provision to advance to the Grievance level:  Any problem raised and not 
resolved, which falls within the definition of a "grievance" and which has been 
brought to the attention of the Chair as provided above, may be advanced to 
Step I of the grievance procedure at any time during the problem solving level 
discussions, or on the conclusion of discussions at the problem solving level.  If 
there is any doubt regarding the conclusion of the informal problem solving 
level, then a matter to be raised as a grievance must be advanced within 
forty-five (45) days of the last meeting in the informal process. 

 

C. Grievance Procedure 
C. Step I 
1. 
a. Should the problem be unresolved, the employee may file initiate a written             
grievance. Within the forty-five (45) days in A.7. above or following the provisions             
of the Problem Solving process the employee through the Union must present the             
grievance in writing to the Dean of the Faculty with copies to the Department Chair               
and AVP Executive Director, Human Resources. The grievance statement shall          
include the following: 
(i) a description of the grievance and the incident(s) from which the grievance            
arose, 
(ii) an indication of the Article(s) alleged to have been violated, 
(iii) the suggested remedy. 

 
 
 
housekeeping 
 
 
housekeeping 
 
 

b. The Dean shall within fourteen (14) days of the filing of a notice of grievance                
meet with the employee who shall be accompanied by their her/his Shop Steward             
and/or other Union representative. 

housekeeping 
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c. The Dean shall give the Union a written response to the grievance within ten               
(10) days of the Step I meeting and shall provide copies to the employee and the                
AVP Executive Director, Human Resources. 
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d. In the event of her/his inability to attend any meeting, tThe grievor may authorize               
the Union to proceed with the grievance on their her/his behalf. 

housekeeping 
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e. Step I is complete when the Dean has forwarded their her/his written response.              
If a response is not made within ten (10) days, Step I will be considered to have                 
been completed and if there is no agreement between the parties, the grievance             
will automatically advance to Step II. 

housekeeping 
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2.D Step II 
a. Each party to this Agreement shall appoint three (3) members to serve on a               

Joint Grievance Committee which will attempt to resolve and shall have the            
authority to resolve all grievances.  

 

b. No person may serve as a member of the Joint Grievance Committee when              
she/he has they have had a direct involvement in the grievance being            
considered, with the exception of the University-wide policy grievances. 

 

c. The Joint Grievance Committee shall meet w Within fifteen (15) twenty (20)             
working days of receipt of the notification to proceed to Step II, representatives             
from both parties to this Agreement shall meet grievance in an attempt at              
resolution. Failing resolution at that meeting or agreement to continue the           
grievance at a subsequent meeting, either party may, within twenty (20) working            
days of the Joint Grievance Committee Step II meeting, signify in writing its             
desire to proceed to arbitration. 

 

The parties agree that the March 11, 2006 memo from Dario Nonis regarding             
disclosure of information under Article 10.A.17 in grievances involving two or           
more applicants for a position, shall no longer be in effect and that the March 7,                
2019 estoppel notice on Article 10.B  Problem Solving is withdrawn. 

change 

 
 
 
 
_____________________________              __________________________________ 
For the Union                        For the University 
 
 
______________________________             ___________________________________  
Date  Date  
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Article 12: Academic Decisions, Requirements and Freedom 
 
A. The parties recognize that many individuals within the bargaining unit have 

another relationship (that of student) with the University and agree that this 
Agreement applies only to the terms and conditions of bargaining unit 
employment. 

 

B. Academic Decisions are the exclusive prerogative of the University and its 
faculty members. 

 

C. However, Academic Decisions regarding the status, progress, or performance of 
students within the bargaining unit shall be grievable where they directly affect 
employment status., and 

discrimination contrary to Article IX, "No Discrimination and No 
Harassment", is alleged by the grievor. 

 

D. Academic Conflict: Though employees are expected to make every reasonable 
effort to fulfill all assigned responsibilities, the University recognizes that 
academic requirements may, on occasion, conflict with performance of these 
duties.  Under such circumstances, employees are expected to bring this to the 
attention of the Course Supervisor who shall make every reasonable effort to 
assist the employee in resolving the conflict. 

 

E. The University recognizes the importance of supporting its employees to obtain 
their graduate credentials. Wherever possible, the University will allow 
employees an uninterrupted period of forty-eight (48) hours around their thesis 
defence date during which they shall not be expected to perform 
employment-related duties.  Such absences will not result in additional cost to 
the department.  
 

Requests for: time off under this section must be: 
1. submitted in writing no later than one (1) week after the date when the 

thesis defence schedule was submitted to the Dean of Graduate 
Postdoctoral Studies; and  

2. authorized by the Chair or their designate.  

 

F. Upon request, employees shall not be expected to perform normal duties on the 
day of a degree-qualifying exam. A degree-qualifying exam is defined as 
examinations that qualify graduate students for advanced degrees, such as a 
comprehensive examination or formal presentation of their research colloquium. 

 

G. Academic Freedom: Academic Freedom is the freedom to examine, question, 
teach and learn, and it involves the right to investigate, speculate and comment 
without reference to prescribed doctrine, as well as the right to criticize the 
University, Union and society at large. 

 

H. Specifically, Academic Freedom ensures: 
i. freedom in the conduct of teaching; 
ii. freedom in undertaking research and publishing or making public the 

results thereof; 
iii. freedom from institutional censorship. 
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I. Employees will not be hindered or impeded in any way by the University or 
Union from exercising their legal rights as citizens, nor will they suffer any 
penalties because of the exercise of such rights. The parties agree that they will 
not infringe or abridge the Academic Freedom of any member of the academic 
community. 

 

J.  Academic freedom carries with it the duty to use that freedom in a manner 
consistent with the scholarly obligation to base research and teaching on an 
honest search for knowledge. 

 

K. As part of their teaching activities, academic staff are entitled to conduct frank 
discussion of potentially controversial matters which are related to their subjects. 
This freedom of expression will be based on mutual respect for the opinions of 
other members of the academic community. 

 

 
 
 
 
_____________________________              __________________________________ 
For the Union                        For the University 
 
 
 
______________________________             ___________________________________  
Date    Date 
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Article 17: Conditional Upon Enrollment 
 
A.   An appointment may be made conditional upon enrollment and, if an  
       appointment is made on that basis, the appointee will be so informed at  
       the time she/he is they are offered the appointment. 

 
 
 
housekeeping 
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B. The condition shall lapse by the end of the first week of classes of              
the semester or session. 

 

C. No more than fifty percent (50%) of the contracts of employment           
within a given department shall be made conditional upon enrollment.  

 
 

D. In the case of Teaching Assistants or Tutor Markers, compensation          
equal to one week's pay will be provided if an appointment under this             
section is canceled. 

 

E. In the case of Sessional Instructors, where an appointment is made           
conditional upon enrollment and the course is canceled before the first week            
of classes then compensation equal to 0.75 contact hours shall be paid.            
Where the course is canceled during the first week of classes the            
compensation shall be equal to for each one (1) contact hour. 

 

F. This article shall not apply to Graduate Facilitators  

 
 
 
 
_____________________________              __________________________________ 
For the Union                        For the University 
 
 
______________________________             ___________________________________  
Date  Date 
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