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CHAPTER I 

GENERAL PROVISIONS 

1.1 Definitions 

"&reemen?" means this Collective Agreement between the Association and the Board. 

"Association" means the Trent University Faculty Association. 

"Barpoinin.g Unit" means the unit defined in the decision of the Ontario Labour ' 
Relations Board in Certificate Number 1594-79-R, dated December 18,1979, and as 
amended on June 6,1980. 

"M" means the Board of Governors of Trent University as provided for in the 
Trent University Act, 1962-63. 

"COAP" - means the Committee on Academic Personnel as constituted by Senate. 

"Dean" means the Dean of the Faculty of Arts and Science or the chief academic 
admioistrative officer of any other faculty as may be duly constituted by the Board. 

"Depurtment" means the Departments of Ancient History and Classics, Anthropology, 
Biology, Chemistry, Economics, English Literature, Geography, History, Mathematics, 
Modern Languages and Literatures, Native Studies, Philosophy, Physics, Political 
Studies, Psychology and Sociology, and any additional departments as may be duly 
constituted by the Board. 

"Proeram " means the Programs in Business Administration, Canadian Studies, 
Computer SciencdStudies, Cultural Studies, Environmental and Resource Studies, 
International Development Studies, Nursing, Women's Studies, the School of 
Education, and any additional programs as may be duly constituted by the Board. 

"Joinf Committee" means the Joint Committee on the Administration of the Agreement 

"Member" means a member of the bargaining unit. 

"Nominal salaty" of a member means the salary corresponding in any given year to a 
full-time appointment at the member's rank and step, as set out for that year in 
Schedule A. 

"Parries" means the Association and the Board as defined above. 

"Presiderif" means the President and Vice-Chancellor of the University as appointed hy 
the Board. 

"Reprtlar acadefnic session" means the FaIVWinter terms on the Peterborough campus 
of the University. 
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1.2.1 

1.2.2 

1.2.3 

"w" means the Senate of the University as provided for in the Trent University 
Act, 1962-63. 

"sI)oIIsB", for the purposes of this Agreement, includes same sex spouse, subject to the 
same cohabitation/permanency requirement as i s  applied by the group benefits car r ie r  
in relation to common law spousal relationships. The definition does not apply where 
such entitlement i s  not permitted by statute or regulation. The parties agree that in the 
event that the Income Tax Act (Canada) i s  amended to permit registered pension plans 
to provide survivor pensions to the same sex spouses o f  members, the Contributory 
Pension Plan for Permanent Employees of Trent University shall be amended at that 
time, if required, to ensure that such benefits can be provided thereunder. 

"Vniversitv Librarian" means the chief administrative officer o f  the Library as 
appointed by the Board, regardless of the title given to such an officer. 

Note: Any reference in the singular shall include the plural reference where the context 
so requires. This definition shall be deemed to apply in all necessary grammatical 
forms and uses. 

Ideals and Goals 

The parties agree that the ideals and goals of Trent University are the advancement of 
learning, the dissemination of knowledge, and the intellectual, social, moral, and, as 
appropriate, physical development of the members of the University community and of 
society. They agree that in conducting their affairs and in their relations with each 
other they shall ensure the primacy of the University's academic goals. They accept a 
joint responsibility to secure these ideals and goals by promoting freedom, 
responsibility and mutual respect in the l i f e  of the University community. 

Purpose of the Agreement 

The purpose of this Agreement is to promote and maintain harmonious relations 
between the parties in accordance with the ideals and goals of Article 1.2.1, and to 
provide means acceptable to both parties for the orderly settlement o f  such differences 
as may from time to time arise between them. 

Academic Freedom 

The common good of society depends upon the search for knowledge and its f ree 
exposition. Academic freedom in universities i s  essential to both these purposes in the 
teaching function o f  the university as well as in i ts  scholarship and research. Academic 
staff shall not be hindered or impeded in any way by the University o r  the Association 
from exercising their legal rights as citizens, nor shall they suffer any penalties because 
of their exercise of such legal rights. The parties agree that they will not infringe or 
abridge the academic freedom of any member of the academic community. Members of 
the academic community are entitled, regardless of prescribed doctrine, to freedom in 
carrying out research and in publishing the results thereof, freedom o f  teaching and of 
discussion, freedom to criticize the University and the Association, and freedom from 
institutional censorship. Academic freedom does not require neutrality on the part of 
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the individual. Rather. academic freedom makes commitment possible. Academic 
freedom carries with i t  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. 
The claim of academic freedom shall not excuse members from meeting the duties and 
responsibilities set forth in IV.L.1 (i) and IV.1.2 i )  of this Agreement, provided that the 
allocation of such duties and responsibilities in accordance with IV.2.1 and IV.2.2 shall 
not conflict with principles of academic freedom. 

1.2.4 Discrimination andlor Harassment 

1.2.4.1 The parties agree that there shall be no discrimination, interference, restriction or 
coercion exercised or practised by either of them with respect to any member in regard 
to any matter including salaries, rank, appointment, promotion, tenure, permanency, 
reappointment, dismissal, sabbatical leave, fringe benefits, or any other terms and 
conditions of employment by reason of age (except as required by statute or the 
retirement provisions of the Trent University Pension Plan), race, language (except 
where the lack of language competence would clearly prevent the carrying out of the 
required duties), creed, colour, ancestry, ethnic origin, place of origin (birth place), 
citizenship, political or religious affiliation or belief, sex, pregnancy, sexual orientation, 
marital status, family status, number of dependents, clerical or lay status, handicap 
(except where the handicap would clearly prevent the carrying out o f  the required 
duties), place of residence (except where place of residence at such distance from the 
University significantly restricts members from carrying out their duties and 
responsibilities), or membership or activity in the Association or other legal 
associations. 

1.2.4.2 Measures implemented by the parties under the Collective Agreement, in relation to the 
University's Employment Equity program, are not intended by the parties to be 
discriminatory within the meaning of 1.2.4 or under the relevant provisions of the 
Ontario Human Rights Code. Where necessary and as appropriate, in relation to such 
measures, the parties will work together to achieve "Special Program" status under the 
Ontario Human Rights Code. 

1.2.4.3 The parties agree that harassment, and discrimination falling under the jurisdiction of 
the "Policy on Discrimination and Harassment", shall be subject to the provisions of 
Appendix E. 

Nothing in this Article or in Appendix E is intended to inhibit consensual social 
relationships. freedom o f  expression or academic freedom of any member. 

Nothing in this Article or in Appendix E i s  intended to limit the authority of those 
individuals charged with supervising others, counselling others, informally resolving 
complaints or conducting job performance appraisals. 

Nothing in this Article or in Appendix E is  intended to restr ict  or inhibit a member's 
right to f i l e  a complaint with the Ontario Human Rights Commission. 

Nothing in this Article or in Appendix E is intended to rcstrict the role of the 
.Association or its representatives in responding to the concerns of members. 
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Nothing in this Article or in Appendix E is intended to limit access to the grievance and 
arbitration process under the Collective Agreement in connection with discrimination, 
interference, restriction, or coercion under 1.2.4.1. 

Nothing in this Article or in Appendix E is intended to restrict the action@) of the 
University in responding to substantiated instances of harassment or discrimination. 

1.2.4.4 Where a member applying for assistance or  making a complaint under Appendix E is in 
contact with the subject of the application or the respondent by virtue of teacbing, 
employment or other institutional relationships, and where such a member has 
reasonable grounds to believe that there is a threat to hidher physical health, safety or 
security, the member may, upon notification to the Deannlniversity Librarian, 
discontinue such contact with the subject of the application or the respondent pending 
the disposition of the matter under Appendix E or the institution of other appropriate 
arrangements. In  the event that such discontinuance of contact significantly reduces 
the workload either of the said member or  of a member who is the subject of the 
application or the respondent, the DeanlUniversity Librarian may assign other duties as 
deemed necessary. 

1.2.4.5 When the DeanlUniversity Librarian notifies a member that disciplinary sanctions are 
to be imposed on the member under section 7 of Appendix E, a copy of the written 
notification shall be sent at  the same time to the Association. 

1.2.4.6 Notwithstanding any other provisions of Chapter V I  of the Collective Agreement: 

(i) Any member who is a complainant o r  respondent adversely affected by a 
decision under section 7 of Appendix E may appeal the decision directly to the 
President within fourteen (14) days. The grounds,of the available appeal are 
that there has been a violation, misinterpretation, improper application or  faulty 
administration of Appendix E, and, in the case of respondent appeals only, that 
the sanctions imposed are excessive. Within fourteen (14) days of receiving the 
written appeal, the President shall render a final, written decision, rod shall 
send a copy at the same time to the Association. 

A grievance arising out of the imposition of a disciplinary sanction under 
Appendix E must he filed by the Association within forty-two (42) days of receipt 
of the written notification of disciplinary action under 1.2.4.5. Such a grievance 
shall be referred directly to arbitration seven (7) days after the date of the 
grievance. These time limits may be revised by mutual agreement of the parties. 

In any such grievance the arbitrator(s) shall hear all evidence de novo. 

(ii) 

(iii) 

1.2.4.7 Public or official statements by officers of the University concerning an application for 
assistance or complaint under Appendix E shall he consistent with the suhstrnce and/or 
stage of said application or complaint. Such statements, including statements 
concerning disciplinary sanctions imposed under Appendix E, shall he made by the 



1.3.4.8 

1.2.4.9 

1.2.4.1 0 

1.2.4.1 1 

1.2.5 

University only on a "need-to-know'' basis. However, arbitration reports issued in 
consequence of actions under Appendix E constitute public documents. 

I f  the DeanlUniversity Librarian decides under section 7 o f  Appendix E not to proceed 
against a member who is a respondent, or if an arbitration decides in favour o f  such a 
member, the University shall remove all documentation relating to the complaint from 
the member's personnel f i les and, except for  arbitration reports which shall be retained 
shall at the discretion of that member destroy the documentation or transfer it to that 
member. 

Records of disciplinary sanctions imposed on a member under Appendix E which are 
confined to a warning o r  reprimand shall be removed from the member's personnel 
fi les after a period o f  three (3) years during which no further records of similar or more 
serious disciplinary action against the member have been added to the member's files. 
Records of disciplinary sanctions under Appendix E, more serious than a warning or 
reprimand, shall be removed from the member's personnel files after a period of five (5 
years during which no further records of similar or more serious disciplinary action 
against the member have been added to the member's files. Documents which are so 
removed shall be maintained in a separate f i le in the Dean'slUniversity Librarian's 
Office, with access on a "need-to-know" basis and only in the context of 
personnellemployment decisions involving disciplinary action. Notice of access shall be 
provided to the member and to the Association. 

The University shall make every reasonable effort to protect members from undue 
jeopardy attaching to performance of their duties. Undue jeopardy may arise from 
trivial, frivolous, vexatious or bad-faith allegations under Appendix E. The University 
and the Association shall assist a member in applying whatever legal remedies exist if 
harassment of the member continues after a complaint has been upheld and 
disciplinary action has been taken under Appendix E. 

The Human Rights Advisor shall compile an annual report about applications for 
assistance and complaints under Appendix E. This report shall be as full as 
requirements o f  confidentiality under Appendix E permit and shall be made available 
to the University community. 

Conflict of Interest 

The parties agree that no member or person acting as an officer of the University shall 
take part in formal discussions or votes with regard to the determination of any term G 

condition of employment o f  an individual in the member's immediate family. The 
parties acknowledge the need to avoid potential conflicts of interest. Members shall 
not. without the written authorization of the Vice-president (Administrntion and 
Finance), or designate, authorize the purchase by the University of equipment, supplier 
or services from a source in which they o r  their families have a financial, proprietary o 
other direct interest. 
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1.2.6 

1.2.6.1 

Emalovment Equitv 

Trent University is committed to employment equity, as evidenced by its participation 
in the Federal Contractor's Program and approval of a policy on Employment Equity. 

The parties are committed to establishing equitable opportunities for employment. The 
parties also agree to work together through bilateral consultation and negotiations to 
remove any discriminatory barriers that may exist to the employment of women, 
aboriginal peoples, people with disabilities, and members of racial minorities in 
employment areas covered by the Agreement. 

1.2.6.2 For all individual faculty and professional librarian competitions for advertised 
positions, the Personnel Committee shall prepare a statistical report to the Dean or 
University Librarian (as appropriate), specifying the total number of applicants, and 
where the information is voluntarily disclosed by the applicants the number and 
percentage of those who were women, aboriginal people, people with disabilities, and 
members of racial minorities. The Dean's Office shall then compile these statistical 
reports, with copies to the Association. Departmentslprograms may also choose to 
consolidate this reporting process, by submitting one (1) annual statistical report to the 
Dean's (Librarian's) Office (copy to the Association). Io such cases, the report shall he 
submitted by no later than June 30th of each year. 

1.2.6.3 Where there are no female applicants for a faculty position, o r  where the Personnel 
Committee determines a short-list which does not contain at  least forty (40) per cent 
(minimum of two (2)) female candidates, the Dean shall be immediately advised. I n  
such cases, the Dean may require an extension of the competition deadline, additional 
advertising, and/or such other measures as are deemed appropriate. In addition and 
where possible, the Dean may require that at least one (1) female applicant be placed on 
the short-list. 

1.2.6.4 Where male and female candidates apply for a faculty position and a male candidate is 
recommended for appointment, the Personnel Committee shall prepare a report to the 
Dean which shall set out the details of the selection process, including the number of 
applicants who are short-listed, and the number and percentage of those who are 
women. In addition, the report shall formally and specifically address the candidacy of 
each female applicant who has been short-listed, and shall be submitted to the Dean for 
review prior to any formal offer of appointment being made. 

1.3.1 Existing Practice 

Except where modified by this Agreement, existing practices relating to terms and 
conditions of employment which are reasonable, certain, and known, and which were in 
force at  the date of commencement of this Agreement or during the preceding academic 
year, shall continue during the term of this Agreement. The onus of establishing an 
existing practice within the meaning of this Article shall rest on the party or person 
alleging the existence of such practice. Either party may seek interpretation of existing 
practice relating to terms and conditions of employment by referring any such matter 
to the Joint Committee as established in 11.6 of this AEreement. The Joint Committce 



shall be allowed one (1) month from the date of the request to resolve such issues. The 
Board may, following due notice to the Association stated in writing, amend, alter, or 
discontinue existing practices in a reasonable way. Reasonable grounds for altering, 
amending, o r  discontinuing existing practices shall include the need of the Board to 
comply with any of the articles of this Agreement. 

1.3.2 Management Riehts 

The Association recognizes the management function of the Board as defined in section 
10 of the Trent University Act, 1962-63, and recognizes the rights, powers, and 
responsibilities of the Board to manage the University. The Board agrees that it shall 
exercise these powers in accordance with the provisions of this Agreement. 

1.4 

1.5 

1.6.1 

Recoenition of the Association 

The Board recognizes the Association as the sole and exclusive bargaining agent for the 
members of the bargaining unit as defined by Certificate Number 1594-79-R of the 
Ontario Labour Relations Board dated December 18,1979, and as amended on June 6, 
1980. 

The Association shall have the right at any time to call upon the assistance of 
representatives of the Canadian Association of University Teachers (C.A.U.T.) and the 
Ontario Confederation of University Faculty Associations (O.C.U.F.A.), when dealing 
with or negotiating with the University. Such representatives and any other duly 
designated representatives shall have access to the University premises at all reasonable 
times to consult with members, Association officers, or University officials. When such 
representatives deal directly with the University officials, the extent of their authority 
shall be clearly defined and communicated to the University officials by the Association 

Waiver or  Breach of Provisions 

The waiver of any provision of this Agreement or the breach of any of its provisions by 
either of the parties shall not constitute a precedent for any further waiver or any 
further breach. 

Amendments to the Trent Universitv Act 

I n  the event of any proposals being presented to the Board for amendment or revision 
of the Trent Uni%*ersity Act, the Board shall provide the Association with copies of such 
proposals and shall provide to the Association an opportunity to make representations 
to the Board, within sixty (60) days following receipt of such copies, prior to the Board 
taking any action on the proposals. 
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1.6.2 

1.7.1 

1.7.2 

1.7.2.1 

I. 7.2.2 

1.7.3 

1.7.3.1 

1.7.3.2 

Exaansion o f  the Universitv 

I n  the event of an expansion or extension of the University through the creation o f  
faculties, colleges, schools, departmentslprograms or any other academic units or sub- 
units, either in Peterborough or elsewhere, the academic staff members of such units or 
sub-units who by virtue of the terms of their appointments would be eligible for 
membership in the bargaining unit shall immediately become members of the 
bargaining unit, and the provisions of this Agreement shall apply to them. I f  the 
expansion or extension of the University takes the form of an educational undertaking 
with another educational institution, the Joint Committee shall advise the Board and 
the Association on methods of protecting the bargaining unit and permitting the 
University to extend its educational services to the community. 

Membershio in the Association 

No member of the bargaining unit shall be required to join the Association as a 
condition of employment. However, all present and a l l  future members of the 
bargaining unit shall be considered members of the Association unless they withdraw 
from the Association in the manner specified in Article 1.7.3. 

Dues Check-Off 

The Board shall deduct once monthly from the salary of each member of the bargaining 
unit such monthly dues or other assessments for general Association purposes as are 
uniformly and regularly payable by a member of the Association authorized in 
accordance with the Constitution and By-Laws of the Association and as certified in 
writing to the Board by the Association. 

The Board shall remit the amounts deducted under the terms of Article 1.7.2.1 to the 
Association no later than fifteen (15) days after the amounts have been deducted. 

Withdrawal from the Assoeiation 

Members of the bargaining unit who affirmatively assert conscientious objection to 
membership in the Association may so declare in writing to the Association with a copy 
to the Department of Human Resources. This declaration shall express clearly and 
explicitly the grounds for conscientious objection, and shall as such constitute notice of 
withdrawal from membership in the Association. 

Newly-appointed members of the bargaining unit and others entering or re-entering the 
bargaining unit from excluded academic administrative positions who affirmatively 
assert conscientious objection to membership in the Association shall so declare in 
writing to the Association within thirty (30) days o f  their appointment or return to the 
bargaining unit, in the manner and with the restrictions provided in Article 1.7.3.1. 
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1.7.3.3 

1.7.1 

1.7.1.1 

1.7.4.2 

1.7.5 

1.8.1 

1.8.1.1 

1.8.1 .t 

1.8.1.3 

In the case of a member who has withdrawn from the Association under the terms of 
1.7.3, the Board shall within fifteen (15) days remit such amounts to the Trent 
University Faculty Association Bursary Fund. If, in a declaration of conscientious 
objection, a member has stipulated that hislher deductions be remitted to another Tren 
University bursary or scholarship fund, the Association shall so notify the Department 
of Human Resources and the deductions shall be remitted to the bursary or scholarship 
fund named by the member. 

Membership Information 

The Association shall provide to the Board on June 1 of each year a list of all members 
of the bargaining unit who have withdrawn from membership in the Association in the 
manner provided in Article 1.7.3. The Association shall inform the Board of all new 
withdrawals from and returns to membership in the Association within thirty (30) days 
of such occurrences. 

Through consultation, the Board and the Association shall establish by September 1 of 
each year a list of the members of the bargaining unit from whose salaries deductions 
will he made. The Board will thenceforth report on a monthly basis any deviation from 
this basic deduction list. 

Income Tax Deductihilitv 

The Board shall indicate the annual total of payroll deductions for the Association or 
the Trent University Faculty Association Bursary Fund or other Trent University 
bursary or scholarship funds on each member's T-4 slip. 

Provision of Facilities 

The Board shall provide to the Association without charge the use of one (1) office, 
telephone services equivalent to those allowed by past practice to members (provided 
that the Association pays all long-distance charges), and use of the internal postal 
service. All additional services and facilities shall be available to the Association on the 
same basis as to departmentslprograms and at the same rates. 

The Board shall provide to !he Association without charge suitable meeting rooms on 
the University campus for the conduct of Association business, subject only to normal 
scheduling arrangemen ts. 

The Board agrees that officers, agents and representatives of the Association shall be 
permitted to conduct Association husiness on the campus of the University. 
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1.8.2 

1.8.3 

1.9 

Association Activities and Career DeveloDment 

A member's service to the Association shall be regarded as a share of administrative 
responsibilities as provided for in IV.1.1 (iii) or IV.1.2 (ii) of this Agreement. 

Release Time for Officers 

In any academic year, the Association shall be entitled to the equivalent of four (4) 
course releases to reduce the duties of its officers under the terms of lV.l.l and/or 
1V.1.2. The reductions shall be determined by no later than May 15th of the preceding 
academic year and duly communicated to the Dean and/or University Librarian. The 
Association may purchase additional release time with the agreement of the Dean 
and/or University Librarian. The Dean and/or University Librarian shall not 
unreasonably withhold such agreement. Such course releases, with the agreement of 
the Dean, and such purchased release time, may, at  the option of the officer, he 
deferred, or may be used under the provisions of 111.12.3.2. 

Interpretation 

Where in the text of this Agreement reference is made to "days" they shall be 
interpreted as calendar days, but where reference is to "working days" they shall be 
interpreted as working days. 
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11.1 

CHAPTER I1 

ADiVIINISTRATION OF THE AGREEMENT 

Duration of the Aereement 

The term of the Agreement shall be from the date of ratification to June 30,2005. 

Where provisions in the Agreement require action by the Association and the Board 
after the date of ratification and that action has been o r  may be delayed, it shall be 
taken as soon as is administratively feasible. 

11.2.1 No Strikes - No Lockouts 

There shall be no str ikes or lockouts during the l i f e  o f  this Agreement. 

11.2.2 Essential Access 

In the event of a strike o r  lockout at the University, members whose research requires 
access to facilities on the University campus, in order to prevent such damage to that 
research as the loss of live or decomposable materials, shall be allowed such access 
following arrangements with the Co-ordinator o f  Research and Graduate Studies. 
Where possible, notification of access needs shall be given. 

11.3 

11.4 

Copies of the Aereement 

Within sixty (60) days of the signing of this Collective Agreement, the Board shall 
prepare and provide to each member a copy of the Agreement together with any 
additional material which the parties agree shall be distributed. The Board shall 
provide at cost to the Association for i ts  own use fifty (50) copies of the Agreement 
within sixty (60) days of signing. The Board shall routinely provide a copy of the 
Agreement to members appointed during its life. 

With respect to new appointments, a copy of the Collective Agreement shall accompany 
any offer of employment. 

Correspondence 

Al l  correspondence between the parties arising out of or incidental to this Agreement 
shall pass between the Associate Vice-president of Human Resources (or designate) ani 
the President o f  the Association (or designate). Where the Agreement specifies notice in 
writing, the internal postal service o f  the University shall normally be deemed adequate 
means of communication. 
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11.5 Provision of Information 

Each party shall provide to the other party documents that by policy o r  practice are 
routinely available to members of the University. Requests for further information 
from the other party shall be made through the Joint Committee, and such further 
information shall not be unreasonably refused. Where such information relates to 
named individuals in detail, such details shall be restricted to, and treated 
confidentially by the parties, officers and designated representatives. Requests for 
information shall be routed througb a n d o r  copied to the Associate Vice-President of 
Human Resources or the TUFA President, as appropriate. 

11.5.1 

11.6 

11.6.1 

11.6.2 

The University shall annually compile and make available to the Association the 
following data: 

(a) The total amounts spent on salaries and benefits for the members of the TUFA 
bargaining unit as available from existing payroll data. 

Aggregate data for health and insurance benefits as currently provided by the 
carrier. 

Once appropriate databases have been established, the number of courses and 
the number of student-courses taught by TUFA bargaining unit members. 

(b) 

(e) 

Joint Committee on the Administration of the Aereement 

Recognizing the mutual benefits to be derived from joint consultation, the parties agree, 
within thirty (30) days of the signing of this Agreement, to establish a Joint Committee 
on the Administration of the Agreement, comprised of three (3) representatives of the 
Association and three (3) representatives of the Board. 

The Joint Committee shall deal with problems arising from the administration of this 
Agreement, as far as possible, and perform the various functions assigned to it in the 
articles of this Agreement, The parties may agree to establish sub-committees of the 
Joint Committee to perform particular functions assigned by particular articles of the 
Agreement if they are of the opinion that this will better expedite the administration of 
the Agreement. Such sub-committees shall be composed of an equal number of 
representatives of the Association and of the Board. 

11.6.2.1 The Joint Committee shall not have the power to alter o r  amend in any way the terms 
of this Agreement, and Joint Committee decisions are not binding unless expressed in 
writing and signed by the authorized representatives of each party on behalf of the 
Association and of the Board. 
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11.6.3 

11.7 

The Joint Committee shall determine its own procedures, subject to the following 
provisions: 

the Joint Committee shall be co-chaired by one (1) representative of the 
Association and one (1) representative of the Board; 

a quorum for the Joint Committee shall be four (4) of its members, with a 
minimum of two (2) members representing each of the Board and the 
Association; 

the Joint Committee shall meet a t  least twice during each academic year, but 
may meet more often by mutual agreement; 

either party may request a meeting to be held at  a mutually convenient time 
within ten (10) working days of the request; 

the co-chairs may meet to settle agenda for meetings: failing that, they shall 
exchange written agenda at least three (3) working days in advance of each 
meeting. 

Application of Procedures to Proerams 

Where departmental procedures are  specified in this Agreement, it is understood that 
they shall also apply to programs. 

2 0  



CHAPTER 111 

ACADEMIC STAFF AND PROFESSlONAL LIBRARIAN APPOINTMENTS 

111.1 Formalities of ADDOintmentS 

111.1.1 All appointments of members shall be made by the Board after receiving a 
recommendation from the President. The President's recommendation to the Board 
shall follow receipt of a recommendation from the Dean. The Dean's recommendation 
to the President shall follow receipt of a recommendation from the department and/or 
program to which the appointment is being made. No appointments of members shall 
be made without a positive recornmendation from the department and/or program, the 
Dean, and the President. I n  the case of librarian members, the place of the Dean shall 
be taken by the University Librarian, and the place of the department and/or program 
shall be taken by the Librarians' Committee. 

111.1.2 Letters of AoDointment 

Letters of appointment of members shall be issued by the President or designate. Such 
letters of appointment shall be consistent with the articles of this Agreement, and shall 
include: 

rank; 

department or  program or library affiliation; 

category of appointment; 

date of commencement of appointment; 

salary; 

term of the appointment in the case of a probationary appointment or limited 
term appointment; 

a general statement of the regular duties and responsibilities pertaining to the 
position to which appointment is made: 

if the appointment is of a part-time member, the specified proportion of full-time 
employment required by the regular duties and responsibilities of the appointee; 

in the case of probationary appointments, a copy of the written specific 
standards for the application of the tenure criteria (when these have been 
adopted - see 111.6.4.2); and, 

a copy of this Agreement. 
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Ranks - 111.2 

111.2.1 Facultv Ranks 

All appointments of faculty members shall be at  one of the following ranks: 

Professor: 

Associate Professor: 

Assistant Professor; 

Lecturer. 

These ranks may be qualified by the following categories: 

tenured: 

probationary; 

limited term; 

full-time; 

part-time: 

reduced-time; 

partially-retired (see Appendix D); 

visiting (see 111.3.2.5). 

111.2.2 Librarian Ranks 

All appointments of librarian members shall be at  one of the following ranks: 
Librarian IV, 111, 11, 1. These ranks may be qualified by the following categories: 

permanent; 

probationary: 

limited term; 

full-time: 

part-time: 
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reduced-time; 

partially-retired (see Appendix D); 

visiting (see 111.3.2.5). 

111.3.1 Definitions 

111.3.2.1 A full-time appointment is one in which the member's regular duties and 
responsibilities require full-time employment on a year-round basis as these are defined 
by the varying practice and procedures used by the departments and programs or the 
library. 

111.3.2.2 Apart-time appointment is one in which the member's regular duties and 
responsibilities require some specified proportion of full-time employment. 

111.3.2.3 A reduced-time appointment is one held by a tenured/permanent member, in 
accordance with the terms of 111.3.4. 

111.3.2.4 A partiallv-retired appointment is one held by a tennredpermanent member, in 
accordance with the terms of Appendix D to this Agreement. 

111.3.2.5 A visitine appointment is one held on a defined, limited-term basis by an individual 
who is on leave from another employer and who is committed to return to a position of 
regular employment outside Trent. Where the visiting appointment is for one (1) year 
or less, the appointment shall be regarded as being outside the scope of the bargaining 
unit, although formal faculty/librarian rank shall be assigned in accordance with the 
appointee's status with their primary employer, and salary shall be assigned in 
accordance with Schedule A, based on academic rank and years of experience under the 
usual practices in that regard. In addition, the Personnel Committee of the appropriate 
unit shall approve any such appointment. 

Where the visiting appointment is for more than one (1) year, the appointment shall be 
regarded as being within the bargaining unit, and all articles of this Collective 
Agreement shall apply. Association dues shall be deducted in the normal fashion, and 
the Association and the individual appointee are responsible for making check-off/dues 
arrangements, as appropriate, with the primary employer. 

TUFA shall receive copies of all offers of Visiting Appointments. 

23 



111.3.3 

111.3.3.1 

111.3.3.2 

111.3.3.3 

111.3.3.4 

111.3.3.5 

111.3.4 

111.3.4.1 

The Position of Part-time Memhers 

Part-time members shall receive salary compensation on the same scale as full-time 
members, provided that the amounts of all salaries and increments shall be in a 
proportion of full-time employment specified in their letters of appointment. 

Subject to Article 111.3.4.8, other benefits and compensation for part-time members 
(including entitlements for leave) shall be as follows: 

i) 

ii) 

iii) 

iv) 

V) 

vi) 

vii) 

Pensionable service will accrue on a pro-rata basis with employee contributions 
based on salary (e.g. for a .5 member pensionable service would accrue on a .5 
basis and contributions would be based on the half-time salary); 

Life insurance and long term disability insurance will be based on the 
employee's actual salary; 

Health and dental benefits, if the employee is enrolled, will he provided to the 
employee as if the employee bad a Full-time appointment (i.e. no pro-ration); 

Flexible benefits, professional expenses fund, and tuition waiver will be provided 
to the employee as if the employee had a full-time appointment (i.e. no pro- 
ration); 

EYS's, as per Article 1V.5.2.2.6; 

Any other leaves pro-rated; 

Legislated benefits - pro-rated. 

Part-time members shall have duties and responsibilities so far as possible equivalent to 
those of full-time members, provided that such duties and responsibilities shall require 
only that proportion of full-time employment specified in the letters of appointment. 

Criteria and procedures (except as provided in IIl.3.3.5 below) for tenurelpermanence 
and promotion shall be the same for part-time members as for full-time members. 

The time limits on probationary appointments may be revised for part-time members 
by agreement of the parties on a case-by-case basis, until there is agreement on a 
general formula to he attached to this Agreement. 

Revision from Full-time to Part-time 

Memhers may apply in writing to the Dean of Arts and Science, on a wholly voluntary 
basis. to revise their category of employment from full-time to reduced-time, or from 
part-time or reduced-time to a smaller proportion of full-time which shall not in any 
case be less than one-half(I/2). Such revision shall require the consent of the 
departmental committee. of the Dean or  the University Librarian. and of the President. 
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Application for such reduction must be made by January 1 of the preceding academic 
year. 

111.3.4.2 Members holding reduced-time appointments shall have the right to resume their 
previous status provided that not more than thirty-six (36) months have elapsed since 
the change of status. Members intending to resume their previous status may do so 
only on July 1, and shall give notice of intention to do so not later than the preceding 
January 1. Those who do not exercise the right under this section to resume previous 
status shall be deemed to hold a part-time appointment 

111.3.4.3 Each application for reduced-time employment shall be in writing with a copy to the 
Association. 

111.3.4.4 Reduced-time appointments remain subject to IV.l.l and IV.1.Z. While it is normally 
expected in the allocation of those responsibilities that duties will be spread uniformly 
over the academic year, a member may request an alternative allocation, in writing, to 
the DeanlUniversity Librarian with a copy to the Association. Unless the Association 
objects, within twenty (20) working days of receipt of the copy of the written request, 
the DeaniUniversity Librarian may approve the alternative workload allocation. 
Where the Association objects, the reasons shall be clearly set out, in writing, to the 
DeanlUniversity Librarian. If the application (111.3.4.1) for a reduced-time position is 
approved, the letter from the President (or designate) authorizing the appointment shall 
state clearly the nominal salary of the appointee, the reduction in regular duties and 
responsibilities, the actual salary, the date of commencement of the appointment, the 
office and research facilities, and any special terms and conditions of the appointment 
which differ significantly from the general statement of regular duties contemplated in 
IIL1.2.(g). 

111.3.4.5 No reduced-time appointment shall take effect until and unless the appointee accepts it 
and all its terms and conditions in writing. 

111.3.4.6 A copy of each letter of appointment and each letter of acceptance of a reduced-time 
position shall be sent to the Association. 

111.3.4.7 A member with a reduced-time appointment shall receive EYS credits and sabbatical 
salary in accordance with lV.5.2.2. 

111.3.4.8 A member opting for a reduced-time status shall be entitled to full benefits based upon 
the proportion of nominal salary prior to commencing the reduced-time appointment 
for the first three (3) years of the reduced-time appointment. The Board shall in each of 
these three (3) years in addition pay, with respect to all benefits, the difference between 
the member's contributions, based upon actual salary, and the contribution required by 
the proportion of nominal salary prior to commencing the reduced-time appointment. 
Thereafter such members shall receive benefits in accordance with 111.3.3.2. 
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111.3.4.9 Late Career Reduction 

A request made by a member under 111.3.4.1 for revision to a half-time appointment to 
begin no earlier than three (3) years before the member's normal retirement date will 
include a waiver of the member's right to return to full-time status under 111.3.4.2. In 
such a case, the departmentauprogram committee will give its consent based on the 
ability of the department or program to accommodate the requests, and the Dean and 
President will give their consent based on their ability to meet resource needs, including 
office space and support services. The request for an approved late career reduction 
must be submitted to the Dean by October 15th of the year prior to the anticipated July 
1 start date of the late career reduction. The departmentallprogram committee, the 
Dean, or the President may withhold approval for a late career reduction for a period 
of one academic year. In cases where approval for the request is withheld, it shall be 
deemed to he granted on the following July 1. 

111.3.5 

111.3.5.1 

I11.3.5.2 

III.3.5.3 

111.3.5.4 

111.3.5.5 

111.3.5.6 

Externallv-Funded, Non-Competitive Academic Apaointments 

Externally-funded, non-competitive academic appointments are subject to the following 
conditions: 

The appointee will be a member of the bargaining unit. 

The appointment procedures under 111.5.3 and 111.5.4 are waived. 

Because candidates for such positions are not subject to the usual competitive 
comparison procedures, COAP must be satisfied that the candidates are competitive. 
Such competitiveness shall be based on usual evidence of qualifications plus the 
selection procedure used to determine the candidate to be appointed. 

The appointment may be with tenure, subject to the provisions of 111.6.2.1. 

The appointee shall be placed at a salary step determined by the Dean and consistent 
with the provisions of this Agreement. 

The duties of the appointee may be modified by the Dean in accordance with the 
requirements of the fuoding agency. Any such modifications will be reported to the 
Joint Committee. 
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111.3.5.7 Where an appointment involves special commitments in relation to capital costs and/or 
special support for teaching, research or administration, the University will notify the 
Association of such commitments. 

111.4 Duration of Appointment 

111.4.2 Definition 

Appointment shall include tenured, probationary, and limited term. 

111.4.2.1 A tenured appointment is an appointment which may be terminated only through 
resignation, retirement, dismissal for cause, or the procedures set out in Chapter VII. 

111.4.2.2 A probationarv appointment is one which is made initially for a three-year term, and 
which may he extended for a further two-year term. A probationary appointment 
entitles a faculty member to be considered for a tenured appointment in accordance 
with the provisions of this Agreement. 

111.4.2.3 Limited term appointments shall be of one of the following types: 

i) 
ii) 
iii) 

Term appointments of less than one year would normally be for six (6) months, except 
where warranted by exceptional o r  unusual circumstances. Such circumstances 
include, but are not limited to, maternity leave and sick leave replacement, and 
consolidations of previously approved part-time stipendiary positions. 

a fixed term of one (1) year or less; 
a fixed term of two (2) or three (3) years: or, 
in special cases, a fixed term of four (4) or five (5) years. 

III.4.2.3.1 At the discretion of the department/program, course stipendiary allocations may be 
consolidated into limited term appointments according to the schedule below. The 
University will encourage departrnents/programs in the making of such consolidations. 

Number of Stipendiarv Allocations Length of Consolidated Limited Term Appt. 

4.0 
4.5 
5.0 
5.5 
6.0 

8 month 
9 month 
10 month 
I t  month 
12 month 

llI.J.?.3.2 The planned inclusion and advertisement of a summer or  off-campus course in a 
consolidated bargaining unit position shall follow after the deadlines in 111.12.l(a)iii. 
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l11.4.2.3.3 

111.4.3 

11I.4.3.1 

111.4.3.2 

No limited term appointment shall carry any presumption of an additional 
appointment, and the sum of terms under limited term appointments shall not (save as 
expressly noted below) exceed three (3) years. A limited term appointment of four (4) 
or five (5) years may be authorized in unique cases, such as to replace academic 
administrators for the duration of their term of service outside the scope of the 
bargaining unit, or to assist in the staffing of specific academic programs, where 
directed program funding is in place for a specified and finite period of time. In each 
instance of a four (4) or five (5) year limited term appointment, the member shall be 
specifically advised in the appointment letter of the eight-year maximum period of 
combined limited tertdprohationary service (see 111.6.2.4) and that, if a probationary 
appointment should follow the limited term appointment, consideration for tenure must 
take place not later than during the seventh (7th) year of combined limited term and 
probationary service. 

Duties and responsibilities expected of all limited term appointees shall be as set out in 
Chapter IV. 

Appointments for Librarians 

A full-time or  part-time appointment of a librarian shall he for one of the following 
terms: 

Permanent, which is an appointment which may be terminated only through 
resignation, retirement or dismissal for cause. 

Probationarv, which is an appointment initially made for two (2) years, and which may 
be extended for one (1) further year. A Probationary appointment entitles a librarian 
to be considered for a permanent appointment in accordance with the provisions of this 
Agreemen 1. 

111.4.3.3 Limited term, which is an appointment for a fixed term of up to but not more than 
three (3) years. 

m.5 Appointment Procedures 

111.5.0 Authorization 

111.5.0.1 All new or replacement faculty positions require authorization by the President or 
designate. Such authorization shall follow consultation with the Dean who shall consult 
the department or program. 

III.5.0.2 All new or replacement librarian positions require authorization by the President or 
designate. Such authorization shall follow consultation with the University Librarian 
who shall consult the Library Personnel Committee. 
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111.5.1 DepartmentaVProeram Committees 

111.5.1.1 There shall be a Departmental or Program Committee in each department or program, 
chaired by the department or program Chair or designate. This Committee shall 
consist of the members and academic administrators in the departmenvprogram, and 
any other persons, including students, that the members and academic administrators 
shall determine. The Committee's duties shall include the selection of the 
DepartmentaUProgram Personnel Committee and DepartmentaUProgram Tenure 
Committees. 

111.5.1.2 There shall be a DepartmentaUProgram Personnel Committee established in each 
departmenVprogram, chaired by the department/program Chair or designate. This 
committee shall consist of the Chair and at  least two (2) members in the 
departmenUprogram, where possible of more than one rank and gender, elected by the 
DepartmentaUProgram Committee, and it may include students up to a number smaller 
than the number of faculty members, other than the Chair. Where there are not 
enough faculty members to satisfy the above, the Dean and the Chair shall mutually 
agree upon an appropriate replacement. The Committee shall consider applications 
and make recommendations to the Chair concerning all appointments to the 
departmenVprogram and it shall consider and make recommendations concerning all 
questions of reappointment, renewal of probationary appointments, promotion, merit 
awards, and requests for unpaid leaves, as defined by this Agreement. 

111.5.1.3 Applications for positions shall be considered in accordance with 
departmentaVprogram practices, and the DepartmentaUProgram Personnel Committee 
in each Department/Program is responsible for making recommendations to the Chair 
concerning all appointments to the Department/Program. All qualified applicants will 
be entitled to due and fair consideration in accordance with the provisions of this 
Agreement. 

111.5.2.1 Librarians' Committee 

There shall be a Librarians' Committee chaired by the University Librarian or 
designate. This Committee shall consist of the librarians and academic administrators 
in the Library. The Committee's duties shall include the preparation of position 
descriptions for librarian positions in the Library, excluding that of the University 
Librarian, and the selection of the Library Personnel Committee and of the Library 
Permanency Committee. The Committee shall be consulted with respect to major 
policy changes related to the Library, and about other changes which may have a major 
impact upon operational activities. 

III.5.2.2 Lihrarv Personnel Committee 

There shall be a Library'Personnel Committee established annually in the Library. 
This Committee shall consist of  at least four (4) librarians, where possible of more than 
one rank and gender, elected by the Librarians' Committee, one of whom shall be 
selected as a non-voting Chair, and the University Librarian (ex officio). No elected 
member may serve more than two (2) consecutive years. The Committee shall consider 
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applications and make recommendations to the University Librarian concerning all 
appointments to the Library, and it shall consider all questions of reappointment, 
renewal, renewal of probationary appointments, promotion, step and merit awards, anc 
requests for unpaid leaves, as defined by this Agreement. 

When matters are brought to the Librarians' Committee from the Library Personnel 
Committee, the Chair of the Library Personnel Committee shall chair that portion of 
the Librarians' Committee meeting. 

111.5.3 Advertisement 

111.5.3.1 Following authorization of new or replacement faculty positions by the President, the 
Dean shall authorize advertising in appropriate Canadian publications which may 
include some or  all of the CAUT Bulletin, Universitv Affairs, and electronic distribution 
media relevant to the particular discipline as established by the Dean in consultation 
with the particular departmenUprogram. These shall be placed so as to allow sufficient 
time for applications to receive due consideration. The advertisement shall include a 
description of the position and the necessary qualifications, as well as the starting date, 
rank, salary range, category of appointment, and a statement that Trent University is 
committed to Employment Equity, and shall be approved by the Dean before it is 
placed for publication. 

111.5.3.2 When unavoidable circumstances require that a replacement appointment be 
authorized at such short notice that it is not possible to advertise in the manner 
indicated above, the Dean, with the consent of the Association, may waive this 
requirement. TUFA shall respond to any such request for consent within five (5) days 
of receipt, and such consent may not be unreasonably withheld. 

l11.5.3.3 Academic Component of AcademiclAdministrative Appointments 

When an appointee who does not hold an academic appointment within the University 
has been selected by established search procedures for the position of President, 
Viee-President, Dean or University Librarian, and it is proposed to offer such a 
candidate an academic appointment within a department or program, the proposed 
academic appointment need not be advertised or be subject to the normal 
departmentaVprogram recruitment procedures. For all such appointments, the 
academic component of  the proposed appointment shall be made conditional upon the 
academic unit's acceptance of the candidate's qualifieations, based upon prevailing 
criteria and standards. 

r1r .5 .3~  Following authorization of new or  replacement librarian 
positions by the President, the Vice-president (Academic) shall authorize advertising in 
appropriate Canadian publications which may include some or  all of the CAUT 
Bulletin, the Felieiter, and eleetronic distribution media relevant to librarians as 
established by the University Librarian in consultation with the Librarians' Committee 
These shnll be placed so as to allow sufficient time for applications to receive due 
consideration. The advertisement shall include a description of the position and the 
necessary qualifications. as well as the starting date, rank, salary range, the category of 

30 



appointment and a statement that Trent University is committed to Employment 
Equity, and shall be approved by the Vice-president (Academic) before it is placed for 
publication. 

111.5.3.5 When unavoidable circumstances require that a replacement appointment be 
authorized at such short notice that it is not possible to advertise in the manner 
indicated above, the Vice-president (Academic), with the consent of the Association, 
may waive this requirement TUFA shall respond to any such request for consent 
within five (5) days of receipt, and such consent may not be unreasonably withheld. 

111.5.3.6 Limited Term Amointments 

For the purposes of calculating the maximum period of limited term service, as 
specified in 111.4.2.3.3, previous fractional limited term appointments and previous 
part-time appointments within the bargaining unit shall be pro-rated. 

Notwithstanding this paragraph and paragraph 111.4.2.3.3, the specified maxima for 
limited term service shall not include any limited term service a t  the University 
separated by a period of five (5) years or more from a proposed new limited term 
appointment. 

111.5.3.7 Terms and conditions of employment for members given limited term appointments 
shall treat any past limited term service within the bargaining unit as equivalent to the 
service of all other members for purposes of compensation. 

111.5.4 Recruitment Procedures 

Recruitment procedures shall be designed so as to ensure due and fair consideration to 
all qualified applicants. This shall not be construed to require personal interviews of all 
qualified applicants. Where a Personnel Committee does not contain at least one (1) 
member of each sex, the Dean shall be notified. 

111.5.5 Criteria 

111.5.5.1 The principal criterion for appointment shall be academic and professional excellence 
as generally understood in university practice. The credentials of  applicants shall be 
judged primarily in relation to the qualifications identified in the advertisement for the 
position. Among candidates who are judged substantially equal in qualification for 
appointment, Canadian citizens and permanent residents shall be given preference. 

111.5.5.2 The Dean shall ensure, through the Chair of each department/program, that all 
Personnel Committees have a copy of the Universiiy's Employment Equity policy. The 
University Librarian shall ensure through the Chair of the Library Personnel 
Commjttee that the Committee has a copy of  the policy. In addition, steps will be taken 
to ensure that each Personnel Committee bas available to it the prevailing policy 
statements and guidelines available from the Ontario Human Rights Commission to 
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assist in ensuring compliance with relevant provisions of the Ontario Human Rights 
Code. The Chair o f  any Personnel Committee wil l  be expected to review these 
materials with other Committee members before a short-list of candidates is 
determined. 

111.5.6 New Apoointments 

Where an appointment involves special commitments in relation to capital start-up 
costs andlor special support for teaching, research or administration, these shall be 
detailed in the initial appointment letter. Upon request, such arrangements will be 
discussed at Joint Committee. Such commitments, where provided, shall be granted to 
the individual member directly, and the total of such commitments shall be reported 
annually to the Joint Committee for information. A l i s t  o f  all such allocations shall be 
provided to Joint Committee by October 1st for the preceding July 1st to June 30th 
period. 

111.6 Tenure 

111.6.1 Delinition of a Tenure Decision 

A decision to award or  to deny tenure constitutes a tenure decision, and shall be made 
by the Board only on the recommendation of the President, who shall f i rs t  receive a 
recommendation from the Dean, following receipt of a recommendation from COAP 
and from the relevant Departmental Tenure Committee. 

Tenure shall not be granted without a positive recommendation from the department 
and/or program, the Dean, and the President, provided that each carries out the duties 
assigned in the tenure process under this Agreement without determinative procedural 
or substantive error or bias. 

111.6.2 Elieibility 

111.6.2.1 Probationary appointments made at the Associate Professor and Professor ranks shall 
involve a maximum probationary term of  three (3) years. 

Tenure decisions shall be made in the second (2nd) year of the appointment. In 
exceptional cases, when an appointment i s  made of a person with a record of 
outstanding scholarship, tenure may be awarded immediately upon appointment, but 
only after the relevant DepartmentaVProgram Personnel Committee and COAP have 
been consulted. 

111.6.2.2 Probationary appointments made at the Assistant Professor o r  Lecturer rank shall 
involve an initial probationary term of three (3) years and a probationary 
reappointment for  a further two (2) year term subject to a recommendation for 
reappointment carried out under the provisions of 111.6.3.2. Consideration for  tenure 
occurs in the fourth year of probationary service. 
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111.6.2.3 In exceptional cases, members may receive early consideration for tenure in the second 
(2"d) year of the initial three (3) year term provided they have demonstrated (i) 
outstanding scholarship, and (ii) teaching of high quality. In order to assess 
outstanding scholarship, the DepartmentaUProgram Tenure Committee shall solicit the 
views, in writing, of two (2) external assessors (i.e., from universities or institutions 
outside Trent), one (1) of whom shall be named by the candidate. Evidence of 
outstanding scholarship may include publications, presentations, academic, 
professional or public recognition related to the member's scholarly work, and such 
evidence shall clearly demonstrate the significant superiority of such scholarship to that 
required in the regular tenure process. 

In cases where early tenure is not granted, members will he reappointed for a further 
two (2) year term and consideration for tenure shall occur in the fourth (4Ib) year of 
probationary service. 

111.6.2.4 Combined Limited TerdProhationarv Service 

111.6.2.4.1 When a limited term appointment is converted to a probationary appointment, the 
maximum period of limited term and probationary service shall be eight (8) years. 

111.6.2.4.2 A member with previous combined limited term service within the bargaining unit of 
two (2) or three (3) years who is converted to a probationary appointment is eligible to 
be considered for tenure in the second (2nd) year of the probationary appointment, if 
the member chooses to count hidher previous limited term service as probationary 
service. In these cases, reappointment and early consideration for tenure do not apply. 

If a member chooses not to count previous limited term service within the bargaining 
unit as probationary, then 111.6.2.2 applies. 

111.6.2.4.3 A member with previous combined limited term service within the bargaining unit of 
one (1) year or less, who is converted to a probationary appointment, shall follow the 
conditions as set out in 111.6.2.2. 

111.6.2.4.4 A member with previous combined,limited term service within the bargaining unit of 
between one (I) and two (2) years, who is converted to a probationary appointment and 
who chooses to count hidher limited term service as Probationary service, shall he 
referred to the Joint Committee to determine whether he/she is eligible to he treated as 
those members referred to in 111.6.2.4.2 above. Joint Committee shall ensure that all 
requests are treated equitably and fairly. 

111.6.2.4.5 If a member with a four (4) or five (5) year limited term appointment (see 111.4.2.3.3) is 
offered a probationary appointment, that member shall he specifically reminded in the 
offer of appointment that consideration for tenure must take place not later than 
during the seventh (7th) year of the combined limited term and probationary service. 
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111.6.2.5 Extension of Probationarv Period 

Notwithstanding the various provisions (above) which define a maximum period of 
probationary service, a member who has had an approved maternity leave during her 
probationary period may, upon written request to the Dean or University Librarian (as 
appropriate) a t  the time of her return to duties after maternity leave, have her 
maximum probationary period increased by one (1) year. In the case of two (2) or more 
approved maternity leaves during her probationary period, the maximum probationay 
period for the member may be increased by a maximum of two (2) years. 

111.6.2.6 Similarly, in cases of authorized absence due to illness or injury of more than four (4) 
months, a probationary appointment shall be extended by up to one (1) year, upon 
written request by the member to the Dean or University Librarian (as appropriate) at 
the time of return to duties after authorized absence. Where the absence is for one (1) 
year or more, the maximum probationary period for the member shall be increased by 
a maximum of two (2) years. 

111.6.3 Probationarv Reappointments 

111.6.3.1 A member holding an initial probationary appointment at the rank of Lecturer or 
Assistant Professor who elects to defer consideration for tenure beyond the second 
(2nd) year of the initial tbree-year appointment shall instead be considered for a 
probationary reappointment during that second (2nd) year. 

111.6.3.2 A candidate for probationary reappointment shall be considered by the 
DepartmentaUProgram Personnel Committee which must make one of the following 
three (3) recommendations to the departmentaUprogram Chair: 

i) a two-year probationary reappointment; 

ii) an immediate tenure hearing; or, 

iii) non-renewal at the end of the initial three-year probationary appointment. 

A recommendation from the Chair to reappoint the candidate shall be forwarded to 
COAP and the Dean for action. Such a recommendation shall address the candidate's 
scholarship, teaching and University service, bearing in mind the provisions of Article 
IV.t.I.4.2. A recommendafion from the Departmentall Program Personnel Committee 
to initiate an immediate tenure hearing shall set in motion the tenure hearing procedure 
as defined in this Agreement. The result of an immediate tenure hearing may be a two- 
year probationary reappointment. A recommendation of non-renewal must follow the 
procedure set out immediately below. 

111.6.3.3 Non-Renewal of Probationarv Aopointments 

If  the DepartmentaUProgram Personnel Committee decides to recommend the 
non-renewal of a probationary appointment, it may do so only after it has itself carried 
out the procedure for a tenure hearing as defined in this Agreement. I n  this case, the 
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DepartmentaUProgram Personnel Committee will add to its number a faculty member 
from a cognate discipline, appointed by the Dean in consultation with the Chair of the 
Committee. 

In order that a probationary appointment not be renewed, the candidate must be 
judged to be unsatisfactory in teaching or research. 
In the event that COAP and the Dean do not uphold the recommendation of 
non-renewal made by the Departmentau Program Personnel Committee, a further 
two-year probationary appointment shall be granted to the candidate, and 
consideration for tenure must come in or before the fourth (4th) year of probationary 
service. 

The process of consideration for probationary reappointment or  for non-renewal of 
probationary appointment shall in no way prejudice the outcome of any subsequent 
tenure hearing. 

111.6.3.4 If the departmedprogram has reservations about a candidate recommended for a 
probationary reappointment, these reservations shall be communicated in writing to the 
candidate and COAP at  the time of reappointment and shall be addressed by the 
DepartmentaUProgram Tenure Committee in any subsequent tenure hearing. 

111.6.3.5 Except as provided in 111.6.3.4, a deferral of consideration for tenure owing to a 
probationary reappointment shall in no way prejudice the outcome of any subsequent 
tenure hearing. 

111.6.4 Procedures for Crantine Tenure 

111.6.4.1 The DepartmentaUProeram Tenure Committee 

When a tenure decision is to be made, the department/program shall establish a 
DepartmentaUProgram Tenure Committee composed of up to seven (7) persons, with a 
majority of academic peers from the candidate's discipline and, when possible, of both 
tenured and probationary faculty members. The committee shall consist of: 

i) the Chair of the department/program concerned, as Chair (who shall not vote), 
three (3) faculty members elected by the DepartmentaUProgram Committee, a 
faculty member from a cognate discipline appointed by the Dean in consultation 
with the Chair of the Committee (where faculty members elected by the 
DepartmentaUProgram Committee are of the same sex, the Dean's appointee 
from a cognate discipline shall normally be of the other sex); 

when a candidate holds an appointment in a departmentlprogram with fewer 
than six (6) probationary and tenured faculty members, the Dean, in 
consultation with the Chair and the candidate, may appoint up to two (2) 
academic peers from cognate disciplines as substitutes for colleagues from within 
the department/program; here, as in sub-paragraph (i) above, the Committee 
members from cognate disciplines are regular members of the Committee, with 
no special responsibilities, and no special authority from or  obligations to the 
Dean; and, 

ii) 
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iii) where the DepartmentaVProgram Committee chooses to make provision for it, 
up to two (2) students. 

For academic departments/programs which wish to permit student participation on 
Tenure Committees (as per sub-paragraph (iii) above), any existing and/or proposed 
procedures shall be reviewed, in consultation with Faculty Board, to ensure 
standardization of procedures and electoral regulations. 

The Committee shall make a tenure recommendation, positive or  negative, only if the 
majority of the Committee includes a faculty majority from within the academic unit. 

111.6.4.2 Criteria 

In assessing a candidate for tenure, the DepartmentaUProgram Tenure Committee shall 
pay principal regard to scholarship and scholarly promise. In order to qualify for 
tenure, the candidate must be judged to have demonstrated high quality in both 
teaching and research, including fulfilling the applicable duties and responsibilities 
referenced in Article IV.l.l. i) and ii). 

Individual departments/programs will formally adopt written standards specific to the 
academic unit for the application of these criteria in the tenure process. These 
standards shall be binding upon the departmentslprograms following approval by 
COAP and Faculty Board. The written specific standards will be made available to 
Joint Committee for information and discussion. 

111.6.3.2.1 When a departmentlprogram adopts or  revises its written standards for the application 
of the tenure criteria (see 111.6.4.2, above) during a probationary appointment, 
candidates for tenure in that departmentlprogram shall be evaluated on the basis of the 
criteria or written standards in place at the time of their initial probationary 
appointment, unless the written standards have been in place for a minimum period of 
two (2) years since the initial probationary appointment and prior to consideration for 
tenure. 

In cases where the probationary period has been extended due to sick leave (see 
111.6.2.6) or maternity leave (see 111.6.2.5), the minimum period noted above shall he 
three (3) years. Where the standards have been changed, specific notice of the 
change(s) will be given to the persons affected. 

111.6.4.3 Tenure Hearines 

The Chair of the DepartmentaUProgram Tenure Committee shall inform the candidate 
when their tenure hearing has been initiated, and they shall be afforded at least four (4) 
weeks to submit such supporting evidence as they see fit. The Committee shall follow a 
fair and reasonable plan to secure the views of faculty and students, and the 
departmentlprogram Chair shall include a report on this plan when the Committee's 
recommendation is forwarded to the Dean. The Committee may secure the views of 
qualified assessors from outside the departmentlprogram or the University. If the 
departmentlprogram chooses not to do so, the candidate may nevertheless require that 
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the views o f  qualified assessors be sought. Also, COAP may similarly require the views 
o f  qualilied assessors, as part o f  its request for reconsideration o f  a tenure 
recommendation under 111.6.4.5 (below). I n  any event, if this is undertaken, the 
candidate shall be notified and given the opportunity to select one (1) of the assessors 
whose views are being sought. The views of such assessors shall be confined to the 
candidate's scholarship or scholarly promise. 

I f  the DepartmentaUProgram Tenure Committee has serious reservations about the 
qualification of the candidate for tenure, it shall so inform the candidate, and set out in 
writing the reasons for its reservations. The candidate shall have the right to request 
reconsideration by the DepartmentaVProgram Tenure Committee before it makes i ts  
recommendation to the departmenVprogram Chair. The candidate shall also be 
informed of the recommendation which the departmenVprogram Chair intends to 
forward to the Dean. 

In the event of a negative recommendation, the member shall receive full information 
on the procedures followed. 

111.6.4.1 Timing 

The DepartmentaUProgram Tenure Committee shall meet at a time that will enable the 
tenure decision of the Board to be conveyed to the candidate by June 30 of the 
penultimate year o f  the probationary appointment or reappointment. Once a decision 
to grant tenure has been made by the Board, it shall take effect on July 1. I f  a decision 
to grant tenure is delayed because of reconsideration or appeal beyond June 30 o f  the 
academic year in which tenure consideration was initiated, tenure shall take effect 
retroactively to July 1. I f  a decision to deny tenure i s  delayed beyond June 30 of the 
penultimate year of the probationary service, the candidate shall be granted a further 
one (1) year limited term appointment, notwithstanding the various provisions of 
Article 111.6.2.4. 

111.6.4.5 The Role of COAP 

COAP shall strive to ensure that members receive fair and equitable treatment under 
the procedures for granting tenure provided for in this Agreement. The 
recommendation of the DepartmentaVProgram Tenure Committee shall be forwarded 
to COAP together with supporting arguments and all correspondence and 
documentation considered by the Committee. 

COAP may, giving reasons, request that the DepartmentaVProgram Tenure Committee 
reconsider i ts  recommendation; or COAP may refuse to endorse a recommendation 
from the DepartmentaVProgram Tenure Committee, but shall not do so without good 
reason based on the criteria for the granting of tenure as provided for in 111.6.4.2, o r  a 
finding of determinative procedural or substantive error or bias. 

I n  cases where COAP intends to refuse to endorse a positive recommendation from the 
Department/Program Tenure Committee, it shall so inform the candidate and the 
Committee, setting out in writing its reasons, and the candidate and/or the Committee 
shall have the right to request reconsideration by COAP before COAP's final 
determination in respect to its recommendation. 
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As part of its authorized role in monitoring tenure recommendations, COAP may 
require external assessments in individual cases. 

111.6.46 The Tenure Decision 

Following receipt of the recommendation from COAP, the Dean shall make a 
recommendation on tenure to the President, who in turn shall make a recommendation 
to the Board. The decision to grant tenure shall he made by the Board and 
communicated to the candidate. If the decision is to deny tenure, the candidate shall be 
so informed and shall receive in writing a statement of reasons from the Dean or the 
President. This statement of reasons shall reflect the actual grounds for the decision, he 
substantive in nature, and be clearly related to the criteria for the award of tenure as 
defined in this Agreement. 

111.7 Permanent Appointments for Lihrarians 

111.7.1 Definition nf a Permanency Decision 

A decision to award or to deny a permanent appointment constitutes a permanency 
decision and shall be made by the Board on the recommendation of the President, who 
shall first receive a recommendation from the University Librarian following 
recommendation from the Library Permanency Committee. Permanency shall not be 
granted without a positive recommendation from the Library Permanency Committee, 
the University Librarian and the President, provided that each carries out the duties 
assigned in the permanency process under this Agreement without determinative 
procedural or substantive error or bias. 

111.7.2 Eligibility 

111.7.2.1 Probationary appointments made at the Librarian I to IV ranks shall involve a 
probationary term of two (2) years and, if recommended by the Library Personnel 
Committee, an extension of one ( 1 )  year, the total probationary period not to exceed 
three (3) years. In exceptional cases where an appointment to Librarian 111 or IV is 
made of a person with a proven record of outstanding professional qualifications, a 
permanent appointment may be awarded immediately upon appointment, but only 
after the procedures outlined in 111.7.1 have been followed. When an initial limited 
term appointment is converted to a probationary appointment, the limited term of 
service shall he accredited as the equivalent of probationary service provided that the 
candidate agrees. 

111.7.2.2 A member holding an initial probationary appointment in the Library shall be 
considered for permanency in the second year, such consideration to be initiated not 
less than nine (9)  months before the end of the initial two-year appointment. 
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111.7.3 

111.7.3.1 

111.7.3.2 

111.7.3.3 

111.7.3.4 

111.7.3.5 

111.7.3.6 

111.7.3.7 

111.7.4 

Probationarv Reappointments 

A candidate for a permanent appointment shall be considered in the f i r s t  instance by 
the Library Personnel Committee which must make one of the following three (3) 
recommendations to the University Librarian: 

i) a one-year probationary reappointment; 

ii) an immediate permanency hearing; 

iii) non-renewal at the end of the initial two-year appointment. 

The Chair of the Library Personnel Committee shall inform candidates when 
consideration o f  their reappointment has been initiated, and they shall be afforded at 
least two (2) weeks to submit such supporting evidence as they see fit. 

I f  the Library Personnel Committee has serious reservations about the qualifications of 
a candidate for permanency or recommends non-renewal, it shall so inform the 
candidate, and set out in writing the reasons for its reservations. 

The process of consideration for probationary reappointment or for non-renewal of 
probationary appointment shall in no way prejudice the outcome of any subsequent 
permanency hearing. 

I f  the Library Personnel Committee has reservations about a candidate recommended 
for a probationary reappointment, these reservations shall be communicated in writing 
to the candidate at the time of reappointment and shall be addressed by the Library 
Permanency Committee in any subsequent permanency hearing. 

Except as provided in 111.7.3.5 a deferral of Consideration for permanency owing to a 
probationary reappointment shall in  no way prejudice the outcome of the final 
permanency hearing. 

A recommendation from the Library Personnel Committee to reappoint the candidate 
shall be forwarded to COAP and the University Librarian for action. A 
recommendation for an immediate permanency hearing or a recommendation of 
non-renewal shall set  in motion the permanency hearing procedure as described 
immediately following. 

1.ibrat-v Permancncv Committee 

When a recommendation for a permanency hearing or non-renewal 113s been made, a 
Library Permanency Committee shall be established. The Committee shall consist of: 
the Chair of the Library Personnel Committee as Chair, who shall not vote; three (3) 
permanent or probationary librarian members elected by the Librarians’ Committee: 
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and one (1) faculty member rrom within the University appointed by the University 
Librarian, provided that faculty member i s  acceptable to the candidate. 

111.7.5 Criteria 

I n  assessing a candidate for a permanent appointment, the Library Personnel 
Committee and the Library Permanency Committee shall pay principal regard to 
competence in the performance of duties and promise of continuing development as a 
librarian. In order to qualify for a permanent appointment, a candidate must be 
judged to have demonstrated high quality in the performance of duties in the Library, 
including fulfilling the applicable duties and responsibilities referenced in Article IV.1.Z 
i) and iv). 

111.7.6 Permanencv Reviews 

111.7.6.1 The Chair of the Library Permanency Committee shall inform candidates when their 
permanency hearing has been initiated, and they shall be afforded at least four (4) 
weeks to submit such supporting evidence as they see fit. The Committee shall meet at 
a time that wil l  enable the permanency decision o f  the Board to be conveyed to,each 
candidate no later than three (3) months before the end of the second year of their 
initial two-year appointment, or o f  their subsequent one-year probationary 
reappointment. 

111.7.6.2 I f  the Library Permanency Committee has serious reservations about the qualifications 
o f  a candidate for permanency, it shall so inform the candidate, and set out in writing 
the reasons for its reservations. The candidate shall have the right to request 
reconsideration by the Library Permanency Committee before it makes i t s  
recommendations to the Chair of the Library Personnel Committee. The candidate 
shall also be informed o f  the recommendation which the Chair of the Library Personnel 
Committee intends to forward to the University Librarian and COAP. 

111.7.7 The Role of COAP 

111.7.7.1 COAP shall strive to ensure that members receive fair and equitable treatment under 
the procedures for granting permanency provided for in this Agreement. The 
recommendation of the Library Permanency Committee shall be forwarded to COAP 
together with supporting arguments and all correspondence and documentation 
considered by the Committee. 

COAP may, giving reasons, request that the Library Permanency Committee 
reconsider i ts  recommendation, or COAP may refuse to endorse a recommendation 
from the Library Permanency Committee, but shall not do so without good reason 
based on the criteria for the granting of permanency as provided for in 111.7.5 of this 
Agreement. or a finding of determinative procedural or substantive error  or bias. 

I n  cases where COAP intends to refuse to endorse a positive recommendation from the 
Library Permanency Committee, it shall so inform the candidate and the Committee, 
setting out in writing i t s  reasons, and the candidate and/or the Committee shall have the 
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right to request reconsideration by COAP before COAP's final determination in respect 
to its recommendation. 

As part of its authorized role in monitoring permanency recommendations, COAP may 
require external assessments in individual cases. 

111.7.7.2 In the event that the University Librarian and COAP do not uphold the 
recommendation of the Library Permanency Committee, a further one-year 
probationary appointment shall be granted to the candidate and final consideration for 
permanency must come in the following year (the third (3rd) year of the probationary 
appointment). In this instance the same time constraints as stated in 111.7.6.1 shall 
apply. 

In all cases where there has been a probationary reappointment, final consideration 
for permanency shall take place in the third (3rd) year in a Library Permanency 
Committee, without prior recommendation from the Library Personnel Committee, 
according to the conditions set out in 111.7.6.1. 

In the event of a negative recommendation, the member shall receive full information 
on the procedure followed. 

111.7.8 The Permanency Decision 

111.7.8.1 Following receipt of the recommendation from COAP, the University Librarian shall 
make a recommendation on permanency to the President, who in turn shall make a 
recommendation to the Board. The decision to grant permanency shall be made by the 
Board and communicated to the candidate. If the decision is to deny permanency, the 
candidate shall be so informed and shall receive in writing a statement of reasons from 
the University Librarian or the President. This statement of reasons shall reflect the 
actual grounds for the decision, be substantive in nature, and be clearly related to the 
criteria for the award of permanency as defined in this Agreement. 

I11.7.8.2 If at any time more than one candidate for a permanent appointment is under review, 
the candidates shall be considered on merit and not as in competition with each other. 

111.8 Promotion 

IlI.8.1.1 Lecturers shall be promoted to Assistant Professor upon the granting of tenure. 

III.8.1.2 Assistant and Associate Professors shall be considered for promotion during the 
academic year in which they are on the step of their current rank scale immediately 
below the lowest step in the next highest rank scale, unless they formally request not to 
be considered. 
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111.8. 

111.8. 

111.8.1.5 

III.8.2 

111.8.2.1 

I11.8.2.2 

111.8.3.1 

If not promoted at  this point, members shall be considered for promotion in any 
subsequent year that they so request in writing to the Departmental/Program Personnel 
Committee. 

When members are  recommended by the Dean to the President for a merit award 
which would have the effect, when awarded, of placing them at  a point a t  which they 
would be eligible for promotion, they shall be immediately considered for promotion, 
unless such a member formally requests not to he considered. The provisions of 
111.8.1.3 shall also apply in this case. 

When a candidate is eligible for consideration for both tenure and promotion to 
Associate Professor in the same academic year, the granting of tenure entails promotion 
in the same year, unless there is an overriding failure to satisfy the IV.l.l (iii) 
obligations under 111.8.2.1. 

Criteria for Promotion 

I n  considering the member for promotion from Assistant to Associate Professor, the 
committees and the individuals responsible shall determine that the member has 
continued to fulfill the criteria for the granting of tenure, and is entirely satisfactory in 
the performance of the duties and responsibilities as set out in IV.l.l. 

The criteria for promotion to Full Professor shall be based on both teaching and 
research; the candidate must be very highly regarded in one of teaching and research, 
and entirely satisfactory in the other. Where individual departmentslprograms have 
formally adopted written specific standards for the application of these criteria, then 
these standards shall he binding upon the departments/programs concerned, provided 
that they have first been approved by COAP and Faculty Board, and made available 
for information and discussed at  Joint Committee. 

Procedures for Preaaration for Promotion Decisions 

i) The DepartmentaUProgram Personnel Committee shall ascertain, before 
October 15 of each year. whether any members of the department/program are 
eligible to be considered for promotion under the provisions of 111.8.1.3, or 
eligible to request consideration for promotion under the provisions of 111.8.1.3. 

Eligible candidates shall be notified and be given the opportunity to request or 
defer consideration. 

ii) 

iii) Candidates shall be given at  least four (4) weeks (following notification) to 
submit such supporting evidence as they see fit. In  the case of a candidate who 
becomes eligible under the provisions of 111.8.1.4, notification of eligibility shall 
not occur later than December 15. 

4 2  



iv) 

v) 

vi) 

vii) 

viii) 

ix) 

X) 

The DepartmentaYProgram Personnel Committee shall follow a fair and 
reasonable plan to secure the views of faculty and students, and the 
departmentaUprogram Chair shall include a report on this plan with the 
recommendation to COAP and the Dean. 

Al l  materials submitted shall he treated in accordance with the provisions 
concerning personnel fi les (IV.8). 

In the case of candidacy for promotion to Full Professor, candidates shall 
indicate no later than the time of submitting supporting evidence whether they 
wish their candidacy to he considered by the criteria of (i) being entirely 
satisfactory in research and very highly regarded in teaching or (ii) being 
entirely satisfactory in teaching and very highly regarded in research. In every 
case the departmenUprogram shall nominate two (2) external assessors (i.e., 
from universities or institutions outside Trent), of whom the candidate shall 
have the right to name one (1). The assessors shall then be requested by the 
Dean of Arts and Science to furnish assessments of the candidate's performance 
in research in accordance with the criteria by which the candidate elects to be 
assessed. On receipt o f  the assessors' reports, the Dean shall make them 
available to the DepartmentaUProgram Personnel Committee. 

I n  the case of a candidacy for promotion to Full Professor, if the Dean, after 
consultation with COAP, determines that the available evidence with respect to 
the candidate's performance in research does not suffice to make a reasonable 
judgment, the Dean may secure up to two (2) additional external assessments. I f  
two (2) additional assessments are sought, the caadidate shall have the right to 
name one (1) of the assessors. I n  the case o f  a single assessor the agreement of 
the candidate i s  required. 

A request that the Dean secure such additional external assessment(s) may be 
made by the DepartmentaUProgram Personnel Committee, the 
departmentaYprogram Chair, or  COAP. Any such additional external 
assessments shall he made available to the DepartmentaUProgram Personnel 
Committee. 

Whether acceding to such a request, or acting upon independent initiative, the 
Dean shall prepare a statement o f  reasons for securing such additional external 
assessment(s). In every case, the statement of reasons shall he submitted to 
COAP with copies to the departmentaUprogram Chair, the 
DepartmentaUProgram Personnel Committee, and the candidate. 

I n  the event of a negative decision duly communicated by the Dean, the member 
shnll receive in writing full information on the procedures followed. 

111.8.3.2 Recommendation of the Deoartrnental/Proeram Personnel Committee 

The DepartmentaVProgram Personnel Committee shall he advisory to the Chair. After 
considering all the submissions and discussing the  case. the Committee shall vote 
formally to recommend o r  not recommend to the Chair that the candidate be promoted. 
The Chair shall not vote. 
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111.8.3.3 

111.8.3.4 

Recommendation to COAP 

The Chair shall then inform the DepartmentaVProgram Personnel Committee of the 
intended recommendation to COAP. Members of the DepartmentaUProgram Personnel 
Committee who disagree with the Chair's recommendation shall have the right to 
submit, together or singly, a dissenting report to COAP. 

Rieht of Rebuttal 

111.8.3.4.1 Where the Chair decides to recommend against promotion, the candidate shall be 
informed in writing of the reasons for this negative recommendation before it is 
forwarded to COAP. The Chair shall make available to the candidate all material 
tabled in the Personnel Committee. The candidate shall then have the right to submit a 
written rebuttal to the Dean as Chair of COAP, with a copy to the 
departmentaUprogram Chair. 

r11.8.3.4.2 I n  the case of a recommendation against promotion to Associate Professor, if the Dean, 
after consultation with COAP, determines that the available evidence with respect to 
the candidate's performance in research does not suffice to make a reasonable 
judgment, the Dean may secure up to two (2) external assessment(s) of the candidate's 
performance in research. If two (2) external assessments are sought, the candidate shall 
have the right to name one (1) of the assessors. In the case of a single assessor the 
agreement of the candidate is required. 

111.8.3.4.3 In  the case of a recommendation against promotion to Full Professor, if the Dean, after 
consultation with COAP, determines that the available evidence with respect to the 
candidate's performance in research does not suffice to make a reasonable judgment, 
the Dean may secure up to two (2) additional external assessments. Where two (2) 
external assessors are used, the candidate shall have the right to name one (1); in the 
case of a single external assessor, the agreement of the candidate is required. 

111.8.3.4.4 A request that the Dean secure external assessment(s) as allowed under 111.8.3.4.2 and 
111.8.3.4.3 may be made by the DepartmentaUProgram Personnel Committee, the 
departmentaUprogram Chair, the candidate, or COAP. Any such additional 
assessments shall be made available to the DepartmentaUProgram Personnel 
Committee. 

111.8.3.4.5 Whether acceding to such a request, or acting upon independent initiative, the Dean 
shall prepare a statement of reasons for securing such external assessment(s). In every 
case, the statement of reasons shall be submitted to COAP with copies to the 
departmentaUprogram Chair. DepartmentaUProgram Personnel Committee and the 
candidate. 
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111.8.3.5 Recommendation o f  COAP 

COAP shall review all the submissions and recommendations pertaining to the 
promotion in the light of the criteria set out in 111.8.2 above, and shall have access to all 
materials tabled in the DepartmentaUProgram Personnel Committee. 

COAP by formal vote shall make its recommendation to the Dean. The Dean shall not 
vote. A COAP recommendation against promotion which contradicts the 
recommendation of the departmentaUprogram Chair must be communicated to the 
Chair in writing by the Dean. The Dean shall provide the Chair with a summary of 
COAP's reasons for ita recommendation, including the weight given in that 
recommendation to outside assessments. The Dean shall also indicate if COAP 
considered any additional evidence to that considered by the DepartmentaUProgram 
Personnel Committee and the departmentaUprogram Chair. If such evidence was 
considered by COAP, the Dean shall transmit copies of it to the departmentallprogram 
Chair. The departmentauprogram Chair shall discuss the Dean's communication with 
the DepartmentaUProgram Personnel Committee, and may ask COAP to reconsider its 
recommendation. 

111.8.3.6 Promotion Decision 

The Dean shall, in the case of a positive decision, so recommend to the President, who in 
turn shall make a recommendation to the Board. In the case of a negative decision, the 
Dean shall communicate that decision in writing to the candidate, and provide a full 
report on the procedures followed and the reasons for the negative decision, including 
the weight given to outside assessments. A decanal decision to promote is not open to 
appeal. 

111.8.4 Promotion for Librarians 

111.8.4.1 Librarians I, 11, and 111 shall be considered for promotion during the academic year in 
which they are on the step of their current rank scale immediately below the lowest step 
in the next highest rank scale. 

111.8.4.2 If not promoted at this point, librarian members shall be considered for promotion in 
any subsequent year that they so request in writing to the Library Personnel 
Committee. 

111.8.4.3 When librarian members are eligible for consideration for both permanency and 
promotion to Librarian 111 in the same academic year, the granting of permanency 
entails promotion in the same year, unless there is an overriding failure to satisfy the 
obligations of IV.I.Z(ii) and (iii). 
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II1.8.4.4 When librarian members are  recommended by the University Librarian to the 
President for a merit award which would have the effect, when awarded. of placing 
them at a point a t  which they would be eligible for promotion, they shall be immediately 
considered for promotion, unless such a member formally requests not to be 
considered. The provisions of 111.8.4.2 shall also apply in this case. 

I11.8.4.5 Criteria for Promotion for Librarians 

The criteria for promotion shall be those appended to this Agreement (Appendix A). 

111.8.4.6 Procedures for Preparation for Promotion Decisions 

i) 

ii) 

iii) 

iv) 

v) 

The Library Personnel Committee shall ascertain, before December 15 of each 
year, whether any librarians are eligible to be considered for promotion under 
the provisions of I11.8.4.1, o r  eligible to request consideration for promotion 
under provisions of 111.8.4.2. 

Eligible candidates shall be notified and be given the opportunity to request or  
defer consideration. 

Candidates sball be given at least four (4) weeks (following notification) to 
submit such supporting evidence as they see fit. In the case of a candidate who 
becomes eligible under the provisions of 111.8.4.4, notification of eligibility shall 
occur not later than February 15. 

The Library Personnel Committee sball follow a fair and reasonable plan to 
secure the views of librarians. Included with the recommendation of the 
Librarian Personnel Committee to the University Librarian and COAP, there 
shall be a report on this plan. 

All materials submitted shall be treated in accordance with the provisions 
concerning personnel files (1V.8). 

111.8.4.7 Recommendation of the Lihrarv Personnel Committee 

The Library Personnel Committee shall be advisory, through the Librarians' 
Committee, to the University Librarian. After considering all the submissions and 
discussing the case, the Library Personnel Committee shall vote formally to recommend 
or not recommend to the University Librarian that the candidate be promoted. The 
Chair of the Library Personnel Committee shall not vote. 

111.8.4.8 Recommendation to the Universitv Librarian and COAP 

The Chair of the Library Personnel Committee shall then inform the Library Personnel 
Committee of the intended recommendation to the University Librarian and COAP. 
Members of the Library Personnel Committee who disagree with this recommendation 
shall have the right to submit. together or  singly, a dissenting report to COAP. 
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III.8.4.9 

111.8.4 

111.8.4 

0 

0.1 

III.8.4.lO.2 

111.8.4.10.3 

11I.8.4.11 

111.8.4.1 1.1 

111.8.J.11.2 

Rieht of Rebuttal 

Where the Library Personnel Committee decides to recommend against promotion, the 
candidate shall be informed in writing of the reasons for this negative recommendation 
before it is forwarded to COAP. The Chair of the Library Personnel Committee shall 
make available to the candidate all material tabled in the Library Personnel 
Committee. The candidate shall then have the right to submit a written rebuttal to 
COAP, with a copy to the Chair of the Library Personnel Committee. 

Outside Assessments 

If the University Librarian determines that the evidence already available does not 
suffice to make a reasonable judgment, outside assessments may be secured in 
connection with the recornmendation for promotion. A statement of the University 
Librarian's reasous for seeking such outside assessments shall be submitted to the 
Library Personnel Committee in every case. 

The Library Personnel Committee may also request that the University Librarian 
secure such outside assessments. 

Where such outside assessments are to be sought, the University Librarian shall give 
the candidate the opportunity to name one (1) of such outside assessors. 

Promotion Decision 

COAP shall review all the submissions and recommendations pertaining to the 
promotion in the light of the criteria set out in Appendix A, and shall have access to all 
materials tabled in the Library Personnel Committee. 

COAP, by formal vote, shall make its recommendation to the University Librarian. 
The University Librarian shall not vote. A COAP recommendation against promotion 
which contradicts the recommendation of the Library Personnel Committee must be 
communicated to the Chair of the Library Personnel Committee, in writing by the 
University Librarian. The University Librarian shall provide the Chair with a 
summary of COAP's reasons for its recommendation, including the weight given in that 
recommendation to outside assessments. The University Librarian shall also indicate if 
COAP considered any additional evidence to that considered by the Library Personnel 
Committee. If  such evidence was considered by COAP, the University Librarian shall 
submit copies of it lo the Library Personnel Committee. The Chair of the Library 
Personnel Committee, shall discuss the University Librarian's communication with the 
Library Personnel Committee, and may ask COAP to reconsider its recommendation. 

The University Librarian shall, in the case of a positive decision, so recommend to the 
President, who in turn shall make a reconimendation to the Board. In the case of a 
neadtive decision, the University Librarian sliall communicate that decision in writing 
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111.9 

111.9.1 

111.9.1.1 

I11.9.1.2 

to the candidate, and provide a full report on the procedure followed and the reasons 
for the negative decision, including the weight given to outside assessments. 

Career Development Increments and Merit 

Career Development Increments 

Denial of Career Development Increment 

No member shall he denied an annual career development increment provided for in 
Schedule A of this Agreement, except in consequence of a disciplinary decision to deny 
it, reached in accordance with the provisions of this Article. 

Where the Dean is concerned about a member's performance of required duties and 
responsibilities, to the extent that there may be a serious deficiency which could lead to 
the denial of a CDI, the Dean shall consult with COAP in order to determine whether to 
initiate the following procedures: 

I11.9.1.2(a) If it is determined that the matter should he pursued, 

i) the Dean shall inform the member of the action and the reasons; 

ii) the case shall be formally submitted to COAP, and the Committee will be 
provided with the documentation to justify this concern; and, 

the Dean shall ask the advice of the Chair, and through the 
DepartmenUProgram Chair the advice of the DepartmentallProgram Personnel 
Committee in writing; the Dean shall forward this advice to COAP. 

iii) 

I11.9.1.2(b) COAP shall invite the member to respond within four (4) weeks to the case made by the 
Dean under (a) (ii). The response must be in writing and must contain whatever 
supporting evidence the member deems pertinent. 

After considering the member's response, COAP shall advise the Dean and the member 
either: 

i) that the Dean's concerns regarding the member's performance are well-founded: 
or, 

that these concerns are not well-founded. ii) 

Upon receiving COAP's advice, the Dean may recommend to the President that the 
annual career development increment of the member he denied. The Dean, in doing so, 
must inform the member concerned in writing, and include in this information a copy 
of the recommendation of COAP. 
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111.9.1.3 

111.9.1.4 

111.9.1.5 

111.9.1.5.1 

111.9.1.5.2 

III.Y.1.5.3 

111.9. I S.4 

111.9.1 S.5 

111.9.1 S.6 

The Dean's recommendation to the President (sub-paragraph (d) above) shall specify an 
effective date for the CDI denial, which shall normally be the second July 1 subsequent 
to the communication of the decision by the President to the member. 

During the period after receipt of the President's letter but prior to the effective date of 
CDI denial, the member may ask COAP, through the Dean, to re-consider the CDI 
denial, based upon any significant new information regarding performance of duties. 

A member denied a career development increment hereunder is to consider such an 
action a serious disciplinary warning concerning performance of required duties. 

In the case of librarian members, the place of the Cbair and the Dean shall be taken by 
the University Librarian, and the place of the DepartmentaUProgram Personnel 
Committee and COAP shall be taken by the Library Personnel Committee. 

Alternative Duties Arrangements 

Where the Dean has advised a member that there are concerns about the member's 
performance of duties (see II1.9.1.2.(a) (i)), o r  where COAP has made a determination 
that the Dean's concerns regarding the member's performance of duties are "well- 
founded" (see III.9.1.2.(c) (i)), the member may ask to undertake alternative duties for a 
defined period of time of between one (1) and five (5)  years. 

To become effective, the alternative duties proposal requires the agreement of the 
academic department/program, the Dean and COAP. 

Alternative duties would normally involve additional teaching, research, and/or the 
assumption of additional administrative/serviee responsibilities of a substantial nature, 
or a combination of the above. 

Subject to satisfactory performance of duties, including the alternative duties, the 
member, on the recommendation of COAP and the Dean, would be entitled to annual 
career development increments (but not merit awards) up to but not exceeding the 
ceiling of the member's rank. 

Joint Committee shall be consulted about each such proposed arrangement on a case- 
by-case basis, as well as annually after implementation. 

A member may give six (6) months' notice of an intention to terminate an alternative 
duties arrangement, thereby returning to a regular appointment as of any July 1 of the 
alternative duties period. 
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lII.Y.l.j.7 Members 1 )  who do not request alternative duties, 2) whose alternative duties proposal 
i s  not agreed to, or 3) who revert to regular duties, shall be subject to the possibility of a 
CDI denial on the second July 1 after notice to the member under III.9.1.2.(d) o r  the 
first July 1 after reversion to a regular appointment, whichever i s  sooner. 

111.9.1.5.8 Members at a defined rank ceiling who become subject to the denial of a CDI shall 
undertake such additional duties as may be arranged under 111.9.1.5.3, subject to any 
other arrangements which might be agreed to at Joint Committee. 

111.9.1.6 Restoration of CDI(s1 

111.9.1.6.1 Where a member has been denied one (1) or more CDls, in accordance with the 
provisions of this Article, the denied CDI(s) will be restored in the following 
circumstances: 

(a) when COAP and the Dean have agreed that there have been five (5) years o f  
satisfactory performance of regular duties (i.e., this i s  not available for those 
performing alternative duties), in which case the denied CDI(s) will be credited 
to the member on the July 1 immediately following the completion of five (5) 
years of satisfactory performance; or, 

upon the attainment of a merit award, in which case the denied CDI(s) will be 
credited to the member on the effective date of the merit award. 

(b) 

lIi.9.1.6.2 The restoration of CDI(s), in accordance with l(a) and (b) above, shall not result in the 
movement ofa member past the normal salary ceiling within the relevant rank (Le., 
A10, B14, Cl8, or D19). 

111.9.2 - Merit 

111.9.2.1 Thirty-five (35) merit awards shall be available in each academic year. 

These shall be allocated annually among tenuredpermanent bargaining unit members 
on the basis of the provisions of this section. Probationary members will also be eligible 
commencing in the second year of their appointment. The procedure for determining 
who is to be awarded merit in any academic year (i.e., July 1 to June 30) shall be 
undertaken in the same academic year. For those selected, the payment wil l  be made 
retroactive to the beginning o f  the academic year concerned. In those years when the 
Collective Agreement i s  being negotiated, COAP wil l  proceed on the assumption that 
the number o f  merit awards wil l  not be reduced. In any year in which the number of 
merit awards awarded is less than the number available, remaining funds shall be 
allocated to the Dean's contingency fund. 

111.9.2.2 Al l  merit awards shall be single career development increments. Members will be 
permitted to exceed a stated salary ceiling, at any rank and by way of merit only, to a 
maximum indicated by the bracketed salav steps indicated in Schedule A. 
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111.9.2.3 Merit awards shall be allocated as follows: 

- lo  the case of faculty members, exceptional performance in at least one of 
teaching, research, or  university service, and satisfactory performance in the 
other specified areas. 
In the case of librarians, exceptional performance of library duties. In this case, 
one of the following is required in addition: contribution to the profession at  
large, scholarship, university teaching, university service, or professionally 
related community service. 

(Note: the number of merit awards allocated annually for librarians - see 
Appendix A.) 

- 

III.9.2.J(a) In the case of members other than departmentallprogram Chairs, recommendations 
concerning such merit awards shall be made to the Chair by the DepartmentaUProgram 
Personnel Committee acting on its own initiative or  on the suggestion of the Chair. 
Such recommendations shall be transmitted together with the Chair's own 
recommendation in each case to the Dean who, after consultation with COAP, shall 
make a recommendation to the President. The President, in turn, shall make a 
recommendation to the Board. 

111.9.2.4(b) In the case of librarians, such merit awards shall be recommended by the Library 
Personnel Committee and forwarded to the University Librarian, who, after 
consultation with COAP, shall make a recommendation to the President, who in turn 
shall make a recommendation to the Board. 

111.9.2.5 In the case of consideration of merit awards for departmentauprogram Chairs, the 
DepartmentaUProgram Personnel Committee shall designate a Deputy Chair who shall 
fulfill the role of departmentauprogram Chair for the purposes of III.9.2.J(a). 

111.9.2.6 In the case of members serving in more than one ( I )  departmentlprogram, the Dean 
shall solicit the recommendation of the Chair, other than the Chair of the 
departmenVprogram initiating the recommendation, prior to submitting a 
recommendation to the President. 

lI1.9.2.7(a) Except ns indicated in the special provisions for Chairs in 111.9.2.5, no merit award 
shall be awarded unless there is a favourable recornmendation from a t  least the Chair 
of a departmenUprogram in which a member teaches, or  the DepartmentaUProgram 
Personnel Committee of such a departmentlprogram. 

llI.9.2.7(b) No merit award shall be awarded to a lihrarian without a favourable recommendation 
from the Library Personnel Committee, unless the University Librarian informs the 
Library Personnel Comniittcc of the reasons for such a rccommendation. 

51 



111.10 

I11.10.1 

IlI.10.2 

AnDointment of DeoartmentaUProgram Chairs 

In the final year of a Chair's term of office, or when a vacancy occurs, the Dean shall 
initiate proceedings for the selection o f  a successor, or for reappointment of the 
incumbent Chair. 

The DepartmentaUProgram Committee shall meet to discuss the requirements o f  the 
position, and shall elect a search committee which excludes the incumbent Chair and 
which may include up to two (2) students. The Dean shall appoint an additional 
member of the search committee from outside the deparîmenllprogram. 

111.10.3 The search committee shall submit a single name, or two (2) names if it prefers, to the 
DepartmentaUProgram Committee for approval or choice. 

III.10.4 

111.10.5 

Once a proposed candidate is approved by the DepartmentaUProgram Committee, the 
Chair of the search committee shall forward the search committee's recommendation to 
the Dean. 

I f  the Dean approves the proposed appointee, that recommendation shall be forwarded 
to the President. The President in turn shall make a recommendation to the Board. 

I f  the Dean does not approve the proposed appointee, the DepartmentaUProgram 
Committee shall be asked to reconsider the matter. 

No appointment of a Chair shall he made without a positive recommendation from the 
DepartmentaUProgram Committee, the Dean, and the President. 

III. 10.6 Acting Chairs may he appointed by the Dean for short terms o r  in special 
circumstances. Such appointments may not exceed a term of one ( I )  year. 

111.1 1 Academic Administrators 

111.1 1.1 Academic administrators are  persons who, in addition to their administrative office, 
hold probationary or tenured faculty appointments in departments or programs, but 
who are excluded by definition from the bargaining unit because of their 
administrative office. 

111.11.2 Facule and librarian members who are appointed as academic administrators or i l s  
members of the Board o f  Governors shall retain their academic status within their 
departments or programs. During their term of administrative or Board service, they 
shall be deemed eligible for consideration by DepartmentaUProgram Personnel 
Committees, departmentaUprogram Chairs, COAP, and the Dean for career 
development decisions, including merit awards. on the basis o f  their academic 
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achievements over that period. Where an academic administrator or faculty member 
on the Board of Governors is awarded a merit award, such shall be in addition to the 
number provided for in 111.9.2.1. 

111.11.3 Re-entrv of Academic Administrators 

Academic administrators, as defined above, and faculty members on the Board of 
Governors, shall retain the right to enter o r  reenter  on a full-time basis their 
departments or programs, and the right to enter o r  reenter  the bargaining unit, at such 
time as they relinquish their academic administrative or Board appointments. 

An individual re-entering the bargaining unit shall normally return to the department 
or program of which slhe were a member before receiving the administrative or Board 
appointment. When entering the bargaining unit for the first time, the individual shall 
qormally remain in the department or  program which initially accepted her/his 
qualifications (see 111.5.3.3). Alternatively, in either case, the individual could return to 
a different department or program in accordance with the provisions of 111.14. 

111.11.4 Any member entering or re-entering the bargaining unit after service as an academic 
administrator or as a member of the Board of Governors shall he placed at a salary step 
determined by the Board and consistent with the provisions of this Agreement 
concerning promotion, merit and tenure, and shall enjoy all rights and privileges and 
accept duties and responsibilities of members according to IV.l.l and IV.1.2. 

111.12 

III.12.1 

Courses Outside the Regular Academic Session 

Where they have voluntarily agreed to do so, and with the consent of the Dean, 
members may teach one (1) o r  more university credit course(s) outside the regular 
academic session, provided they are qualified to teach such course(s), and provided they 
express a willingness to do so within the deadlines as set out in III.lZ.l(a). Such consent 
shall not be withheld unreasonably. 

111.12.1(a) i) By October 1st of each year for the Summer Session, Departments/Programs will 
be advised that the process of planning for Summer, FalüWinter and Off- 
campus course offerings has commenced; 

By November 15th for Summer Session and by January 15th for the F i lWinter  
Off-campus programming, a list of the courses to he offered shall be circulated 
to all members; and, 

Members shall indicate in writing, after the dates in (ii) above, and by no later 
than January 30th for Summer (February 15th for FaluWinter Off-campus 
courses), if they wish to teach a Summer or  FalUWinter Off-campus credit 
course. 

ii) 

iii) 

Ill.l2.l(b) Extension or alteration of any deadlines established in accordance with 1l1.12.1(~) shall 
require the written joint approval of the Dean (or desianate) and of the Association. 
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111.12.2 

111.12.3.1 

111.12.3.2 

A member who teaches a university credit course under 111.12.1 shall receive the per- 
course stipend provided for in VIII.3 of this Agreement, in all cases except: 

(a) 

(b) 

as provided in 111.12.3.1 or 111.12.3.2; or, 

when the member agrees to teach the course, where i t  is under-enrolled, on a 
reduced-stipend basis in accordance with VIII.3 and with existing practice. 

A member may ask that a university credit course or courses under 111.12.1 be 
considered as partial fulfillment of normal teaching responsibilities, instead of being 
subject to per-course remuneration. Such a request may only be approved with the 
agreement of the DepartmentaVProgram Committee, the departmentallprogram Chair, 
and the Dean. 

A member who has agreed to teach a course under 111.12.1 may submit a written 
request to the Dean (copy to the Chair) to bank a course release in lieu of per course 
remuneration. Banking will be permitted to a maximum of three (3) course releases. 
Use of banked course releases, in order to facilitate identified research projects, shall be 
subject to the following conditions: 

i) 

ii) 

iii) 

iv) 

v) 

vi) 

vii) 

a member's proposal for specific course releases must be submitted in writing to 
the Dean (copy to the Chair) by October 15 of the academic year prior to the 
academic year for which the course releases are requested; 

the proposed course releases must be supported by the member's Chair and 
approved by the Dean; 

the departmentaüprogram recommendation must consider proposals for course 
releases in  relation to i ts  sabbatical plan (see IV.5.2.5.1), and approved course 
releases shall be appropriately noted on the sabbatical plan; 

three (3) banked courses are required for a full research leave; 

the research project for full research leave under 111.12.3.2 must be approved by 
COAP, and the report on the research must be submitted to the Dean within 
three (3) months of return to teaching duties; 

support or approval for proposed course releases shall not be unreasonably 
withheld; 

I f  the Dean i s  not satisfied with such an application for research leave, the Dean 
may deny a research leave application. I n  such cases, the following shall prevail: 

(a) The Dean shall submit the case for denial to COAP; 

(b) The Dean shall inform the member of the denial and the reasons; 
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(e) COAP shall invite the member to respond within hvo (2) weeks to the case 
made by the Dean under (a). The response must be in writing and must 
contain whatever supporting evidence the member deems pertinent. 

(d) After considering the member's response, COAP shall advise the Dean and 
the member either that the denial should be unheld, or that the leave should 
not be denied. 

( e )  A member denied a research leave after the above procedure wil l  receive a 
lump sum payment, less deductions required by law, equivalent to the value 
of the member's banked course release(s). 

viii) course releases which are banked in this fashion shall not be the basis for any 
claim to compensation upon termination of employment or otherwise. 

111.12.4 Willingness or unwillingness to participate in teaching courses outside the regular 
academic session shall not be considered in any decisions concerning the member's 
career development. 

111.12.5 Except for the cases provided in 111.12.3.1 and/or 111.12.3.2, teaching outside the regular 
academic session shall not count as time of service for any purpose other than 
compensation. 

Teaching outside the regular academic session shall not relieve a member from those 
portions of duties and responsibilities which relate to scholarship o r  service to the 
University. 

111.12.6 

111.13 Evaluation of Teachinri 

111.13.1 The parties agree that annual assessments of teaching effectiveness by students are 
valuable in contributing to the improvement of teaching within the University. 

111.13.2 Departments and Programs shall develop and maintain assessment instruments that are 
appropriate to their academic disciplines, with assistance from the Interactive Learning 
Centre. These instruments will be made available to students in all courses on an 
annual basis. Such assessments wil l  be made available in confidence to the 
DepartmentaüProgram tenure/permanency/personnel committees and COAP in cases 
where the member is under consideration for tenure, promotion or merit on :he basis of 
excellence in teaching. 

111.13.3 Members shall not be present when the students assess their teaching and assessments 
shall not be transmitted to the department or program by the members. Departments 
or programs shall count the number of assessments transmitted annually for each 
member. Members may read the assessments after final grades are submitted. Each 
member's assessment shall be for the confidential information of that member except as 
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noted in 111.13.2 or, in other cases, at the member's option. Members shall return the 
same number of assessments, for  personnel decisions, as were submitted a f te r  the 
assessment. 

111.13.4 Each faculty member shall be encouraged to create a teaching dossier, consisting of 
annual teaching evaluations and other information the member deems pertinent. 
Members may also submit these dossiers fo r  consideration in cases o f  tenure, merit, 
and/or promotion. The decision not to submit a teaching dossier shall not be held 
against a member. 

111.14 

111.14.1 

Procedures for Voluntarv Transfer and Cross-amointment of Faculty 

An individual faculty member from one academic unit may request to be transferred, in 
whole or in part, to another academic unit, by wriîten application to the Dean. 

III.14.2 The agreement of the Dean, the home unit and the receiving unit shall he required for 
an individual faculty transfer. A member shall be able to grieve if either the Dean or 
the home unit objects to the transfer. An objection to a transfer by the receiving unit 
shall not be the subject of a grievance. 

111.14.3 The home unit of cross-appointed faculty must be specified at the time of the 
cross-appointment. This wi l l  automatically he the unit allotted the larger share of the 
faculty member except (a) in the case where the cross-appointment is on a .YS basis, 
and (b) when the cross-appointment is for three (3) years or less. In these cases, the 
faculty member has the right to select the home unit. 

111.14.4 The home unit of a cross-appointed faculty member has the primary responsibility for 
making personnel recommendations regarding merit awards, tenure and promotion. I n  
making such recommendations, the home unit must request and duly consider the 
evaluation of the other unit concerning teaching, scholarship and university service, as 
appropriate. Where the individual requests it, tenure and promotion committees wil l  
also include a representative from the non-home unit, with full voting rights. 

111.14.5 The leaves and sabbaticals requests of cross-appointed faculty are to be processed, at 
the departmentaüprogram level, by the home unit, but with the provisos that: 

(a) individuals must inform the non-home unit a t  the time of their request to be 
included in the home unit's leaves and Sabbaticals plan for a particular year. 
Individuals must also inform the non-home unit o f  any existing plans at the time 
of cross-appointment; 

the home unit must consult the non-home unit before making a final decision 
about a cross-appointed member's leave request; and, 

(b) 
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(c) there must be agreement between both units regarding changes or additions to 
the home unit's three-year pian that directly affect the staffing plans of the other 
unit. 

111.14.6 The proportion of a cross-appointed faculty member located in each of the units 
involved must be specified at the time of cross-appointment. Normally, 
cross-appointments will be allocated on a .7/.3 basis. 

111.14.7 The teaching and other responsibilities allocated to a cross-appointed faculty member 
in each academic unit should be approximately proportional to the norms accepted by 
that unit. However, by agreement beîween the units and the individual, these 
proportions may be regarded flexibly. In the event of a dispute, the Dean would be 
arbiter and have the final decision. 

111.14.8 The cross-appointed faculty member has the same rights of participation in each of the 
units as if located as a regular full-time member of those units. In cases which concern 
both units, the cross-appointed member should not vote twice on the same issue. 

111.14.9 Cross-appointments and transfers may be for a definite term (up to five (5) years) o r  be 
permanent. The duration of the arrangement must be specified when it is  requested 
and approved. Any individual request for a further change in status, once a transfer 
arrangement has been made, will be regarded as a new request, and will have to follow 
the procedures outlined above. 
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CHAPTER IV 

TERMS AND CONDITIONS OF EMPLOYMENT 

IV.1 Duties and Responsibilities 

IV.1.1 Each faculty member shall be entitled and expected: 

i) to perform the teaching duties allocated by the member's departmental or 
program Chair under the procedures outlined in IV.2.l below; and, following 
the requirements of Senate regulations, to assume the responsibilities inherent ii 
teaching at Trent University, notably but not exclusively: 

(a) the preparation of, and reasonable adherence to, academic course 
syllabuses; 

conscientious grading of student assignments; 

availability for student consultations, including the. posting of reasonable 
oîfice hours: 

(b) 

(c) 

(d) meeting with scheduled tutorial, seminar, laboratory, and lecture groups 
as specified in course syllabuses, except for reasonable change upon due 
notice where possible; 

submission of mid-year and final grades as required by 
departmentaUprogram practice and the requirements of Senate; 

to engage in research and other professional activities of a scholarly nature; and 

to accept a fair and reasonable share of administrative responsibilities through' 
participation, as requested, in departmental, program, and University 
committees with the exceptions noted in IV.2.1.4.2; and to act as academic 
advisors within the college framework o f  the University, advising and assisting 
student advisees. 

(e) 

ii) 

iii) 

IV.I.2 Each librarian member shall be entitled and expected: 

i) to perform the library duties allocated in the member's position description, and 
consistent with the procedures outlined in IV.2.2. provided that the assignment 
of "other duties as required" does not interfere with the degree of specialization 
required to meet the requirements îor promotion and career development; 

to accept a fair and reasonable share of administrative responsibilities through 
participation as requested in Library and University Committees and take an 
interest in and contribute to the shaping o f  general library policy. (However, 
Librarians at Ranks I and I I  shall not be required to serve on non-Library 
Committces. with the exception of the Library Services Committee.); 

ii) 
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IV.1.3 

i i i) to act  as academic advisors within the college framework of the University, 
advising and assisting student advisees; and, 

to take an interest in  and make contribution to at least one oî: iv) 

(a) 
(b) 

the profession at large; or, 
scholarship, research and university teaching. 

Facilities 

In order to facilitate members' performance of their duties and responsibilities, the 
University shall make every reasonable effort to provide the necessary facilities and 
services to facilitate the work of the members including, but not limited to, provisions 
for suitable office space, telephone, secretarial, library, duplicating, and computer 
facilities. 

IV.1.3.1 The University shall ensure that the computing needs of members are fairly and 
equitably treated in the allocation of computer services. 

IV.1.3.2 The University shall ensure that the different needs o f  departments and programs are 
fairly and equitably treated in the allocation o f  computer services. 

IV.2.1 

IV.2.1.1 

Allocation of Teaching and Deaartmentai/Proeram Duties 

Teaching, and general departmentaUprogram duties, shall be allocated in a fair, 
equitable and reasonable manner taking into consideration the academic 
responsibilities and skills of individual members, the terms of members' appointments, 
the needs o f  the department'slprogram's academic program and, when possible, the 
preference o f  individual members. 

Teaching duties and responsibilities wil l  be determined by the departmental or 
program Chair following consultation with the appropriate departmentaüprogram 
committee. 

Members shall have the right to request reconsideration of their teaching and 
departmentallprogram duties by their departmental o r  program Chair during the two- 
week period immediately following its assignment. Failure to request reconsideration 
in this period negates any right the member has to have the assigned duties 
reconsidered. 

Where a member requests, in writing, that a Chair reconsider I i i r l l ie r  teaching and 
departmentaUprogram duties. the Chair shall be expected to respond to the request, in 
writing, within ten (10) working days o f  receipt. 

I n  allocating teaching duties and responsibilities, a departmental or  program Chair is 
expected to take into account factors such as the following: 
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i) 

i i) 

iii) 

iv) 

v) 

vi) 

vii) 

viii) 

ix) 

x) 

xi) 

xii) 

xiii) 

xiv) 

XV) 

the number ofseparate courses taught by each member o f  the 
departmenüprogram, and the number of scheduled contact hours per course; 

the number of hours of preparation, grading and administration per course, 
with appropriate additional emphasis where new course development and 
preparation i s  involved (a new course preparation wil l  be defined as any course 
the faculîy member has not taught in  the previous four (4) years); 

the number of students enrolled in each course, particularly where no 
Laboratory DemonstratorlTutoriaI LeadedMarker assistance i s  expected to be 
provided; 

the number of hours of student counselling per course, and the supervision o f  
graduate students, reading courses and honours theses; 

the level (Le., introductory, upper year, graduate, etc.) and type (i.e., lecture, 
seminar, etc.) of each course; 

assistance of others in the teaching of the course: 

the individual faculty member's research and scholarship commitments; 

particular consideration of the goal, endorsed by both parties, of fostering the 
academic development of members newly embarking upon their academic 
careers; and, 

the university service of individual members; 

whenever possible, a member shall he offered the opportunity to teach two (2) or 
more sections of the same course during the same academic year, as well as the 
opportunity to teach the same course during more than one ( I )  session of the 
same academic year; 

the Dean shall endeavour to ensure that departments and programs establish B 
maximum number of undergraduate and graduate theses to he supervised by 
each o f  their members at any one time: members shall not be required to 
supervise more than that number; 

the Dean shall ensure that members receive the necessary assistance with 
Reprotext arrangements; 

over the l i f e  of this Agreement, the average advising load for members shall not 
exceed seventeen (17) advisees; the number of advisees in any year may be raised 
to nineteen (19) with the member's consent; 

the Dean shall administer an Annual Teaching Support Fund as set out in 
IV.2.1.1.1; and, 

any other relevant factors. 

I t  i s  not intended that departmental or program Chairs a r e  expected to quantify, in any 
specific sense. those factors set out above or any others which are deemed to be 
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relevant. However, i t  i s  intended that these coniplex matters ought to be carefully 
reviewed by each Chair prior to making a final determination of the allocation of 
teaching duties and responsibilities of departmedprogram members. 

IV.2.1.1.1 There shall be an Annual Teaching Support Fund with a total allocation of $6.00 per 
student-course based on the University's total estimated undergraduate enrolment in 
the current academic year. The Teaching Support Fund shall be used to provide 
Departments/Programs and TUFA members with marking assistance and teaching 
support. Support from the Fund is not available for conrses taught on overload. There 
shall be two (2) competitions, one in October for 80% of  the Fund and one in January 
for 20% of the Fund, plus any surplus from the f i rs t  competition. The monies shall be 
allocated to individual members through applications to the Departmental or Program 
Chair who shall submit the application on behalf of the DepartmenUProgram to the 
Dean. Applications wil l  be made by individual members to the DepartmentlProgram 
Chair, who wil l  submit a consolidated request to the Dean of Arts and Science on behalf 
of the DepartmentlProgram. Appeals of the Dean's or a DepartmenUProgram Chair's 
allocation decisions, including denials, shall be heard by the Vice-president (Academic). 

The Teaching Support Fund shall if possible be fully allocated by February I of each 
year. The Dean shall report after February 1 of each year to Joint Committee how the 
Teaching Support Fund was allocated. Any unallocated or unspent funds shall be 
allocated to the Dean's contingency fund. 

IV.2.1.2 The Dean shall make every reasonable effort to redress workload imbalances within 
individual departments and programs and among departments and programs. 

IV.2.1.3 When an academic department or program suffers the sudden, unexpected loss of a 
member, the Dean may authorize full or partial replacement paying particular 
attention to the teaching requirements of the department or program. 

lV.2.1.4 Universitv Service 

IV.2.1.4.1 Members shall not be expected to serve on more than one (1) Senate o r  University 
committee at any one time. I n  addition, over any seven-year period, a member shall not 
be required to serve more than two (2) years on one (1) or more major University 
committee (i.e., Senate Budget, USC, COAP, Graduate Studies). 

At the request of the member, the Nominating Committee of Faculty Board will 
consider membership on Senate as equivalent to service on a major Senate or 
University committee, except in respect of the Chair of the Senate Budget Committee. 

IV.2.1.4.2 For limited term appointments o f  hvo (2) years or less. and Tor the first three (3) years 
of probationary appointments at the lecturer or assistant professor ranks, memhers will 
not be expected to serve on Senate or University committees. Trent University 
Research Fellows will not be expected to serve on major University committees (see 
IV.2.I.J.I) during the period of the fellowship. 
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IV.l.l.4.3 

IV.Z.l.4.4 

IV.2.2 

IV.2.2.1 

IV.2.2.l.l 

IV.2.2.1.Z 

IV.Z.2.1.3 

IV.Z.Z.1.J 

Lack o f  service on Senate or Universiîy committees during the period of exemption set 
out in IV.Z.I.4.Z wil l  not be considered in renewal, reappointment, promotion or merit 
decisions. 

The nominating committee of Faculty Board for faculty assignments to Senate 
committees wil l  make known i ts  nominations for the subsequent academic year's servic 
no later than Apr i l  of the current academic year. 

Librarianship 

Specific and general library duties shall be allocated in  a fair, equitable and reasonable 
manner, taking into consideration the professional responsibilities and ski l ls  of 
individual members, the terms of members' appointments, the relation of librarians' 
duties to their research, scholarship, and professional activities. the needs of the library 
and, when possible, the preference of individual members. 

Library duties and responsibilities will be determined by the University Librarian 
following reasonable consultation with the Librarians' Committee. 

Members shall have the right to request reconsideration of their workload by the 
University Librarian within ten (10) working days of its being assigned and the 
University Librarian shall be expected to respond in writing within ten (10) working 
days from receipt. 

Account shall be taken of the workload guidelines formulated by the Librarians' 
Committee. None of the factors listed in the guidelines shall be taken to preclude other 
relevant factors. 

The University Librarian shall give particular consideration to the goal, agreed to by 
both parties, of fostering the professional development of members newly entering upor 
their professional careers. 

Using the established workload guidelines, the University Librarian, in consultation 
with the Librarians' Committee, shall determine the normal workload for each 
librarian employee. 

When the Library suffers the sudden, unexpected loss of a member, the Vice-president 
(Academic) may authorize full o r  partial replacement paying particular attention to the 
provision of library service. 

Insofar as resources become available, every reasonable effort shall be made to increase 
the librarians' complement as this becomes necessary in order to respond to increasing 
demands on existing library services and resources. 
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IV.2.3.1 

IV.2.3.1.1 

IV.2.3.1.2 

IV.2.3.1.3 

IV.2.3.1.4 

lV.2.3.1.5 

IV.2.3.2 

IV.2.3.2.1 

iV.2.3.2.2 

IV.2.4 

Voluntant Retraining 

The parties pledge themselves to cooperate in bringing about ways to facilitate the 
academic or professional retraining of members where the members voluntarily agree 
that such re-training i s  acceptable to them and where such retraining appears for good 
reason to he beneficial to the academic program or library services of the University. 

Plans for retraining shall be arranged amongst the member, the departmental or 
program Chair, the Chair of the department o r  program to which the member would 
be reassigned upon successful completion of the retraining, and the Dean. In the case of 
librarian members, plans for such retraining shall he arranged beîween the member 
and the University Librarian. 

Such retraining shall occur without loss of rank, salary, benefits, seniority or rights 
under this Agreement, except that any adjustments in departmental or program or 
l ibrary sabbatical plans occasioned by any prospective reassignment shall be made by 
the Joint Committee and made known before a retraining plan i s  finally accepted. 

A l l  costs reasonably involved in such plans for academic retraining shall be assumed by 
the Board. 

There shall be no penal@ for failure to accept such a plan or for failure to succeed in it, 
if such failure comes about despite every reasonable effort on the member's part. 

Technoloeical Changes 

There shall be no reduction in employment for a librarian member as a result of 
automation or other technological change. 

When the employer determines that new or greater skills are required than are already 
possessed by affected librarian members under the present methods of operation, such 
members shall, at the reasonable expense of the Board, be given a reasonable period o f  
time to acquire skills necessitated by the new method o f  operation. The Board in its 
sole discretion shall determine what is reasonable in terms of expense and time. There 
shall be no reduction in pay and benefits during the training period of any such 
member. It is recognized that the librarian member may initiate this procedure. 

Voluntary Earlv Retirement 

See Appendix D, "Voluntary Early Retirement Program", which is attached hereto and 
which forms part o f  this Collective Agreement. 
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IV.2.5 

IV.2.6 

iV.2.7 

iV.2.8 

IV.2.9 

lV.2.10 

IV.3 

Absence and Vacation - Facultv 

i t  i s  understood that members will devote their working time to study, research, or 
other professional activities whenever they are not engaged in  the teaching and 
administrative duties and responsibilities required under IV.1.1 (i) and IV.l.l (iii) of 
this Agreement. 

When members are required to he absent from the University in the pursuit of study, 
research, or other professional activities during periods when they are required to 
perform specific teaching and administrative duties as required under IV.l.l (i) and 
IV.l.l (iii), such absence shall be arranged through advance consultation with the 
member's departmental or program Chair and written notice to the Dean (copy to the 
Chair) of the arrangements made. Where the absence i s  unexpected, as a result of 
illness or disability, and it i s  anticipated that the absence might extend beyond three (3) 
working days where teaching duties are scheduled, members shall inform the Dean of 
the anticipated duration of the absence. 

Members shall also provide information to their departmental or program Chair about 
their proposed summer schedules, and members shall indicate their anticipated 
vacation period which shall be in accordance with established practice, shall not be less 
than two (2) weeks, and shall fall between the day following Spring Convocation and 
the final week of August. A t  the same time, members shall indicate where they can be 
contacted during any prolonged absence from the Peterborough area during the 
summer months. 

The annual salary for faculty members includes statutory vacation pay. 

Absence and Vacation - Professional Librarians 

When professional librarian members are required to he absent from assigned duties 
due to the pursuit of approved study, research or other professional activities, such 
absence shall be arranged through advance consultation with the University Librarian. 
Where the absence is unexpected. as a result of illness or disability, members have an 
obligation to inform the University Librarian, as soon as possible, of the anticipated 
duration of the absence. 

The annual salary for professional librarian members includes statutory vacation pay, 
and vacation entitlements and arrangements for scheduling vacations shall he as set out 
in paragraph V.3. 

Geographical Limitation for Librarian Members 

No librarian member shall be required to provide more than occasional services outside 
Peterborough except as may be specified in the member's let ter of appointment. 
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IV.4 

IV.4.1 

1v.s 

IV.S.1 

Professional Exaenses Fund 

In addition to the provisions for research and other scholarly activity established by 
other University policy, the Board shall establish for each member a Professional 
Expenses Fund which may be used in support of required duties under IV.l.l(ii) or 
IV.l.Z(iv) (a) and/or (b) of this Agreement. Claims for reimbursement, together with 
original evidence of expenditures, shall be submitted to and processed by the Office of 
the Dean of Arts and Science. Receipts will be retained in the Office for audit purposes. 
Any materials remaining after use by the member for purposes of research shall be the 
property of the University. Nine hundred dollars ($900) shall be credited on the first 
day of July of each year to the Professional Expenses Fund of each member. On each 
June 30, unspent portions will be carried over to the next academic year, provided that 
the total on July 1 of any year will not exceed the sum of professional expenses and 
flexible benefits made available from the immediately-preceding three (3) years. 
Balances exceeding this amount on July 1 will have the excess permanently removed 
therefrom. Such removed balances shall be allocated to the Dean's contingency fund. 
Professional Expenses Fund entitlements shall be appropriately pro-rated in the case of 
limited term appointments which have terms of less than one year or duties and 
responsibilities that are less than full-time. 

Accountine and Claims 

A full accounting of each member's Professional Expenses Fund shall be provided at  
least îwice during the academic year. Each member may submit up to three (3) claims 
against his or ber Professional Expenses Fund in each academic year. 

Leaves and Sabbaticals 

Definitions 

A leave is a period of absence by a member from duties provided in IV.l, 
authorized by the Board for a specified period of time and under conditions laid 
down by this Agreement. 

A sabhatical leave is a paid leave for purposes of research and scholarly 
development, granted in accordance with the provisions concerning entitlement 
and authorization as defined in this Agreement. 

A research leave is equivalent to, and carries the same conditions, benefits and 
obligations as a sabbatical leave, except as noted elsewhere in this Agreement 
and except that a research leave is based on banked course releases rather than 
EYS. 

An academic unaaid leave is a leave for purposes of scholarly research or for 
teaching and research, other than as provided in IV.2.3.1, during which benefits 
shall continue as provided in this Agreement. 

A general unpaid leave is a leave granted for purposes other than scholarly 
research or teaching, during which benetits shall continue as provided in this 
Agreement. 
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IV.5.2 

IV.5.2.1 

IV.5.2.2 

IV.5.2.2.1 

IV.5.2.2.2 

IV.5.2.2.3 

1V.5.2.2.4 

IV.5.2.2.5 

IV.5.2.2.6 

Sabbatical Leaves 

Duration 

A sabbatical leave shall be for a unit of six (6)  or twelve (12) months. For librarian 
members only, a six (6) month leave may be divided into two (2) units of three (3) 
months provided that no librarians are thereby displaced, without their consent, from 
their place on the three-year plan. 

Accumulation o f  EYS 

A member shall be accredited with one-half (112) Earned Year of Service (EYS) for 
each six (6) months of service to the University, including any period of sabbatical leave. 

A member shall be accredited with one-half (112) EYS upon return to duties following 
an approved Maternity Leave. 

A member shall be accredited with one-half (1/2) EYS for each six (6) months of unpaid 
academic leave up to a maximum of two (2) EYS for  any continuous period of such 
leaves. 

A member shall be accredited with one-half (112) EYS for each year of full-time service 
or equivalent at another university (a) subsequent to the most recent sabbatical or paid 
leave from such an institution or (h) since initial appointment if no sabbatical or paid 
leave has been taken, prior to the member's service at Trent University, up to a 
maximum of three (3) EYS. Allocations of EYS prior to the effective date o f  this 
Agreement shall not be subject to reconsiderations under this provision. 

Upon being granted a f i r s t  sabbatical leave while holding an appointment at Trent 
University, a member with two (2) or fewer years of full-time service at another 
university, or none, shall be accredited with one (1) additional EYS towards that first 
leave. A member with three (3) years of full-time service at another university shall be 
accredited with an additional one-half (1/2) EYS towards that f i r s t  leave. 

The service of members with part-time appointments shall earn EYS at the same rate as 
others (see IV.5.2.2.1), according to the length of service, not prorated. However, the 
percentage of salary to be paid during sabbatical leave (see IV.5.2.7) shall be a 
percentage of the full-time nominal salary prorated to the portion of full-time service 
corresponding to each period of EYS accreditation. 
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IV.5.2.2.7 Upon being granted a sabbatical leave, a member may elect to use any number of 
previously-accredited EYS towards that leave, and the number of EYS to be used shall 
be indicated by the member prior to the commencement of the leave. Any accredited 
EYS not so used shall be banked and may be used for a subsequent sabbatical leave. 

IV.5.2.2.8 Notwithstanding any specific EYS entitlements which may be set out in this Agreement, 
no member may accumulate EYS in excess of fifteen (15). 

IV.5.2.2.9 A member, including a member with a part-time appointment, shall be accredited with 
an additional EYS at the end of the academic year in which age 60 is attained. 
Notwithstanding IV.5.2.2.6, for the purposes of computing EYS for a member on a 
reduced-time appointment (Article 111.3.4) or Voluntary Early Partial Retirement 
(Appendix D), the additional EYS at age 60, when paid out during sabbatical leave, 
shall not be prorated to the portion of reduced service. No EYS shall be accredited to a 
member during the last two (2) years before normal retirement date. 

IV.5.2.2.10 Accumulated EYS credits shall not be the basis for any claim to compensation upon a 
member's retirement, death, resignation, or a member's leaving the University 
following denial of tenure or dismissal for cause. 

IV.5.2.3 Elieibility 

IV.5.2.3.1 To be eligible for a six-month sabbatical leave, a member shall have accumulated three 
(3) EYS, in addition to any EYS granted under IV.5.2.2.4, by the time the leave would 
commence. 

IV.5.2.3.2 To be eligible for B twelve-month sabbatical leave or  two (2) successive six-month 
sabbatical leaves, a member shall bave accumulated six (6) EYS, including any EYS 
granted under 1V.5.2.2.4, by the time the leave would commence. 

IV.5.2.4 Entitlement 

A member shall be entitled to a sabbatical leave when the procedures under lV.5.2.5.1 
have been carried out, including written authorization from the Board to take such 
sabbatical leave. 

IV.5.2.5 Scheduling 

IV.5.2.5.l(a) Departmental/Proeram/l,ibra~ Plans 

i) After review by the Departmeni/Projiram/Libra~ Personnel Committee, and 
approval by the Departmental/Program/ Librarians' Committee, a 
dcpartmentavprogram/library plan for sablinticals shall he submitted to the 
Dean Sind COAP hy Novemher 15 of each gear. 

6 7  



ii) The departmentaüprogradlibrary sabbatical plan shall cover the three (3) year 
period subsequent to those years for which sabbaticals have already been 
approved, and shall list for each year which members of the 
department/progradlibrary shall be scheduled to take sabbatical leave. 

The departmentaUprogradlibrary sabbatical leave plan shall reflect as closely 
as possible the requests for leaves for members, provided that due regard is paid 
to the needs of the department/program/lihrary. Unless there is a contrary 
advantage for the academiclprofessional development of members, conflicting 
requests shall be resolved by the department/progradibrary in favour of the 
member having the greater number of EYS and/or the greater period of time 
elapsed since the last sabbatical leave. 

The Dean shall review departmeutallprogram three (3) year plans in COAP, and 
the Dean may require departments/programs to revise such plans on the 
grounds of departmentaUprogram needs or, where members are cross-appointed 
to other departments or  programs, on the grounds of the needs of those other 
departments or  programs. The University Librarian shall review the library's 
three (3) year sabbatical plan and may require revisions to the plan on the 
grounds of library needs. The three (3) year plan shall then be forwarded to the 
Dean and COAP. 

Following any such revision to departmentaUprogradlibrary plans in any given 
year, and subject to sub-paragraph IV.5.2.5.l(c), no member shall be displaced 
by their departmenüprogram or by the Dean, or in the case of librarian 
members, by the University Librarian without their consent from their place on 
the three (3) year departmentau progradlibrary plan. 

iii) 

iv) 

v) 

IV.5.2.5.l(b) Application for Sabbatical Leave 

Applications for sabbatical leave shall in the first instance be submitted, for 
information only and not for assessment, to the DepartmentaUProgradLibrary 
Personnel Committee. This procedure is intended solely to assist members in the 
preparation and formulation of applications for sabbatical leave. 

Applications for sabbatical leave shall be made by members in accordance with 
departmentaüprogradlibrary three (3) year plans, and shall be forwarded to the Dean 
by February 15 of the academic year iwo (2) years prior to the academic year for which 
the leave is requested. 

Applications shall include details of the member's plans for the proposed sabbatical 
leave, including its relationship to the member's research program and/or professional 
activity and including the location of the proposed project or projects. The Dean shall 
ensure that members are made aware of the requirement that updates to curriculum 
vitae and full curriculum vitae, as required under IV.8.3, must be available for use in 
consideration of the application. 
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IV.5.2.5.l(d) 

IV.S.2.5.2 

Decanal Review and Recommendation 

The Dean shall assess applications for sabbatical leave, and shall consider the statement 
of the member's plans for the proposed sabbatical leave. After consultation with 
COAP, the Dean shall forward recommendations to the President, provided that such 
recommended leaves are scheduled in departmentaliprogram plans by March 15 in the 
same year. 

I f  the Dean i s  not satisfied with such an application, o r  if it is determined that the 
member has failed adequately to report sabbatical activities and accomplishments, in 
accordance with IV.5.2.8, the Dean may deny a sabbatical leave application. In such 
cases the following shall prevail: 

i) 

ii) 

iii) 

iv) 

v) 

vi) 

The Dean shall submit the case for denial to COAP. 

The Dean shall inform the member of the denial and the reasons. 

COAP sball invite the member to respond within two (2) weeks to the case made 
by the Dean under (i). The response must be in writing and must contain 
whatever supporting evidence the member deems pertinent. 

After considering the member's response, COAP shall advise the Dean and the 
member either that the denial should be upheld, or that the leave should not be 
denied. 

Where COAP and the Dean remain unwilling to recommend to the President 
that a sabbatical leave be authorized by the Board, the member shall continue to 
have the rigbt to apply for  sabbatical leave in subsequent years, subject to 
departmentaliprogram leave plans. 

A member denied a sabbatical leave shall continue to be accredited with EYS in 
accordance with IV.5.2.2. 

Replacements 

There shall be no guarantee that members on sabbatical leave in accordance with 
departmentaliprogram plans will be replaced or partially replaced. 

Special Authorization 

The Dean may, after consulting the departmentlprogradlibrary and COAP, and upon 
timely application by a member, recommend to the President special authorization for a 
sabbatical leave when the member is unexpectedly offered an unusual opportunity to 
further personal academic/professionaI development at a time not scheduled in a 
departmentaI/progradlibrary plan. The Dean shall ensure that 
departmentaVprogradlibrary needs are not harmed by such special authorizations, 
and the possibility of such harm shall be grounds for rejecting such an application. I f  
the Dean decides against a request for such special authorization, reasons shall be 
provided in writing to the member. 
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IV.5.2.6 Discretionan, ReDlacements 

lV.5.2.7 

The Dean shall have discretionary power to authorize a limited number of full or  
partial replacements for teaching members on sabbatical leave. The Vice-president 
(Academic), on the advice of the University Librarian, shall have discretionary power to 
authorize a limited number of full or  partial replacements for librarian members on 
sabbatical leave bearing in mind the needs of the library. Replacements for teaching 
members allocated by the Dean shall be on the basis of departmental or program need, 
paying particular attention to the needs of small departments and programs, and to the 
provision of the more frequent leaves accruing to departmentaüprogram three (3) year 
plans. Such replacements shall be allocated as well so as to give effect to special 
authorizations for sabbatical leave when required. 

Salary and Benefits 

1V.5.2.7.1 A member granted a six-month sabbatical leave shall receive the percentage of salary, 
as determined by the provisions of this Agreement, set out in the schedule below: 

Number of EYS Percentaee of salarv durine leave 

3 
3-112 
4 
4-112 

60 
80 
90 

I O0 

IV.5.2.7.2 A member granted a twelve-month sabbatical leave shall receive the percentage of 
salary, as determined by the provisions of this Agreement, set out in the following 
schedule: 

Number of EYS Percentaee of salarv durine leave 

6 
6-112 
I 
7-112 
8 
8-112 
9 

60 
70 
80 
85 
YO 
95 

1 O0 

IV.5.2.7.3 The Board shall provide to the member on sabbatical leave pension, life insurance, 
medical. dental. and other usual benefits. If the member while on sabbatical leave is on 
a salary of less than 100% of non-leave salary, the Board shall pay its contributions to 
the member's benefits 3s though the member were receiving non-leave salary, and in 
addition the Board shall pay that portion of the member's contributions, required by 
the difference between the member's actual salary while on sabbatical leave and non- 
leave salary. ?(on-leave salary is defined as the salary that would have been paid were 
the member not on sabbatical leave. 
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IV.5.2.7.3.1 Sabbatical Leave Support 

In order to provide support for sabbaticants who remain in Peterborough during their 
leave, the University will endeavour to provide office/lab/work space, as available. 

1V.5.2.8 Report on Leave 

A member returning from sabbatical leave shall submit a report, of no more than two 
(2) pages, explaining academic activities and accomplishments in relation to the 
proposed leave as required in IV.5.2.5.1 (b). This report shall be submitted to the 
DeanlUniversity Librarian within 90 days of the completion of the leave. The 
COAPlLibrary Personnel Committee shall review the reports. A summary of these 
reports, prepared by the Dean's Office, shall be published annually in the Trent Report 
o r  equivalent publication. 

IV.5.2.9 Alternative Remunerated Emplovment 

While on sabbatical leave, a member may accept awards or  research grants from 
fund-granting agencies, but may not normally devote the time released from teaching 
duties under IV.l.l (i) to remunerated employment. If alternative employment is part 
of the member's proposed use of sabbatical leave, this must be reported to the Dean, 
who may suggest or require a reduction in the number of EYS which may be applied to 
the sabbatical leave. 

IV.5.3 Unpaid Leaves 

IV.5.3.1 Procedures 

IV.5.3.1.1 Applications for unpaid leave shall be made at a time sufficient to ensure that a suitable 
replacement can be secured. Such applications shall uot be unreasonably denied. 

I V.5.3.1.2 Applications for unpaid leave shall contain clear indication of the period for whicb 
leave is being sought, the type of unpaid leave sought, and the purpose of the proposed 
leave, including whether or not employment elsewhere is  the purpose of the unpaid 
leave. 

IV.5.3.1.3 Applications shall be judged with due regard to the academidprofessional development 
of the member applying for the leave, the needs of the departmentiprograrnilibrary and 
equity considerations, with respect to other members. In the case of general unpaid 
leave, the personal preferences of members shall be given due weight, as shall 
consideration of public interest. 

lv.5.3. I ..I Applications for unpaid leave shall be reviewed by the member's 
departmentaUprograrnilibrary personnel committee and 
DepartmentaUPro~ram/I,ihrnrians' Committee and shall be transmitted promptly to 



IV.5.3.1.5 

IV.5.3.1.6 

the Dean by the departmental or program Chair, or in the case of librarians, by the 
University Librarian, together with the recommendations of these bodies, and the 
Chair's or University Librarian's own recommendation. 

The member shall be notified of the Dean's intended recommendation concerning the 
application for unpaid leave, with reasons in writing if the recommendation is to deny 
the application, and the member shall have ten (10) days to respond to the Dean's 
statement and to request reconsideration. 

Following recommendation by COAP, the Dean shall make a recommendation for 
unpaid leave, including the specifications of the type of unpaid leave, to the President. 
and the Board shall not unreasonably prolong the communication of a decision on such 
a recornmendation. 

IV.5.3.2 Terms of Unaaid Leaves 

IV.5.3.2.1 A member: 

(a) 

(b) 

shall not be granted unpaid leave of more than two (2) consecutive years; and, 

shall not be granted more than three (3) years of sabbatical leave, unpaid leave 
or full research leave in any seven-year period ending with the year in which a 
leave applied for would be completed. 

1V.5.3.2.2 Where warranted by very special, unexpected and unusual circumstances, the maxima 
specified in IV.5.3.2.l(a) and (b) above may be increased by no more than one (1) 
additional year. Requests for such an increase shall be subject to the procedures set out 
in IV.5.3.1 and must have the support of the member's DepartmenUProgram 
Committee and the additional leave shall, in every case wheregranted, be regarded as a 
general unpaid leave. 

1V.5.3.3 Reaiacements for Unpaid Leaves 

Members granted unpaid leave shall be replaced or  partially replaced. Such 
replacements shall he available to departmentslprograms or the library to meet the 
academic/library needs created by the unpaid leave. 

IV.5.3.4 Benefits and Entitlements 

IV.5.3.4.1 The Board shall provide for a period of up to two (2) consecutive years to a member on 
unpaid leave pension, life insurance, medical, dental, and other usual benefits. The 
Board shall pay both its contributions and the member's contributions, as though the 
member were receiving non-leave salary as defined under IV.5.2.7.3. In the case of 
unpaid leaves which entail alternative employment, members shall ascertain whether or 
not the alternate employer will pay the University's share of the above-listed benefits 
and shall provide copies of the correspondence to the Dean. 
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1V.5.3.4.2 

IV.5.3.4.3 

IV.5.3.4.4 

IV.5.3.4.4.1 

IV.5.3.4.4.2 

IV.5.4 

IV.5.4.1 

IV.5.J. 1.1 

IV.5.4.1.2 

IV.5.4.1.3 

A member, upon returning from academic unpaid leave, shall be placed at the salary 
step equivalent to the step that would have been attained without the leave. 

A member on general unpaid leave shall not be accredited with career development 
increments or EYS for tbe period of such leave. 

Where an increase in leave has been authorized in accordance with IV.5.3.2.2, COAP 
may recommend to the Dean the awarding of full or partial benefit entitlements for the 
extended leave period. 

Leaves for Probationaw Appointees 

Under special circumstances, and upon the approval of the 
DepartmentaVProgradLibrarians' Committee, the DepartmentaUProgramlLibray 
Personnel Committee, and the DepartmentaUPrograrn ChairlUniversity Librarian, 
members on probationary appointments may seek authorization for a maximum of one 
(1) year of sabbatical leave, unpaid leave or full research leave, but such period of leave 
must not be taken during a year in which they are to be considered for 
tenure/permanency. 

Limited Term Appointees 

Members on limited term appointments shall not be eligible for either sabbatical leave 
or unpaid leave. 

Other Leaves 

Political Leaves 

Trent University is committed to the principle that members of an academic community 
should be free to enter public life and to engage in political activity. 

Members shall be entitled to political leave for a maximum period of six (6) years in 
total as provided in Article IV.5.4.1.5. In exceptional circumstances, following initial 
granting of a leave, requests to exceed this six-year maximum shall be referred to the 
Joint Committee, whose decision shall be final. 

A member who intends to seek political office normally shall provide notice of such 
intent to the Dean/University Librarian at least three (3) months in advance of the 
expected commencement date of the leave. 
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lV.5.4.1.4 Campaign Period 

A member shall be entitled to a leave of absence from academic duties and 
responsibilities with pay as follows: 

i) for election to the Parliament of Canada or to the Parliament o f  Ontario: one (1) 
month: and, 

for election to a major civic position in Ontario: one (1) week. ii) 

I n  addition, a member shall be entitled to a leave o f  absenee from academic duties and 
responsibilities without pay for a period of one (1) month, normally, for election to 
Parliaments of provinces of Canada other than Ontario, and for a period of one (1) 
week, normally, for election to a major civic position in Quebec. 

I t  i s  expected that for the period of the leave of absence the member and the 
Department or Program ChairlUniversity Librarian will agree to rearrange the 
teaching, administrative or other duties to their mutual satisfaction. In the case of 
faculty members, the Dean shall be advised of these arrangements. 

1v.5.4.1.5 Election 

In cases where a member i s  elected to the public offices referenced in IV.5.4.1.4, above, 
a political leave o f  absence shall be granted as follows: 

i) Parliament of Canada or Provincial Parliaments: leave of absence without pay 
for a period not, normally, to exceed a total of six (6) years; and, 

Major paid Civic Post in Ontario or Quebec: a pro rata reduction in salary and 
duties not to exceed 25%. The member shall meet with the DeanNniversity 
Librarian within five (5) days of being elected, to make appropriate 
arrangements for teaching and other duties. The University shall contribute to 
the University benefit plans on the hasis of the actual salary paid to the member 
during the period of the leave. 

i i) 

IV.5.4.1.7 

The member normally shall advise the DeanlUniversity Librarian, at least six (6) 
months prior to the expiry of the political leave, of his o r  her intention to return to 
normal teaching and other duties. A member who intends to remain in elected office 
after the maximum period specified in IV.5.4.1.2 shall submit his or her resignation to 
the DeanlUniversity Librarian. I f  a member continues to serve in elected public office 
after the maximum period specified under IV.5.4.1.2, helsbe shall be deemed to have 
resigned from the University. 

A member elected to a major Civic Post in Ontario o r  Quebec shall be granted career 
development increments and EYS credits, as applicable. in proportion to the percentage 
of salary paid by the University while in such a position. 
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IV.j.4.1.8 

iV.5.4.2 

IV.5.4.3 

IV.5.4.4 

1V.5.4.4.1 

IV.5.4.4.2 

IV.5.4.4.3 

IV.S.4.4.4 

IV.S.4.4.5 

A member on unpaid political leave shall not be eligible for a Professional Expenses 
Fund as set out in Article IV.4. 

Preenancv and Maternitv Leave 

In the light of the ongoing professional responsibilities of members, the Board agrees to 
continue the past practice of allowing female members to choose up to seventeen (17) 
weeks of pregnancy and maternity leave immediately preceding and/or following the 
expected date of birth without loss of salary and benefits. I n  cases o f  a pregnancy and 
maternity leave, the teaching component of the member's duties will be replaced, in 
accordance with current practice, by either full-time or part-time faculty. For 
Professional Librarian members, the assigned duties component will be similarly 
replaced. 

Adoution and Paterniîy Leave 

Subject to providing the Dean, where possible, with prior written notice, a member 
shall be entitled to leave with full salary and benefits of up to five (5) days on the 
occasion of adopting a child. Fathers, upon the birth of a child, shall be entitled to the 
same benefit. 

Parental Leave 

A member may take a parental leave following the birth of a child, o r  the coming of the 
child into the custody and care of the member for the f i rs t  time. 

Parental leave may begin no more than thirty-five (35) weeks after the day the child is 
born or comes into custody and care of the parent for the f irst time. Parental leave ends 
eighteen (18) weeks after i t  began, or  on an earlier day if at least four (4) weeks' written 
notice of that day i s  given to the Dean or University Librarian, as appropriate. 

Parental leave i s  available to both parents. For the purpose of Article lV.5.4.4, the 
definition of parent may include a person with whom a child i s  placed for adoption or a 
person who is in a relationship of some permanence with the parent of a child and who 
intends to treat the child as his or her own. 

I f  the parental leave i s  taken in the context of the birth of a child, i t  must begin when 
the maternity leave, if any, ends. Where at the end of the maternity leave the child has 
not yet come into the custody and care of a parent for  the f i rs t  time, the provisions of 
section 38(b) of the Employment Standards Act o f  Ontario shall apply. 

The Dean or University Librarian, as appropriate, shall be notified, in writing, o f  the 
date of commencement of parental leave. 
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IV.5.4.4.6 Parental leave i s  a leave without pay. 

IV.5.4.4.7 The member's and the Board's contributions to the pension and benefits plans during 
the parental leave shall be paid by the Board on the basis of 100% o f  salary. For the 
purpose of sabbatical credits, any period of parental leave shall be considered as a 
period of service with the University. 

IV.5.4.4.8 When a member returns to work following a parental leave, compensation shall be the 
same as if the member had not been on leave. 

IV.5.4.4.9 A probationary member on maternity or parental leave shall, upon written request to 
the Dean or University Librarian at the time o f  hidher return to duties after the leave, 
have hidher maximum probationary period increased by one (I) year. In the case of 
two (2) o r  more such leaves during hidher probationary period, the maximum 
probationary period for the member may be increased by a maximum of two (2) years. 

IV.5.4.5 Sick Leave 

In cases where members are absent due to illness or injury and prevented from 
performing their duties, they shall be entitled to full salary and all other benefits for a 
period of six (6) months from the commencement of the absence. In cases where 
members are prevented from performing some of their duties, due to il lness or injury, 
they shall be entitled to ful l  salary and all other benefits for a cumulative period of six 
(6) months from the date of the f i rs t  such limitation on the performance of duties, 
appropriately pro-rated to provide for up to twelve (12) months of full salary and all 
other benefits. 

I f  the member qualifies for benefits under the Long Term Disability Plan, the specified 
benefit (see VIII.4.I(Ii)) will become payable after the expiry of the appropriate sick 
leave period. 

I n  the event of frequent absences the Board shall be entitled to request proof, in a form 
satisfactory to the Board, indicating the member is unable to fulfill duties. In an 
absence o f  more than two (2) weeks, a medical certificate will be required by the Board, 
in order that coverage under the Long Term Disability Plan can be initiated. For cases 
outside Canada the employer may, for either o f  the above situations, and at i t s  expense, 
require a second opinion from a mutually acceptable practitioner retained by the 
employer, and the member shall cooperate with the reasonable requests of such a 
practitioner. 

Members shall notify their departmental or program Chair o r  University Librarian as 
soon as possible o f  their absence and i ts estimated duration. 

IV.5.4.6 Coiirt I.eave 

lV.5.4.6.1 Xlemhcrs who are summoned to be witnesses o r  jurors by a court or any body with the 
power of subpoena. shall, if their attendance requires them to be absent from their 
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scheduled responsibilities, notify the Dean (or University Librarian) (copy to their 
Chair) of the summons as soon as possible. Upon request, members shall supply the 
Dean (or University Librarian) with a copy of the summons. 

IV.5.4.6.2 Members who have complied with the foregoing shall be granted leave of absence with 
full salary and benefits during the period of service to the court or summoning body. 

IV.5.5 Reconsideration of Leave Denial 

When the Dean recommends against a request for leave by a faculty member under any 
of the provisions of IV.5, o r  recommends against a request for leave by a librarian 
under the provisions of IV.5.1, IV.5.2 or  IV.5.3, the member may request that the 
President reconsider such recommendation. When the University Librarian 
recommends against a request by a librarian for leave under the provisions of IV.5.4, 
the member may request that the President reconsider such recommendations. 

IV.6 Outside Professional Activities 

IV.6.1 The nature of the professional competence of many members affords opportunities for 
the exercise of that competence outside the member's regular university duties, on both 
remunerative and non-remunerative basis. Recognizing that such professional 
activities can bring benefits to and enhance the reputation of the University and the 
capacity of members, the Board agrees that members have the right to engage in 
part-time professional activities, paid or  unpaid, including participation in learned 
societies and professional associations, provided that such outside professional activities 
do not interfere with the performance of the member's duties or the responsibilities of 
their academic appointment as set out in IV.1 of this Agreement. 

IV.7 Intellectual Propertv and Coovrieht 

IV.7(a) Subcontractinp bv Emalover 

The employer agrees not to enter into any agreement to subcontract the services of any 
member without securing to the member whose services are subcontracted all the 
rights, privileges and benefits accorded to members in this Article IV.7, nor shall the 
employer enter into any agreement to create or participate in a consortium of 
universities o r  government departments or private companies, for the purposes of 
research or development or commercial exploitation or the creation of intellectual 
property without securing to the members who may be seconded to or  employed by 
such consortia, departments, o r  private companies all the rights, privileges and benefits 
accorded by this Article IV.7. If the employer makes an agreement contrary to this 
provision and fails to secure the said rights, privileges and benefits to said members, the 
agreement shall not apply to members unless there is a special agreement in writing 
between the employer and the Association, upon the recommendation of the Intellectual 
Property and Copyright Committee (Article IV.7.6), to waive this provision in that case. 
Any member(s) who uses the employer's facilities while providing subcontracted 
services will provide reciprocal protection to the employer. 
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IV.7(b) Members with existing protection to intellectual property and copyrights arrangements 
with the employer may opt for provisions in this Agreement if they so choose. 

IV.7.1 Protection of Intellectual Propertv not Subiect to Copvrieht 

IV.7.l(a) i) The employer waives, disclaims and abandons, any interest in or claim to, any 
invention, improvement, design or  development made by a member without any 
use of the employer's funds, services, facilities, support and/or technical 
personnel. Demonstration of use of the employer's services or facilities by 
members lies with the employer. Members are required to give the employer 
immediate notice of any application made by them to legally protect intellectual 
property prior to filing such an application. 

Ownership of inventions, improvements, designs or developments shall vest in 
the member@) who developed it. The employer will share equally any revenue 
generated as a result of commercialization of any invention, improvement in 
design or development made by a member with the use, in whole or  in part, of 
the employer's funds, services, facilities, support and/or technical personnel. 
The use of normal academic facilities as defined in Article IV.1.3 shall not he 
considered use of the employer's services or facilities. Demonstration of use of 
the employer's services or facilities by members lies with the employer. 

There will be a joint committee established to negotiate issues related to the 
disclosure of intellectual property, the responsibilities of the employer and/or 
members regarding demonstration of the use of the employer's services or  
facilities and the proportionality of shared revenues based on a schedule of 
resources used and accrued interest, within the life of the agreement. 

Disputes as to what constitutes normal academic facilities shall be referred to the 
Intellectual Property and Copyright Committee for adjudication. No member 
shall make any application to protect intellectual property in respect of any such 
invention, improvement, design or development except in accordance with this 
Article. 

ii) 

iii) 

iv) 

v) For the purpose of this Article, the payment of salaries to members shall not he 
construed as use of the employer's funds. 

IV.7.l(b) Subject to Article IV.7(a), Article IV.7.l(a) shall not apply to any invention, 
improvement, design or development resulting from work financed by a grant o r  
contract where the granting or contracting body, as a condition of the grant or contract, 
requires that any patent rights be assigned to it. 

IV.7.l(c) The parties agree that members have no obligation to seek intellectual property 
protection for the results of their work, nor to modify research to enhance 
commercialization potential. The parties further agree that, except as herein provided, 
members have the unqualified right to publish their inventions, although such 
publiciltioii may be a bar to future application for protection of intellectual property. 
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IV.7.l(d) There shall be no obligation on the employer to enter into any agreement with the 
member in the development of intellectual property. Members who seek to exploit an 
innovative idea have the option to use or not to use the services of the employer for the 
development and exploitation of the idea. The employer shall have the f i r s t  option to 
carry out development of the intellectual property towards commercialization. I n  
either case, the member shall sign an agreement with the employer which governs the 
rights of the parties in accordance with this Article and sets out in detail the 
understanding between them as to the intellectual property and any subsequent costs 
and/or revenue. In the case of protection of intellectual property, the member shall, if 
the terms are satisfactory to the member, sign an agreement to take a l l  steps or actions 
necessary for the purpose of formally involving any approved intellectual property 
development agency (IPA) with whom the employer may have a contract. 

IV.7.l(e) I f  the intellectual property development agency (or agencies) with whom the employer 
has entered into agreement does (or do) not accept the invention for development, 
protection and/or commercialization, the employer may at i ts own discretion release the 
member from any obligation to the employer, thus permitting the member to proceed or 
not with development on an independent basis. 

IV.7.l(f) The costs and expenses involved in obtaining, protecting, maintaining, licensing and 
commercializing any intellectual property referred to in 1V.7.l(a) (ii) exploited through 
the services of an IPA wil l  be borne by the employer. Expenses incurred in respect of 
such intellectual property not exploited through the services of a IPA will be borne by 
the member. 

IV.7.l(g) All royalties received in respect of any intellectual property referred to in paragraph 
IV.7.l(a) (ii) wil l  be deposited in a separate account opened at the University in respect 
of that intellectual property (the "IP Account"). Where the University incurs expenses 
with respect to the efforts of an IPA, it may be immediately reimbursed from the 
appropriate I P  Account. Where members incur expenses in respect o f  intellectual 
property not exploited by the IPA, they may also be immediately reimbursed from the 
appropriate I P  Account. On April 30 of each year, reimbursement of any outstanding 
expenses incurred in the preceding year will be made from each IP Account. The 
amount remaining in each IP Account will be distributed in proportions agreed to by 
the member and the employer. The employer shall allocate its share to the academic 
andlor research budget. I t  may use its share at its discretion to provide such items as, 
but not exclusively restricted to, equipment and library resources to foster and 
maintain the academic and research environment generally in the University, and half 
of such resources shall be designated to acquisition of such resources in the department 
or program with which the inventor is affiliated. If the amount in any IP Account as of 
April 30 i s  not sufficient to reimburse the outstanding expenses o f  the employer or 
member as the case may be, those expenses shall be reimbursed to the estent possible 
and the amount of the deficiency shall he deemed to be expenses incurred in the 
following year. These funds and accounts shall be maintained in such il way as to be 
open for inspection to the Association's President o r  designate. 
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IV.7.1 (h) 

ïV.7.1(i) 

IV.7.2 

1V.7.2(a) 

IV.7.2(b) 

V.7.2(C) 

The member shall grant to the employer non-esclusive, royalty-free, irrevocable, 
indivisible and non-transferable right to use solely for the employer's internal use any 
intellectual property, improvement, design or development referred to in IV.7.l(a) 
above. Such right shall not include the right to transfer o r  exploit any product or 
process. 

The name and trademark of Trent University shall not be used in connection with any 
intellectual property without agreement o f  the member and the employer and shall be 
used upon request o f  the University in connection with any intellectual property 
referred to in IV.7.l(a) above. 

Members must verify protection o f  the employer against liability in the use/application 
of their independently created works. 

Contributions in the development of intellectual property shall at the request of the 
member be included in listings of publications and scholarly papers, in any curriculum 
vitae, in grant applications, and in reports prepared by the employer. 

CODVriehtS 

CoDvrieh t 

i) The parties agree that members hold the copyright in all their original literary, 
dramatic, musical and artistic works, with the exception of secondary print 
materials forming an integral part of an audio-visual production, which shall be 
subject to the provisions of Article IV.7.4. The employer also agrees and 
undertakes to transfer to the author and hereby transfers to the author any 
copyright which the employer may have in any original literary, dramatic, 
musical or artistic work created by a member, except as herein provided. 

Sub-paragraph (i) above does not apply to members who are employed by the 
employer or an agent of the employer to edit a journal or magazine except with 
respect to articles, reviews or literary pieces written by them. 

ii) 

Copvrieht in I'ectures 

The employer agrees that all rights in the copyright to lectures, laboratory manuals, 
and all other teaching materials including, but not limited to, multimedia instructional 
niateriûls prepared by and delivered by a inember using facilities as defined in Article 
IV.1.3 shall vest in the member. 

From the lime when a graduate thesis proposal has been finally approved by the 
Graduate Studies Committee. i t  shall be retained by the Graduate Studies Office for 
twelve ( I  2) months unless, by mutual agreement between the supervisor 0 1  the thesis 
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and the supervisee, it is decided that it may then be released and deposited in the 
Library. Otherwise, at the end of the hvelve (12) months the completed thesis will be 
deposited in the Library. 

IV.7.3 Copvrieht and Improvements in Computer Programs 

The regulations contained herein shall apply only to computer programs developed as 
part of a member's duties in the course of University employment. 

IV.7.3(a) Ownership 

i) The members shall hold the copyright in any computer programs developed 
during the course of the member's University employment. If the member ceases 
to be employed by the University, the employer shall have the use, for internal 
purposes, of such programs in perpetuity. 

The member shall grant to the employer a non-exclusive, royalty-free, 
irrevocable, indivisible and non-transferable right to use solely for the 
employer's internal use any computer program referred to in IV.7.3(a) (i) above. 
Such right shall not include the right to transfer o r  exploit any product or 
process. The employer shall take reasonable precautions to ensure that these 
computer programs are protected from unauthorized access, mutilation, 
copying, or amendment. 

Subject to Article IV.7(a), Article IV.7.3(a) (i) does not apply to any copyright 
resulting from work financed by a grant or contract where the granting or  
contracting body, as a condition of the grant or contract, requires that any 
copyrights be assigned to it. 

ii) 

iii) 

IV.7.3(b) Academic Credit 

Contributions in the development of computer programs shall at the request of the 
member be included in listings of publications and scholarly papers, in any curriculum 
vitae, in grant applications, and in reports prepared by the employer. 

1V.7.3(c) Commercialization 

i) The parties agree that members have no obligation to seek copyright protection 
for the results of their work, nor to modify research to enhance commercial 
potential. The parties further agree that, except as herein provided, members 
have the unqualified right to publish their computer programs, although such 
publication may be a bar to future commercialization of such programs. 

Members choosing to make their computer programs commercially available 
shall inform the employer in writing of their decision. 

The net profits accruing from the exploitation of the computer program shall be 
shared equally behveen the employer and the member. 

ii) 

iii) 
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iv) The fee or royal- to be charged shall he established by agreement between the 
member, with the assistance of the Association if requested, and the employer. I f  
the parties fail to reach agreement on such fee or royalty, i t  shall be set  by the 
Committee on Intellectual Property and Copyright (Article IV.7.6). 

The employer shall not unreasonably restrain the exploitation of the computer 
program. If, within îwo (2) months of the receipt o f  a written request by a 
member, the employer has not commenced negotiations with the member for the 
exploitation of the computer program, the employer shall be deemed to have 
waived any and all rights in the exploitation of the copyright of the said 
computer program and shall forego all fees, royalties, and other income. In this 
event, the employer's obligation under paragraph 1V.7.3 (e) (vi) shall cease. 

The cost and expenses involved in registering, protecting, maintaining, licensing 
and commercializing any copyright ("Copyright expenses") shall be borne by 
the employer in the event that University facilities were used in the creation 
process. The University shall be responsible for obtaining registration of any 
copyright and shall have carriage of any application for registration for such 
copyright. Al l  royalties received in respect of any copyright wil l  be deposited in  
a separate account opened at the University in respect of that copyright (the 
"Copyright Account"). Where the employer incurs copyright expenses, it may 
be immediately reimbursed from the appropriate Copyright Account. On Apri l  
30 each year, the employer shall be reimbursed from the appropriate Copyright 
Account for any outstanding copyright expenses incurred in that year. 

Fifty per cent (50%) of the amount remaining in the Copyright Account wil l  be 
distributed to the employer and the remaining fifty per cent (50%) wi l l  be 
distributed to the member. I f  the amount in  any Copyright Account as of Apri l  
30 i s  not sufficient to reimburse the outstanding copyright expenses of the 
employer, those copyright expenses shall be reimbursed to the extent possible 
and the amount of the deficiency shall be deemed to be copyright expenses 
incurred in the following year. 

v) 

vi) 

vii) 

IV.7.3(d) Multiple Copvrieht Holders 

i) Wlirre more than one (1) member is an author ora  computer program, any 
reference in this .Article 1V.7.3 to the 'member' shall be deemed to mean all 
members who are authors of the computer program, and the agreement or 
permission of the 'member' shall be deemed to mean the unanimous agreement 
or permission o f  all such members. 

R.leiiibcrs who are co-authors of computer programs shall agree among 
themselves as to the interest of each in the ownership of the member's share of 
the copyright, and also as to division of the member's share of royalties, fees, or 
other income. 

ii) 
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IV.7.4 Multimedia instructional Material 

IV.7.4(a) i) The regulations o f  IV.7.i apply only to multimedia instructional materials 
(including secondary-printed materials that are integral to the multimedia 
instructional materials and shall be only those that are necessary for the proper 
use of the multimedia material, but shall not include the text o r  script of the 
multimedia formats) which are prepared or developed by members in the course 
of their employment and which are produced with the assistance of direct 
employer funding or with the use of the employer's production facilities free of 
charge or at rates lower than those of local commercial establishments. 
"Multimedia instructional materials" shall include, but are not limited to, films, 
filmstrips, film loops, tapelslide programs, series of overhead transparencies, 
videotape or television programs, audiotapes, audio or video cassettes, and 
which are intended for broadcast on radio, television, by teleconference, o r  to be 
transmitted or received via the Internet or the World Wide Web. 

ii) A member who uses production facilities outside the University or who pays full 
commercial rates for the use of employer>'s facilities, is under no requirement to 
enter into any arrangement with the employer and the employer shall have no 
right, t i t le or interest in any copyright in any multimedia materials produced 
under this subparagraph IV.7.4(a) (ii). 

A member who proposes to use direct employer funding or the employer's 
facilities as described above, shall enter into a written agreement with the 
employer which i s  in accordance with this Article. 

For the purpose of this Article, the payment of salaries to members shall not be 
construed as use o f  direct employer funding. 

Use of facilities as defined in Article IV.1.3 shall not be considered use o f  the 
employer's production facilities. Demonstration of use of the employer's 
production facilities by members lies with the employer. 

iii) 

iv) 

v) 

IV.7.4(b) Production of Materials 

i) Content 

Members shall retain all moral rights iu the content of multimedia instructional 
materials, which includes, but i s  not limited to, the exclusive right to revise, 
rework or amend any work which, in  the opinion of the member, requires 
updating. The employer shall be notified and provided with an original version 
of the revised or reworked materials. 

ii) Coavrieht Clearance 

The member and the employer shall bear joint responsibility for securing 
copyright clearance on copyrighted materials which are used in any recorded 
production. The employer shall have carriage of the application for copyright 
and shall apply for clearances where necessary. 
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i i i) ,icademic Credit 

(1) The contribution of the member to any multimedia instructional 
materials shall be acknowledged in the original copies. 

Contribution to the content of multimedia instructional materials shall, at 
the request of the member, be included in the member's curriculum vitae 
and listings of publications and scholarly papers, and in grant 
applications and reports prepared by the employer. 

(2) 

iV.7.4(c) Ownershie 

i) The member shall hold fifty per cent (50%) and the employer shall hold fifty per 
cent (50%) of any right, title to and interest in  any copyright in any work 
defined in IV.7.4(a) (i), subject to the terms laid down in this Article. The joint 
copyright shall be identified on all copies of multimedia instructional materials. 
Secondary-printed materials that are integral to the multimedia material shall 
be considered part of the multimedia material for the purposes of this Article; 
such printed materials shall be only those that are necessary for the proper use 
of the multimedia material, but shall not include the text or script o f  the 
recording. A l l  other printed materials which are related to the production shall 
be covered by Article IV.7.2. Any dispute over the classification of such printed 
materialshall be settled in the manner provided for in Article IV.7.7. 

Subject to Article IV.7(a), Article IV.7.4(c) (i) shall not apply to any copyright 
resulting from work financed by a grant or contract where the granting or 
contracting body, as a condition of the grant or contract, requires that any 
copyrights be assigned to it. 

ii) 

iii) Assignment 

The member(s) shall not assign this copyright or any other rights and 
responsibilities which issue from this Article without the express written consent 
of the employer. 

iv) Retention of Master Copv 

The employer shall retain the master copy of a multimedia recorded production 
as defined in IV.7.4(a) (i), and shall take reasonable precautions to ensure that 
any such master copy i s  not damaged, erased, copied, amended or edited without 
the authorization of the member(s). 

I V.7.J(d) Internal Use 

i) The iiiternal use of materials defined in iV.7.J(a) (i) shall be for an initial period 
o f  use to he agreed upon by the member and the employer. Where no agreement 
i s  reached. the initial period shall be fixed by the intellectual Property and 
Copyright Committee. The initial period of  use may be renewed or  extended 
only by agreement between the member and the employer. 
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ii) Nothing in this Article shall be construed as permission to the employer or to 
any agent of the employer to broadcast the recorded works to the general public 
other than as explicitly provided for by agreement of the employer and the 
member. 

iii) The use o f  material licensed for internal use shall not be the basis for a decision 
by the employer to reduce the size of the department or program o f  the member 
who produced the recorded work, nor shall such material be the basis for a 
decision to lay off or terminate a contract of a member of the bargaining unit. 

iv) Comaensation 

A member who participates in the production of a multimedia recording covered 
by IV.7.4 shall not be entitled to receive additional compensation over and above 
regular salary except for any proceeds as set out in IV.7.4(e) (iv) below. The 
member shall likewise not receive residual compensation for any reuse within 
the University. 

IV.7.4(e) External Distribution 

Where a member has copyright in multimedia instructional material, distribution 
external to the University shall be only by agreement between the member and the 
employer and shall be subject to the following: 

i) A fee or royalty shall be charged to third parties wishing to use the work which 
shall be established by agreement between the member, with the assistance o f  the 
Association if requested, and the employer. I f  the parties fail to reach an 
agreement as to such fee or royalty, it shall be set by the Intellectual Property 
and Copyright Committee (Article IV.7.6). 

The employer shall not unreasonably restrain the exploitation of copyrighted 
works under tbis section. If within one (1) year of the receipt of an employee's 
written request for the exploitation of the recorded work, the employer has not 
commenced negotiations or signed a contract with the member for the 
exploitation of the recorded work, the employer shall be deemed to have waived 
any and all rights in the exploitation of the copyright of the said recorded work 
and shall forego a11 fees, royalties and other income. In this event, the 
employer's obligation under paragraph IV.7.4 (e) (iv) shall cease. 

The employer shall not lend or transfer a copy o f  the recorded work nor allow 
any agent to lend o r  to transfer such a copy to any third party outside the 
University without permission from the member(s). 

The provisions of IV.7.3(c) (vi) shall apply to multimedia instructional materials. 

ii) 

iii) 

iv) 
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IV.7.4(r) Availahilitv o f  Resources 

On application by the member, the employer, in i t s  sole discretion, may make available 
to members, without charge, production facilities and funds necessary to produce 
recorded works for use in the University's educational program. 

IV.7.4(g) Amendments. Editorial Changes and Withdrawal 

i) Members who believe their work i s  unsatisfactory for a proposed use because of 
obsolescence or other good reason may, subject to the availability of funds and 
production facilities, require the work to he amended, or may require its use to 
be withheld, except that the member shall not require such amendments or 
withholding within one ( I )  year of the production of the recorded work. Any 
dispute as to the bona f ides of the requirement to amend or tb withhold shall be 
settled in the manner provided for in Article IV.7.6. 

The employer shall have no right to cause a new production, revision or 
amendment of any multimedia material to be made without written agreement 
with any member who holds joint copyright in the existing material. 

ii) 

1V.7.5 Passine of Riehts 

On the death of a member o r  former member, any rights which the member had 
derived under this Article IV.7 or any agreement made in pursuance of this Article IV.7 
shall pass to the member's estate. 

iV.7.6 Intellectual Propertv and Copvright Committee 

The parties agree to establish an intellectual Property and Copyright Committee, which 
shall he composed of two (2) members appointed by the employer and two members 
appointed by the Association. The Committee shall be co-chaired jointly by one (1) 
representative o f  the Association and one ( I )  representative of the Board. The 
Committee shall meet at the call of any two (2) members to: 

i) 

ii) 

conduct such business as is referred to it; 

consider proposals for modifications or changes in the intellectual property and 
copyright Articles of this Collective Agreement; 

mediate any disputes arising out of this Article as per IV.7.7 below; 

receive from the employer any communication on the University's contract with 
an I P  development agency. 

iii) 

iv) 



IV.7.7 

IV.7.8 

IV.8 

1V.8.1 

IV.8.1.1 

IV.8.l.Z 

Complaints 

For the purpose of this Collective Agreement, the complaint stage of a grievance 
pertaining to intellectual property and copyright shall be referred to the Intellectual 
Property and Copyright Committee. I f  the Committee i s  unable to resolve the dispute, 
the remaining formal grievance and arbitration procedures provided for in Chapter VI 
of this Collective Agreement shall apply. 

Interoretation 

In this Article the singular shall include the plural and the plural the singular where 
appropriate. 

Personnel Files 

Every member has a right of access to any personal information ahout the member that 
is in the custody or  under the control of the employer except where such information i s  
subject to solicitor-client privilege or privilege attaching to material obtained or  
prepared in contemplation of or for use in litigation before a court or judicial or quasi- 
judicial tribunal or to communication in furtherance o f  settlement. All rights and 
restrictions of this Article IV.8 shall apply equally to all information banks that contain 
personal information. Members shall be advised of the location of all such information 
banks. 

A member's personnel f i le shall be kept in the office of the Dean or the University 
Librarian, with a copy in the office of the Chair of the member's department or 
program. The personnel file, as well as any and all subsidiary or supplementary 
departmental or program personnel files, shall be held so as to protect the privacy of 
the member and shall be accessible (with the exceptions and limitations stated in IV.8.1 
and IV.8.4.1) only to the Dean, the Chair of the member's department or program, the 
members o f  that department's or program's Personnel Committee, and the members o f  
COAP. 

A member's salary and benefits records shall he maintained in a separate f i l e  in the 
Department of Human Resources. 

The personnel f i le shall be the only f i l e  used in decisions respecting any and all terms 
and conditions of employment of a member, except where otherwise required by 
provisions of this Collective Agreement and subject to the exceptions in IV.8.1, above. 
The personnel f i l e  shall contain only material pertinent to the employment o f  the 
member. Information that has not been accessible to the member from the time it came 
into the custody o r  under rhe control of the employer shall be excluded from the 
personncl f i le and, subject to IV.8.1, from any other f i le used, as required above. in 
decisions respecting terms and conditions of employment, if the absence of the early 
access could reasonably he deemed to be prejudicial to the member, and no personnel 
decision ahout the member shall be made on the basis of o r  with the aid of such 
excluded information. 
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iv.n.2.i A member shall have the right, upon a minimum of two (2) days' written notice to the 
Dean or University Librarian, and/or departmenilprogram Chair, to examine hidher 
personnel f i l e  during normal business hours. With the limitations stated in IV.8.1.1, 
iV.8.6.1 and IV.8.6.2, there shall be complete access to the file. A member's access to 
hislher t i l e  maintained in the Department of Human Resources shall be on the same 
basis as above. 

Following such examination, and upon written request and at his/her own expense and 
at cost, a member shall be provided with a copy of bidher personnel file or of any of i ts  
contents. 

1V.8.2.2 A member i s  entitled to: 

(a) request correction of personal information contained in the member's personnel 
file where the member believes there is an error or omission; 

require that a statement of disagreement be attached to the information 
reflecting any correction that was requested but not made, 

(b) 

IV .8,2.3 Any material shall be added to the f i le upon the request of the member, provided that 
the member declares the manner of solicitation, if any, of the material. 

1V.8.2.4 A member may request, in writing to the Dean, that certain material in hislher 
personnel f i le be subject to confidential safeguards beyond those provided for in this 
Agreement. The denial of such a request shall not be the subject of a complaint or 
grievance. 

lV.8.2.5 Except at the request of a member, no anonymous material shall be kept in  hidher 
personnel file. Aggregated statistical information based on evaluations of teaching is 
considered to be anonymous. Except at the request of a member, no anonymous matter 
shall be used in any decision respecting the terms and conditions of employment, 
including appointment, of any member. 

iV.8.3 Each memher shall submit to the Dean or the University Librarian a curriculum vitae 
in the form prescribed by the Dean or the University Librarian, with a copy, where 
appropriate, to the departmental or program Chair, which curriculum vitae shall be 
hrouglit up to dare from time to time or upon an annual recluest by the Dean or 
Universit? 1,ibrarian. 

iV.8.4. I None of the contents of any personnel fi le or other employment-related files as 
referenced in lV.S.I.2, shall be released o r  made available to any person without the 
express written permission of the member concerned, except that the President may 
nutliorize certain officers o r  agents of the University or  of the Association to have access 
to these Tiles in the context of grievance and dispute resolution, other official 
administrative purposes. o r  for purposes conteniplated by the Collective Agreement. In 
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IV.8.4.2 

IV.8.5.1 

IV.8.5.2 

IV.8.6.1 

IV.8.6.2 

IV.9 

such cases, the authorized officers o r  agents shall hold these f i les so as to protect the 
privacy of the individual member, subject to the purpose for which authorization i s  
granted. The member and the Association shall be informed in writing, at least five (5) 
days prior to such access, with details of the material to which access has been 
authorized. The member shall be given the opportunity to add to these fi les a written 
statement on the accuracy or adequacy of the material before i t  i s  released. 

The Dean or University Librarian shall have access without the member's consent to a 
member's disability status, held in the Department of Human Resources, only if such 
information i s  necessary for assessing the member's capacity to carry out hidher 
workload. 

Letters of reference, assessment, and evaluation o f  performance o f  the member solicited 
for, o r  used in, career development decisions relating to the appointment, 
reappointment, o r  granting tenure to the member shall, three (3) years from the date of 
the granting of tenure, be transferred to the Office of the President where they shall 
remain closed for a period of ninety (90) years from the date of birth of the member. 

When a member's appointment terminates under any o f  the provisions o f  this 
Agreement, that member's personnel fi les shall, three (3) years from the date of 
termination, be transferred to the Office o f  the President where they shall remain 
closed for a period of ninety (90) years from the date of birth of the member. 

Material less than three (3) years old which was contained in any member's personnel 
f i l e  on February 14,1997, and which was solicited under an implied o r  express promise 
of confidentiality to the author shall be made available to the member, upon request, 
with the name of the author deleted. Older solicited material shall be destroyed unless 
the member specifically requests otherwise in writing. Upon such a request, the 
material remains in the f i l e  on the same basis as solicited material less than three (3) 
years old. Material which was contained in any member's personnel fi le on February 
14,1997, and which was not solicited shall be deemed not to be confidential and shall he 
made available in full to the member. 

A l l  unsolicited and solicited material produced o r  requested on a date later than three 
(3) months after February 14,1997, shall be made available in full to the member. 
Solicited material i s  material solicited for decisions respecting a member's terms and 
conditions of employment, including letters o f  reference, assessment, and evaluation of 
performance. 

- Safetv 

The Board shall notify members in detail o f  any responsibilities under law with regard 
to the safety o f  any employees and shall provide the instruction and materials required 
to meet any such responsibilities. Each member is expected to abide by approved safety 
rules and procedures and to take every reasonable precaution to minimize the risk of 
injuries resulting from accidents. 
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1V.10 

IV.11 

Relioious Observances 

Members shall be entitled to make reasonable rearrangements of their duties upon due 
notice to permit them to observe the religious obligations and practices of their faiths. 

Reprimand, Warnine. and Discipline 

No member shall be subject to reprimand or formal warning or to any other form of 
discipline without just and reasonable cause, but non-renewal of a member with a 
probationary appointment at the end of the stipulated term o r  the non-appointment of 
a limited term member to a further term shall not be considered as disciplinary, but 
rather shall be dealt with under the appropriate provisions of this Agreement. Such 
warning or  reprimand or other discipline shall be Confirmed in writing to the member 
and a copy placed in the member's file. 

lV.12 Scholarly Misconduct 

IV.12.1 The Policy on Scholarly Misconduct (referred to as "the policy"), approved by the 
Board of Governors of Trent University June 1,1995, i s  attached hereto as Appendix C 
and forms part of this Collective Agreement. 

lV.12.2 Any statement made by a member named io an allegation during mediation or 
settlement discussion at any stage of procedure under the policy, including any 
meetings held under paragraph 111.2 of the policy, shall be without prejudice and shall 
not be referred to or relied on in evidence at any later stage of the proceedings under 
the policy, including arbitration, or in proceedings outside the University. 

IV.12.3 A member named in an allegation and attending a meeting held as part of a formal 
investigation under the policy may, if he or she so requests, be accompanied by a 
representative of the Association or, with the Association's written agreement, be 
represented by any willing person. 

IV.12.J Where a member of the bargaining unit appeals to the President under paragraph 
111.12 of the policy, a copy of the President's response shall at the same time be 
fonvarded to the Association. 

IV.12.5 A grievance arising out o f  the imposition of a disciplinary penalty under the policy must 
be filed by the Association within thirty-five (35) days o f  receipt of the written notice o f  
disciplinary action under paragraph 111.1 1 o f  the policy. Such a grievance shall be 
referred directly to arbitration, notwithstanding any other provisions of Chapter VI of 
the Collective Agreement. seven (7) days after the date of the grievance. These time 
limits may be revised by mutual agreement OC the parties. 
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IV.12.U 

IV.12.7 

IV.12.8 

IV.12.9 

No person connected with the formal investigation o f  an allegation under the policy 
shall be appointed an arbitrator in any subsequent arbitration of the allegation. The 
arbitrator(s) shall hear all evidence de novo. 

Public or official statements by officers of the University roncerning au allegation, 
investigation andlor finding shall be consistent with the siihstance and/or stage of said 
allegation, investigation and/or finding. Such statements, including statements 
concerning disciplinary penalties imposed under the policy, shall be made by the 
University only on a "need-to-know'' basis, including as required by the funding 
agencies. However, arbitration reports issued in consequence of actions under the 
policy constitute public documents. 

Records of disciplinary penalties under the policy which are confined to a warning, 
reprimand or restitution shall be removed from the member's personnel files af ter  a 
period o f  three (3) years during which no further records o f  similar o r  more serious 
disciplinary action have been added to the member's files. Records of more serious 
disciplinary penalties under the policy shall be removed from the member's personnel 
files after a period of five (5) years during which no further records of similar or more 
serious disciplinary action have been added to the member's Tiles. Documents which 
are so removed shall be maintained in a separate f i le in the Dean's Office, with access 
on a "need-to-know'' basis and only in the context of personnel/employment decisions 
involving disciplinary action. Notice of access shall be provided to the member and to 
the Association. 

Nothing in this Article limits or restricts the University's rights pursuant to Article 1.3.2 
of the Collective Agreement. 
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CHAPTER V 

PROFESSIONAL LIBRARIANS 

V.1 

v.2 

v.3 

V.1 

V.4.l 

v.1.2 

v.1.3 

V.l. l  

Classification, Promotion Requirements and Salarv Scales 

Except where modified by this Agreement, the document entitled "The Classification, 
Promotion Requirements and Salary Scale of Librarians", Appendix A of this 
Agreement, shall remain in force during the l i fe  of the Agreement. 

Hours of  Work 

The normal hours of work for librarians with regular full-time appointments shall total 
thirtyfive (35) hours per week, which shall be scheduled on a fair and equitable basis to 
meet the operating needs of the Library. 

Vacation 

A Librarian member with less than ten (10) years service shall be entitled to twenty-two 
(22) working days of vacation, without loss of pay, during each year of employment. 
After ten (IO) years of service this entitlement becomes twenty-five (25) working days. 
Where the employment during the year i s  less than helve (12) months, or on a 
part-time basis, such entitlements shall be pro-rated accordingly. The University 
Librarian shall schedule vacations in  order to give the greatest possible consideration to 
the preferences of librarian members, taking into account the functioning of academic 
programs and the needs of students. 

Procedures Covernine the Appointment of the Universiîv Librarian 

The position of University Librarian, when vacant, shall be duly advertised in 
appropriate Canadian publications, including the CAUT Bulletin and Feliciter, and 
electronic distribution media relevant to librarians as established by the University 
Librarian in consultation with the Librarians' Committee, and these shall be placed so 
as to allow sufficient time for applications to receive due consideration. 

The University Librarian shall be appointed by the President on the advice of a Search 
Cornmittee which shall include at least two (2) members who are librarians. 

All candidates invited by the Search Committee for interview shall also meet librarian 
members. 

The Search Committee shall consult with librarian members prior to making its 
recommendations to the President. 
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V.J.5 The position of University Librarian shall not he used for redeployment of faculty 
members unless the procedures as outlined above have f i r s t  heen carried to completion. 

v.5 Academic Administrators 

Where librarians are appointed to administrative office or as members of the Board of 
Governors and are excluded by definition from the bargaining unit, they shall be 
deemed eligible for consideration by the Library Personnel Committee, COAP, and the 
University Librarian for  career development decisions, including merit awards, on the 
basis of their professional achievements over that period. Where an academic 
administrator or librarian member on the Board of Governors i s  awarded a merit 
award, such shall be in  addition to the number provided for in 111.9.2.1. 
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CHAPTER VI 

COMPLAINTS GRIF,V.ANCE .\ND ARBITRATION PROCEDURE, 
AND DIS;ClISSAL FOR CAUSE 

V1.I 

v1.2.1 

A grievance is a claim by a member or  group of members, by the Association or  by the 
Board that there has been a violation, misinterpretation, improper application o r  faulty 
administration of the terms and conditions of this Collective Agreement. 

Where the procedures expressly established in this Agreement provide for reviews and 
appeals prior to final decision by the Board, the parties agree that all such procedures 
shall he utilized in full good faith before any grievance is brought. 

v1.2.2 When such procedures have produced a decision which has been formally 
communicated to a member by the President, the Dean, or University Librarian, any 
grievance alleged by a member against this communicated decision may be submitted as 
a grievance by the Association to the Grievance Conciliation Panel provided in Article 
VI.6 below, with formal notice to the President. 

v1.3 

VI.3.1 

Comolaints 

Where there a r e  no such procedures provided, the parties agree to use every reasonable 
effort to encourage informal, amicable and prompt settlement of disagreements likely to 
lead to grievance arising from the administration of this Collective Agreement. 

V1.3.2 Informal discussions among the persons directly concerned in the matter giving rise to a 
complaint alleged to be grievable, covered by V1.3.1, shall commence within fourteen 
(14) days of when the act or  omission giving rise to the complaint has become known or  
ought reasonably to have become known to the complainant. Such efforts at informal 
settlement shall not be unreasonably prolonged. 

Vl.3.3 If the informal discussions provided in VI.3.2 fail to resolve the complaint within ten 
( I O )  days of their commencement, a grievance may be filed by either of the parties to 
this Agreement. But where it is a complaint by a member or group of memhers which 
is thought tu be gricvable, the member or  members involved, o r  the Association acting 
on their behalf, shall a t  this time first give written notice of this complaint to the 
President (or designate). The President (or designate) shall respond in writing within 
ten (10) days of receiving this notice, indicating the Board's response to the complaint. 

Such written notice of a complaint thought to be gricvable may be submitted by a 
member or group of members without seeking the consent of either of the parties to the 
Agreement. and its formulation or presentation, and the President's response thereto, 
shall not prejudice the !vag' in which the Association or  the Board may subsequently 
state a grievance relating to the matters involved. 
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VIA 

VI.4.1 

VI.4.2 

VI.4.3 

VI.5.1 

VI.5.2 

V1.6 

V1.6.1 

Grievance 

Except for the matters covered in V1.2.1, a formal grievance may be filed by either 
party, and only by them, within fifty (50) days after the act or omission giving rise to 
the grievance has become known or ought reasonably to have become known, provided 
that all the informal steps in V1.3.1,3.2, and 3.3 have been followed. 

Formal grievance proceedings shall be initiated in these cases by formal notice of 
grievance to the other party. The party receiving the formal notice shall make formal 
answer within ten (10) days of receiving this notice. 

The formal Notice of Grievance shall specify, so far as possible, the nature of the 
matter(s) in dispute, the provision(s) of this Agreement which has(hnve) allegedly been 
violated (including reference to past practices or other established authoritative 
procedures incorporated in this Agreement by articles of inclusion, where appropriate), 
the manner and date that the matter in dispute became known to the grievor, and the 
remedy or remedies sought. 

If either side is not satisfied with the disposition of the grievance in the formal response 
to the notice of grievance, it may submit the grievance to the Grievance Conciliation 
Panel, including a restatementof the claim in the light of the formal exchange, provided 
that it acts within fifteen (15) days of the receipt of the response provided for, or within 
twenty-five (25) days of filing formal notice of grievance, where there is no response. 

in cases involving a communicated decision at  the end of a procedure of reviews and 
appeals, expressly set forth in this Agreement, the Association if it chooses to file a 
grievance on behalf of a member, shall file it within hventy (20) days of its being 
communicated to the member, directly with the Grievance Conciliation Panel, including 
in the notice of grievance the elements required in Article V1.4.3. A copy of any such 
notice shall be simultaneously provided to the other party. 

Grievance Conciliation Committee 

A Grievance Conciliation Panel shall he constituted within thirty (30) days of the 
signing of this Collective Agreement and shall co.isist of six (6) persons: three (3) 
persons appointed by the Board and three (3) persons appointed by the Association. All 
members of the Panel shall hold an academic, academicladministrative, administrative, 
professor emeritus, or  professional lihrarian position or rank at the University. After 
such appointment, members of the Committee a re  not "representing" a party, but shall 
use their independent judgment in attempting to resolve grievances. The members of 
the Panel shall choose one of their members as Secretary to receive all formal 
notifications and communications, keep a cumulative record of all recommendations of 
Grievance Conciliation Committees, and prepare the agenda for periodic meetings of 
the Panel. These records of the Panel shall be open to the partics. 
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V1.6.2 

VI.6.3 

V1.6.4 

V1.6.5 

V1.6.5.0 

V1.6.5.1 

V1.6.5.2 

V1.6.5.3 

\'l.b.5.4 

Each grievance submitted to grievance conciliation pursuant to VI.5.1 or V1.5.2 shall be 
heard by three (3) members of the Panel, one (1) chosen from the Panel by each party 
and a Chair chosen by the two (2) conciliators thus selected. If they cannot agree, the 
choice will be determined by lot. 

Terms of individuals chosen for the Panel shall be two (2) years. No person shall sit on 
the Committee in relation to any grievance which would involve a conflict of interest 
because of a personal involvement in the matter that gives rise to the grievance. Should 
a member of the Panel resign, be unable to serve her/his full term of office, o r  be 
disqualified by conflict of interest, then the party or the Panel members who made the 
appointment, as the case may be, shall name a temporary replacement, as necessary, or 
for the remainder of that member's term. 

A Grievance Conciliation Committee shall begin its inquiries into the grievance for 
which it was appointed within thirty (30) days after the grievaoce is referred to it by the 
Grievance Conciliation Panel, and the Committee shall announce its recommendation 
within ten ( IO)  days of concluding its inquiries, if possible, and, in any case, within sixty 
(60) days of the Committee being established. 

The following rules and procedures shall be observed by the Grievance Conciliation 
Committee: 

It is not intended that the Grievance Conciliation Committee shall possess the powers to 
summon and enforce the attendance of witnesses and to compel them to give oral or 
written evidence in the same manner as a court of record in civil cases. 

Each Grievance Conciliation Committee shall determine its own rules of procedure for 
its inquiries. provided that it gives reasonable opportunity to the parties to make 
submissions to it, and permits the parties to be present during all presentations, and to 
be represented by persons of their choice, if they so choose. 

The Committee shall give the parties reasonable notice of the meetings for the 
presentation of submissions. The Committee shall not meet with either party in the 
absence of the other except with the agreement of the other party. 

A quorum of the Committee in all its meetings shall be the three (3) members of the 
Committee. 

The parties shall have access to all documents which the parties deem relevant to the 
grievance, 2nd they shall make these documents available to the Committee if they 
consider them to be pertinent to its inquiries. 
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V1.6.5.5 

V1.6.5.6 

VI.6.5.7 

The parties agree to give full cooperation to these committees in their inquiries, and to 
use all their authority to secure such cooperation from their members and/or officers. 

The Committee shall conduct its inquiries in a manner that shall be and shall be seen to 
be fair and equitable, and all meetings at which the parties are present shall he open 
unless either party requests their closure. 

The Committee of the Panel shall render its recommendation, including any minority 
recommendation or recommendations, in writing, and shall send copies to the aggrieved 
member, the Association, and the Board, and any other member involved or affected by 
the grievance. The membership of the Committee of the Panel in process of hearing a 
particular grievance shall not change unti l  i t s  recommendation i s  rendered, except with 
the written consent of the Association and the Board. 

VI.6.5.8 The records of the Committee shall remain confidential and shall be retained for three 
(3) years by the Secretary of the Grievance Conciliation Panel. 

V1.6.6.1 The Committee of the Panel shall confine i tsel f  to the grievance submitted to it, and 
shall have no authority to determine any other issue or issues not submitted to it. 

V1.6.6.2 The Committee shall not have jurisdiction to amend or add to any of the provisions o f  
this Collective Agreement, nor to give any recommendation inconsistent with the terms 
of the Collective Agreement. 

V1.6.6.3 The Committee shall not be barred from dealing with the substance of a grievance 
because of a technical violation, irregularity or failure to follow procedures in this 
Collective Agreement. 

VI.6.6.4 By mutual agreement, the parties may elect to refer a particular grievance to a 
one-person Conciliation Committee. In such cases, the same procedures shall apply, 
mutatis mutandis. 

VL7.1 Five (5) days after receiving the recommendation, the parties shall meet to ascertain 
whether they can reach a formal agreement on the hasis of the conciliation 
recommendation. 

V1.7.2 There may be as many such meetings as the parties desire, provided that a decision by 
either party to carry the grievance to arbitration cannot he made later than fifteen (15) 
days after transmission of the conciliation recommendation to the parties. 

V1.7.3 I f  a grievance is resolved by the parties prior to arbitration, either on the basis o f  the 
conciliation recommendation or othenvise, the Secretary of the Grievance Conciliation 
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vi.a.1 

V1.8.2 

VI.8.3 

V1.9 

VI.9.I 

Panel will be advised, in writing, of the outcome. If the grievance is referred to 
arbitration, the Secretary will be provided with a copy of the correspondence referring 
the matter to arbitration. The  Secretary will also be provided with a copy of the 
arbitration award, within five (5) days of receipt by the parties. 

The  time limits established by this chapter may be revised by mutual agreement of the 
parties. By agreement of the parties, the grievances covered by V1.2.2 may be taken 
directly to arbitration. 

No resolution o r a  grievance shall constitute a precedent in any subsequent arbitration 
unless there has been a formal agreement signed by both parties. 

When there is no formal agreement on the resolution of the grievance a t  these 
discussions, the parties may nevertheless agree in writing to narrow the issues for 
arbitration. 

Arbitration 

Any grievance processed in accordance with the grievance procedures may be 
submitted to arbitration by either party within fifteen (15) days of receipt of the 
recommendation of the Grievance Conciliation Committee. 

V1.9.2 The  notice referring the matter to arbitration shall specify whether the party giving the 
notice desires a single Arbitrator o r  a Board of Arbitration, and if the latter, shall 
specify the party's appointee to the Board of Arbitration and shall be delivered to the 
other party in writing who shall within fifteen (15) days advise the other party if they 
do not wish a single Arbitrator, and, if applicable, the name of its appointee to the 
Board of Arbitration. The party referring the matter to arbitration shall appoint its 
nominee within five (5) working days of being advised of the appointee of the other 
party. It is the right of the Board or  the Association to have any grievance referred to 
arbitrrtioii heard by an Arbitration Board rather than a single Arbitrator. 

Where a single Arbitrator determines the grievance, the following shall apply: V1.9.2.2 

the parties agree that the following persons serve as single Arbitrators on a 
rotating basis so long as this Collective Agreement continues to operate: 

Kevin Burkett 
Jane Devlin 
Pamela Picher 
Owen Shime 

the persons specified in (a) above shall serve as single Arbitrators in rotation 
according to the order in which they are listed. If an arbitrator is not available 
or qreeahle to commence hearings within thirty (30) days of being notified of 
Iicr/liis requested appointment, the next person on the list shall be selected, and 
so on. until one of those on the list is available. For the next arbitration 
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thereafter, the person who appears on the l i s t  immediately after the arbitrator 
last selected shall be next in the sequence o f  selection. However, by mutual 
consent in writing, the parties may select a listed arbitrator out of turn o r  select 
an arbitrator not on the l i s t ;  

(c) if none of the persons on the l ist  specified in (a) above can or wil l  act within the 
required time, and if the parties do not agree on another arbitrator in 
accordance with (b) above, the parties, within fifteen (15) days shall ask the 
Ontario Minister of Labour to appoint such single Arbitrator; 

where either party chooses to have a three-member Arbitration Board, it shall 
consist of a nominee from each of the parties and a Chair to be chosen on a 
rotation basis from the panel of arbitrators provided in VI.9.2.2(a) and in the 
manner provided in VI.9.2.2(b) and V1.9.2.2(c). 

(d) 

VI.9.3 The single Arbitrator or the Board of Arbitration shall determine its own procedures 
but shall give full opportunity to all parties to present evidence and make 
representations. 

V1.9.4 The single Arbitrator o r  Board of Arbitration shall confine itself to the grievance 
submitted and shall have the power to amend technical deficiencies o f  the grievance and 
modify penalties including disciplinary penalties but shall not by i ts decision add to, 
delete from, modify or otherwise amend the provisions of this Agreement, nor shall it 
decide any other issue than that submitted to it. 

VI.9.5 

V1.9.6 

v1.9.7 

V1.9.8 

No person shall be appointed as an arbitrator who has been involved with or has 
attempted to negotiate or settle the grievance or who has any other conflict of interest. 

Each o f  the parties shall bear the expense of i ts  appointee, if any, to the Arbitration 
Board, and one-half (112) of the expense of the Chair or single Arbitrator. The parties 
shall pay their own expense of appearing at the hearing of the Arbitration Board. 

Where the grievance concerns a charge o f  discrimination pursuant to Articles 1.2.4.1 or 
1.2.4.2 and the grievor demonstrates the existence of a pattern consistent with 
discrimination, the arbitrator(s) shall require the party against whom the grievance is 
filed to show that there was no discrimination in fact. 

Without limiting the operations of other appropriate provisions of this Chapter, the 
Arbitrator(s) shall have the power to award compensation, but only to the extent of 
recovery o f  monetary losses actually suffered by an individual member or party arising 
from the proven breach. 

v1.10 Dismissal for Cause 

VI. 10.1 Dismissal s h a l l  be only for just and reasonable cause. 
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V1.10.?.1 Dismissal means the termination o f  any appointment by the Board without the consent 
of the member. as follows: 

i) for tenured members, before the point of retirement established pursuant to this 
Agreement; 

for non-tenured members, before the end of the appointment period, as specified 
in their letters of appointment or re-appointment, and/or as provided under the 
terms of this Agreement. 

ii) 

V1.10.2.2 As the sole exception to the definitions stated above, neither layoff nor termination of 
appointment for reasons o f  financial exigency, pursuant to Chapter VI1 o f  this 
Agreement, shall constitute dismissal. 

V1.10.3 iMembers afflicted by physical or emotional inability to carry out their reasonable 
duties, upon submission o f  adequate proof, shall be granted compassionate leave 
without pay, except as provided in the long-term disability insurance scheme for 
members or as may be voluntarily granted by the University. Such leave shall not 
exceed four (4) years unless covered by the long-term disability insurance scheme, 
except by agreement of the University, the Association and the member. 

VI. 10.4 Dismissal proceedings shall be initiated when the President, upon being satisfied that 
there appears to be adequate cause to justify a recommendation for dismissal, notifies a 
member in writing to meet informally and privately to discuss the prima facie grounds 
for dismissal, no earlier than seven (7) days and no later than fourteen (14) days after 
receipt of such notification. The President shall advise the Association of the 
commencement of dismissal proceedings as soon as possible after the notification to the 
member and prior to any meeting between the President and the member. I f  agreed by 
the President and the member, there may be additional informal meetings. 

VI.lO.5 A resignation in writing by a member under threat of dismissal, o r  in consequence of un 
action or artions by a representative of the Board in violation of this Agreement, shall 
not be accepted as a valid termination of the member's appointment if it is forntally 
rescinded by the member within two (2) weeks of i ts  submission. 

V1.10.6 Up to two (2)  other persons may be present whom the President considers useful to such 
discussion, and the member shall be accompanied by a personal advisor and/or a 
representative of the Association. 

VI. 10.7 .At the informal meeting(s), the prima facie grounds for dismissal shall be informally 
reviewed, to ascertain whether there i s  an agreed alternative to carrying forward 
dismissal proceedings. 
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V1.10.8 

V1.10.9.1 

VI.10.9.2 

V1.10.9.3 

VI.10.9.4 

VI. 1 o. 1 O 

v1.10.11 

Vl.lO.12 

V1.10.13 

I f  the President remains satisfied after the meeting(s) that there i s  adequate cause to 
justify recommending dismissal, or if the member, having a reasonable opportunity to 
meet with the President within the time limits of Vf.iO.4 fails to appear for an initial 
meeting within the time limits set above and the President remains satislied that there 
remains adequate cause to justify recommending dismissal, the President shall notify 
the member and the Association in writing of the grounds for dismissal alleged against 
the member no later than twenty-one (21) days after the last of the meetings that may 
have been agreed to by the member and the President under VI.10.4, or, if there were 
no meetings, after the time limits for such meetings provided in VI.10.4. 

The grounds for dismissal in such a notification shall be stated in sufficient detail to 
allow the member to prepare a defence, and the provisions of this Agreement thought to 
apply shall be expressly quoted. 

No later than twenty (20) days prior to the commencement of the arbitration hearings, 
the member may request additional particulars of the grounds for dismissal as specified 
in such notice, and the President shall supply the same no later than ten (IO) days after 
such request. 

No later than twenty (20) days prior to the commencement o f  the arbitration hearings, 
the President may clarify in writing the initial statement of grounds for dismissal. 

The statement of grounds as provided for under VI.10.8 and restated as provided under 
VI.10.9.2 and VI.10.9.3 shall constitute the final notification of grounds for dismissal. 

Failure of the President to provide the required notification within the designated time 
shall terminate the dismissal proceedings, unless the delay of notification shall have 
been occasioned by circumstances beyond the President's control. 

I f  the proceedings are terminated at this or subsequent stages, the President shall not 
reinstitute dismissal proceedings based on the evidence constituting prima facie 
grounds for dismissal which led to the initial meeting or, where proceedings end a f te r  
final notification, on the specific charges there detailed, provided that the Arbitration 
Board has the power to amend technical deficiencies o f  the dismissal proceedings. 

The member may terminate the proceedings at any time by resignation. I f  the 
resignation i s  submitted after formal convening of t h e  Arbitration Board, i t  shall take 
effect immediately, notwithstanding the provisions o f  VI.I0.5. 

Where the termination o f  proceedings comes about as a result of a formal agreement by 
a member to certain conditions which are themselves consistent with this Agreement. 
failure to adhere to such terms may he included among grounds îor dismissal in 
subsequent proceedings. Such special agreement of conditions shall be in writing and 
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VI.IO.14 

VI.10.15 

' VI.iO.16.1 

VI.10.16.2 

VI.1 O. 16.3 

V1.10.17 

VI.10.18 

v1.10.19 

shall he signed by the member only after approval by the Association that the 
conditions appear to be consistent with the Agreement. 

Following commencement of dismissal proceedings, a member shall be relieved of all 
duties under the provisions of IV.1 of this Agreement, until dismissal proceedings are  
terminated. 

Within thirty (30) days after notification of grounds for dismissal, there shall be 
established an Arbitration Board to determine whether there is just and reasonable 
cause for dismissal. 

The onus lies on the President to establish just and reasonable cause, and the evidence 
to be presented shall be limited to the grounds stated in the final notification of 
grounds. 

The President and the member shall advise each other in writing of the documentary 
evidence upon which each relies and produce copies of such documentary evidence to 
the other five (5 )  days prior to the commencement of the arbitration hearing. 

Student evaluations completed and prepared in accordance with written University 
procedures in effect at the time of such evaluations shall be accepted as prima facie 
evidence without requirement of oral substantiation from students. Peer evaluation of 
the member by committees under University procedures in effect a t  the time of such 
evaluation shall be accepted as prima facie evidence without requirement of oral 
substantiation from members of those committees. 

The Board shall make its nominee for the Arbitration Board at  the same time as.its 
notification of grounds as provided in V1.10.8,~~ in a notice taking a grievance to 
arbitration, pursuant to Article VI.9.2, and the Board shall notify the Association when 
it notifies the member. 

If the Association agrees to take the part of the member in the establishment of an 
Arbitration Board, the Association shall so notify the President and the member within 
ten (10) days of the receipt of notification of grounds for dismissal, as provided for in 
V1.10.8. I f  the Association has not acted to nominate a member of the Arbitration 
Board within ten ( IO)  days of their statement of willingness to do so, the President shall 
notify the iiiember. 

If the member notifies the Association within five ( 5 )  days of receiving notilication of 
grounds for dismissal, as provided for in V1.10.8, that representation by the Association 
is not requested. or if the .Association does not agree to take the part of the member in 
the establishment of an Arbitration Board. the member may act independently in 
establishing and pursuing the arbitration. In such event, the member shall possess all 
the rights and obligations assigned in these provisions to the parties. 
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V1.10.?0 I f  neither the Association nor the member subject to dismissal proceedings lins acted to 
nominate a niember of the Arbitration Board within thirty (30) days of the receipt of 
notification by the member of grounds for dismissal, as provided for in V1.10.8, the 
President may proceed to recommend dismissal of the member, upon five (5) days' 
additional notice to both member and Association. The President shall not 
unreasonably refuse a request îrom either Association o r  member subject to dismissal 
proceedings for  a further delay o f  up to ten (10) days before final action is taken. 
Failure by the Board to nominate an arbitrator terminates the dismissal proceedings, 

VI.10.21.1 The Arbitration Board in dismissal proceedings shall be governed by all the principles 
which apply to an Arbitration Board established to determine a grievance pursuant to 
VI.9. 

VI.10.21.2 If the Arbitration Board finds just and reasonable cause for dismissal, i t  may in its 
discretion award a sum not to exceed six (6) months' salary to a member upon 
dismissal, and the President may proceed to recommend the member's dismissal to the 
Board. No further action can be taken by the member. 

v1.10.22 Under VI.10, notification to the member shall be deemed to have been given if such 
notice is conveyed by personal service or sent by registered mail to the individual's last 
known address shown on University records. Notification under VI.10 will be deemed 
to have been received on the date of personal service or on the seventh (7th) day 
(exclusive of Saturdays, Sundays and recognized holidays) following the date of mailing 
if sent by registered mail. 
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CHAPTER VI1 

FIXANCIAL EXIGENCY 

VII. I . I  I f  the Board believes that a financial exigency, within the meaning ofVII.2, exists, it 
shall give notice to the Association and the Senate of such belief. As of the date of such 
notice, the procedures specified in this chapter shall apply, and the Board shall not 
create any new academic or administrative positions prior to completion of the review 
and renegotiation process as provided under VIL3 and V11.4. Within two (2) days of 
giving notice of the belief that a financial exigency exists, the Board shall supply the 
Association with the information that convinced the Board of the existence of the 
exigency. 

VII.1.2 In i t s  notification, the Board shall specify the reduction in expenses that it believes to be 
necessary to alleviate the financial exigency and the proportion of this reduction that it 
believes shall be applied to members' salaries and benefits. 

VIL2 Financial exigency is a situation in which the University has experienced sustained and 
substantial deficits which are reasonably projected to increase and the persistence o f  
which would threaten the survival of the University. 

VII.3.1 Within five (5) days of the notice specified in VII.l.l, the parties shall each nominate a 
person to an Exigency Review Committee. The persons so named shall not have been 
employed by the University during the three (3) years immediately preceding such 
notification. They shall meet at the call of the President, hut in any case within five (5) 
days o f  their being named, and shall choose a third (3rd) person to serve as Chair. If 
either party fails to name an appointee within the specified time, or  i f  the two (2) 
appointees fail to agree upon a Chair within five (5) days of their f i rst  meeting, the 
appointment(s) may be made by the Cli;iirman of the Canadian Human Rights 
Commission. 

ViI.3.2 The Committee shall meet within ten (10) days of the selection of the Chair as specified 
in Article V11.3.1. I t  shall set i ts own rules of procedure, shall complete its hearings 
within thirty (30) days of its first meeting, and shall report its findings to the parties 
within sixty (60) days of i ts  first meeting. The Committee shall have access to all 
information i t  deems pertinent to its task. Each party shall make a submission to it and 
shall have an opportunity to comment on the other's submission. 

VII.3.3 The Committee's terms of reference shall be to verify whether a financial exigency as 
defined in  V I 1 2  exists. To do so. i t  shall (a) verify whether the University has 
experienced sustained and substantial deficits; (h) verify whether the deficits a r e  
reasonably projected to increase; (e) verify whether the persistence o f  such deficits 
would threaten the survival of the University; (d) verify whether reasonable reductions 
have heci i  made in all areas of the University's expenditures and whethcr in view of the 



University's needs and its established academic goals layoffs of members constitute a 
necessary type o f  cost saving; and (e) verify whether the Board has made reasonable 
efforts to increase revenues to overcome the projected deficits. 

VII.3.4 The Committee shall also verify whether the reduction in expenses as specified by the 
Board under V11.1.2 is  reasonable in  the light of these deficits experienced and 
projected and whether the Board's statement of the proportion o f  this reduction that 
shall be applied to members' salaries and benefits is reasonable in the light of the 
University's needs and established academic goals. The Committee may recommend 
variations in these levels and proportions and it may recommend to the Board 
additional steps the Board might take to remedy the exigency. 

V11.3.5 If the Committee does not agree on a report, the report o f  the majority shall be deemed 
to be i ts report; if there is no majority, the Chair's decision shall be the decision of the 
Committee. 

VII.3.6 If the Committee finds that an exigency does not exist in the sense o f  VII.3.3, then the 
Board shall be precluded from invoking the provisions of this chapter for eighteen (18) 
months from the date o f  the report. 

VII.3.7 Costs of the Committee shall be borne by the Board. 

V11.3.8 Unless a state of financial exigency has been established in accordance with the 
provisions of VII.3.3, VII.3.4, and VII.3.5, no members shall be laid off o r  dismissed 
without cause. 

VII.3.9 When the report of an Exigency Review Committee verifying that a financial exigency 
exists is made known to the Association, the Association shall invite members to make 
available to it agreements to make use ofvoluntary designs bringing about savings in 
expenditures for members' salaries and benefits which are provided in accordance with 
Articles 111.3.4.1,111.3.4.2, IV.2.3.1, IV.2.4, and 1V.5.3 of this Agreement. Al l  savings 
produced by such agreements shall be applied directly to the reductions verified by the 
Committee. The Association shall also invite departments and programs to make 
recommendations concerning any terms and conditions of employment which might he 
renegotiated in order to bring about savings in the expenditures allocated to members' 
salaries and benefits. 

VII.4 I f  the Committee verifies that a financial exigency exists, reductions in the budgetary 
allocation for salaries and benefits of members shall not exceed the amount required to 
reduce the total budget for such salaries and benefits to the level specified by the Board 
(under Article V11.1.2) and confirmed by the Committee (under Article V11.3.4). 
Further, a thirty-day period shall elapse before any procedures for layoffs are invoked. 
During that period, the parties shall meet and coder with respect to the implications of 
the financial exigency. I t  shall be open to them, notwithstanding any provisions to the 
contrary elsewhere in this Agreement, to renegotiate provisions of this Agreement 
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bearing directly on salaries and benefits, or to reach other mutually acceptable 
emergency methods of reducing expenditures that could avert layoffs or decrease their 
number. All savings produced by such changes shall be applied directly to the 
reductions verified by the Committee. 

V11.5.1 If a requirement for layoffs cannot be eliminated in accordance with proceedings under 
Article VII.4, the parties shall establish an Academic Advisory Commission, which shall 
determine the ways in which layoffs are distributed among departments and programs. 

v11.5.2 The Academic Advisory Commission shall he composed as follows: 

(a) within five (5) days of the end of the thirty-day period specified in Article VII.4, 
the parties shall each name two (2) persons from outside the University as their 
appointees to the Commission; 

the four (4) persons so named shall meet at  the call of the President, hut in any 
case within five (5) days of their being named, and shall choose a fifth (5th) 
person to act as Chair; if they fail to agree within five (5) days of their first 
meeting, the Chair shall be appointed by the Chairman of the Ontario Arts 
Council. The Chair so named shall assume his duties within fifteen (15) days of 
being named. 

(b) 

V11.5.3 Costs of the Commission shall be shared equally by the parties. 

Vll.5.4 The Commission shall hold its first meeting within fifteen (15) days of the naming of its 
Chair, and shall he required to report within thirty (30) days of its first meeting. It 
shall follow its own rules of procedure and shall have access to all information it deems 
pertinent to its task. 

VII.6.1 The Commission shall distribute the reductions required by the Board in members' 
salaries and benefits so as to minimize the damage to the academic needs of the 
University, provided that no department or program shall have its salary and benefits 
budget reduced by a percentage that is more than 1.5 times the percentage reduction in 
the budget for members' salaries and benefits, as verified under V11.3.4 and adjusted 
under VII.4. 

V11.6.2 If the Commission does not report within the time limit specified in VII.5.4, cuts in 
budgets for members' salaries and benefits shall be made pro rata among all 
departments and programs according to the following formula: 

department's/prograni's salary total budget 
and henetits hudcet for memhers ?( reduction required in 
total salary and henetits 
budget for members benefits 

members' salaries and 
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VII.6.3 

V11.7.1 

V11.7.2 

VIL8 

V11.9 

The number o f  members to he  laid off in a department or program shall he determined 
by dividing the reduction required in the department's or program's siilaries and 
benefits budget (as determined under V11.6.1 or V11.6.2) by the average salary 
(including benefits) for all members in the University. The resulting figure shall be 
rounded to the nearest whole person. 

If, following the thirty-day period specified in VII.4, a need for layoffs remains, 
departments and programs shall be notified of that fact by the Dean. Within five (5) 
days of such notice, a Special Committee shall be established in each department and 
program, constituted as follows: 

(a) as Chair, a member of the department or program elected by a two-thirds (2/3) 
vote o f  members within the department or program; or, if the members cannot 
secure agreement upon a Chair within the five (5) days specified, a Chair 
designated by the Dean, such Chair to be a distinguished person from the same 
discipline but from outside the University; 

the Dean, or designate: and, 

a third (3rd) person chosen jointly by the other two (Z), who shall be a member 
from a cognate discipline. 

(b) 

(c) 

The Special Committee may designate not more than twenty per cent (20%) o f  
members in the department o r  program (rounded to the nearest whole person) as being 
exempted from layoff on grounds of academic contribution and promise. The Special 
Committee shall set i t s  own procedures, shall have access to all information it deems 
relevant, and shall report i ts  decisions, if any, in writing to the Dean and the parties 
within fifteen (15) days of i ts  formation according to V11.7.1. I f  the Special Committee 
for a department or program finds that it is unable to designate some or all o f  the 
twenty per cent (20%) of members it is empowered to designate under terms o f  this 
article, the procedures under V11.9 shall be implemented notwithstanding. 

The following shall he exempt from layoff under the provisions of Chapter VII: 
professional librarian members: University professors who were appointed to their 
positions at least six (6) months prior to the notification of financial exigency under 
VII.1.1; Chairs of Special Committees under Vll.7.l(a): and members who are listed as 
being exempted from layoff by a Special Committee under VII.7.2. 

Following the decisions of the Academic Advisory Commission under VII.6.1 o r  the 
determination of reductions under V11.6.2, which shall be communicated to the parties, 
the departments or programs required to lay off members and the members thus 
affected shall he notified in  writing of the fact and. subject to the provisions o f  Vl1.6, 
V11.7, and VII.8, o f  the names of those specific members who are to be laid off. 
according to length o f  serv ice at the University so that those with least seniority within 
each affected department or program are laid of f  first. Length of service shall be 
reckoned îrom the date of tenure at the University. and. failing a distinction there, from 
the day of first regular appointment in the University. then f irst appointment in a 
regular academic position, then f i rst  appointment in any full-lime academic position. 
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VII.10 

VIL1 1 

VI1.12 

V11.13 

V1I.I-l 

Thereafter, s t i l l  M i n g  distinction, the distinction shall be achieved by lot. The Dean 
shall forward to the President the names of those recommended for layoff. 

After the selection of members who are to be laid off, but prior to the implementation of 
such layoffs, such members shall be considered for retraining for or appointment to 
vacant positions in the University. I f  the retraining or appointment i s  to a vacant 
academic position, members shall retain their former academic status, including credits 
for sabbatical leaves, salaries and benefits. I f  the retraining i s  approved by the Board, 
the Board shall pay all reasonable costs relating to the plan o f  retraining. 

The President shall recommend to the Board the layoff of those members whose names 
have been forwarded by the Dean and for whom alternatives to layoff have not been 
found under the provisions of Article VII.10. The President shall at the same time 
notify such members of their impending layoffs, stating in writing that the layoff is for 
reasons of financial exigency alone. 

The Board shall provide each member who is selected for layoff with: 

(a) not less than twelve (12) months' written notice of the proposed date of layoff o r  
salary in lieu thereoî; and 

one ( I )  month's salary for each year of service in the University in an academic 
rank, as well as a further six (6)  months' salary for tenured academic staff 
provided that, in no case, shall the payment to the tenured members be less than 
twelve (12) months' salary or more than twenty-four (24) months' salary. 

A i l  payments under VII.12 shall be based on the individual's total salary including the 
employer's contributions to pension and other benefit plans for the member's final full 
academic year of service at the University. I n  no case shall the number of months' 
salary paid under this paragraph exceed the time remaining until the normal 
retirement age o f  the member. 

(b) 

A member who is laid off shall enjoy access to library and computer services facilities 
(provided that costs of the latter are paid for by the member), and, if facilities are 
available, to office and laboratory space, until alternative employment is secured or 
recall rights expire, whichever occurs first. 

A member who has been laid o f f  shall have preference for appointment over any other 
candidate if. within a period of four (4) years, a full-time appointment suitable to the 
laid-ol'f member's professional qualifications becomes available within the University. 
A member shall be given one (1) month to decide whether to accept recall and, if so, the 
member shall be given a reasonable period of time, not to exceed an additional six ( 6 )  
months, to complete existing employment obligations. 
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VII.15 

V11.16 

Laid-off members who a r e  recalled shall repay any portion of the allowances specified 
in paragraph VII.12 which exceed their entitlement had they continued to hold their 
former appointments. 

Layoffs under the provisions of Articles VII.1 through V11.15 shall he recorded and 
reported as being solely for reasons of financial exigency: w c h  layoffs do  not constitute 
dismissal for cause. 
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CHAPTER VI11 

SALARIES AND BENEFITS 

VIII.1 Salarv Scales 

The salary scales shall be as set out in Schedules A and AA. 

VJII.2 ComDensation for DeDartmental and Program Chairs 

Chairs and Directors of academic departments/programs/schools shall have the choice 
of receiving during their term as Chair/Director either an annual stipend of $4,883 or 
an additional 1/2 EYS per year of service as ChaWDirector beyond those EYS's to 
which they would have been otherwise entitled. Where the full duties of a 
Chair/Director are carried out by a less than full-time member (e.g. part-time, 
reduced-time, partially-retired), the additional V 2  EYS shall be adjusted upwards by 
dividing .5 EYS by the member's specified proportion of full-time employment. 

The stipend of $4,883 stated above is for 2002/03. It  shall be increased annually 
thereafter in accordance with the salary adjustment as set out in Schedule AA. 

v111.3 Stioend for Overload Teaching 

VI11.3.1 The stipend for courses taught outside the regular academic session payable to 
members under the provisions of Article III.12 of this Agreement shall be twenty per 
cent (20%) of the salary specified for step B1 in the rank of Assistant Professor for a 
ful l  credit course and ten per cent (loo/.) for a half credit course. For all  courses taught 
between May and August inclusive, the basis of the calculation of the stipend shall be 
the scale prevailing on May 1 of that year. 

YllJ.3.2 Except for courses which are taught as part of normal teaching responsibilities under 
III.12.3.1 and courses which are banked as provided under IlI.12.3.2, when a member 
has agreed to teach a course outside the regular academic session and the enrolment in 
the course is less than fifteen (15), the member may elect to teach the course for a 
reduced stipend. The stipend shall be reduced by 4% for each student by which the 
course enrolment falls below fifteen (15). If the enrolment in a course outside the 
regular academic session is fewer than ten (IO), the course will not be offered on the 
reduced-stipend basis defined above. 

v111.3.3 Members teaching reading courses outside the regular academic session shall be paid a 
stipcnd of 5321 for a ful l  credit course and 5161 for a half credit course. 
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VIII.1 Benefits 

VIII.4.1 As a minimum, and subject only to the eligibility provisions of the various benefit plans 
which are summarized below, members shall be provided with the following: 

- E1 - Boardemployee premiums as determined by the Federal government. 

- CPP - Board/employee premiums as determined by the Federal government. 

- WSIB - Board premiums as determined by the province. 

Semi-private Hospital Accommodation - Board pays 100% o f  this coverage. 

Extended Health Care - Single or family coverage, as appropriate. Board pays 
100% of premium - $25 single/S50 family annual deductible. Coverage includes, 
but is not limited to, the following: 

i) Prescription drugs; 

ii) 

iii) 

Private nursing where ordered by attending physician; 

Difference in  cost between semi-private hospital accommodation and 
private accommodation; 

Contact the Department of Human Resources regarding details o f  the 
further coverage which i s  provided, including ambulance, prosthetic 
appliances, speech therapy, etc. 

iv) 

Additional Extended Health Benefits - Board pays 100% of premiums: 

i) 

ii) 

iii) 

iv) 

v) 

Vision care - A two hundred dollar ($200) optical benefit which shall be 
available once in any twelve (12) consecutive month time period in 
accordance with the terms and conditions of the Plan, effective July 1, 
2000; ' 

Hearine aids - to be reimbursed up to five hundred dollars ($500) every 
four (4) years per family member; 

Deluxe Health Plan While Outside Canada; 

Paramedical Services - Payment for services of practitioners licensed as 
Chiropractors, Osteopaths, Chiropodists, Podiatrists and Naturopaths. 
including a maximum of one (1) X-ray examination per Benefit Year 
ordered by each licensed practitioner. The maximum amount payable in 
any Benefit Year, over and above the treatment limitations of the 
provincial health plan and where not prohibited by law, i s  5300 per 
person for treatments by each practitioner; 

Massage Therapy - up to two hundred dollars ($200) per year per family 
member; 

111 



vi) Dental Plan - Single or family coverage, as appropriate, equivalent to 
Blue Cross #9 - updated annually each July I based on previous year's 
ODA Schedule - Board pays 100% of premium. 

Orthodontic Treatment - Single or family coverage, as appropriate; 
%2,000 lifetime maximum per eligible family member; 50% co-insurance 
(Le., carrier and staff member pay half each of eligible orthodontic fees), 
effective July 1,2000; 

GronD Life insurance - term insurance equal to 1.5 x annual salary (Board pays 
100%) - plus optional coverage 2x, 3x, o r  4x annual salary, and additional 
optional survivor income benefits for spouse and/or children. (Employee pays 
100% of premium on options.) 

Lone-term Disability 

Board self-insures for absence from sicknesslinjury for six (6) months (see 
IV.5.4.5 - Sick Leave) - after six (6) months, where total disability, LTD coverage 
provides a monthly benefit of the lesser of IE13,OOO or 75% of insured earnings. 
This is a taxable benefit. Board pays 100% of premium. 

Limited Term appointees are eligible for LTD coverage, provided that the 
benefit entitlement does not extend for more than two (2) years after the expiry 
of the term appointment, and provided that the disability arose during the 
period of the term appointment. 

v111.4.2 The Corirribiitow Pension Pian for TUFA Empiovees of Trent Universi@ (hereafter the 
"Plan") and the Sunplemental Retirement Arrangement for Members of  the Contributort, 
Pmsioir Pfari for TUFA EmDfOVeeS o f  Trent Universi4 (hereafter the "SRA"), as 
amended from time to time, form part of the Collective Agreement and may only be 
altered or amended by mutual written and signed agreement of both parties. 

VIII.4.3 For those insured plans which are non-statutory, the Board reserves the right to tender 
the benefits contract, change the carrier, etc., provided only that equivalent benefit 
levels are maintained. 

v111.5 Dependents (spouses and children) of members enrolled in the University shall, where 
they are not successful in receiving a Scholarship under Appendix B, have their normal 
academic fees waived for the duration of this Agreement. Admissions and progression 
standards for such students shall be those applicable to other students in the University. 

V111.6 Retirees 

All bargaining unit retirees of 65 or over are entitled to the privileges provided under 
Senate's ,\pril Y, I996 "Appointments of Professors and Librarians Emeriti" policy. 
'The title under this clause for Professional Librarian retirees shall he "Librarian 
Enie ri tu s " . 
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VI11.7 

VIII.7.I 

VIII.7.2 

VI11.7.3 

VI11.7.4 

Flexible Benefits Plan 

Each member shall receive an annual Flexible Benefits Plan credit of $150 (increased to 
$200 effective July 1,2000) which shall be administered in accordance with current 
practice and may be credited toward: 

(a) 

(b) 

(e) 

(d) Trent Express Bus Pass. 

Professional Expenses Fund (see IV.4); and/or, 

membership in the Trent University Athletic Facilities, at Faculty rates; andor,  

Trent University Parking Fees for "Red" parking lots; and/or, 

Each Flexible Benefits Plan credit must be used entirely within the year of its issue and 
may not be carried forward to future years, except only in the case of the Professional 
Expenses Fund where the "carry-over'' rules specified in IV.4 shall apply. 

Flexible Benefits Plan entitlements shall be appropriately pro-rated in the case of 
appointments which have terms of less than one year. 

In the event the tax status of the Flexible Benefits Plan changes such that it becomes a 
taxable benefit, the arrangement may, at  the request of either party, be opened for 
immediate renegotiation. 
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SCHEDULE A 

SALARY SCALES 

FACULTY 

AI ......... 
A2 
A3 
A4 
A5 BI 
A6 9 2  
A7 9 3  
A8 8 4  
A9 95 
AI0 B6 
(Al l )  B7 
(A12) 8 8  

9 9  
910 
BI1 
BI2 
913 
914 
(915) 
(9 16) 

......... ...... Lecturer 

.._...... ...... Assistao1 Professor 

CI ...... ......... Associate Professor 
c 2  
c 3  
c 4  
C5 
C6 
c 7  
C8 
C9 DI ...... Full Professor 
CIO D2 
C11 D3 
Cl2 D4 
CI3 D5 
CI4 D6 
CI5 D7 
CI6 D8 
CI7 D9 
CI8 DI0 
(C19) DI1 
(C20) DI2 
(C?I) DI3 

DI4 
DI5 
Dl6 
D i 7  
DIS 
DI9 
(D20) 
(D21) 
(D22) 

JULY 1/02. 

40,034 
42,161 
44,287 
46,413 
48,827 
51,251 
53,682 
56,108 
58,537 
60,963 
63,096 
65,221 
67,349 
69.477 
71,603 
73,730 
75,855 
77,982 
79,793 
81.638 
83,483 
85,328 
87,173 
89,017 
90,863 
92,709 
94,849 
96,398 
98,243 
100,089 
101,934 
103.778 
105,623 
107.468 
109,314 
111,159 
113.005 
114,852 
116,695 
118,540 

PROFESSIONAL LIBRAWANS 

1.1 
1.2 

ii.1 1.3 
II.2 1.4 
n.3 
0.4 

üi.2 ü.6 
m.3 n.7 
iiI.4 ii.8 

iV.1 üI.6 (II.10) 
N.2 m.7 
IV.3 iiI.8 
N . 4  II1.9 
Iv.5 m.10 
1V.6 I K I I  
IV.7 m.12 
N.8 (iii.13) 
iV.9 (I11.14) 

üi .1  n.5 

111.5 (0.9) 

N.10 
IV.] I 
N .12  
N.13 
N.14 
N.15 
N.16 
IV.17 

(N.18) 
(IV.19) 

NOTE A bracketed rankistep (e g. C19) designates a corresponding salary step which is attainable in that rank 
only hy way o f3  merit award. 

* See Schedule ,\A Parity for liuiure revisions to the salary scales 
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TKENT a -P 
U N  I V E  R S I T Y  

Department of Human Resources 
1600 West Bank Drive 

Pelerborough, Ontario, Canada K9J 7Bü 
Tek (705) 748-1460. F A X  ('105) 748-1276 

Memo to: 

From: 

Date: July 23,2003 

AI1 Members of the TUFA Bargaining Unit 

David Mahy, Associate Vice-president (Human Resources) 

Subject: sc- 

Please find enclosed a revised Schedule A, Salary Scales which is incorporated into the 
Collective Agreement (July 1,2002 to June 30,2005). * 

A Memorandum of Understanding was signed by the Parties on June 24,2003, as per Schedule 
AA of the Collective Agreement. The salary increase of 7.80% is arrived as follows: 

1. 
2. 
3. 

The Disparity Correction percentage for 2002-2003 is 4.83%; 
The Parity Maintenance percentage for 2002-2003 is 2.97%; 
The salaries of all members of the bargaining unit shall be increased by 7.80%, effective 
2359 Hours on June 30,2003; the increases shall be paid in July, 2003; and the salary 
scales in Schedule A of the Collective Agreement shall be amended accordingly. 

Please refer to the TUFA website for details on the calculations. 

Enclosure 

C.C. P. Dawson, President 
Trent University Faculty Association 



...... .a.... ...... Lecturer 43,158 
FACULTY 
AI 
A2 45,450 
A3  47,741 
A4 50.033 
A5 BI .. I... ...... Assistant Professor 52,636 
A6 8 2  55249 

A8 8 4  60,484 
A9 85 63,103 
A10 8 6  65,118 
(Al l )  B7 CI  ...... Associate Professor 68.017 

70,308 
c3 72,602 8 9  
c 4  74,896 BI0 
c5 71,188 81 I 

BI2 C6 19,481 
BI3 c 7  81,772 

CE 84,065 814 
(815) c 9  DI Full Professor 86,011 
(816) CIO U2 88,006 

CI  1 D3 89,995 
CI2 D4 91,984 
CI3 D5 93,972 
C I 4  D6 95,960 
CIS D7 97,950 
C I 6  D8 99,940 
CI7 D9 102,247 
CI8  DI0 103,917 
(C19) DI1 105,906 
(CZO) DI2 107,896 
(CZI) DI3 . 109,885 

DI4 111,873 
DI5 113.862 
DI6 115,851 
Di7 117,840 
DI8 119,829 
DI9 121,819 
W O )  123,810 
(D21) 125,797 
(D22) 127,786 

A brackeied ranWstep (e.g. C19) designates a corrtsponding salary 

A7 83 57.869 

(A12) 8 8  c 2  

~~ 

NOTE: 

JL!lium- 
1.1 
1.2 

11.1 1.3 
11.2 1.4 
11.3 
11.4 

111.1 11.5 
111.2 11.6 
111.3 11.7 
111.4 11.8 
111.5 (11.9) 

1V.I 111.6 (11.10) 
1V.2 111.7 
IV.3 111.8 
IV.4 111.9 
IV.5 111.10 
IV.6 111.11 
IV.7 111.12 
IV.8 (111.13) 
IV.9 (111.14) 

IV.10 
IV.11 
IV.12 
IV.13 
IV.14 
IV.15 
IV.16 
IV.17 

(IV.18) 
(IV.19) 

step which i s  attainable in that rank 



Schedule A.4 

Parity 

I.  SALARY ADJUSTMENTS 

1.1 Introduction 

The parties hereby agree that salaries of  members of the bargaining unit will be adjusted as set out below 
and Schedule A -Salary Scales will be revised accordingly. 

1.2 Disoaritv Correction 

Commencing with the July 1,1999 to June 30,2000 contract year and each contract year 
thereafter, an across-the-board scale adjustment effective 2359 Hours June 30 of  each contract 
year equal to the disparity behveen average salaries at Trent and average salaries in the Ontario 
system based on Statistics Canada data for faculty salaries for the immediately preceding 
academic year shall be calculated in  June of each contract year and paid effective 23:59 Hours 
June 30 of the contract year. For example, in June of  2000 disparity will be calculated on the basis 
o f  Statistics Canada data for 1998-1999. 

1.3 Parity Maintenance 

In addition, commencing with the July 1,1999 to June 30,2000 contract year and each contract 
year thereafter, an across-the-board scale adjustment effective 2359 Hours June 30 of  each 
contract year for parity maintenance equal to the system average base-salary adjustment for that 
contract year shall be calculated in June of each contract year and paid effective 23:59 Hours June 
30 of  the contract year. For example, in June of 2000 parity maintenance will be calculated on the 
basis of  the system average base-salary adjustment for 1999-2000. 

1.4 Total Salarv Adiustment 

The total salary adjustment arising from 1.2 and 1.3 shall be determined by the formula 

AS=Max 10.0, SAA+DISCI if SAA > = O, (i.e. =greater o f  zero or the parity maintenance 
adjustment plus the disparity correction) if the parity maintenance adjustment i s  greater than or 
equal to zero 

AS=Max [SAA, SAA+DISC] i f  SAA CO, (i.e. = greater o f  the parity maintenance adjustment or the 
parity maintenance adjustment plus the disparity correction) if the parity maintenance adjustment 
is less than zero 

or  

where SAA i s  the parity maintenance percentage (see 2.2) and DISC i s  the disparity correction (see 2.5). 
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2. METHODS FOR CALCULATING COMPONENTS OF SALARY ;\DJt!STMENTS 

2.1 Comparison GrouD 
“System” means the following universities: 

Brock Carleton Guelph 
Lakehead Laurentian MciMastei 
Nipissing Ottawa Queen’s 
Ryerson Polytechnic Toronto Waterloo 
Western Ontario Wilfr id Laurier Windsor 
York 

2.2 

2.2.1 

Calculation o f  Paritv Maintenance throueh the Svstem Averaee Base-salarv Adiustment (SAA) 

The basesalary adjustment at each university in the system shall be the aggregate cost, expressed in 
percentage terms, of the following adjustments: scale or  across-the-board adjustments; adjustments 
designated as catch-up or cost-of-living adjustments; anomaly adjustments; special adjustments other 
than one-per-year career-development increments (CDI), progress-through-the- ran^ increases (PTR), 
and merit awards. 

The base-salary adjustment shall exclude the cost of: one CDJ, PTR and merit increase per year, 
discretionary or otherwise; adjustments in administrative stipends; adjustments in overload stipends; 
benefit or fringe-benefit adjustments including adjustments in research allowances, professional-expense 
funds and equipment-purchase allowances; onetimeonly payments or reductions such as bonuses and 
unpaid days. 

Base salary adjustments shall be counted toward the calculation of the SAA for the contract year during 
which they become effective. 

The system average base-salary adjustment SAA shall be the simple average of the basesalary 
adjustments at each university i n  the system. 

The data used for the calculation of SAA shall be based on the facts of each university’s settlement. When 
those facts are not available for any university for any reason at the time when the calculation i s  to he 
done, the parties shall endeavour to agree on a reasonable estimate of the base-salary adjustment for the 
missing university. Failing such agreement, that university shall be omitted from the calculation. 

Calculation of the Svstem Averaee Salary (SAS) 

In each contract year i n  which a calculation of disparity i s  done under 1.2, the system average salary (SAS) 
shall be calculated using Statistics Canada data for the preceding contract year in the non-medical-dental 
appointment category for Faculty With and Without Administrative Duties and for all subjects taught. 
SAS shall be the sum of the average salaries published by Statistics Canada, classified according to faculty 
members’ ranks-and-ages, for the sixteen (16) universities in  the system other than Trent, with each rank- 
age category average weighted by the proportion of  Trent faculty who occupy the category. 

The weighting factor for Trent faculty shall be calculated as 

2.2.2 

2.2.3 

2.2.4 

2.2.5 

2.3 

2.3.1 

2.3.2 
W i  = iUi/Zi(Ni) 

= (number in  cell) divided by (sum of  all cells) 
where Ni i s  the number of Trent faculty reported hy Statistics Canada in rank-age category i and ‘Ti(...)” 
means “Sum the quantity within the parentheses Over all categories i”. (When there are no Trent faculty 
in category i, Ni  is  equal to zero.) 



2.3.3 

2.3.4 

2.4 

2.5 

3 

3.1 

3.2 

3.2.1 

3.2.2 

3.2 

The system average salary shall be calculated as 
SAS = Zi(WiuSCAi) 

= sum of [(weighting factor) times (system category average)] 
where the System Category Average SCAi i s  the average of salaries reported by Statistics Canada in rank- 
age category i for all the universities listed in 2.1 above. 

The effect o f  the calculation in 2.3.3 i s  to adjust the system salary for the difference of rank-age profile 
between the system and Trent. 

Calculation of the Trent Averaee Salarv (TAS) 

In each contract year in which a calculation of  disparity i s  done under 1.2, the Trent average salary (TAS) 
shall be calculated using Statistics Canada data for the preceding contract year in the non-medical-dental 
appointment category for Faculty With and Without Administrative Duties and for all subjects taught. 
TAS shall be the sum of  the rank-age category average salaries published by Statisties Canada for Trent, 
with each category average weighted by the proportion of Trent faculty who occupy the category. 

Calculation of the Disnaritv Correction 

The disparity, if any, between Trent average salary and system average salary shall be calculated as 
DISC = 100.0 x (SAS-TAS)/TAS 

= 100 times [(system average salary) minus (Trent average salary)l divided by (Trent 
average salary) 

where DISC i s  called the disparity correction, SAS i s  calculated as in 2.3.3 and TAS is  calculated as in  2.4 
(DISC i s  positive when Trent salaries are less than system salaries, zero when Trent and system salaries 
are equal, and negative when Trent salaries are greater than system salaries) 

IMPLEMENTATION AND DISPUTE RESOLUTION 

Meetings 

Beginning in June 2000, the parties shall meet annually i n  June to determine the salary adjustments to be 
effective 2359 Hours on the upcoming June 30 described above. They shall make every reasonable effort 
to reach agreement on the salary provisions. 

FIilsple 

If complete Statistics Canada data for the calculation of the System Average Salary (2.3.1) and/or the 
Trent Average Salary (2.4) are not available for any university for any reason in June of  any year, the 
most recent available data (e.g. the data for the year before the year for which the data i s  missing for that 
university) shall he used in  calculating the Disparity Correction. 

I f  the parties fail to agree on a parity maintenance number through the SAA for any contract year by June 
30 of that contract year, the President of OCUFA and the Chair o f  the CSAO together shall within three 
weeks determine an SAA number for the purposes of these salary provisions, failing whlch the parties will 
settle outstanding disputes with regard to the SAA, university by university, by the toss of a coin. 

Grievances Relating to this Schedule 

Any disputed calculation relating to components of salary adjustments and any dispute about 
implementation of  this Schedule shall be subject to the grievance and arbitraiion provisions of  the 
Collective Agreement. 
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4 .JOINT CO.MMITTEE ON P.iRITY 

4.1 The parties will establish a joint committee on parity. The committee will meet on a regular basis to 
discuss issues and exchange information with respect to parity and matters related thereto. 

5 MISCELLANEOILS 

5.1 Notwithstanding the provisions of clauses 1.2 and 1.3 above that any Disparity or Parity Maintenance 
adjustments will commence from 2359 Hours June 30,2000 forward, the parties agree that the Disparity 
Correction adjustment in February 2000 in accordance with clause 1.5 of the parties’ January 27,1998 
Memorandum of Understanding on Parity will be paid retroactively without interest to July 1,1998 in the 
event that that Disparity Correction adjustment requires any payment. 

For clariîy, the parties confirm that the outcome of the February 2000 Disparity Correction adjustment is 
relevant to and will be applied in respect of the first Parity Maintenance adjustment referred to in clause 
1.3 above. For example, if the Disparity Correction adjustment as per clause 5.1 above was-3.0 and the 
first Parity Maintenance adjustment as per clause 1.3 above was +2.0%, there would be no scale increase 
to salaries effective 2359 Hours June, 30 2000. Alternatively, if the Disparity Correction adjustment as 
per clause 5.1 above was -1.5 and the Parity Maintenance adjustment as per clause 1.3 above was +2.5%, 
there would be a 1.0% scale increase to salaries effective 23:59 Hours June 30,2000. 

5.2 
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APPENDIX A 

THE CLASSIFICATION, PROMOTION REQUIREMENTS AND 
SALARY SCALES OF LIBRARIANS 

1. The rank classification for librarians has four (4) levels: 
Librarian I, II, III and IV. 

While Librarians at the beginning of their professional careers will normally be appointed at the 
floor of Librarian I, a higher initial rank/ classification may be assigned with due regard to both 
professional and non-professional prior experience. Other factors influencing initial 
rankklassification assignment may include market factors and equity among hirings over the 
immediately-preceding three-year period. The Library Personnel Committee shall be consulted in 
relatioii to all initial ranWclassification assignments for new Librarian appointments. 

Each rank has a number ofsalary levels or steps above the rank floor, as follows: 

2. 

' 

3. 

Librarian I - 4steps 

Librarian II - 8 steps 

Librarian III - 12 steps 

Librarian IV - 17 steps 

In addition, there are two (2) additional steps at the top of each rank above Librarian I, which may 
be achieved in each rank only by way of a merit award (see 111.9.2.2). 

Normal progression within each rank i s  based on successful performance of duties and continuing 
development as a librarian, archivist, or other specialist. 

Criteria for promotion to the next rank are as follows: 

(i) I to II 

(ii) 11 to III 

4. 

5. 

Competence in the performance of duties in the library, 

(a) Competence in the performance of duties in the library; interest in  
general library policy. 

Interest and activity in at least one of the following: 

(i) 

(ii) 

(iii) 

(b) 

making contrihuiion to the profession at large; 

scholarship, research, and university teaching; 

universiiy service or professionally-related community service. 
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(iii) I I I  to IV (a) Thoroughly satisfactory in the performance of duties in the library, and 
an effective contributor to the shaping of library or archives policy. 

Significant contributions to the profession at large and/or in scholarship, 
research and university teaching. 

Active participation in university service or professionally-related 
community service. 

(b) 

(e) 

6. 

7. 

The holding of any given rank is not tied to the holding of any given administrative position. 

Salary adjustments for librarians are included in the general salary negotiations conducted between 
the Trent University Faculty Association and the University. 

In addition to the steps and other possible salary adjustments, librarians are also eligible for merit 
awards. Normally, a merit award is recommended only for a librarian who, in the judgment of the 
Personnel Committee, has made an exceptional contribution since the time of their last merit award. 
Merit awards are not to be used for the correction of anomalies unconnected with merit. 

8. 

9. Of the merit awards that a re  available in each academic year (see paragraph III.9.2.1), it is 
understood that one and one-half (1-112) per year, on average, shall be available for librarian 
members. In this regard, it is agreed that "on average" and "shall be available" are to be applied as 
follows: 

(a) merit awards shall normally be available on an alternating system of (i) one (1) in one year, and 
(ii) two (2) the following year: 

(b) at no time will the librarian members be awarded more than two(2) in one year: 

(e) the University Librarian shall advise the Dean of Arts and Science, by no later than November 1 
of any academic year, of the number of merit awards (either I or  2, as above) which will be 
required in that academic year. 
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APPENDIX B 

SCHOLARSHIP PLAN FOR DEPENDENTS OF MEMBERS 

Spouses and eligible dependents of members may apply for a limited number of Faculty Dependents' 
Scholarships tenable at  Trent University. A maximum sum based on the equivalent of fifteen (15) 
full-time students shall be allocated by the University for each academic yew (i.e., 15 x current basic 
undergraduate tuition fees for a full-time student). Both full-time and part-time studentsldependents will 
be eligible to apply to the Finance Office for a Scholarship in accordance with the criteria set out below. 
Those who are successful in this closed competition are not eligible for a Tuition Fee Waiver (see ViIi.5) 
during any academic year in which they hold a Scholarship, although they are eligible for other 
scholarships and bursaries. 

Criteria 

I n  order for a spouse or  dependent of a member to be eligible for consideration under this Plan, the 
following initial criteria must be met: 

i) For students who have completed fewer than five (5) full-course equivalents in a University 
program and who have been granted the Ontario Secondary School Honours Graduation Diploma 
(OSSHGD) or the Ontario Secondary School Diploma (OSSD): a minimum average of 75% in six 
(6) Grade 13 subjects o r  six (6) Ontario Academic Courses or  six (6) Grade 12 U or UlC courses, or 
equivalent qualifications from other provincial o r  national jurisdictions; 

ii) For students who have completed fewer than five (5) full-course equivalents in a University 
program, but who have not been granted an OSSHGD or OSSD: a minimum average of 75% in all 
University courses taken; 

iii) For students currently enrolled in a University program either on a full-time or part-time basis 
who have completed a minimum of five (5)  full-course equivalents: either a minimum average of 
75% in their last sequence of five (5) full courses or  a minimum average of 75% in all University 
courses taken. 

Administration of the Facultv Dependents' Scholarship Plan 

The awarding of Scholarships under this Plan will be based entirely upon scholastic achievement, and the 
determination of eligible applicants will be made by the Admissions, Enrolment Planning, and Student 
Awards Subcommittee. Where the number of eligible applicants who meet the specified criteria exceeds 
the number of Scholarships available, the Subcommittee shall rank the applicants based upon superior 
academic performance to a maximum of the equivalent of fifteen (15) full-time students. Successful 
applicants will be notified by letter. 

For the purposes of administering this Plan, an academic year is defined as May I to April 30, and 
scholarships will be available for courses taken over the entire Summer period. 
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Students who wish to be considered under this Plan must submit a completed Tuition Fee Waiver 
application form to the Finance Office at  least three (3) weeks prior to the commencement of the 
academic session. These applications will be processed in the usual way to allow students to complete 
course registration. After registration, the Finance Office will provide a list of the registered 
spousesldependents with their tuition fees to the Admissions, Enrolment Planning and Student Awards 
Subcommittee for its determination of those eligible to receive Faculty Dependents' Scholarships. The 
Subcommittee will rank successful applicants and advise the Finance Office in writing so tbat the 
students may be removed from the Fee Waiver list. The list of successful candidates will also be copied to 
the Department of Human Resources, which shall advise successful applicants by letter tbat they have 
been awarded a Faculty Dependents' Scholarship. Applicants who were not awarded a Scholarship will 
remain on the Fee Waiver list and will be treated in the normal manner. 

In order to distribute available funds to cover all sessions, the Subcommittee will initially allocate an 
amount equivalent to eleven ( I I )  x current basic undergraduate tuition fees for the regular academic 
session and four (4) x current basic undergraduate tuition fees for Summer and Off-campus. Unused 
Summer and Off-campus allocations will be carried forward to the regular academic session. 
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APPENDIX C 

POLICY ON SCHOLARLY MISCONDUCT 

I. Preamble 

Early in 1994, the Medical Research Council (MRC), the Natural Sciences and Engineering 
Research Council (NSERC), and the Social Sciences and Humanities Research Council (SSHRC), in 
collaboration produced a tri-council policy statement on Integrity in Research and Scholarship. 
Those involved in  research supported by these councils must comply with the tri-council policy 
statement (copies of which are available from the Office of Research and Graduate Studies). One 
aspect of the policy i s  that any institution which receives grants from any of the Councils is required 
to promote integrity in research and scholarship, and to have in place, by June 1995, procedures for 
investigating allegations of misconduct in research and scholarship. 

II. Scholarlv Misconduct 

Trent University wil l  take allegations of scholarly misconduct seriously and, as quickly as 
practicable, will determine their validity and take appropriate action. The University recognizes, 
however, that not al l actions that fail to meet the highest standards of scholarship constitute 
scholarly misconduct. Scholarly misconduct involves actions or omissions constituting deception, 
gross negligence, or reckless conduct, and even such misconduct has degrees of seriousness. Factors 
intrinsic to the process of scholarly research such as honest error, conflicting data, differences in 
interpretation o r  judgment o f  data o r  experimental design, or professional differences concerning 
appropriate protocols or practices, do not, in themselves, constitute scholarly misconduct. 

"Scholarly misconduct" in research and scholarship means: 

(a) fabrication, falsification, or plagiarism; 

(b) taking unfair advantage of one's access to the work or data of others (for example as a 
supervisor or peer reviewer), including deliberate damage: 

(c) material non-compliance with federal or provincial statutes or regulations, or with University 
regulations for the protection of researchers, human subjects or the public or for the welfare of 
laboratory animals, or materia1 failure to meet other reasonable legal and contractual 
requirements that relate to the conduct of research: 

(d) failure to reveal any material conflict o f  interest to those who commission reviews of research 
grant applications or manuscripts, or testing of products for  sale or distribution to the public: 

(e) failure to reveal to the University any material financial interest in a corporation or other entity 
that contracts with the Universiîy to undertake research, particularly research involving the 
corporation's or other entity's products. Material financial interest includes ownership, 
substantial stock-holding, directorship, and significant honoraria or consulting fees, but does 
not include small stock-holding in a large, publicly-traded company. 

123 



111. Procedures 

The following procedures are intended to address scholarly misconduct on the part of anyone 
involved in research within the University. They apply to all faculty, professional librarians and 
staff, and to undergraduate and graduate students insofar as they are involved in funded research. 
They do not l imit the rights of persons whose terms and conditions of employment are governed by a 
collective agreement. Members of the University community are encouraged to resolve 
misunderstandings or disputes among themselves or with informal assistance of the Dean of 
Research and Graduate Studies or the Dean of Arts and Science. 

1. A formal allegation of scholarly misconduct must be written, dated and signed, and directed to 
the Dean o f  Research and Graduate Studies within one month o f  the evidence on which it is 
based becoming known. The written allegation must include all pertinent details and 
supporting evidence. When the Dean of Arts and Science or Dean o f  Research and Graduate 
Studies is named in an allegation, the President or a designate shall replace the Dean of Arts 
and Science or Dean o f  Research and Graduate Studies wherever they have a role in these 
procedures. 

2. Upon receiving or making a formal allegation, the Dean of Research and Graduate Studies shall 
notify the person named in the allegation. The Dean of Research and Graduate Studies shall 
endeavour to clear up misunderstandings and to mediate disputes where possible, maintaining 
the highest degree of confidentiality so as to protect the reputations and careers of al l  involved. 
The Dean of Research and Graduate Studies shall form a judgment as to whether the allegation 
should proceed to a formal investigation. 

3. I f  the Dean of Research and Graduate Studies judges that the allegation should not proceed to a 
formal investigation, the person named in the allegation, as well as the person making it, shall 
be advised that the matter i s  at an end. The f i l e  is  destroyed. 

I f  the Dean o f  Research and Graduate Studies judges that the allegation should proceed to a 
formal investigation, the person named shall be so informed, promptly and in writing. 

5. The formal investigation of the allegation begins upon receipt of written notice by the person 
named. The written notice shall include a copy of the signed allegation and shall invite the 
person named to respond to the allegation. Where the person named i s  a member of a 
bargaining unit, a copy o f  the signed allegation shall be sent at the same time to the appropriate 
bargaining agent, and the person named shall be informed that he or she may elect to be 
represented by the bargaining agent in  any of these procedures. 

6 .  The Dean of Research and Graduate Studies shall investigate the allegation promptly, fairly, 
discreetly, and judiciously, and may call on appropriate experts or other individuals in the 
course o f  the investigation. 

7. The Dean of Rescatch and Graduate Studies shall proceed with due regard for natural justice, 
and shall ensure that the person named in the allegation is allowed to know any evidence 
presented and has ample opportunity to respond to that evidence, 

The investigation shall conclude with a written report to the Dean of Arts and Science, normally 
within 60 days of its commencement. A copy of the report shall be sent at the same time to the 
person named in the allegation and to the appropriate bargaining agent if the person is a 
member of a barn,aininE unit. 

4. 
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9. I f  the Dean of Arts and Science holds that clear and convincing evidence of scholarly 
misconduct (as provided by section II) i s  not found, the Dean of Arts and Science shall so 
inform, in writing, the person named in the allegation, and the University shall take reasonable 
steps to protect and/or restore the reputation(s) and credibility o f  the person named and of any 
other person(s) wrongfully implicated during the procedures. 

10. If the Dean of Arts and Science holds that there i s  clear and convincing evidence of scholarly 
misconduct (as provided by section II), the person named shall be notified, in writing, of the 
infractions under the policy, with a copy to the appropriate bargaining agent if the person is a 
member of a bargaining unit. 

I I .  I f  the Dean of Arts and Science proceeds to take disciplinary action, the person named shall be 
so notified, in writing, with a copy to the appropriate bargainiop: agent if the person is a 
member of a bargaining unit. Penalties for employees may include warning, reprimand, 
restitution, suspension, o r  dismissal. Penalties for students may include warning, reprimand, 
restitution, suspension, debarment or expulsion. 

12. Upon receipt of written notice of disciplinary action, the person named may appeal to the 
President, in writing, within seven (7) days. The President shall respond to the appeal, in 
writing, within fourteen (14) days. 

13. Discipline imposed under this policy on a member of a bargaining unit is subject to the 
grievance and arbitration provisions of the applicable collective agreement. 

14. If the University decides after formal investigation not to proceed against the person named in 
the allegation, or if an arbitration decides in  favour o f  the person, the University shall remove 
all documentation relating to the allegation from the person's personnel fi les or other equivalent 
files and, except for arbitration reports which shall be retained, shall at the discretion of that 
person destroy the documentation or transfer it to that person. 

15. No person who honestly and in good faith makes an allegation or gives evidence in accordance 
with this policy will be subject to reprisal. An individual making allegations or giving evidence 
recklessly, maliciously o r  in bad faith shall be subject to disciplinary action. 

16. At  all times, the University shall take reasonable steps to protect the funds of any external 
grantingkontracting agencies involved. Where required, the University shall notify the relevant 
funding agencies. 

17. Allegations regarding behaviour and events prior to the adoption of this policy fall outside the 
scope of the policy. 

18. This policy i s  effective upon approval by the Board of Governors of Trent University. 

19. This policy, insofar as i t  affects members of the Trent University Faculty Association bargaining 
unit, i s  extended by Article IV.12 of the Collective Agreement between the Board of Governors 
on behalf of Trent University and the Trent University Faculty Association. 

Dated at the City of Peterborough this 23rd day of May, 1995. 
Amended: December 16,2002 
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APPENDIX D 

VOLUNT.4RY EARLY RETIREMENT PROGRAM 

D.l 

D.1.l 

D.1.2 

D.1.3 

D. 1.4 

D.1.5 

D.1.6 

D.2 

D.2.1 

D.2.2 

D.2.3 

Definitions 

"Nominal salary", as defined in 1.1, means the salary corresponding in any given year to a 
full-time appointment at the member's rank and step, as set out for that year in Schedule 
A. 

"Normal salary", for the purposes o f  this Voluntary Early Retirement Program, means the 
annual salary to which a member would have been entitled, as determined by nominal 
salary multiplied by the proportion of full-time, i f  the member had not opted for either 
Partial or Full Early Retirement under this Program. 

"Basic salary" means the salary o f  a partially-retired member which i s  in the same 
proportion of normal salary as the member's workload is of workload prior to Voluntary 
Early Retirement. 

"Actual salary" means the salary received by a partially-retired member, which consists of 
basic salary and any adjustments made in accordance with provisions in this Agreement. 

"Transition Pension" means the total annual pension payable to a member while on 
Voluntary Early Full Retirement (see paragraph D.2.3, below). 

A partially-retired appointment i s  one held by a tenured member in accordance with the 
terms o f  Article D.3 (below). 

Voluntarv Earlv Full Retirement 

To be eligible for Voluntary Early Full Retirement, the member must have a Normal 
Retirement Date of not later than July 1,2005. In  addition, as o f  the proposed date for 
commencement of the member's participation in Voluntary Early Full Retirement, the 
member must be within five years of attainment o f  Normal Retirement Date, & must 
have completed at least ten years of pensionable service at Trent University. 

On any July I during the five-year period preceding Normal Retirement Date, an eligible 
member may choose to retire early. In such a case the member shall notify the Dean o f  
Arts and Science (or University Librarian, as the case may be) in writing by no later than 
September I, 1997. Upon written acknowledgement o f  the notification by the Dean (or 
University Librarian), the arrangements are final and binding upon both the member and 
the Universitj. 

During each year of Voluntary Early Full Retirement, the member shall be paid an annual 
Transition Pension equal to the pension that would have been paid, in  accordance with the 
Trent University Pension Plan (with the Actuarial Penalty waived), calculated each year as 
if the member had continued in employment at the appropriate normal salary during the 
inimediatcly preceding academic year. In the result, when Normal Retirement Date i s  
attained. ihe member will receive the pension which would otherwise have heen payable 
had the option for Voluntary Early Full Retirement not heen chosen. 
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D.2.4.1 

D.2.4.2 

D.2.5 

D.2.6 

D.2.7 

D.3 

D.3.1 

D.3.2 

D.3.3 

D.3.4 

D.3.5 

In  addition to Transition Pension entitlement, a member on Voluntary Early Full 
Retirement shall retain participation in the University's extended health, dental and group 
life benefit plans (until the attainment of Normal Retirement Date), as well as academic fee 
waiverhition scholarship (under V111.5 and Appendix B) and retiree's privileges (under 
VIII.6). 

Members who take up permanent residence outside of the province of Ontario shall be 
required, a t  their own expense, to arrange for OHlP  equivalent medical coverage. Once 
this has been done, the Department of Human Resources (through the group benefits 
carrier and in consultation with the member) will make every reasonable effort to provide 
the extended health coverage set out in D.2.4.1 above. I t  is understood however that it may 
- not be possible to provide the coverage in some jurisdictions, thereby rendering the 
extended health coverage in D.2.4.1 inapplicable. 

A decision to opt for Voluntary Early Full Retirement is final, and the member may not 
return to full-time or  part-time employment within the bargaining unit. 

These provisions regarding Voluntary Early Full Retirement are  subject to any 
amendments which a re  (i) agreed to by the parties hereto, and (ii) necessary to ensure 
acceptance by Revenue Canada and the Trent University Pension Plan. 

A copy of each notification and acknowledgement of Voluntary Early Full Retirement shall 
be sent to the Association. 

Voluntary Early Partial Retirement 

To be eligible for Voluntary Early Partial Retirement, the member must have a Normal 
Retirement Date of not later than July 1,2009. In  addition, as of the proposed date for 
commencement of the member's participation in Voluntary Early Partial Retirement, the 
member must be within ten years of the attainment of Normal Retirement Date, and must 
have completed at  least ten years of pensionable service at  Trent University. 

Subject to the eligibility requirements as set out in D.3.1 (above), members may apply to 
revise their category of employment from full-time to partially-retired, or  from part-time 
or reduced-time to partially-retired with a lower proportion of full-time load, provided that 
the proportion of a full-time load carried by a partially-retired member shall not be less 
than one-half. 

Applications for Voluntary Early Partial Retirement shall be submitted in writing to the 
Dean of Arts and Science (or University Librarian) not later than September I, 1997. 

The status of Voluntary Early Partial Retirement may not extend beyond attainment by the 
member of Normal Retirement Date. 

Partially-retired appointments remain subject to IV.l.l (or IV.1.2). The letter from the 
President or  designate confirming the appointment shall state clearly the nominal, normal, 
hasic and actual salaries of the appointee, the reduction in regular duties and 
responsibilities, the date of commencement of the appointment, and any other special terms 
and conditions of the appointment. The Board will make every effort to provide the 
facilities required for active research and scholarship. 
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D.3.6 

D.3.7 

D.3.8 

A partially-retired member shall have the Same entitlement to sabbatical leave as that 
provided in paragraph IV.5.2.2 for reduced-time appointments. 

The actual salary of a partially-retired member shall be the sum of basic salary (see D.1.3, 
above) plus twenty-five per cent (25%) of the difference between basic salary and normal 
salary. In accordance with D.3.4, entitlement to this additional salary (i.e., the difference 
between Actual Salary and Basic Salary) expires upon the attainment of Normal 
Retirement Date. 

A partially-retired member shall be entitled to full benefits based upon normal salary prior 
to partial retirement. In addition the Board shall pay, with respect to all benefits, the 
difference between the member's contributions, based upon actual salary, and the 
contributions required by the member in relation to normal salary prior to partial 
retirement. 

D.3.9 

D.3.1 O 

Partially-retired members may not increase their proportion of full-time employment. 

Where eligible under paragraph D.2.1, a member on Voluntary Early Partial Retirement 
may apply.for Voluntary Early Full Retirement. 

No partially-retired appointment shall take effect until and unless the appointee accepts it 
and all its terms and conditions in writing, after which time the arrangements are final and 
binding upon both the member and the University. 

The Dean (or University Librarian) shall respond to each Voluntary Early Partial 
Retirement request by no later than October 1,1997. The member shall accept or decline 
the Voluntary Early Partial Retirement offer by no later than October 15 of the same year. 
Failure by the member to accept by October 15 voids both the application and the offer. 

A copy of each application for, offer and acceptance of a Voluntary Early Partial 
Retirement shall be sent to the Association. 

D.3.11 

D.3.12 

D.3.13 

DA 

D A I  

D.5 

D.5.1 

Duration of the VER Proeram 

The provisions of this Voluntary Early Retirement Program shall apply as of the date of 
ratification of this Agreement, with the final date for application being September 1,1997. 

Administration of the VER Proeram 

The Dean or the University Librarian shall make a recommendation to the President with 
respect to replacement, in whole or in part, of members on Voluntary Early Retirement 
under this Program. 
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APPENDIX E 

TRENT UNIVERSITY 

POLICY ON DISCRIMINATION AND HARASSMENT 

30 March 1995 

1. PREAMBLE TO THE POLICY 

Trent University endeavours at all times to provide a working and learning environment that is 
supportive of study, scholarship, teaching and research, and the fair treatment of all members of 
the university community, and that is fundamentally committed to the promotion of free inquiry 
and expression. Harassment, as defined in section 3 of this policy, may interfere with the exercise 
of free inquiry and expression. In pursuit of the university's objectives, Trent University 
recognizes the dignity and worth of every person and aims to create a climate of understanding and 
mutual respect. 

Trent University affirms that all members of the University community have the right to equal 
treatment under its rules and procedures with respect to employment, services, goods and facilities, 
without harassment and without discrimination because of race, ancestry, place of origin (birth 
place), colour, ethnic origin, citizenship, language (except where lack of language competence 
would clearly prevent carrying out the required duties), creed, clerical or lay status, sex, pregnancy, 
sexual orientation, age (except as required by statute), marital status, family status (parentichild 
relationship), number of dependents, handicap (except where the handicap would clearly prevent 
carrying out the required duties), political or religious affiliation or belief, membership in legal 
associations, or place of residence (except where distance would significantly restrict carrying out 
the required duties). (These categories are hereafter referred to as "prohibited grounds.") 

Nothing in this policy shall limit or amend the provisions of the collective bargaining agreements 
between Trent University and trade unions, including the provisions of the academic freedom 
clause 1.2.3 of the TUFA Collective Agreement. 

2. POLICY STATEMENT 

Trent University prohibits any form of discrimination or harassment that constitutes a violation of 
a person's rights under the terms of this policy. 

This policy applies to all members of the University community: students, academic and 
non-academic staff, librarians, and administrative staff. The University will take reasonable steps 
to inform all members of its community about this policy and to advise them about their rights and 
responsibilities under this policy. 

The Human Rights Advisor, responsible to the President, is charged with providing information to 
the University community and to any member of that community on the University policy. 
procedures and related matters, and will maintain records and pertinent statistics on the 
disposition of complaints. The Human Rights Advisor and the Presidential Advisory Committee on 
Human Rights will collaborate in developing human rights education objectives and events for the 
University community, including information sessions for supervisory and administrative officers. 

Members of the university community are encouraged to resolve harassment and discrimination 
situations between/among themselves, as informal resolution is often the most effective option. The 

129 



Human Rights Advisor i s  available as a resource person to assist this informal process, as are 
interested and experienced individuals throughout the university community. Matters involving 
violation of criminal law (including sexual assault, criminal stalking, criminal libel, criminal 
intimidation, and the like) fall outside the jurisdiction of this policy. Where there is a threat to the 
physical health, safety or security of a member or members of the university community, or to their 
ability to carry out their duties and responsibilities, the University may take immediate action. 

The aim o f  this policy i s  to resolve disputes involving allegations of discrimination and harassment, 
including sexual harassment, in a thorough, fair, prompt, and objective manner, and to protect the 
rights of both the complainant and respondent throughout the procedures outlined in the policy. 
Complaints wil l  be handled and resolved as quickly as possible, normally within four months from 
the time of complaint, to ensure that the rights of all parties are not jeopardized or prejudiced. 

At any stage of these procedures, any member of the university community has the right to consult 
with any willing person o f  his or her choosing, and to be represented by any willing person. The 
Human Rights Advisor w i l l  upon request make available at any stage and to either party a l i s t  o f  
experienced and interested people who are able to provide assistance. At the informal stage 
(section 5) any willing person can accompany, assist or represent individuals seeking informal 
resolution. A t  the formal stage (section 7) any willing person may scrutineer for the complainant or 
the respondent. Applications for assistance andlor complaints wil l  be treated with appropriate 
confidentiality subject only to the wil l  of the parties and the requirement to disclose information or 
to give evidence according to law such as formal grievance arbitration, Ontario human rights 
proceedings, or a legal court action. 

Nothing in this policy affects any person's right to pursue a complaint with the Ontario Human 
Rights Commission. Complainants are advised that the OHRC normally requires that complaints 
be filed within six months from the time of the most recent alleged aet of discrimination or 
harassment. Should the complainant take formal steps to commenee proceedings before the 
Ontario Human Rights Commission, or the courts, or under collective bargaining agreements, the 
complaint under this policy shall be terminated; should the respondent take such steps, the 
complaint under this policy shall be suspended pending the outcome of the proceedings. 

3. DEFINITION OF HARASSMENT 

"Harassment" means engaging in a course o f  vexatious misconduct, which may include 
verbal misconduct, that is of a serious nature, that i s  experienced first-hand, that is based on 
a prohibited ground of discrimination as defined in this policy, and that i s  known or ought 
reasonably to be known to be unwelcome. I n  recognition of the high value accorded to 
freedom of expression and inquiry and to academic freedom in a university community, the 
stipulation that a course of activity be vexatious misconduct in order to constitute harassment 
indicates that communication o r  expression - including the communication or expression of 
thought, opinion or belief - which is germane to any aspect of academic inquiry or  public 
discourse falls outside this definition. 

I n  addition to harassment based on sex under 3(a), "sexual harassment" means: 

(i) a course of sexual solicitations or advances, amounting to vexatious misconduct, 
made to another person or persons by a person in a position to confer, grant or deny 
a benefit or advancement to the person(s), where the person making the solicitation 
o r  advance knows o r  ought reasonably to know that it i s  unwelcome to the other 
person(s); or 
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(ii) any sexual solicitation or advance of a serious nature, made to another person by a 
person in a position to confer, grant or deny a benefit or  advancement to that person, 
where submission to such solicitation or advance is made either explicitly or 
demonstrably a term or condition o f  the other person attaining the benefit or 
advancemeni: or 

(iii) reprisal or threat of reprisal, of a serious nature, for thc rejection of sexual 
solicitation or advance under 3(b)(i) or J(b)(ii), where the reprisal i s  made or 
threatened by a person in a position to confer, grant or deny a benefit or 
advancement to the other person; or 

a course of vexatious misconduct, comprising sexual solicitations or advances, that is 
of a serious nature, that i s  experienced first-hand, that interferes with an individual's 
work or academic performance, and that persists after a clear indication has been 
given that it is unwelcome; or 

a sexual solicitation or advance by a student, amounting to vexatious misconduct, 
that is experienced first-hand by another student, that demonstrably and 
significantly interferes with that student's work or academic performance, and that 
the student making the solicitation or advance ought reasonably to have known 
would have that effect. 

(iv) 

(v) 

4. RESOLVING ISSUES OF HARASSMENT WITHOUT A COMPLAINT 

Informal resolution, including discussion, conciliation, and mediation, should be the principal 
means of settling disputes. Many questions and concerns regarding harassment may be handled 
informally with instructors, co-workers, academic advisors, department heads, fellow students and 
supervisors. Disputes can often be clarified and resolved by these means. Trent Univcrsity 
encourages wherever appropriate the resolution of harassment conflicts by discussion within the 
departments, colleges or other offices of the University. I t  is the aim of this policy, and of those 
charged with carrying out i ts procedures at every stage, to assist individuals in reaching voluntary 
settlement of disputes through mutually agreeable remedies wherever possible, so that recourse to 
sanctions may remain a last resort. 

As part of the informal process of resolving disputes, individuals may apply in confidence to the 
Human Rights Advisor for advice or assistance (see section 5). This application may result in 
informal resolution. Should the informal assistance stage not succeed in reaching a settlement, a 
dispute may be pursued to the next stage o f  a formal complaint at the level o f  Dean or Vice- 
President (see section 6). 

5. APP1,ICATION FOR ADVICE OR ASSISTANCE 

Advice. 
The Human Rights Advisor stands ready to advise all individuals who feel that they may have 
a rights-related prohlem about their rights under this policy, and about possible options for 
resolution of the problem. Requests for  advice may be made orally. 

Assisiance. 
Any member(s) of the University wishing to pursue informal resolution o f  a dispute with the 
assistance of the fIuman Rights Advisor must apply for that assistance in writing. I n  some 
cases, applicants for assistance may be advised that their concerns can, should, o r  need to he 
brought to the attention ofsome other official o f  the University for proper resolution. The 



Human Rights Advisor will make every reasonable effort to assist individuals who feel that 
they have been harassed in some way that falls under the jurisdiction of this policy to secure a 
reasonable settlement by mutual agreement within the spirit of this policy. 

Deadlines. 
Normally, applications for assistance are to be made within four weeks from the time of the 
most recent incident in a dispute. The Human Rights Advisor may, however, respond to any 
application for assistance under appropriate extenuating circumstances. The endeavour to 
resolve the dispute informally with the assistance of the Human Rights Advisor is to be 
completed within three weeks. 

Process. 
Upon agreeing to act on an application for assistance which the Human Rights Advisor deems 
on the face of it to be eligible under this policy, the Advisor will provide at  least a written 
summary of the problem in dispute to the subject of the application, i.e., the other party in the 
dispute. Only with the agreement of the subject of the application can the Advisor act further 
on the application. 

The Human Rights Advisor will then consult with both parties on options for informal 
resolution, and will make a good-faith effort within the available time-frame to bring about a 
mutually agreed resolution and to produce a report that can be signed by both parties. The 
Advisor may make use of any viable technique (e.g., consultation, conciliation, or mediation), 
but with only minimal interviewing of third parties, and only such interviewing as is 
specifically agreed by both parties. At the request of either party, and with the consent of 
both parties, mediation may involve the assistance of a voluntary, independent mediator. 
Either party may stop the process at  any time by written notice to the Advisor. If informal 
resolution fails, the completion of the informal assistaoce process is indicated by the Advisor 
to both parties in writing. 

Privileged In formaiion. 
Any and all information that is brought into informal dispute resolution under the 
jurisdiction of the Human Rights Advisor is to remain strictly privileged, in order to support 
the chances of successful informal resolution. Privileged information may not be disclosed or 
brought in evidence at any later stage of procedures under this policy or in procedures 
outside the University. The Advisor shall not be involved either as fact-finder or as witness in 
any formal complaint process that may follow an inconclusive application for assistance. 

6. FILING A COMPLAINT 

Normally, members of the Uhiiversity would apply to the Human Rights Advisor for advice or 
assistance (section S), before filing a formal complaint. Nevertheless, all members of the University 
community who allege that they are o r  have been the direct targets of harassment as defined in this 
policy (section 3) havr a right to file a complaint about that harassment, whether or not they have 
sought advice or assistance from the Human Rights Advisor (section 5). Members of the University 
community have a right to participate in complaint proceedings without facing reprisals or threat 
of reprisals, as long as their participation is not vexatious, malicious, or in bad faith, which may in 
turn he considered harassing misconduct even if it is not related to the prohibited grounds. 

A formal complaint is filed with the Dean of Arts and Science (if either of the two parties, 
complainant or respondent, is a member of the academic staff or a librarian), or with the Vice- 
President (Administration) in all other cases. However, a complaint against the Dean is filed with 
the Vice-president (Administration) and a complaint against the Vice-president (.Administration) is 
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filed with the Dean; a complaint against the President is filed with the Dean and Vice-president 
(Administration) jointly, and they shall consult with the Chair o f  the Board o f  Governors. The 
complaint must be in writing, must be signed, and must include an account o f  the alleged 
misconduct and i ts  circumstances. This complaint wil l  be provided to the respondent, along with 
all supporting documentation. 

Where it appears to the Dean or Vice-President that the complaint is more appropriately handled 
under another University policy, or that the complaint i s  not within the jurisdiction o f  the policy, o r  
that the complaint is trivial, frivolous, vexatious, or made in bad faith, or that the facts upon which 
the complaint is based occurred more than nine weeks before the complaint was filed, the Dean or 
Vice-president wil l  normally not deal with the complaint and wil l  advise the complainant in writing 
of the decision and the reasons for the decision. An appeal for reconsideration may be made to the 
President within a week, and wil l  be decided by the President within a week. 

The intention of the complaint process i s  to reach a settlement o f  the dispute, with an appropriate 
remedy, but it i s  understood that if voluntary or mediated settlement proves unattainable within 
the eight week time frame for completing the complaint process, the Dean or Vice-president will 
make a decision about the nature of the complaint and the appropriate remedy, which latter mav 
take the form of disciplinary sanctions. 

Deadlines. 
A complaint must be filed within two weeks of the unsuccessful completion of the informal 
resolution (section 5). I f  the process of informal resolution assisted by the Human Rights 
Advisor has been bypassed by preference o f  either party, a complaint must be filed within 
nine weeks of the most recent alleged incident. In exceptional cases only, the Dean or Vice- 
President may extend these or any other deadlines, provided that he or she i s  satisfied that the 
delay is in good faith and that no substantial prejudice wil l  result to any person affected by 
the delay. In such cases, when in exceptional circumstances a student complainant makes 
convincing argument to the Dean that the student's status, accreditation, or access to essential 
services would be substantially prejudiced by engagement of the complaint resolution process 
prior to the completion of a course and the submission of grades, the complaint process may 
be suspended and the deadline for notifying the respondent and continuing the complaint 
process may be delayed until one month following submission of grades. 

7. THE COMPLAINT RESOLUTION PROCESS 

Process. 
After a complaint is initiated, i t  i s  immediately communicated to the respondent, along with 
supporting documentation. The respondent will reply in writing within two weeks, and a 
copy of the reply, along with supporting documentation, i s  communicated immediately to the 
complainant. 

Within the next six weeks, the Dean or Vice-president, or a delegate, will make a reasonable 
effort to reach a final disposition of the complaint and to ensure that the University's 
responsibility to administer this policy is satisfactorily discharged. This effort  will include 
consultation with the hvo parties, and may include appropriate fact-finding and investigation, 
including formal interviews with both parties and pertinent third parties. 

Role of Representatives. 
Al l  the information that forms the evidence on which asettlement or a decision may be based. 
including both documentary and oral information. will be scrutineered by one representaiive 
named by each of the parties at the beginning of the complaint process. In the acquisition of 
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oral information, the representatives wil l  act as observers and not as direct participants. The 
presence and role of the two representatives throughout the process is to improve the quality 
of evidence and attention to evidence, and to assist in reaching a settlement between the 
parties where possible. 

Complaint Mediution. 
At any point in the complaint resolution proceedings, from the point of receipt of the 
respondent’s reply to the point of the final administrative decision about the complaint, at the 
initiative of the responsible administrative official or delegate, o r  upon request from either of 
the parties, but only with the agreement of both parties, a process of mediation-which may 
involve the assistance of a voluntary, independent mediator-may be attempted to reach a 
reasonable resolution by mutual agreement. Mediation will not rely on additional fact- 
finding, and all information exchanged under the process of mediation will remain privileged 
and not part of the formal facts. 

Decision by Dean or Vice-President. 
If consultation or mediation fail to reach resolution, and therefore a resolution is decided by 
the Dean, Vice-president, or delegate, the decision must be based on evidence and argument 
which are clear and convincing. 

Resolution. 
The complaint process is completed when a resolution through consultation or mediation is 
successful and a resolution report prepared by the responsible official is signed by both 
complainant and respondent, or when the responsible official reports in writing his o r  her 
decision about the complaint and the appropriate remedy (or sanction) to both complainant 
and respondent. The process is to be completed within eight weeks of the complaint. All 
sanctions that result from the disposition of complaints must he consistent with the 
disciplinary and grievance procedures established under the University’s regulations, 
collective agreements, employment agreements, or personnel policies whicb govern the 
respondent’s relationship to the University. 

8. APPEAL OF A DECISION 

Faculty, Librarian, and Staff Appeuls. 
Any complainant o r  respondent who is a bargaining unit member adversely affected by the 
decision may pursue his or her rights, if any, under the applicable collective bargaining 
agreement. 

Noir-union Group Eniployee Appeals. 
Any complainant or respondent who is a non-union group employee adversely affected by the 
decision may appeal the decision directly to the President within M o  weeks. The grounds of 
the available appeal are that there has been a violation, misinterpretation, improper 
applicntion, or faulty administration of this policy, or, in the case of respondent appeals only, 
that the sanctions imposed are excessive. Within two weeks of receiving the written appeal, 
the President will render a final. written decision. 

Studciii Appeals. 
Any complainant o r  respondent who is a student adversely affected by the decision may 
appeal the decision directly to the President within two weeks. The grounds of the available 
appeal are that there has been a violation, misinterpretation. improper application. or faulty 
administration of this policy, or, in the case of respondent appeals only, that the sanctions 
imposed are excessive. I n  the case of an appeal against sanctions, the President will consult 
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with the Standing Appeals Committee before reaching a final decision. The Standing 
Appeals Committee consists of the Chair of the Special Appeals Committee. a college head 
named annually by the President and a student named annually by the Trent central student 
government. Within two weeks of receiving the written appeal, the President will render a 
final, written decision. 

9. OVERALL TIME FRAME 

1. O week 
2. 4weeks 
3. 3 weeks 
4. 2 weeks 
5. 2 weeks 
6. 6 weeks 
I .  2 weeks 
S. 2 weeks 

Week O 
Week 4 
Week I 
Week 9 
Week 11 
Week 11 
Week 19 
Week 21 

Most recent alleged incident 
Deadline to apply for HRA assistance 
Completion of informal resolution effort 
Deadline for filing formal complaint 
Respondent must reply 
DeanN-P's complaint process and report 
Deadline to appeal to President 
President's final decision 

Note: The process may be completed more quickly at any stage than the indicated maximum time 
frames. Conversely, two additional weeks may be added at item 4 for appeal if the complaint i s  
disallowed by the Dean or Vice-President. In exceptional and compelling circumstances, the 
Human Rights Advisor (at the informal stage) and the Dean or Vice-president (at the formal stage) 
have the authority to extend the time frames as described under sections 5 and 7. For bargaining 
unit employees, grievance would normally be available from item 6, but is also available at earlier 
decision points; exceptional delays, in particular, are subject to grievance or appeal. The overall 
process is designed to permit complainants access to the Ontario Human Rights Commission within 
i ts  normal deadline of six months after the most recent alleged incident. 
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APPENDIX F 

MEMORANDUM OF UNDERSTANDING 

Re: Memorandum of Understanding dated March 15, 1979 

The Memorandum of Understanding dated March 15,1979 and signed by T.E.W. Nind and J. Fekete 
sbail continue to have whatever status it had on June 30,1996. 

Dated at Toronto this 2nd day of December, 1996. 
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APPENDIX C 

LETTER OF UNDERSTANDING 

The Collective Agreement currently provides that bargaining unit members cannot be required to teach 
Off-Campus or Summer Session courses, but may do so on a voluntary basis. The purpose of this letter is 
to clarify certain limited circumstances where Off-Campus and/or Summer Session teaching may be 
required. This is an acceptable requirement where a limited term appointment has resulted from a 
consolidation of stipendiary positions which had clearly been posted as related to either Off-Campus or 
Summer Session courses. Similarly, a limited term appointee may be required to undertake such courses 
where the limited term advertisement clearly specified the Off-Campus and/or Summer requirements. in  
the latter case, where the limited term appointment is for two (2) years or more (either at the outset, or on 
a cumulative basis for an individual who has had previous limited term appointments), the Association's 
prior consent is required. TUFA shall respond to any such request for consent within five (5) days of 
receipt, and such consent may not be unreasonably withheld. Failure to respond shall be regarded as 
consent. 

Dated at Peterborough this 13th day of August, 1991. 

As Amended 1993. 
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APPENDIX H 

LETTER O F  UNDERST.iïïDING 

The parties agree that during the term of the Collective Agreement the Joint Committee will discuss the 
following matters in a good faith attempt to resolve each of them: 

- To the extent necessary, issues arising from the Report of the existing 
bilateral committee on the Tri-Council Policy on Ethics in and Research 
Involving Human Subjects; 

File and record keeping regarding human rights investigations and issues 
related thereto; 

The inter-relationship between this Collective Agreement and other collective 
agreements with University employee groups; 

Anomalies in rank-step positions of members of the bargaining unit; 

Entry and re-entry into the bargaining unit for academic administrators, 
college heads and faculty representatives to the Board of Governors. 

- 

- 

- 

- 

Dated at Peterborough this 18th day of January, 2000. 
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APPENDIX I 

MEMORiNDUM OF AGREEMENT 

between 

THE BOARD OF GOVERNORS OF TRENT UNIVERSITY i "the Universitv") 

- and 

TRENT UNIVERSITY FACULTY ASSOCIATION ("TUFA") 

in the matter of 

Tenure-Stream Facultv Staffine 2002-2005 

1. The Provisional Four Year Full-tinte FacuIV Plan (2002103 to 2005/06), produced by the Dean of 
Arts and Science, dated June 25,2002 (hereinafter the "Plan"), projects anticipated departures and 
hirings for tenurestream faculty members. This period supports the f irst two years of the "double 
cohort". 

2. The total number o f  full-time equivalent tenure-stream appointments to be filled in 2002-2003 to 
start in July 2003 shall be no less than three-fourths o f  the number indicated in the Plan. The total 
number of full-time equivalent tenure-stream appointments to be filled in 2003-2004 to start in July 
2004 shall be no less than three-fifths of the number indicated in the Plan, subject to modification as 
specified below. 

I f  in the 2003-2004 academic year, the teaching ratio of student courses to available full-time 
equivalent faculty members has r isen by ten (10) per cent or more from November 1,2002, the 
proportion of three-fifths above shall be increased to one. If  in the 2003-2004 academic year, the 
ratio has decreased by ten (10) per cent or more from November 1,2002, the proportion of three- 
fifths above shall be decreased to zero. 

3. The tenure-stream appointments to be filled under paragraph 2 above shall remain suhject to the 
procedures and requirements specified in 111.5 and elsewhere of the Collective Agreement. I f  fewer 
positions are filled for an academic year than called for in paragraph 2, or if positions become 
vacant because of the unanticipated departure of tenure-stream members, these positions will be 
advertised, to start the following July. Such hirings shall not count towards the guarantees for that 
year specified in paragraph 2. In the meantime, the positions will be advertised as limited term o r  
stipendiary appointments. 

The Dean shall, in fulfilling the Plan, attempt to maintain the overall ratio o f  student courses to 
available full-time equivalent faculty members current as of November I ,  2002. 

TUFA will be provided with the staffing tables and enrollment data presented to Faculty Board. 

4. 

5. 
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6. Due to uncertainties concerning Trent University's operations outside Peterborough, the provisions 
above shall apply only to the portions of the Plan dealing with positions at the University's 
Peterborough campuses. Full-time equivalent tenure-stream faculty positions transferred from 
Trent's operations outside Peterborough to the Peterborough campuses may be counted towards the 
hiriogs for the subsequent academic year required under the provisions above. 

The provisions above expire at and have no force beyond midnight of June 30,2005. The expiry of 
these provisions, however, does not terminate the commitments made under paragraph 3 above. 

7. 

Dated at Peterborough this 6th day of December 2002. 
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APPENDIX J 

MEMORANDUM OF UNDERSTANDING 

Re: Joint Committee on Salan> Structure 

The parties will establish a Joint Committee to discuss issues arising out of negotiations. The Committee 
will have some crossover membership with the Parity Committee. The Committee will meet on a regular 
basis to discuss issues and exchange information with respect to revisions to the salary grid and matters 
related thereto. 

Dated at Peterborough this 16th day of December, 2002. 
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APPENDIX I< 

MEMORANDUM OF UNDERSTANDING 

Re: Maximum Limited Term Service 

In recognition of the potential difficulties in finding qualified staff for the period of the "double cohort", 
the years, including fractions, served by a limited term appointee during the period July 1,2002, to 
June 30,2005, inclusive, shall not be counted towards the maximum sum as specified in 111.4.2.3.3. 

Dated at Peterborough this 2 n d  day of November, 2002. 

142 



[Note: 
of 1996-1 999 Collective Agreement.] 

Paragraph 4 ofthe Meitrorurrrli~iti of Agreemeiii below refers io Appendices f, K, und L 

APPENDIX L 

MEMORANDUM OF AGREEMENT 

Between 

The Board of Governors on behalf of Trent University (“University”) 

And 

The Trent University Faculty Association (“TUFA”) 

On 

PENSION MATTERS 
(CONSISTING OF AMENDMENTS 

TO THE COLLECTIVE AGREEMENT) 

respecting the adoption of a revised pension Plan, 
a new Supplemental Retirement Arrangement ( “ S U ” ) ,  

and other pension and retirement agreements 

1. Effective upon the approval of the Plan by all necessary regulatory authorities (hereafter 
“approval”), the registration of the Plan by Revenue Canada (hereafter “registration”), and the 
establishment of the SRA, TUFA hereby withdraws the following outstanding grievances filed 
with respect to the Prior Plan and shall release the University from any and all liability in respect 
of these grievances.: 

(a) TUFA’s May 4,1993 (re-filed October 21,1996) maximum retirement pension under the 
Income Tax Act and Rcgulations grievance; 

TUFA’s October 21,1996 change of insurance coverage grievance; and 

TUFA’s October 21, 1996 university contributions grievance. 

(b) 

(e) 

Pending the approval and registration process, it is agreed that the grievances shall he held in 
abeyance. 

Article VII1.4.2 of the Collective Agreement is hereby amended by deleting the current language 
and replacing it with the following: 

VlII.4.2 

2. 

The Corttribrrtory Peiisioii Plan for TUFA Employees of Treiit Uiriversity 
(hereafter the “Plan”), and the Suppleiiieiital Reiiremeitt Arraiigement for 
Members of The Coiitributory Peiisioii Plan for TUFA Einpioyees of Trent 
Uiiiversity (hereafter the “SM”),  us amended from time to time, form part of 
the Collective ,\greement and may only be altered or amended by mutual 
written and signed agreement of both parties; 
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3. The following iMemorartda ofilgreement form part of the Collective Agreement: 

(a) Numbered paragraphs 1,2,3,4, and 5, including all subsections thereof, and excluding all 
earlier paragraphs, of the Memorandum of Agreement on Pension Matters (Consisting of 
Amendments to the Collectiuerlgreement), dated December 1 lth, 1998; these paragraphs 
and subsections shall be placed a t  the back of the Collective Agreement; 

The Memorandum of Agreement on Health Care Reimbursements, dated December l l tb,  
1998; 

The Memorandum of Agreement on 1997-98 University Contributions and the Establishment 
of the S M ,  dated December 1 Ith, 1998, attached as an Appendix to the SRA; 

The Memorandum ofAgreement on a Waiver of a Porîion of 1998-99 Universily 
Contributions, dated December l l th ,  1998, attached as an Appendix to the SRA. 

The Memorandurn of Agreemenf on Clauses Concerning Surplus Upon Termination, dated 
December l l th,  1998. 

(b) 

(c) 

(d) 

(e) 

The Memorandum of Understanding on Actuarial Assumptions and Methods, dated December 
1 lth, 1998, is attached hereto for information purposes only but shall not form part of the 
Collective Agreement and shall be modifiable as described under Section 14.02 (Actuarial 
Valuation) of the Plan. 

The Appendices J, K, and L of the Collective Agreement shall be deleted upon approval and 
registration of the Plan. 

(a) 

4. 

5. This Memorandum of Agreement to Antend the Collective Agreement on Pension Matters 
shall be effective on the date when both of the following have been accomplished: 

(i) the adoption by the Board of Governors of Trent University and by the Trent 
University Faculty Association of the Plan and the SRA; the parties agree to 
facilitate any required agreement of the University Pension Committee under the 
Prior Plan: and 

(ii) ratificatioii by the Board of Governors of Trent University and by the Trent 
University Faculty Association of the agreements listed above in paragraph 3. 

(b) I n  the event that the Plan is not approved or registered in a form acceptable to both 
parties, the parties shall meet expeditiously and shall endeavour within 60 calendar days to 
agree to such amendments to the Plan (and to the S U  and such other agreements as may 
be necessary a i  B result of such amendments to the Plan) as shall permit the Plan to be 
approved and registered but as shall also remain consistent with the principles of the 
Framework ,-lgreement of January 30, 1998 and the other agreements between the parties 
regarding pension and retirement matters since that time. 
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(c) In the event that the parties cannot agree to such amendments as shi l l  permit the Plan to 
he approved and registered, either party may at any time i f ter  the 60 calendar days 
described above have elapsed request the appointment of Kevin Burkett as 
mediator/arhitrator, or, in his absence, William Kaplan, and the other party shall agree to 
such appointment. The parties shall submit any differences as to the proper form of such 
amendments as shall permit the Plan to be approved and registered to the 
mediator/arbitrator for determination. 

(d) In the event that the Plan is not approved or registered subsequent to a determination by 
the mediatodarbitrator, unless the University and TUFA agree otherwise, the provisions of 
the Plan are null and void. 

DATED at Peterborough, this 11th day of Deceinber, 1998 

John Earnshaw, Chief Negotiator 

A. Sally Young, Vice-president 

Scott Pollard, Associate Vice-president 

FOR THE UNIVERSITY 

John Fekete, Chief Negotiator 

J. Graham Cogley 

Douglas Curtis 

George Nader 

FOR TUFA 
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For ibe Board: 

THIS COLLECTI YE .4CREEMEiVT 

SICiVED AT PETERBOROUGH, ONTARIO 

THIS=*DAY OF-, 2003 

d .  5 .  J- ! tnan-  
Bonnie M. Patterson 

&LL* 43. q& 
Graham D. Taylor 

\ -  
A "  < - 

David Mahy 

- 
Christopher Metcalfe 

/-&/ if&+-- 
J&eplr Xiuldoon 

- .  
Stepliatiie J. Williams 

For tlrf Association: 

Peter C. Dawson 

&hard T. Hurdy 

3 Ken th Field 

Sean k i n e  

G' 


