February 15, 2024, Employer Without Prejudice or Precedent Framework for Settlement

IN THE MATTER OF NEGOTIATIONS FOR A RENEWAL COLLECTIVE AGREEMENT FOR UNIT 1

BETWEEN:
YORK UNIVERSITY
(the “Employer”)

-and -

CANADIAN UNION OF PUBLIC EMPLOYEES LOCAL 3903
(the “Union”)
MEMORANDUM OF SETTLEMENT FOR A RENEWAL
COLLECTIVE AGREEMENT - UNIT 1

1. This Memorandum of Settlement is tabled without prejudice to the employer’s tabling of amended or new
proposals in the course of continued collective bargaining.

2. The term of the renewal collective agreement shall be from September 1, 2023, to August 31, 2026, and
shall have no retroactive effect whatsoever other than as expressly set out herein.

3. Employees in the bargaining unit as of the date of ratification will receive a lump sum payment, less
deductions required by law, in an amount equivalent to the difference between the wages they received
from September 1, 2023 up to the date of ratification and what they would have received during the same
period of time had the wage rates been increased effective September 1, 2023 by 3.0%. These payments will
be made on a regular monthly pay date as expeditiously as practicable following ratification of this
Memorandum of Settlement for a Renewal Collective Agreement by both parties.

4. The renewal collective agreement shall be in the same form as the predecessor 2020-23 Collective
Agreement other than as modified by Schedule “A”, “B” and “C” to this Memorandum of Settlement.

5. The University reserves the right to withdraw or amend any or all proposals set out at Schedule “A”, “B” and
“C” if all items not agreed to.

6. All other proposals not included in the final form of this Memorandum of Settlement are withdrawn.
7. The final form of the renewal collective agreement is subject to a housekeeping review including, for
example, consecutive numbering of all Articles and numerical consistency in references to Articles

throughout the collective agreement.

8. Article numbers set out in Schedules “A” and “B” below are taken from the 2020-23 Collective Agreement
and are subject to change in accordance with agreements reached in Schedule “C”.



Schedule “A” to Memorandum of Settlement for A Renewal Collective Agreement
Proposal Regarding Bill 124 Wage Re-Opener

1. The University is seeking mutual agreement on any Bill 124 re-opener issues for the 3-year
moderation period from September 1, 2020, to August 31, 2023, in the context of negotiations for a
multi-year renewal collective agreement on compensation issues from September 1, 2023, onward.

2. CUPE 3903 confirms its agreement that employees in the CUPE 3903 bargaining unit(s) should
not receive double compensation or recovery of any nature or kind whatsoever for any alleged losses in
compensation that are claimed as arising from or related in any way to Bill 124. Without limiting the
generality of the foregoing, this means that if these discussions result in a ratified Memorandum of
Settlement for a multi-year renewal collective agreement, CUPE 3903 will reimburse the University for
any monies its members receive directly or indirectly from the Ontario government for lost or forgone
compensation during the Bill 124 moderation period.

3. Should these discussions result in the ratification of a Memorandum of Settlement for a multi-year
renewal collective agreement and in the event that Bill 124 is upheld at either the Ontario Court of
Appeal or the Supreme Court of Canada, which results in Bill 124 having been or being in force and
effect, the parties shall meet to determine the nature and extent of monies required to be repaid to the
University by employees in the CUPE 3903 bargaining unit(s) to be compliant with Bill 124. If the parties
are unable to reach agreement in this regard, Eli Gedalof will be seized as mediator, and if necessary,
arbitrator, with respect to determining any remedies.

4, Effective September 1, 2022, an increase to Article 10.04.1 (Salary Rates) and Article 15.04
(Authorized Replacement) of 3-8 3.75%.

5. Employees in the bargaining unit as of the date of ratification will receive a lump sum payment,
less deductions required by law, in an amount equivalent to the difference between the wages they
received from September 1, 2022, up to the date of August 31, 2023. These payments will be made on a
regular monthly pay date as expeditiously as practicable following ratification of this Memorandum of
Settlement for a Renewal Collective Agreement by both parties.



Schedule “B” to Memorandum of Settlement for A Renewal Collective Agreement

Proposals Regarding Salary, Grant-In-Aid and Collective Agreement Funds

1. Article 10.04.1 (Salary Rates) and Article 15.04.1 (Authorized Replacement)

Increase salary rates in 10.04.1 and authorized replacement rates in 15.04.1 by
o 3.0% effective September 1, 2023;
o 252.75% September 1, 2024;
e 2.02.25% September 1, 2025.

2. Atrticle 10.03.1 (Grant-In-Aid)

Increase Grant-in Aid rates by

e 3.0% effective September 1, 2023;
e 252.75% September 1, 2024;
e 2.02.25% September 1, 2025.

Collective Agreement Funds

Increase the following Funds by 1% in each of the 2023-24, 2024-25, and 2025-26 contract

years:

Article 15.13.4
Article 15.14
Article 15.16
Article 15.20
Article 15.22
Article 15.27
Article 20

Letter of Intent 7

Childcare Fund

Graduate Student Bursary Fund
Professional Development Fund
UHIP Fund

Equity Fund

CUPE 3903 Benefits Fund

Ways and Means Fund

UHIP Fund for Visa Students



Schedule “C” to Memorandum of Settlement for A Renewal Collective Agreement

Other Proposals

Agreement to all proposals in this Comprehensive Framework, including Schedules “A” and “B”, is
subject to agreement to all items that will be contained in Schedule “C”.

Yellow highlights indicate new Employer counter proposals as of February 15, 2024.
_ indicate Employer and Union agreed upon language as of February 15, 2024.

ARTICLE 1 - PURPOSE ANBD'BEEINTIONS - Employer Counterproposal Feb 15, 2024

1.01

The general purpose of this agreement is to establish an orderly collective bargaining
relationship between the employer and its employees represented by the union, to
ensure the peaceful settlement of disputes and to set forth agreement covering rates
of pay and other working conditions which shall supersede all previous agreements
and arrangements between the employer and the employees represented by the
union.

ARTICLE 4 — DISCRIMINATION AND HARASSMENT — Employer Counter Proposal Feb
15, 2024.

4.01

DISCRIMINATION

The employer and the union agree that there shall be no discrimination, interference,
restriction, harassment or coercion, including no mandatory blood or urine tests,
including but not limited to as these relate to Acquired Immune Deficiency Syndrome
(AIDS), AlIDS-related illness, AIDS-Related-Complex, or positive immune deficiency test,
and including no genetic screening for specific medical disabilities or for pregnancy,
exercised or practiced with respect to any member of the bargaining unit in any matter
concerning the application of the provisions of this agreement by reason of race, creed,
colour, age, sex, marital status, parental status, number of dependents, nationality,
citizenship (subject to the provisions of the Ontario Human Rights Code concerning
citizenship), ancestry, place of origin, native language (subject to Article 12.01.7),
disability or disabilities (subject to Article 12.01.7), Acquired Immune Deficiency
Syndrome (AIDS), or AIDS related iliness, or AIDS-Related-Complex, or positive immune
deficiency test (virus HIV) (subject to Article 12.01.7), political or religious affiliations or
orientations, Academic affiliations or orientations (subject to the exercise of academic
freedom as set out in Article 14.01), record of offences (except where such a record is a
reasonable and bona fide ground for discrimination because of the nature of the
employment), sexual orientation, transsexual transition status, gender expression, and



4.02

4.03

4.03.1

gender identity, nor by reason of their membership or non-membership or lawful activity
or lack of activity in the union, or the exercise of any of the rights under this agreement.

The employer undertakes that no York University student who is or has been employed
in Unit 1 shall be penalized in their student status for the exercise of any of their rights
under this collective agreement or by reason of their membership or non-membership or
lawful activity or lack of activity in the union.

The Employer will provide reasonable accommodations as required for persons with
disabilities. Proposed Accommodated Work Accemmedation Plans will normally be
implemented within thirty (30) days following the provision of all necessary medical
documentation and developed with the participation of the employee with the goal of
addressing the barriers, restrictions and/or limitations to the employee’s performance of
the essential duties of their position.

HARASSMENT

The union and the employer recognize the right of employees to work in an environment
free from harassment and undertake to take all reasonable and appropriate actions to
foster such an environment. Harassment in the work place includes, but is not limited to,
threats or a pattern of aggression, insulting or demeaning behaviour by a person in the
workplace, where the person knows or reasonably ought to know that their behaviour is
likely to create an intimidating or hostile workplace environment.

SEXUAL, GENDER AND GENDER IDENTITY HARASSMENT

The union and the employer recognize the right of employees to work in an environment
free from sexual, gender and gender identity harassment, and undertake to take all
possible and appropriate actions to foster such an environment. In acknowledging that
sexual, gender and gender identity harassment are serious issues, the employer
undertakes that no York University student who is or has been employed in the
bargaining unit or any employee in the bargaining unit shall be penalized in their student
status or employment status as result of suffering work-related sexual, gender or gender
identity harassment. In keeping with this objective the parties agree:

(i) to co-operate with the aims and purposes of the Centre for Human Rights, Equity
and Inclusion;

(i) to co-operate with Centre for Human Rights, Equity and Inclusion in the development
of educational programs for CUPE 3903 members and contract administrators;

(iii) to follow the procedures set forth in Article 4.03.4 respecting the separation of parties
to a sexual and/or gender harassment dispute.

The employer further agrees:

(iv) to continue to sponsor educational programs mounted by the Centre for Human
Rights, Equity and Inclusion for the University community.

(v) to provide sexual violence awareness and prevention training through the Centre for
Sexual Violence Response, Support and Education, with such training to be paid for
in accordance with Article 10.02.2(ii); and

(vi) to discipline, where appropriate, an employee-harasses respondent pursuant to the
provisions of Article 8.



4.03.2

4.03.3

4.03.4

Sexual Harassment shall be defined as:

() unwanted attention of a sexually oriented nature made by a person(s) who knows or
ought reasonably to know that such attention is unwanted; and/or

(i) clearly expressed or implied promise of reward for complying with a sexually
oriented request or advance; and/or

(i) clearly expressed or implied threat of reprisal, actual reprisal, or the denial of an
opportunity which would otherwise be granted or available, for refusal to comply with
a sexually oriented request or advance; and/or

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

Gender Harassment shall be defined as repeated, offensive comments and/or actions,
and/or consistent exclusion from that to which a person(s) would otherwise have a right
or privilege, which demean or belittle an individual(s) or a group and/or cause personal
humiliation, on the basis of sexual orientation, gender or gender identity.

On receipt of a complaint of sexual and/or gender harassment from BEagainst an
employee, the Employer will also advise the employee of their right to Union
representation in connection with the complaint. The Employer will follow g
to address the

complaint

On a semi-annual basis the Employer will provide the union with a report of the number
of members who have made complaints of sexual and/or gender harassment.

4.03.5

Separation of Complainant and Alleged-Harasser Respondent

The parties agree that some circumstances involving allegations of discrimination or
harassment warrant separation of the complainant and

|


https://www.yorku.ca/secretariat/policies/policies/human-rights-policy-and-procedures/
https://www.yorku.ca/secretariat/policies/policies/human-rights-policy-and-procedures/

4.03.6

4.03.7

Decisions with respect to any remediation shall not be grievable except:

() the complainant-employee; may grieve a decision not to separate the parties;

(i) the eerplainant-employee, whether complainant or respondent, erthe-ether—party
may grieve if they believe that in consequence of the arrangement for separation of
the parties, they have incurred a penalty in their employment and/or academic
situation. The separation itself and any investigation and/or discipline arising from
the circumstances which led to the separation do not constitute a penalty under this
clause. Any discipline arising from this article shall be in conformity with Article 8.

Decisions with respect to any remediation may be grieved within fourteen days of the
receipt of the ﬁ decision by the employee.

When the Employer receives a complalnt %eiﬂnee-%ed as per Artlcle 4.03.4 5%9=

- the Employer will respond to the complalnt in
a manner conS|stent W|th the Procedures subject to the provisions of the Collective
Agreement.

4.03.8

4.03.9

an-Should the complalnt Iead to an mvestlgatlon the mvestlgatlon WI|| proceed under the
Unaiversity’s Procedures and the investigator will be appointed by the Employer, subject
to any objection to the investigator by the complainant or respondent or the union(s)
representlng the complalnant or respondent based on a confllct of interest or prlor

Informal Resolution

If the gHever complainant requests an informal resolution the following steps will be
taken:



4.03.10

4.03.11

4.03.12

4.03.13

(&) The Employer will assist the parties involved in effecting an informal resolution. The
parties to any such resolution may include the respondent and representatives of
the union(s) of which each of the grHever complainant and the respondent are
members and representatives of the Employer.

(b) At any point in the process, th%t@aeeteelther party may wrthdraw from the informal
resolution process ; .

Mediation

If the griever=complainant requests or agrees to mediation, the following steps will be
taken:

(@) The Employer will ascertain if the respondent would be willing to participate in a
mediation process.

(b) If both partles WISh to part|C|pate a mediator will be appomted by the Employer #em

Wlthln fourteen (=L49 calendar days or as soon as reasonably possrble thereafter of
the Employer ascertarnlng that the respondent Would be willing to participate in a

mediation process, the mediator will then hold a

meeting with the parties |nvolved

(c) The parties to any such mediation will include the grewet complainant and the
respondent, representatives of the union(s) of which each of the grever complainant
and the respondent are members, and representatives of the Employer.

(d) The outcome of the mediation will result in one of the following:

(i) No resolution is reached and the ggever complainant decides to withdraw the
geevanee-complaint and take no further action.

(i) A resolution is reached, written up and signed by all parties to the mediation.
The Employer and each of the parties to the mediation shall receive a copy.

(i) No resolution is reached and the gtewer complainant requests that the matter
proceed to the Formal Semplaint-and Investigation stage.

Complaint GHevarnce Response and Redress

Within feurteen{4A-twenty-eight calendar days of the receipt of the Investigation Report
from a Formal Investigation, the Employer will respond in writing to the gtewer
complainant and respondent to indicate with:

() Whether the facts as revealed to the Investigation Report are such that some
managerial action is warranted and;

(i) What redress shall be awarded or continued.

Reprisal

No pessea-employee shall be penalized in employment for bringing forward a grievance
or complaint in good faith, or for cooperating in the resolution or investigation of any
complaint.

Grievance Rights as per Article 6

Except as expressly limited in Article 4.03 above, Article 4.03 is not intended to
extinguish the right to grieve as per Article 6 of the Collective Agreement.



4.04
4.04.1

4.04.2

4.04.3

RACIAL AND ETHNIC HARASSMENT

The union and the employer recognize the right of employees to work in an environment
free from discrimination and/or harassment on the basis of native language fstbjestts
Artiele 120174 race, colour, ethnicity, ancestry, place of origin, nationality, and/or
religion, and undertake to take all possible and appropriate actions to foster such an
environment. In acknowledging that racial and ethnic harassment are serious issues, the
employer undertakes that no York University student who is or has been employed in
the bargaining unit or any employee in the bargaining unit shall be penalized in their
student status or employment status as a result of suffering work- related racial or ethnic
harassment.

In keeping with this objective, the parties agree:

(i) to co-operate with the aims and purposes of the Centre for Human Rights, Equity
and Inclusion.

(i) to co-operate with the Centre for Human Rights, Equity and Inclusion in the
development of educational programs for CUPE 3903 members and contract
administrators;

(i) to follow the procedures set forth in this article respecting the resolution of a
racial/ethnic harassment dispute.

The employer further agrees:

(iv) to initiate and support educational and research programs mounted by the Centre
for Human Rights, Equity and Inclusion for the University community; and

(v) to discipline, where appropriate, an employee=harasset respondent pursuant to the
provisions of Article 8.

Racial/ethnic harassment shall be defined as:

(i) offensive comments, including racial/ethnic slurs, jokes, remarks or other such
verbal abuse; and/or

(i) offensive physical gestures or abuse; and/or

(i) consistent exclusion from that to which a person(s) would otherwise have a right or
privilege; and/or

(iv) continued differential treatment in the assignment of duties or responsibilities
(subject to Article *12.01.7); and/or

(v) any other offensive actions which demean, belittle and/or cause humiliation or are
unwelcome to an individual and/or group(s) on the basis of native language (subject
to Article *12.01.7), race, colour, ethnicity, ancestry, nationality, place of origin,
and/or religion by a person(s) who knows or ought reasonably to know that such
comments, gestures, exclusions, differential treatment and/or other actions is
demeaning or unwelcome.

On receipt of a complaint of sexual and/or gender harassment from PF againsi an
employee, the Employer will also advise the employee of their right to Union



10

representation in connection with the complaint. The Employer will follow e URiversity
to address the complaint

On a semi-annual basis the Employer will provide the union with a report of the number
of members who have made complaints of racism and/or ethnic harassment.

4.04.4 Separation of Complainant and Alleged-HarasserRespondent

The parties agree that some circumstances involving allegations of discrimination or
harassment shall warrant separation of the complainant and

4.04.5 Decisions with respect to any remediation shall not be grievable except:

(i)  the complainant-employee may grieve a decision not to separate the parties;

(i)  the eemplainant-employee, whether complainant or respondent erthe-etherparty
may grieve if they believe that in consequence of the arrangement for separation
of the parties, they have incurred a penalty in their employment and/or academic
situation. The separation itself and any investigation and/or discipline arising from
the circumstances which led to the separation do not constitute a penalty under
this clause. Any discipline arising from this article shall be in conformity with Article
8.

4.04.6 Decisions with respect to any remediation may be grieved within fourteen days of the
receipt of the ﬁ decision by the employee.


https://www.yorku.ca/secretariat/policies/policies/human-rights-policy-and-procedures/
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4.04.7 When the Employer receives a complalnt gﬁ%&&l@d as per Article 4 04 3 6%9=a

4.04.8

an=ShouId the complarnt lead to an mvestrgatron the |nvest|gat|on WI|| proceed under the
University's Procedures and the investigator will be appointed by the Employer, subject
to any objection to the investigator by the complainant or respondent or the union(s)
representrng the complalnant or respondent based on a conflrct of interest or prror

4.04.9 Informal Resolution

If the gHevse=complainant requests an informal resolution the following steps will be
taken:

(@) The Employer will assist the parties involved in effecting an informal resolution. The
parties to any such resolution may include the respondent and representatives of
the union(s) of which each of the grHever complainant and the respondent are
members and representatives of the Employer.

(b) At any point in the process, the-gtievsr either party may withdraw from the informal
resolution process reguestmediation-oraformalinvestigation.

4.04.10 Mediation

If the griever=complainant requests or agrees to mediation, the following steps will be
taken:

(a) The Employer will ascertain if the respondent would be willing to participate in a
mediation process.

(b) If both parties WISh to partrcrpate a medlator will be appornted by the Employer

%93=Wrth|n fourteen a4 calendar days or as soon as reasonably possrble
thereafter, of the Employer ascertarnrng that the respondent would be willing to

participate in a mediation process, the mediator will

then hold a meeting with the parties involved.

(c) The parties to any such mediation will include the geewetr complainant and the
respondent, representatives of the union(s) of which each of the grever complainant



4.04.11

4.04.12

4.04.13

4.05
4.05.1

4.05.2

4.05.3

4.06
4.06.1
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and the respondent are members, and representatives of the Employer.
(d) The outcome of the mediation will result in one of the following:

(i) No resolution is reached and the gdexer complainant decides to withdraw the
grievanee-complaint and take no further action.

(i) A resolution is reached, written up and signed by all parties to the mediation.
The Employer and each of the parties to the mediation shall receive a copy.

(iii) No resolution is reached and the grewer complainant requests that the matter
proceed to the Formal Investigation stage.

Complaint GHevanee Response and Redress

Within feurteendd-twenty-eight calendar days of the receipt of the Investigation Report
from a Formal Investigation, the Employer will respond in writing to the gtewer
complainant and respondent to indicate with:

() Whether the facts as revealed to the Investigation Report are such that some
managerial action is warranted and;

(i) What redress shall be awarded or continued.

Reprisal

No persen employee shall be penalized in employment for bringing forward a grievance
or complaint in good faith, or for cooperating in the resolution or investigation of any
complaint.

Grievance Rights as per Article 6

Except as expressly limited in Article 4.04 above, Article 4.04 is not intended to
extinguish the right to grieve as per Article 6 of the Collective Agreement.

UNION MEMBERSHIP AND DUES

All employees who were members in good standing of the union on the date this
agreement was ratified shall remain members in good standing. Any employee shall be
deemed to be a member of the union unless that employee opts out, or has opted out,
of membership by written notice to the union within thirty days of the date their
appointment begins.

The employer shall deduct each month from the salary (if any) of each employee a sum
equal to the monthly dues and/or assessments as certified to the employer from time to
time by the treasurer of the union. The employer shall remit the amount deducted to the
treasurer of the union by the end of the month in which deductions were made and at
the same time forward a list of names of the persons from whom the deductions were
made and their total monthly salary.

The union shall indemnify and save the employer harmless from any and all claims which
may be made against it by an employee or employees for wrongful amounts deducted
resulting from the union’s incorrect instructions or lack of instructions.

PRINTING AGREEMENT
The Employer shall prepare the final form of this agreement for approval of the parties



4.06.2

13

Erior to ﬁrintini. The Emiloier shall assume resEonsibiIiti for _

of sufficient copies of the agreed upon final form of this agreement. The parties agree to
share equally the costs of printing the agreement. The Employer is also responsible for
ensuring that members with visual impairments have access to the collective agreement
in an appropriate and accessible format.

The Union shall be responsible for translating the collective agreement into French and
printing sufficient copies of the translated agreement for its bilingual and Francophone
members and the employer. The Employer agrees to bear one-half the cost of translating
the agreement to a maximum of $5000. The Employer also agrees to bear one-half the
cost of printing and distributing ElfaXimum 6f 100 copies of the translated agreement.

Where there is any disagreement as to the interpretation of this agreement, the English
version shall be binding.

Note: The employer has proposed a revision to Appendix E — Offer of Appointment so
that embedded in the offer of appointment is a link to the collective agreement.

ARTICLE 5 - LABOUR/MANAGEMENT COMMITTEES - Employer Counter Proposal Jan
17, 2024.

Language Agreed to and signed off by the parties Feb 06, 2024.

B.02:1" The Union and the Employer acknowledge the mutual benefits to be derived from

joint consultation and approve the establishment of a Labour/Management
Committee consisting of representatives from each par

5.01.2 The Committee shall function in an advisory capacity only, making

recommendations to the Union and/or the Employer with respect to its discussions
and conclusions and shall not have the power to add to or modify the terms of this
agreement. However, neither the Employer nor the Union shall act in a manner
contrary to the recommendations of the Committee without having first informed the
Committee in writing that it intends to do so. A representative of each party shall be
designated as a joint @8!Chair, and the two persons so designated shall alternate in
presiding over meetings. Either E8&8-Chair may call meetings on at least two weeks’
notice to the other members of the Committee.
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5.0.34 Use and Reporting of Data — Employer Proposal — Feb 02, 2024
(2) The Employer will annually report on equity data as follows:

(a) By December 1 each year, the Employer will provide to the Employment Equity
Committee non-confidential Internal Self-identification Representation Data broken
down by department and faculty for the most recent consecutive three contract
years for which the data is available as of the immediately preceding November 1,
per Article 5.03.4(a)(ii). Internal Self-Representation Data will be provided for
individual academic units with 10 or more contract faculty members over the
reporting period. For academic units with fewer than 10 contract faculty over the
reporting period, the University will provide confirmation of whether that unit is
below or has met the equity goal of fair representation for Equity Groups. Subject
to any contrary recommendation from the Employment Equity Committee that is
adopted by the Parties, for academic units with fewer than 10 contract faculty over
the reporting period, Self-Representation Data will be provided for the Faculty as a
whole, which serves as the basis for determining underrepresentation in these
units per Article 5.04.4(b) below.

(b) By December 1 of each year, the Employer will provide to the Employment Equity
Committee non-confidential Internal Self-Representation data including
intersectionality totals of up to two Equity Groups correlated with information
including number of positions held, position type, and salaries

available as of the immediately preceding November 1, per Article 5.03.1(d).

(c) Internal Self-identification Representation Data will show the total number of
employees who completed a self-identification survey or applicant self-identification
form, as well as the total number of employees in the bargaining unit. For the purposes
of the collective agreement, Representation will be determined using the number of
employees who have completed a self-identification survey or applicant self-
identification form.

5.03.5 Underrepresentation

(a) Representation Thresholds

Unless otherwise agreed upon and, in order not to interfere with the Employer’s FCP obligations,
where the representation percentages are not lower than those for the FCP Equity Groups in the
External Availability Data for Canada as a whole, underrepresentation shall be understood to

employees who identify as belonging to one or more of the
Equity Groups than

the External Availability Data for Torontos=

Informed by this understanding of underrepresentation, the representation thresholds for the FCP
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Equity Groups current as of March 1, 2021 are as follows:

Women: 56.4%
Racialized: 52.2%
Indigenous: 1.8%

Persons with Disabilities: 8.9% *as of November 2023
Represanation-dataforparsonsuith-disabilitias s roravallablo-aithar for Toratoornatonally-
(b) Determination of Underrepresentation in Academic Units with Few Contract Faculty
Where the number of contract faculty teaching in an academic unit render the Internal Self-
Identification Representation Data for the academic unit unavailable, subject to any contrary
recommendation from the Employment Equity Committee that is adopted by the Parties, the
Internal Self-ldentification Representation Data for the Faculty as a whole will be used to
determine the representation thresholds for the academic unit. Fewer than 10 contract faculty in

an academic unit over the 3-year reporting period will be considered too few to make Internal
Self-ldentification Representation Data available for the academic unit.

Letter of Understanding — Representation Thresholds — New Employer Counter Proposal
- Feb 07, 2024

In the event that Statistics Canada releases External Availability Data during the life of the
collective agreement, the Employer will provide such data to the Employment Equity Committee
at its first meeting after the release of such data by Statistics Canada. =ard The parties will rely
on the updated External Availability Data for #=willferm-the-basis-ef-the representation
thresholds set out in Article 5.03.5 for subsequent appointment exercises.

ARTICLE 6 — GRIEVANCE PROCEDURE - New Employer Counter Proposal — Feb 07,
2024

6.01 (i) A grievance shall be defined as any difference arising out of the interpretation,
application, administration or alleged violation of this agreement. In the conduct of
grievances, the employer pasies shall act reasonably, non-discriminatorily and in
good faith.

(i) A grievance shall be received within faerty-eight fourteen calendar days after the
grieving—pariyliesy employee(s), or in the case of a policy grievance or union
grievance as defined below, the union, became aware, or reasonably ought to have
been aware, of the occurrence of the circumstances giving rise to the grievance.

(i) Notwithstanding (ii), and subject to Article 12.14, where the Union queries an
appointment or recommended appointment pursuant to Article 12.18 of the Unit 2
collective agreement, a grievance respecting that appointment or recommended
appointment shall be considered if it is received within sexventeen=ten fourteen
calendar days of the date of the employer’s response to the query, provided that the
query is initiated within twenteight fourteen calendar days after the date of the
“Notice of Recommended Appointment.” The Employer will respond to the query
within ten calendar days of the receipt of the query.



6.02

6.03

6.04

6.05

16

The employer acknowledges the rights and duties of the union officers and stewards to
assist employees in preparing and presenting a grievance.=Fhe=dnion—mayform—=a

_

- be signed by the grievor and a union representative and given to their Chair

or equivalent within fourteen calendar days. At this point, the written grievance shall
contain details of the grievance, a statement of the matter in dispute, the specific
provision(s) or interpretation of the agreement that allegedly has been violated and the
relief sought. The Chair or equivalent shall convene a meeting to discuss the grievance
within ten calendar days of the receipt of the grievance and shall give their reply, in
writing, within ten calendar days of that meeting.

rievance is not resolved at Ste

The Dean or their
designated representative shall convene a meeting to discuss the grievance within
fourteen calendar dai/s of the receipt of the grievance and shall give their reply, in writing,

within calendar days after that meeting.
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If the grievance is not settled at StepaEeGESIEp TWO, it may be taken to Arbitration bi a

written notice signed by a chief steward and submitted to the

Director, Faculty Relations BEGESIGRALE within twenty-eight calendar days after receipt
of the employer’s written reply as required in Step & The written notice shall
contain details of the grievance, the specific provision(s) or interpretation of the

aﬁreement that allegedly has been violated, and the relief sought from the Arbitrator 6%

Subject to Article 82246118, the parties agree to follow the Grievance Procedure in
accordance with the steps, time limits and conditions contained herein. If at any Step
Steps—Fwe-and-Three, the Employer’s representative fails to give their written answer
within the required time limit, the union and the employee may file the grievance at the
next Step at the expiration of such time limit. If the employee or the Union fails to follow
the Grievance Procedure in accordance with the required steps, time limits and
conditions the grievance shall be deemed withdrawn.

GROUP GRIEVANCE: A group grievance, resulting from a consolidation of similar
individual grievances seeking a common redress, may be initiated at Ste if
the employees are all employed within a single hiring unit, or at Step if
emﬁloied in different hirini units, sub'|ect to the time limits set out in 6.01 above

POLICY GRIEVANCE: A policy grievance, defined as involving question of general
application or interpretation of this agreement, say will be initiated by the union at Step
H, subject to the time limits set out in 6.01 above.
UNIONSEESATES GRIEVANCE: The union and its representatives shall have the right
to originate a grievance on behalf of an employee, or a group of employees, or the union,
and to seek adjustment with the emﬁloier in the manner provided for in this article. Such

grievances may be initiated at Two, subject to the time limits set out in 6.01
above.

6.11

If BRE e the'union notifies the BEAEE employer in writing of an alleged violation of the

collective agreement but indicates a decision not to grieve, this decision shall be without
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6.13

6.14

6.15

6.16

6.17

6.18

6.19

6.20
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prejudice to grievances on similar matters. Such notification shall include a detailed
statement of the matter in dispute and the specific provision(s) or interpretation of the
agreement that allegedly have been violated.

Step shall be without
receives
. Settlements by the
grievances at
shall not prejudice the position of the employer or the union with respect
to other grievances.

The withdrawal of a grievance
prejudice to grievances on similar matters if the
written notification of this decision from the

Any of the time allowances set out in this article may be extended by mutual agreement.
The parties agree that such agreement shall not be unreasonably withheld.

In exceptional circumstances, the union may apply to the m
* for expedited processing of a grievance.

Director, Faculty Relations h shall respond to this application within seven
calendar days. When it is agreed that circumstances warrant it, the parties can agree to
commence the grievance procedure at Step TWOE8&¢. Time limits set out in Article 6.01
above apply after the union has received the response from the

Director, Faculty Relations.

On application by the union, grievances alleging violations of Article 2.03, 4.01, 4.02,
4.03, 14.01 and grievances submitted pursuant to Article 10.02.6 (iii)) in the Unit 1
collective agreement, shall be processed according to the expedited grievance
procedure specified in this article.

The parties recognize the principle of confidentiality and agree that the identity of the
grievor(s) and the fact and substance of the grievance(s) shall only be made available
on a need to know basis. The parties further agree that a publication of a summary of
the grievance(s) in a union newsletter shall not violate the principle of confidentiality.

No bargaining unit member in a supervisory capacity will be required to hear or attend the
grievance hearings of another employee. The member in the supervisory capacity shall
suffer no penalty in their employment or academic standing for exercising their rights
under this article. In no way does this provision relieve the bargaining unit member of any
other supervisory duties and responsibilities.

A ﬁrievor has the right to attend their grievance hearing at any step after Iifofmal

and not face their supervisor directly in such a hearing.

Itis understood by the parties that, in the case of a successful or settled grievance, where
the individual does not receive the agreed upon compensation within thirty days of the
sign-off date, said payment will begin to accrue interest at the annualized rate which the
University is receiving for its short-term investments at that time. The interest payment
will be pro-rated.

Grievances concerning harassment, discrimination, or disability may be initiated at Step
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ARTICLE 7 — ARBITRATION — New Employer Counter Proposal — Feb 07, 2024

7.01

shall be heard by a single Arbitrator

in its notice of intent to proceed to
Arbitration, suggest a person to serve as Arbitrator. The shall
respond within ten working days, either agreeing to the

or suggesting alternative Arbitrators.

seughtby-theunisn- If the parties cannot agree on an Arbitrator within thirty days, eithe
party may request the Minister of Labour for the Province of Ontario to appoint a single
Arbitrator.

7.02

7.03

7.04

7.05

7.06

7.07

Each party shall bear the expenses of its representatives, participants, and witnesses
and of the Erei)aration and presentation of its own case. The fees and expenses of the

Arbitrator, the hearing room and any other expenses incidental to the
Arbitration hearing shall be borne equally by the parties. The parties agree to use
University facilities at no cost wherever possible.

The BeardieEArbitratisaarsingle Arbitrator shall have no authority to add to, subtract

from, modify, change, alter or ignore in any way the provisions of this agreement or any
expressly written amendment or supplement thereto or to extend its duration, unless the
parties have expressly agreed, in writing, to give it or their specific authority to do so or
to make an award which has such effect.

Notwithstanding Articles E-08=ane=6-4 507 ANd 6118, both parties agree that if an

Arbitrator determines that the union has shown reasonable cause for a violation of time
limits, the Arbitrator may hear the grievance.

The Afbitiation-Beardersingle Arbitrator shall have the authority to fashion a remedy

appropriate in the circumstances to resolve the grievance regardless of the form in which
the grievance was filed.

Should the parties disagree as to the meaning of the Board’s decision, either party may
apply to the “ Arbitrator to reconvene to clarify
the decision, which they shall do within five days.

Any of the time allowances set out in this article may be extended by mutual agreement.
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The parties agree that such agreement shall not be unreasonably withheld.

There is no Article 7.10 in Unit 3. ]

7.08

[Unit 2]
7.08

[Unit 3]

The parties agree that an B gle-Arbitrator shall have the authority
to resolve any matter referred pursuant to Artlcle 40-04-210.04.4.

The parties agree that an gte Arbitrator shall have the authority
to resolve any matter referred pursuant to Artlcle 10.04.2.

There is no Article 7.08 in Unit 3.

ARTICLE 8 — DISCIPLINE — November 24, 2023

8.01.1

8.01.2

8.02.1

8.02.2

8.02.3

8.03.1

JUST CAUSE

The employer shall not discipline, suspend or discharge an employee unless there is just
cause. In any grievance over disciplinary action, the burden of proof of just cause lies
with the employer.

The employer agrees that an employee shall not be disciplined solely for failure to
perform their duties because they are arrested and/or incarcerated provided that the
employee notifies their supervisor of the arrest and/or incarceration and the expected
duration thereof as soon as possible. Further, it is understood that loss of salary for failure
to perform scheduled duties shall not constitute discipline in the context of this article.

PROGRESSIVE DISCIPLINE
The employer accepts and gives effect to the concept of progressive discipline by
adopting the procedures set forth below.

The employer may impose discipline only in accordance with the provisions of this article,
and any discipline imposed which does not accord with this article shall be null and void.

CONFIDENTIALITY

The fact and substance of disciplinary investigations shall be treated as confidential by
the employer and the union. It is a violation of confidentiality for the employer to disclose
the fact and/or substance of a disciplinary investigation to people being interviewed as
part of that investigation. It is no violation of confidentiality to divulge pertinent information
to those necessarily involved in the investigation and the processing of the complaint.

Subject to 8.03.3:
STEP ONE: NOTICE OF MEETING

(i) Prior to any consideration of discipline, the Chair/Director, e&Dean, or designate
who has received a Formal Complaint under the University’s Procedures for Dealing
With Complaints of Harassment or Discrimination, or a complaint concerning the
professional performance and/or conduct of an employee which is inappropriate to
the employment relationship, including sexual and/or gender or racial and/or ethnic
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(ii)
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harassment, shall, within twenty-one calendar days of receiving the complaint, notify
the employee and the union and schedule a meeting to discuss the subject matter
of the complaint informally. (Where there has been a Formal Complaint under the
University’s Procedures for Dealing With Complaints of Harassment or
Discrimination, it is understood that an investigation into such a complaint can
require a longer process. It is agreed that any such investigation shall be conducted
as expeditiously as possible so as to be completed within 90 calendar days of the
initial Step One Meeting, or such longer time as the parties may mutually agree.)
Such Notice of Meeting shall be in writing using a letter or letters similar to the form
contained in Appendix C and shall contain a brief but clear statement of the
allegations which form the basis of the complaint, of the employee’s right to union
representation at the meeting, as well as the time, place and date of the meeting,
and shall inform the employee that they may request an alternative meeting time.

If the complaint is not dismissed or otherwise resolved as a result of the meeting
referred to in 8.03.1(i), or where the employee waives explicitly, or implicitly by not
attending, their opportunity for such meeting, and the Chair/Director, Deans-Birecter
or designate determines that further action is warranted, they shall do one of the
following:

(@) where the employee concerned is within two years of the start date of their first
appointment in Unit 2, establish a Competence and Ability Review Period
(CARP) subject to Article 12.09.2 of the Unit 2 collective agreement;

(b) initiate a formal evaluation pursuant to Article 13;
(c) send a Letter of Warning to the employee.

NOTE: If an employee, who by not attending implicitly waives their opportunity for such
meeting, notifies the Chair/Director, Deans=B#eeter or designate as soon as possible of
reasonable cause for non-attendance, the action per (a), (b), or (c) shall not apply unless
and until the opportunity for a second meeting is provided.

(i)

(iv)

The decision to establish a CARP or to initiate a formal evaluation (per (a) or (b)
above) shall be communicated in writing to the employee within fourteen &4
calendar days of the meeting date or the date scheduled for the meeting. Where a
letter respecting establishment of a CARP or initiation of a formal evaluation is sent
to an employee, the union, the hiring unit, the Office of the Dean, and the Office of
the Director, Faculty Relation i e i &ERY shall be the
only parties to receive a copy.

The decision to establish a CARP or to initiate a formal evaluation (taken per (a) or
(b) above) shall not be construed as discipline and shall not form part of the
employee’s disciplinary record, and cannot be used against an employee in any
decision made with respect to their present or future employment, other than as
specified in Article 8.03.1(i) and Article 8.03.4.

STEP TWO: LETTER OF WARNING

(i)

The decision to send a Letter of Warning (per 8.03.1(ii)(c) above) shall be
communicated in writing to the employee within fourteen €43 calendar days of the
meeting date or the date scheduled for the meeting. Where a Letter of Warning is
sent to an employee, the union, the hiring unit, the Office of the Dean, and the Office
of the Exeedti¥e Director, Faculty Relations shall be the only parties to receive a
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copy.

(i) The Letter of Warning shall state that discipline may be considered, in accordance
with the procedures herein contained, following a repetition of the act or omission
which is the subject matter of the Letier of \Warning sesptaiat and/or, where the
complaint concerns the standard of the employee’s work, if the employee fails to
bring their work up to a reasonable standard by a given date. Such date shall give
the employee reasonable opportunity to correct the problem(s) referred to in the
Letter of Warning.

(i) The decision to send a Letter of Warning [taken per 8.03.1(ii)(c)] shall not be
construed as discipline and shall not form part of the employee’s disciplinary record,
and cannot be used against an employee in any decision made with respect to their
present or future employment, other than as specified in Article 8.03.1(i) and Article
8.03.4.

Notwithstanding 8.02.1, 8.03.1 and 8.03.2, it is understood that the employer retains the
right, in exceptional circumstances, to discipline an employee for just cause without
having first issued such a Letier of Warning weitten-waraing, subject to Articles 6 and 7
and to the procedures outlined below.

It is further understood that the employer is not precluded by this article from relying on
and introducing as evidence at any stage of the grievance and arbitration procedure the
employee’s previous disciplinary record. Any relevant warnings previously issued can
only be introduced as evidence that the employee has received Notice as specified in
8.03.1 (ii).

STEP THREE: DISCIPLINE MEETING

Prior to imposing discipline, and within fourteen days of becoming aware of
circumstances which, in their opinion, provide prima facie grounds for disciplinary action,
the Dean or their designate shall notify the employee and the union in writing of the time
and place of a meeting to discuss the matter and shall advise the employee of their right
to union representation. Such notice shall contain sufficient information and details of the
complaint to enable the employee to make adequate response to the allegations.

NOTIFICATION OF ACTION
The Dean or designate:

(i) shall within fourteen days of such meeting advise the employee in writing, with a
copy to the union, of their decision, and shall include the reasons for such decision
if disciplinary action is to be taken;

(i) shall, where the discharge or the suspension without pay of the employee is being
considered, delay the imposition of discipline for seven calendar days (pro-rated for
the sessions other than fall/winter, but not fewer than three working days), on
request from the union and/or the employee.

It is agreed that the employer has the right in exceptional circumstances to suspend an
employee during the period of its consideration of the matter, including the delay in 8.04.2
(i), and prior to the imposition of any other discipline. In all such cases the suspensions
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shall be with pay.

Notwithstanding 8.03.4, any discipline or warning shall not be used against an employee
after a period of twenty-four months from the date of the warning or discipline.

.Ifan employee tﬁey WISheS to
grreve therr drscrpllne or dlscharge it m% shaII be |n|t|ated directly at Step Feg=Two. In
either case, the grievance shall be presented within fourteen calendar days of the date
of the letter provided for in 8.04.2 (i).

Any of the time allowances set out in this article may be extended if mutually agreed to
in writing by the employer and the union. Such agreement shall not be unreasonably
withheld by either party.

(i) No bargaining unit member in a supervisory capacity will invoke the disciplinary
provisions of this collective agreement on any other bargaining unit member
employee. The member in a supervisory capacity shall refer all complaints in which
discipline may be irdicated warranted to their immediate supervisor (e.g., the Chair).
The employer retains the right to interview the member prior to proceeding further.

(i) No bargaining unit member in a supervisory capacity shall be required to attend pre-
disciplinary (per 8.03.1) or disciplinary (per 8.04.1) hearings.

(i) No bargaining unit member in a supervisory capacity shall be held responsible for
the act or omission that is the subject of a complaint or discipline, or any
consequences deriving there from, of any other employee. This in no way relieves
the bargaining unit member of any of their supervisory duties and responsibilities.

(iv) No bargaining unit member in a supervisory capacity shall suffer any penalty in their
employment or academic standing for exercising their rights under this article.

ARTICLE 10 — POSITIONS, AND RATES OF PAY (Employer counter Feb 15 —
withdraw Dec 11, 2023 proposal and revise Article 10 as set out below)

10.0.1.1

10.01.2

10.01.3

The parties recognize that the employer wishes to provide teaching opportunities
for full-time graduate students...

In such circumstances where full-time graduate students are appointed to course
directorship positions originally posted in Unit 2 and for which there were no
suitably qualified and available Unit 2 applicants,...

The employer shall provide the union with a list of the appointees and the courses
to which they are appomted by 31 October 1 March and 30 June of each year

. Included with the list will be a
report on the number of appllcants and the number of appointees who self-
identified as a member of one or more of the designated employment equity
groups, a copy of which will be provided to the CUPE S903 Equity Officer and the
Joint Labour Management Committee.
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10.02 WORKLOAD

10.02.1 Any position listed in Article 10.04 and held by a full-time graduate student is
either a full or a partial teaching assistantship. When a full-time graduate student
is hired for a full teaching assistantship, it is understood that they will not be
required to work more than an average of ten hours per week over the academic

10.02.2 (i) All work of a teaching assistant assigned and/or approved by the course
supervisor shall be included in the hours noted above-....
(i) Any employer-required training or orientation of fewer than ten hours, or fewer
than fifteen hours in the case of a first appointment as an employee of York
University, shall be included in the hours specified in Article 10.02.1 and
normally shall take place during the period of time that the employee holds the

10.02.3 It is recognized that in keeping with the regulations of the Faculty of Graduate
Studies, full teaching assistantships shall consist of no more than 270 hours.

10.02.4  Since the course supervisor is primarily responsible for assigning reasonable
duties and responsibilities, allocating sufficient hours, and ensuring that the
assigned duties and responsibilities of the assistantship can be completed within
the time allocated:

(i)  As soon as possible after the start of the appointment, and, normally, no
later than the end of September, the course supervisor shall assign and
discuss the duties and responsibilities and the reasonable pacing of the
work assigned, including provide to the teaching assistant important
course dates (such as assignment due dates and dates of tests and
exams) which correspond to centralized administrative deadlines (such as
the final date for submitting grades), taking into consideration the normal
sessional fluctuation and patterns of work, of the appointment, in as much
detail as practicable, with the teaching assistant. This discussion, including
the allocation of time for the various duties and responsibilities, shall be
confirmed in writing to the teaching assistant by the course supervisor with
a copy to the hiring unit Chair and to the union within fourteen (14) calendar
days of the meeting. This written confirmation shall hereafter be referred
to as the Workload Form.

(i) The course supervisor shall again discuss the assigned duties and
responsibilities with the teaching assistant to assess whether the
remaining duties and responsibilities can be completed within the hours
allocated. This subsequent meeting normally shall be held as soon after
the mid-point of the course as practicable, and by the end of January in the
fall/winter session. The discussion and assessment shall be confirmed in
writing to the teaching assistant by the course supervisor, with a copy to
the hiring unit Chair and to the union within fourteen (14) calendar days of
the meeting. Where the assessment indicates that overwork has occurred
or is likely to occur, the course supervisor and teaching assistant shall
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meet, with a union representative present if the teaching assistant so
wishes, and, where appropriate, shall attempt to find a mutually acceptable
remedy.

(i)  Where an employee holds a teaching assistantship in Unit 1 for the first
time, and the course supervisor fails to discharge their responsibilities per
(i) and (ii) above, work performed by the teaching assistant up to the time
a workload meeting is held normally shall be deemed to have been
assigned and/or approved by the course supervisor.

(iv) Where an employee holds a teaching assistantship in Unit 1 for the second
or subsequent time, and the course supervisor fails to discharge their
responsibilities per (i) or (ii) above by the deadlines therein specified, and
the teaching assistant or Union promptly thereafter notifies the Chair
pursuant to 10.1.82.6 (ii) that such meeting has not been held, work
performed by the teaching assistant up to the time such meeting is held
normally shall be deemed to have been assigned and/or approved by the
course supervisor.

10.03.1 REMUNERATION FOR TEACHING ASSISTANTS
Effective September 1, 2020 2023 for the first full teaching assistantship in each
twelve-month period a grant-in-aid of $3;992 shall be added to the remuneration
so that the total base salary (articulated below in Article 10.04.1) plus grant-in-
aid for a full teaching assistantship is $16;088.

Effective September 1, 2021 2024 for the first full teaching assistantship in each
twelve-month period a grant-in-aid of $4:633 shall be added to the remuneration
so that the total base salary (articulated below in 10.04.1) plus grant-in-aid for
a full teaching assistantship is $16,249.

Effective September 1, 2022 2025 for the first full teaching assistantship in each
twelve-month period a grant-in-aid of $4:643 shall be added to the remuneration
so that the total base salary (articulated below in 10.04.1) plus grant-in-aid for
a full teaching assistantship is $16,411.

A teaching assistant shall be paid the base salary at the rates set out in Article
10.04.1 for any teaching assistantships or fractional teaching assistantships
beyond the first full teaching assistantship in each twelve-month period. The
grant-in- aid applies only to the first full teaching assistantship (or to fractional
teaching assistantships to the total of a first full teaching assistantship) as
defined in Article 10.02.1 during each 1 September to 31 August twelve-month
period. In the case of a fractional teaching assistantship, the value of the grant-
in-aid need not be paid to computer centre advisors unless the position is being
used to fulfil the employer’s priority pool obligations to the individual. For the
purposes of this article, a full-time graduate student is as defined in the Faculty
of Graduate Studies calendar.

Individuals who are:

1. the priority pool;

2. hold a summer half teaching assistantship

3. and can reasonably expect to be offered a teaching assistantship in the f/w
academic session
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can elect to bank the summer portion of their salary supplement and grant-in-aid
and receive them in the subsequent fall/winter academic session.

For a fuller explanation of how teaching assistant pay is configured refer to
Appendix G: “Remuneration for Teaching Assistants”

(a) For Employment Insurance purposes only a course director for a 6 credit
course will be deemed to have worked 535 hours. Other assignments will
be pro-rated.

(b) The rate of a course directorship will be substituted for the rate of a teaching
assistantship including grant-in-aid for the purpose of satisfying the
additional guaranteed funding for Priority Pool Members specified in the
Letter of Agreement: Additional Funding for Priority Pool Members. For
clarity, if the rate of a teaching assistantship including GIA is $14,000 and
the rate of a course directorship is $16,000, the additional guaranteed
funding for Priority Pool members set out in the Letter of Agreement will be
in addition to the course directorship rate and not in addition to the teaching
assistantship rate such that if the total amount based on the teaching
assistantship rate is $20,000 the total amount for Priority Pool members with
a course directorship will be $22,000.

10.04.1 SALARY RATES

Full Teaching Assistantship: Sept.1, 2020 2023 — $16,088

10.04.4

10.12

Sept.1, 2021 2024 — $16,249
Sept.1, 2022 2025 — $16,411

DEFINITIONS

New Employer Counter Proposal — January 17, 2024

“TUTOR 3” shall be defined as an individual who marks and grades students’
BNBREEER work, and who may perform BIEER rolatcd BEEECHENEA MEGHEIETEAE

such as consultation with students and invigilation, but who is not assigned

principal responsibility for the design and/or presentation of a course or for the
conduct oftorial groups BRSO S BANEN/BOIFOFGOECHOTSHIGENE. Rere:
to Article 16.05.1, 16.05.2, and 16.05.3 for the triggers for marker/grader
assistance.

GRADUATE FINANCIAL ASSISTANCE

Graduate Student Employees Paying International Tuition Fees
Beginning September1-2015 in the 2022-2023 contract year, all members of the

bargaining unit Tceive for each term in which they are
registered full time and pay fees $1,194$4085 per term. Effective




o-%$ i g - Begrnnrng
4%945 in the 2022 2023 contact year members of the bargarnrng unit sa-stugents
in the second year of the priority pool or a later year in the priority pool will receive
in each term for which they are reglstered and pay mternatlonal tuition fees
$1424$=1q'_2-%—per term et '

Graduate Student Employees Paying Domestic Tuition Fees

Beginning September1-2016 in the 2022-2023 contract year all other
members of the bargaining unit shall receive for each term in which they are
regrstered fuII time and pay domestlc tumon fees $715$6% per term. Effective-

Begrnnlng Septemb%%é in the 2022 2023 contract year aII other
members of the bargaining unit in the second year of the priority pool or a later
year of the priority pool will receive for each term in which they are registered
fuII trme and pay domestlc tumon fees $896$84;4 per term. Eff%ﬁ#%th%@%t—-

Except in circumstances beyond its reasonable control, the Faculty of Graduate
Studies shall post the Graduate Financial Assistance monies to a student’s
account by no later than November 1 for the Fall term, March 1 for the Winter
term and July 1 for the Summer term.

ARTICLE 11 - POSTINGS

The Union may file
p@%ﬁg@f any grrevances respectrng postrngs at Step Two of the Grrevance
Procedure. 151

ARTICLE 12 — APPOINTMENTS

12.01 APPLICATIONS

12.01.1 All applicants for positions, including priority applicants as described in 12.03.1, must
apply directly and in writing, providing an updated application (specific or general, see
Appendix F) and/or curriculum vitae to each of the hiring units in which they seek
employment. With the exception of newly admitted PhD 1 students a general application
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28

shall be submitted between 15 November and 31 January, and shall apply to all positions
in the hiring unit for all academic sessions that commence during the twelve months
following 31 January. The employer agrees to notify all full- time graduate students of
the dates for submitting general applications. The employer undertakes that no
appointments shall be made prior to 31 January. Any applications submitted outside of
these dates shall be specific to a particular position(s).

As part of any offer of admission to a graduate program that includes work under this
Agreement, the Employer will provide notice of the Union's representational rights, a link
to the Collective Agreement and to the CUPE 3903 Home Page.

With the exception of initial teaching assistantships, all appointments shall be made from
among the candidates with the preferred and required qualifications, or, where no
candidate has the preferred qualifications, from among the candidates with the required
qualifications. It is understood that in the event of a conflict between Article 12.01.2 and
Article 12.05 (Right of First Refusal), the latter article shall prevail and apply.

An address list of all hiring units may be obtained from the student’s Graduate Program
Office. Each Graduate Program Director shall post a listing of all hiring units in which
teaching assistantships may arise that students within the department may be qualified
to hold.

The employer will provide the applicant with a dated receipt of application signed by the
person(s) in the hiring unit designated to receive CUPE 3903 applications. If the
application is delivered by the applicant, the receipt will be returned immediately and by
hand or electronical ication i i i

Anyone who has been offered admission as a full-time doctoral candidate shall be sent
a general application form and an address list of all hiring units, and shall be advised to
submit a general application and curriculum vitae to each hiring unit in which they wish
to be considered for a teaching assistantship.

Persons currently registered as Master's candidates at York University and who
contemplate applying for internal admission to the related doctoral program will be
advised to submit a general application as per this article.

The parties recognize that the employer must select individuals for appointment to
positions from among candidates competent and able to perform the various duties and
responsibilities of those positions.

SUMMER TEACHING ASSISTANTSHIPS
The Summer Teaching Assistant Hiring Process is as follows:
(i) Blanket Applications will be submitted as per Article 12.01.1

(i) Applicants will be assessed and ranked on the basis of their applications as per
12.01.2.

(iii) First priority in the allocation of available summer teaching assistantships shall be
given to qualified graduate visa student applicants.
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(iv) Second priority in the allocation of summer teaching assistantships shall be given to
gualified applicants who do not hold major external scholarships.

Effective-May-1-2003-—an An applicant may be appointed to a maximum of three summer
teaching assistantships over their normal priority pool entitlement during their program

of study.

This maximum shall not apply to visa students, nor in cases where a summer teaching
assistantship is in fulfilment of the minimum guarantee to a maximum of four summer
teaching assistantships. A report of such cases will be made to the Labour/Management
Committee.

PRIORITY POOL

(i) Priority in the allocation of available teaching assistantships shall be given to full-time
Ph.D. students who, at the time of hiring, have held one teaching assistantship or portion
thereof, whether as a Masters student or as a Ph.D. student, but not more than five full
teaching assistantships as a Ph.D. student. Priority shall be granted for no more than
one full teaching assistantship in a twelve-month period; possible exceptions are noted
below. Teaching assistantship appointments shall be counted as part of an individual’s
Priority Pool entitlement in proportion to a full teaching assistantship as defined in Article
10.02.1, to a maximum of one full teaching assistantship in any academic year.

NOTE: Priority per (i) entitles a qualified full-time Ph.D. student to a maximum of one full
teaching assistantship (subject to availability) in each of up to six years while a full-time
Ph.D. student, provided that the student is successful in obtaining an initial teaching
assistantship. Any teaching assistantship(s) held while a Masters student will not reduce
the priority while a Ph.D. student. Such priority is subject to (ii) and (iii) below.

(i) Where the performance of another type of assistantship having a value at least
equivalent to a full teaching assistantship is accepted by the student, or is a part of
the student’s academic program, or is required of the student by the program for
other academic reasons, the above priorities may not apply.

(i) Students whose total income from fellowships and/or scholarships is equal to or
greater than the value of a full Ontario Graduate Scholarship and who are within the
priority pool described above shall be allocated at least one-half of a full teaching
assistantship or equivalent.

A Ph.D. student whose studies have been impacted by a protected ground under the
SHRE-Ontario Human Rights Code for which they require accommodation and who, as
a result, have not completed their academic requirements shall gain one additional year
of priority pool entitlement. (See also Article 15.10.) Masters candidates who held a full
teaching assistantship shall be allocated a full teaching assistantship pursuant to the
terms of Article 15.10.

Masters candidates who have held a full or partial teaching assistantship which has been
interrupted by a maternity leave per Article 17.06, and who subsequently have been
granted a full-time academic extension beyond Faculty of Graduate Studies guidelines,
also shall be allocated an additional one-half teaching assistantship.

If a candidate for a position grieves a decision not to appoint them to that position, or the
union grieves or queries an appointment, the employer shall provide the union with the
name of the appointee, a copy of their curriculum vitae, copy of their application, and any
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other non-confidential information that was the basis of the appointment. Such
information shall include the individual’s priority pool status, right of first refusal, if any,
and visa student status, where applicable. The Employer will respond to the query within
ten calendar days of the receipt of the query.

RIGHT OF FIRST REFUSAL

(i) Employees who are in the Priority Pool and who, as Ph.D. students, held a teaching
assistantship appointment in the previous academic year, and who apply to the
hiring unit in which they have most recently held an assistantship, shall, per (ii)
below, have the right of first refusal for the position in the course which they have
most recently held, provided that position is posted in the bargaining unit. Where the
position is not posted in the bargaining unit, they shall have first consideration for
other positions for which they are qualified in that hiring unit.

(i) Eligible Priority Pool members, per (i) above shall be entitled to exercise this right of
first refusal three times. An employee exercises this right either by keeping the
position last held or by declining it. When the position is not posted in the bargaining
unit and an alternative position is found for the employee per (i) above, the employee
is not considered to have exercised the right of first refusal. It is understood that the
alternative position is now the position to which the right of first refusal applies if it is
offered again and if the employee has not already exercised this right three times.

NOTE: It is understood that the right of first refusal may be exercised over one full
teaching assistantship, or equivalent, in any twelve-month period from May through April.
If more than one full teaching assistantship is held in that period, then the right of first
refusal applies to the first full teaching assistantship. If less than one full teaching
assistantship is held, then the right of first refusal applies to the first two half teaching
assistantships.

(iii) The right of first refusal does not apply to course director positions.

NOTIFICATION OF APPLICANTS FORPOSITIONS

For appointment processes commencing subsequent to November 1, 2021, each hiring
unit shall post its hiring decisions, electronically in a location accessible to employees
and the union, the names of the persons offered/appointed to positions. Where
practicable, this information will be posted at least four weeks before the commencement
of classes. For summer positions such electronically posted. Notice will indicate which
positions, if any, fulfil the employer’s priority pool obligations.

WRITTEN OFFER OF APPOINTMENT

Appointments shall be made in writing by a letter or Ietters similar to the “Offer of
Appomtment form contalned in Appendix B. :
= If the appomtee accepts the offer %%eeepy%h%
they shall sign and return it to the hiring unit—are-the-ctherwill
. A Revenue Canada TD1 form shall be included with the
first * Offer of Appointment” sent to an employee for each academic session.

(i) When practicable, offers of appointment for the Fall/Winter session will be issued by
July 7, including ticketed course directorships.

(i) When practicable, offers of appointment for the Winter session will be made by
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December 1, including ticketed course directorships.

(i) When practicable, offers of appointment for the Summer Session will be made by
April 1, including ticketed course directorships.

12.07.3 Candidates must confirm their acceptance of an offer of appointment within fourteen
calendar days, at which time the offer will expire. No candidate who allows an offer of
appointment to expire will be precluded from being considered for another appointment.

12.07.4 CANCELLATION OF APPOINTMENTS

When a position which has been offered in writing is cancelled for reasons of insufficient
enrolment in the course in question, and no assistantship of equivalent monetary value
is found for the employee, they shall receive one-eighth of the salary for the position as
severance pay. When a position which has been offered in writing is cancelled for any
other reason, and no assistantship of equivalent monetary value is found for the
employee, they shall receive two-fifths of the salary for the position as severance pay.
Where the cancelled appointment had been allocated under the priority pool provisions
of this agreement, an assistantship of equivalent monetary value shall be found for the
employee.

12.08.1 Where an individual has submitted a first petition to the Dean of Graduate Studies through
the Graduate Program Director (and copied directly to the Dean) following the appropriate
Faculty of Graduate Studies procedure and deadlines to retain full-time status at least
three months prior to the commencement of any academic session and they are offered
an appointment in that session and the petition is not decided prior to the commencement
of the appointment, they shall retain the appointment.

12.08.2 Subject to 12.08.3, Wwhere a full-time graduate student holds a teaching assistantship
and loses their full-time status, i.e., fails to maintain continuous registration as a full-time
student or successfully petltlons for academic leave after the commencement of their
appointment and+etains-theipesition, they shall retain that position in Unit 1 for the
duration of the appointment.

12.08.3 If the reason for the loss of full-time status is incompatible with the employee performing
the duties of the teaching assistantship, then the employee shall be placed on an
applicable Collective Agreement leave(s) during the teaching assistantship.

Note: language here in blue is not proposed language for the collective agreement, but is
proposed as part of the University’s agreement to the language above at Article
12.08:

Regarding the April 20, 2022 Policy Grievance

The union will withdraw the CUPE 3903 Unit 1 policy grievance of April 20, 2022 regarding Article

12.08.

12.09 APPOINTMENT DATES
The appointment dates for contracts in the fall/winter session shall normally be 1
September to 30 April. Where an employee is required to work after the formal
termination date, the employee shall receive individual notice of this work requirement
as soon as possible and not later than 15 March. In the event of grade appeals or
academic dishonesty cases, such notice is not required. Such work on grade appeals or
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academic dishonesty shall be compensated at the Overwork Rate. Such individual notice
shall detail the specific duties to be performed and their expected date of completion.
Where an employee is required to work after the formal termination date, the period of
such work shall not be unreasonably extended.

12.10 PROFESSIONAL PERFORMANCE AND SERVICE FILE

(i) A professional performance and service file shall be kept for an employee in each
hiring unit where they have an appointment.

(i) Only material from this file shall be used as the basis for hiring decisions respecting
competence and ability per Article 12.02.1. This file shall contain only materials
relevant to the issue of competence and ability, and/or the employee’s professional
performance, and shall include, if available, a current curriculum vitae, a current
application form, previous Personnel Action Forms, Offer of Appointment forms,
evaluations generated under Article 13, and relevant documents generated under
Article 8. Where any relevant materials other than those herein identified are added
to the file they shall be date stamped, and the employee shall be notified of their
inclusion within fourteen €43 days of that date. If such additional material does not
lead to discipline under Article 8 or formal evaluation per Article 13, then, after two
years of its inclusion in the file, exclusive of leaves, such materials shall be removed
from the file at the employee’s request and the employee shall be notified once the

materlals have been removed i

the exceptlon of student evaluatlons or summaries of student evaluatlons no
anonymous material shall be included in the file.

(i) An employee, upon written notice to the hiring unit, shall be entitled to add any
material relevant to professional performance, achievement or progress to their
professional performance and service file.

(iv) Upon reasonable notice in writing to the Chair, an employee and/or their authorized
representative shall be able to inspect the contents of the file, and add, if the
employee so wishes, any relevant comments. The file shall be available to the
employer only to provide a source of information in reaching decisions on hiring in
accordance with Articles 8, 12 and 13. No documents therein shall be released
physically or orally for any other reason without the employee’s prior consent in
writing.

ARTICLE 13 — EVALUATIONS

13.01.1 The employer and the union agree that a primary purpose of evaluations is to improve
the quality of teaching by assisting the employee to develop their teaching skills. An
evaluation of an employee’s work and/or performance which does not conform to the
provisions of this article shall be null and void.

13.01.2 INFORMAL EVALUATIONS

() Normally, the employer will evaluate informally, such evaluations to be assessments
of performance by someone of the employee’s choice in the hiring unit or another
hiring unit at York who is acceptable to the hiring unit, of the various duties and
responsibilities of the position based on reasonable academic criteria consistent with
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Article 12.01.7. Such assessments will not normally be done for a person more than
once per fall/winter session (September to April) and once per summer session (May
to August).

(i) Prior to an informal evaluation of an employee in a teaching situation, the employer
shall consult with the employee concerning the time and criteria for such evaluation.

(i) The result of the informal evaluation shall be discussed with the employee after
appropriate notice.

(iv) An informal evaluation may result in recommendations to the employee for
improvement of teaching skills/professional development or may result in a
recommendation to the hiring unit that a formal evaluation be conducted, or where
permitted by Article 12.09.2 of the Unit 2 agreement, may result in establishment of
a Competence and Ability Review Period, for cause. Where informal evaluation
results in recommendations, those shall be made in writing and dated with a copy to
the employee and placed in their professional performance and service file. Such
recommendations shall be removed from the file after two years, except where a
Competence and Ability Review Period is established in the interim, in which case
the recommendations shall be retained in the file until the review period is completed.

(v) An informal evaluation shall not be used as a source of information in hiring
decisions.

FORMAL EVALUATIONS

The employer shall undertake formal evaluations of an employee’s performance of the
various duties and responsibilities of a position only if one or more of the following
conditions is present:

() an employee request

(i) a mutual agreement of hiring unit and employee

(i) a recommendation arising from an informal evaluation

(iv) a decision of Chair/Director, Dean, Bireeter or designate resulting from:

a. an informal evaluation; or
b. the processing of a esmplaiat matter in accordance with Article 8.

All formal evaluations of an employee’s performance of the various duties and
responsibilities of a position shall:

(i) use reasonable methods and criteria of evaluation appropriate to the hiring unit and
to the position in question; and

(i) be in writing.

All formal evaluations must comply with the following procedures.

(i) The hiring unit will discuss with the employee the selection of the evaluator. The
employee may suggest one or more names for consideration, and the employee’s
suggested names will not be unreasonably denied. Fre-evalyaterwillbesomeone

(i) The hiring unit shall inform the employee in writing of the pending evaluation, of the
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person to conduct the evaluation and of the methods and criteria to be used at least
fourteen 44 days (pro-rated for sessions other than fall/winter but not fewer than 3
five weHking days) in advance of the start of a formal evaluation period.

(i) Where there is to be a formal evaluation of classroom teaching, the hiring unit shall
give at least 24 fourteen days’ notice (pro-rated for sessions other than fall/winter
but not fewer than 3 five wesking days) of class visitation. (Such notice may be
coincident with (ii) above.)

(iv) Any formal evaluation shall be discussed between the employee and their immediate
supervisor, with a union representative present if the employee so wishes, and shall
be given to the employee at least three working days before that discussion. The
employee shall sign the evaluation to acknowledge the fact that such a discussion
took place, and the employee may add their written comments to the evaluation
within three weeks of the discussion if they so wish.

A grievance over the contents of an evaluation shall not be processed past Step Fharee
Two. In the event that such a grievance reaches Step Fatee Two, it shall be deemed
settled by the Dean’s reply, and Step—eur—andier Article 7 (Arbitration) shall not be
invoked. This does not limit the right to grieve the reasonableness of the methods and
criteria of evaluation. Such a grievance shall not operate to halt or interfere with the
evaluation process unless otherwise agreed by the parties or ordered by an Arbitrator e¢

Written formal evaluations may be kept only in an employee’s professional performance
and service file and shall provide a source of information in reaching decisions on hiring
in accordance with this article.

All copies of any formal evaluation demonstrating incompetence, inability or negligence
shall be destroyed after the employee in question has received a formal evaluation in the
same or a subsequent session in a similar position in the same hiring unit which fails to
demonstrate incompetence, inability or negligence.

Except for evaluations conducted during a Competence and Ability Review Period for
cause, or evaluations conducted as a result of action taken per Article 8.03.1, an
employee shall not be formally evaluated without their consent in a position by a hiring
unit for a period of two years after they received two formal evaluations which fail to
demonstrate incompetence, inability or negligence in positions of the same type in
consecutive years in the same hiring unit.

ARTICLE 15 — GENERAL - December 11, 2023

15.01.3 RESOURCES FOR PERSONS WITH DISABILITIES

Persons with dlsabllltres per %Iee York University’s accommodation process
, shall be accommodated mcludrng through
special

equipment or required resources |dent|f|ed as a requrred accommodatlon to assist
employees in the performance of their teaching, demonstrating, tutoring or marking,
as approprrate on the ‘same basis as other York Unrversrty employees FhreOfficeof
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CODE BASED EXTENSION REQUESTS

A full-time graduate student whose studies have been impacted by a protected ground
under the Ontario Human Rights Code ("fOHRC") for which they require accommodation
may submit a petition for academic extension for up to a total of twenty-four months
beyond the Faculty of Graduate Studies deadlines (part tlme graduate students may
submrt petrtrons for part- trme status) ;

through the Graduate Program Directors and copied directly to the Dean. Such petitions
shall be kept confidential. When considering these petitions, the Dean shall review
medical certification and statements as to the effect of the disability or disabilities, illness
or injury upon the progress of the student’s work. If requested by the member, in the
case of a petition based upon a dlsablllty or dlsabllltles the Dean shall also meet with an

officer from es Student Accessibility Services to
discuss the petltlon If the Dean decides not to grant such a petition, they shall state the
reasons for their decision in writing, including the basis upon which they decided that the
effect of the illness, injury and/or disability or disabilities upon the progress of the
student’s work was not sufficient to grant the petition, to the individual with a copy to the
union. Such a request shall not be unreasonably denied. Petitions of full-time graduate
students which are granted shall be granted for full-time status and petitions of part-time
students which are granted shall be granted for part-time status.

Masters candidates who held a full or partial teaching assistantship, and who
subsequently have been granted a full-time academic extension for up to 12 months
beyond Faculty of Graduate Studies guidelines per this article, also shall be allocated an
additional teaching assistantship.

The Employer agrees to contribute annually to operating costs of the Student Centre
Childcare facility, known as the Lee Wiggins Childcare Centre. In each year of the
collective agreement, the amount allocated shall be $50,000. By September 30 of each
academic year the Employer will allocate $50,000 to the Student Centre Childcare to be
used for subsidies for members of CUPE 3903 who use the services of the facility. Any
remaining amount from the subsidies that goes unused shall be reallocated towards
operational costs of the Student Centre Childcare Facility. An annual report on the
expenditure of this money shall be submitted in writing to the Labour/Management
Committee.

PROFESSIONAL DEVELOPMENT FUND
]]'rltle Employer agrees to contribute to the Professional Development Fund as
0 OWS: $129 270 offactiva Santamhar 1 2020 $12Q9 764 ~ffactiva Soantamha,

$142,564 Effective September 1, 2023,
$143,989 Effective September 1, 2024,
$145,430 Effective September 1, 2025, and each September 1 thereafter.

The purposes, criteria, procedures, eligibility and priorities for distribution of these
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monies shall be established by the Labour/Management Committee. The Director of
the Centre for the Support of Teaching shall be invited to participate in the
deliberations of the Committee. The monies shall be handled by the union, in
accordance with the decisions of the Labour/Management Committee. An annual
report on the disbursement of monies shall be submitted in writing to the
Labour/Management Committee. Any unspent monies shall roll over into the
subsequent contract period.

The Parties suggest that the Committee consider the following two priorities:

(1) to assist new employees within the first two years of employment in the
bargaining unit in the development of their professional competence and ability;
and

(2) to assist employees in upgrading their qualifications for full-time academic
appointments.

ARTICLE 17 — LEAVES

17.06

17.06.1

17.07

17.08

PAID PREGNANCY MATERNIIY LEAVE Upon written request to the
Chair/Dean/Director indicating the expected date of delivery, a pregnant female
employee shall be entitled to paid pregnancy satesaity leave of up to seventeen thirty-
fifths of the period of their Appointment Contract(s). Requests for Pregnancy Matesrity
Leave will be made as soon as practicable and normally no later than one month before
the intended start-date of the leave.

YEAR OF SERVICE CREDIT FOR MATERNITY PRIOR TO 1987-88 Prior to the 1987-
88 contract year, when there were no pregnancy satesrity or long- term pregnancy
maternity leave provisions in the collective agreement, if an employee can demonstrate
that they would have been eligible at that time, according to the current collective
agreement’s eligibility criteria (except for the requirement for a written request to the
Chair), and held APE in the years preceding and following the year in which they would
have been entitled to such a leave, they will be credited with 1 year of service for each
period that they would have been entitled to such a leave.

PAID CARE-GIVER LEAVE Upon written request, a paid leave of absence of up to
twelve thirty-fifths shall be granted to an employee on the occasion of the birth of a child
for which they are stheds going to accept care-giver responsibility. Where more than one
twe employees haswe-care-giver responsibility for a new-born child and one is eligible
for pregnancy smaterrity leave, they may divide the amount of paid pregnancy saatesrity
and care-giver leave between them.

PAID ADOPTION LEAVE Upon written request indicating the expected date of adoption
of an infant (i.e., less than five years old at the time of adoption), the employee who has
the principal responsibility for the care of that child shall be entitled to a paid adoption
leave, coincident with the adoption of that child, of up to twelve thirty-fifths of the period
of their Appointment Contract(s). Where more than one #ae employees is are assuming
joint care-giver responsibility for that child, a maximum of twelve thirty-fifths of paid
adoption leave may be shared between them, in which case the portion claimed by each
shall be calculated on the Appointment Contract(s) that each holds.
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CARE-GIVER UNPAID PARENTAL LEAVE —HME-OEEF Upon written request, the
pregnant employee naturabmether shall be entitled to an unpaid parental leave of up to
sixty-one thirty-five weeks in time off, in addition to the -iacludingthe paid pertien-of leave
specified in Article 17.06. Any other employee who has care-giver responsibility for a
new-born or adopted infant shall be entitled to a leave of up to sixty-three twenrty weeks
in time off, including the paid portion of leave specified in Articles 17.07 and 17.08.

PREGNANCY MATERMNIY LEAVE REPLACEMENTS It is understood that in replacing
an employee off on pregnancy/caregiver materaitydparental leave, the employer shall
ensure that any initial replacement posting has the same qualifications as the original
posting for the position and the employer shall ensure that any selected candidate meets
the posted qualifications. If the position is not filled by way of the initial posting and the
employer re-posts the position with lesser qualifications, then the selected replacement
employee will not be able to exercise incumbency achieved by way of the replacement
period against the employee on leave

SUPPLEMENTAL BENEFITS The employer shall maintain a “Supplemental
Unemployment Benefits Plan” pursuant to the Employment Insurance Act and - 56 -
Regulations in regard to pregnancy saatesaity, parental and adoption leave. The
employer shall make amendments as appropriate to ensure that the Plan provides the
maximum permissible benefits in conjunction with Articles 17.06, 17.07 or 17.08.

ARTICLE 19 — DURATION AND MODIFICATION OF AGREEMENT — November 24, 2023

19.01

This agreement shall continue in force and effect from the date of ratification to 31
August=2823 2026 and shall be renewed automatically thereafter for periods of one
year each unless either party notifies the other in writing within the period of ninety
days before the agreement ceases to operate that it desires to amend or terminate
this agreement. Where notice to amend the agreement is given, the provisions of
this agreement shall continue in force until a new agreement is signed or the right to
strike or lockout accrues, whichever first occurs.

ARTICLE 20 - WAYS & MEANS FUND - Employer Proposal Feb 02, 2024

20.01




w
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Allocations from the Fund will be made by the Union. An annual report on the
disbursement of monies shall be submitted in writing to the Labour Management
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Letter of Agreement
Discussions regarding Workplace Accommodation — (New Employer Counterproposal) —
December 19, 2023

The Union and the Employer agree that at each of the November and May Employee Well-
Being — CUPE 3903 Monthly Review meetings, the parties will engage in a discussion the
scope of which will include:

1. Data that the Employer provides to CUPE in advance of these meetings; and

2. Discussion and feedback regarding individual CUPE 3903-represented employees’
experience with the accommodation processes under the Disability Support Program,
with a view to opportunities for continuous improvement.

Two weeks in advance of a scheduled meeting, the Employer will provide the union with
aggregate data regarding newly medically accommodated employees in the CUPE 3903
bargaining units, including non-confidential information regarding the nature of the
accommodation provided.

Each party may have up to three representatives at these discussions. Such representatives
shall normally include Manager, Employee Well-Being (or nearest equivalent position) and
Disability Support Specialist(s) on behalf of the Employer and the CUPE 3903 Equity Officer (or
nearest equivalent position) on behalf of the Union. If either party wishes to have more than
three representatives in attendance, they should seek the agreement of the other party no later
than seven days in advance of the meeting.

This Letter of Understanding will expire with the commencement of the renewal collective
agreement following the 2023-26 collective agreement unless this Letter of Understanding is
renewed by the parties.
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LETTER OF UNDERSTANDING - EMPLOYER PROPOSAL FEB 02, 2024

BETWEEN:
CUPE 3903 Units 1,2 and 3
(“UNION”)
and

YORK UNIVERSITY
(“UNIVERSITY”)

Re: Paid Adoption Leave

Whereas Paid Adoption Leave is currently provided on the terms set out in the collective
agreements?.

And Whereas, the federal government has proposed amendments to the Employment
Insurance Act (El Act) to provide up to 15 weeks of shareable El adoption benefits.

Now Therefore the parties agree that:

If the legislation passes during the 2023-2026 collective agreement, the University will increase
the paid adoption leave in the relevant paid adoption leave article of the collective agreement
from twelve thirty-fifths to fifteen thirty-fifths for any paid adoption leaves commencing after that
date.

1 Article 17.08 in Units 1 and Unit 2 and Article 16.10 in Unit 3
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LETTER OF AGREEMENT - Employer Counter Proposal Feb 15, 2024

BETWEEN:
CUPE 3903 Unit 1 and Unit 3
(“UNION”)
and

YORK UNIVERSITY
(“UNIVERSITY”)

Hereafter referred to as “the Parties”

The Faculty of Graduate Studies regulations establish program completion times of 12 terms (4 years) for
masters degree requirements and 18 terms (6 years) for doctoral degree requirements. The regulations are
premised on a commitment to timely completion.

Petitions constitute a request to waive an academic rule or regulation and under the York University Act, 1965, are
within the purview of the appropriate Senate subcommittee. A full-time graduate student may petition for an extension
of the program completion time and full-time status where an intervening event, in the case of the applicable CUPE
3903 collective agreement provisions executive service, or Code-based grounds have affected their academic
progress. The Parties have met to discuss the exceptional circumstances of approximately 20 full-time
graduate students who have been granted academic extensions of full-time status for a second year and
note that students in PhD 8 have not normally received Priority Pool entitlement. There is no extension
into PhD 9.

The parties agree as follows:

1. For the period from the date of ratification of the relevant 2023-26 CUPE 3903 collective
agreements to August 31, 2026, the Parties agree to the process as outlined below:

a. The University, in its discretion, will consider funding and employment opportunities in the
exceptional circumstances in which a full-time graduate student petitions for and is
granted an academic extension of full-time status for a second year for Code-based
grounds, or a combination of executive service and Code-based grounds pursuant to the
applicable collective agreement provision2.

b. Itis understood that the University must first meet any funding obligations to students in
years 1-6 and to those PhD students who are entitled to funding as a result of an
approved academic extension into PhD 7.

c. Once the above funding obligations have been met, the University may consider from
among any remaining assignments including possible Priority Pool entitlement, if
applicable, for a full-time graduate student who petitions for and is granted an academic
extension of full-time status for a second year as described above.

d. Students are encouraged to contact the applicable Hiring Unit to inquire whether there
are employment/funding opportunities available.

2. This Letter of Agreement shall be placed in the relevant 2023-26 collective agreement booklets
and shall form part of the relevant 2023-26 collective agreement. It will expire with the expiration
of the relevant 2023-26 collective agreement and shall be removed from the subsequent renewal
collective agreement unless renewed by the parties.

2 CUPE 3903 Unit 1 Article 15.09, 15.10; CUPE Unit 3 Article 11.05.3, 11.05.4, 11.06



42

York University

CUPE 3903 Unit 1

CUPE 3903 Unit 3

Note: Agreement to collective bargaining proposal above, regarding a Letter of Agreement, is subject to
CUPE 3903’s withdrawal of the following policy grievances:

- Union policy grievance dated July 27, 2021, alleging a violation of CUPE 3903 Unit 1 Articles 2,
4, 15.10, and any other relevant articles, the Labour Relations Act, the Ontario Human Rights
Code, and any other relevant statutes.

- Union policy grievance dated August 16, 2022, alleging a violation of the CUPE 3903 Unit 3
collective agreement Articles 2, 4, 11.06, and any other relevant articles, the Labour Relations
Act, the Ontario Human Rights Code, and any other relevant statutes.
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APPENDIX B— November 24, 2023
TEACHING ASSISTANTSHIP — OFFER OF APPOINTMENTYORK UNIVERSITY

Dear Date:

On behalf of the Dean, | am pleased to offer you an appointment as teaching assistantas outlined below, in:

Hiring Unit Faculty

1.Position Title *No. of Assignments/Hours
Article 10.04

Course Meeting Time(s)

Calendar Listing

Session
Base Total **Supplement
Vacation Pay **Grant in Aid
2.Position Title *No. of Assignments/Hours
Article 10.04
Course Meeting Time(s)
Calendar Listing
Session
Base Total **Supplement
Vacation Pay **Grant in Aid
It should be understood that this offer in total consists of fullteaching assistantship(s)*

Total Value of All Contracts:

*The general terms and conditions of your appointment, including salary and provision for cancellation of appointments,
are as set out in the current collective agreementbetween York University and the Canadian Union of Public Employees,
Local 3903. In particular please read Article 10.02.1 for elaboration on your teaching assistantship and hours of work.

**Please confirm the accuracy of these Supplemental and Grant-In-Aid figures by referring to the attached memorandum,
REMUNERATION FOR TEACHING ASSISTANTS.

If you accept this offer of appointment, please complete, sign, and promptly return the attached copy of this form to me
within fourteen calendar days, at which time the offer will expire. & 5

paysmenty)
Yours Sincerely,
Chairperson

THIS OFFER IS CONDITIONAL ON FACULTY OF GRADUATE STUDIES APPROVAL AND THE
APPOINTEE’S RETENTION OF FULL-TIME GRADU-ATE STUDENT STATUS AFTER REGISTERING
FOR THE SEMESTER IN WHICH THE CONTRACT IS OFFERED.

Please indicate any changes/additions to the information which the hiring unit has on file in the following areas.

PLEASE NOTE: Delays and/or errors in processing, and/or misdirection of the first salary payment may be
unavoidable if informationis inaccurate or incomplete.

Name Telephone
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surname given name
Address Postal Code

Emergency Contact

name relationship telephone (home & bus.)

Social Insurance Number Sex Date of Birth
mm dd yy

Bank (Name, Branch & Address)
Account #
Country of Birth Current Citizenship
Work Visa Expiry Date
Check one from “a” or “b”:
(a) | accept the appointment(s) as offered.
(b) | accept the appointment(s) offered subject to the changes set out below.

Check “c” if applicable

(c) I have read the attached notice re: salary supplements and grant- in-aid
and | would like to bank the summer portion of the salary supplement and grant-
in-aid and receive it in the subsequent fall/ winter academic session.

1.Position Title No. of Assignments/Hours
Per offer of appointment

Course Session
Per offer of appointment

2. Position Title No. of Assignments/Hours

Per offer of appointment

Course Session
Per offer of appointment

Teaching Assistants:

The amount of money paid for teaching duties is classified as employment income

<save and except for the Grant In Aid>; therefore deductions for income tax, unemployment insurance and Canada Pension
Plan contributions are made at source. Vacation pay at the rate of 4% of total earnings will included in each monthly
payment.

I understand that as a full time graduate student | am permitted to work no more than anaverage of ten hours per week.
I confirm the accuracy of the above information and accept the terms of appointment as stated.

Applicant’s Signature

PLEASE NOTE: FOR FALL/WINTER OFFERS OF APPOINTMENT, INDIVIDUALS WHO DO NOT RETURN
THISSIGNED-BACK LETTER OF OFFER BYSEPTEMBER 3 FOR PAYROLL PROCESSING MAY NOT BE
PAID UNTIL THE OCTOBER 25 PAY DATE.

If you are a person with a dlsablllty and wish to dlscuss Workplace accommodatlon please contact the University’s
Employee Well Being Office: £a
https://thecentre.yorku. ca/resource/health safetv-well belnq/



https://yuoffice-my.sharepoint.com/personal/kaylieg_yorku_ca/Documents/Desktop/CUPE%203903/CUPE%203903/Collective%20Bargaining%202023/DRAFT%20Proposals/Unit%201/(http:/www.yorku.ca/hr/units/employeerelations/ewb.html)
https://thecentre.yorku.ca/resource/health-safety-well-being/
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For information regarding group health and dental plan benefits see link below:
Link to benefit enrolment form to be included.

For information regarding the terms and conditions of your employment as set out in a collective agreement
between York University and CUPE 3903 Unit 1 see link below:
https://www.yorku.ca/labour/wp-content/uploads/sites/105/2023/09/Unit-1-CA-2020-2023-FINAL-06-06 2.pdf

Revised February, 2000
Revised April, 2012
Revised November, 2023


https://www.yorku.ca/labour/wp-content/uploads/sites/105/2023/09/Unit-1-CA-2020-2023-FINAL-06-06_2.pdf

46

NEW Employer Proposal — February 07, 2024
Without Prejudice

The Employer’s proposal is that upon the renewal of the York-CUPE 3903 Unit 1, 2 and 3
collective agreement, the Employer would write to the Union as set out below. This letter would
not form part of the collective agreement

Draft Letter to CUPE 3903 from the Employer:

*kkkkkkkkkkkkkkkkkkkkkk

Dear Stephanie,

In recently concluded collective bargaining for the renewal of the York University — CUPE 3903
Units 1, 2 and 3 Collective Agreements, CUPE presented a proposal regarding the provision of
supports and services to racialized employees.

We appreciate your attention to racism’s diverse forms and consequences, as well as its
inextricability from intersecting identities and we share your investment in the well-being of
racialized employees. Indeed, countering racism at York (and beyond) has been a driving force
behind multiple initiatives, including but not limited to: the Security Services Review, the
Framework and Action Plan on Black Inclusion, and the DEDI Strategy. Racial equity is also
being embedded in the Well-being Strategy thanks to extensive consultations with York
community members. All of these include recommendations for specific services and practices
in order to both counter racism and enable racialized members of York’s community to thrive.

The Division of EPC, which is the lead or co-sponsor of these initiatives, is planning the
implementation of these recommendations in ways that are holistic, community-informed, aimed
at the flourishing of racialized individuals and communities, and will be accessible to CUPE
members. CUPE members will be invited to share their ideas and feedback about the
implementation of various recommendations. They may do so through channels open to York
community members in general or could also request an additional CUPE-specific discussion if
that is preferable. | would welcome and appreciate their engagement very much.

Laina Bay-Cheng
Interim Vice-President Equity, People & Culture



