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PREAMBLE

WHEREAS the University and the Union desire to co-operate in establishing and maintaining
conditions which will promote a harmonious relationship between the University, the Union and
the employees covered by this Agreement, including determination of salaries, benefits and other
terms of employment, and in providing methods for fair and amicable adjustment of disputes
which may arise between them under the terms of this Agreement and;
WHEREAS the parties recognize that the educational enterprise in which the University is
engaged is one which must provide a high and efficient degree of service to its students,
consistent with its educational objectives;
NOW THEREFORE, the University and the Union agree as follows:
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ARTICLE 1

1.01

1.02

The University recognizes the Union as the sole and exclusive collective bargaining agent
for all employees of the Board of Governors of Ryerson University in the Municipality of
Metropolitan Toronto, excluding:
(a)

Officers of the Corporation;

(b)

Senior Directors and persons of equivalent or higher rank;

(c)

persons excluded by reason of their exercising managerial functions or excluded
by reason of their employment in a confidential capacity in matters relating to
labour relations.

(d)

persons regularly employed for not more than twenty-four (24) hours per week
and students employed during the school vacation period, specifically, the official
end of the winter school term to the official start of the fall school term.

(e)

persons covered by subsisting collective agreements.

The University will provide a list to the Local Union on an annual basis no later than the
second week in September, of all positions excluded from the OPSEU bargaining unit.
The University shall advise the union as soon as a determination is made that a current
position in the bargaining unit is to be excluded, with its supporting rationale.

ARTICLE 2

2.01

UNION RECOGNITION

MANAGEMENT RIGHTS

The Union acknowledges that it is the exclusive right of the University to:
(a)

maintain order, discipline and efficiency;

(b)

hire, transfer, classify, assign, appoint, promote, demote, lay off and recall
employees;

(c)

discipline and discharge employees for just cause, except that probationary
employees may be discharged without cause;

(d)

to establish reasonable policies, rules and procedures; and
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(e)

2.02

The exercise of the University's rights shall be subject to all the other provisions of this
Agreement.

ARTICLE 3

3.01

generally to manage the University and without restricting the generality of the
foregoing, the right to determine the educational objectives of the University, the
right to plan, direct and control operations, facilities, programmes, courses,
systems and procedures, direct its personnel, determine complement,
organization, methods and the number, location and classification of personnel
required from time to time, the number and location of campuses and facilities,
services to be performed, the scheduling of assignments and work, the extension,
limitation, curtailment or cessation of operations and all other rights and
responsibilities not specifically modified elsewhere in this Agreement.

NO DISCRIMINATION

There shall be no discrimination or harassment, as defined by the Ontario Human Rights
Commission, practised by any of the representatives of the University or the Union with
respect to any employee because of activity or inactivity in the Union consistent with this
agreement, nor, in accordance with the provisions of the Ontario Human Rights Code,
shall there be any discrimination or harassment by reason of race, creed, colour, age, sex,
marital status, family status, nationality, ancestry, place of origin, or handicap as well as
political or religious affiliation, and sexual preference.

ARTICLE 4

NO STRIKES OR LOCKOUTS

4.01

The Union agrees that there shall be no strikes and the University agrees that there shall
be no lockouts as defined in the Ontario Labour Relations Act so long as this Agreement
is in effect.

4.02

In the event that any employees of the University, other than those covered by this
Agreement, engage in a lawful strike, employees covered by this Agreement shall not be
obliged to perform work normally done by those employees.

ARTICLE 5

5.01

UNION REPRESENTATION

(a) All new employees hired after January 3, 1985 shall be required, as a condition of
employment, to become and remain members of the Union within thirty (30) days of date
of hiring, unless within that period the employee signifies to the University in writing
with a copy to the Union that for reasons of conscience he/she does not wish to be a
member of the Union.
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(b)

All members who were members of the Union on January 3, 1985 shall remain
members as a condition of employment.

(c)

All members who on January 3, 1985 were not members of the Union and who
were employed prior to that date shall have the right to join the Union at any time.

(d)

The Union agrees that it shall not deny membership to any employee who makes
due application and pays the amounts specified by Article 5.02 or Article 5.06
below, and shall not require the University to dismiss or terminate any employee
who pays such amounts.

5.02

The University agrees to deduct from the wages of each employee in the bargaining unit
a specified uniform amount equivalent to the regular bi-weekly union dues.

5.03

Such deductions shall be made from the wages paid to each employee each bi-weekly pay
period beginning with the month following the signing of this Agreement.
If sufficient pay is not available for the total amount of each deduction due to absence
from work or after all other deductions have been made, no deductions shall be made
hereunder.

5.04

(a)

Deductions shall be suspended during the period of an employee's absence which
is not paid, but shall be automatically resumed (not retroactively) in accordance
with Article 5.02 above, upon the employee returning to work.

(b)

(i)

Employees temporarily excluded from the bargaining unit shall continue to
pay union dues for the first four (4) months of any given assignment. After
serving four (4) consecutive months in such an assignment, union dues shall
no longer be deducted.

(ii)

When the employee returns to the bargaining unit union dues deduction
shall automatically resume.

5.05

Amounts deducted hereunder shall be paid by cheque payable and sent to the Ontario
Public Service Employees Union, Director of Finance, at its Head Office, 100 Lesmill
Road, North York, Ontario M3B 3P8, on or before the fifteenth day of each month
following. Together with this remittance, the University will enclose a list showing the
name and Social Insurance Number of each employee from whom deduction has been
made.

5.06

Any changes in the amount of the regular monthly Union dues will be certified to the
University by the President of the Ontario Public Service Employees Union or its
appropriately authorized official. Such certification shall become effective not earlier
than the commencement of the second month following the month it was received.
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5.07

The Union shall indemnify and save the University harmless from any liability arising
from the application of Article 5.01 to 5.05 above, except such as may result from the
University's own error.

5.08

The University shall indicate on the T-4 slip the total amount of union dues paid by each
member of the bargaining unit in the preceding calendar year.

ARTICLE 6

6.01

(a)

UNION REPRESENTATION (TIME OFF FOR UNION ACTIVITIES)

Paid Time Off for Union President
The President of Local 596 shall, subject to the provisions herein, be granted three
(3) days per week remission for the duration of his/her term of office. This shall be
fully accounted as work time for all purposes such as wages, benefits, and vacation
credits.

(b)

Paid Time Off for Union Chief Steward
The Chief Steward of Local 596 shall, subject to the provisions herein, be granted
three (3) days per week remission for the duration of his/her term of office. The
salary cost of such remission time shall be equally shared by the parties. This
remission time shall be accounted as work time for purposes such as wages,
benefits, and vacation credits.

(c)

To allow for maximum efficiency and flexibility, it is agreed that this time
remission will be as follows: for the President of Local 596, Wednesdays,
Thursdays and Fridays; and for the Chief Steward of Local 596, Mondays,
Tuesdays, and Wednesdays. Such remission shall be effective commencing one (1)
month after the University receives written notice of the election of the President
and Chief Steward and shall cease one (1) month after the University receives
notice that their respective term of office shall end.

(d)

Local Union Officers and Members
The University shall endeavour to grant a leave of absence without pay (but with
the continuation of the employer's portion of benefits or benefit premiums), for any
member of the bargaining unit, for the purpose of attending conferences or seminars
related to activities of the Union. If a difficulty arises with respect to the granting
of any particular request, the Union may meet with the Executive Director, Human
Resources and seek to resolve any staffing difficulty that may have arisen in
connection with such a request.
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(e)

Paid Time for Meetings
(i)

The Union's designated representatives on joint Employer-Union Committees
shall suffer no loss of normal salary while attending meetings with the
University where their presence is required or permitted under the terms of
this Agreement. It is understood that this clause applies to meetings held
during the employee's normal working hours and that no overtime
compensation will be granted for meetings extending beyond the employee's
normal working hours.

(ii)

Ratification Meeting
Members of the bargaining unit, shall, subject to operational requirements, be
allowed to attend, without loss of pay or benefits, a meeting called by the
local union for purposes of ratifying collective agreements, during working
hours. The ratification meeting shall be set on a date mutually agreed to by
the parties, and shall commence not earlier than 2:30 p.m. on that day.

(f)

Advisory Committees
The Union's designated representatives on advisory or similar committees with
community group representation shall suffer no loss of normal salary while
attending meetings where their presence is required. It is understood that this
clause applies to meetings held during the employee's normal working hours and
that no overtime compensation will be granted for meetings extending beyond the
employee's normal working hours.

(g)

For purposes of negotiations to arrive at this and the renewal of this Agreement, the
University will recognize the Union Negotiating Committee of five (5) persons who
are members of the bargaining unit. They shall be granted time off during their
normal working hours to attend negotiation meetings with the University and shall
suffer no loss of normal salary while attending such meetings.
It is understood that this clause applies to meetings held during the employee's
normal working hours and that no overtime compensation will be granted for
meetings extending beyond the employee's normal working hours.

(h)

Paid Time for Grievance and Arbitration
The University agrees to the following scale of time off with pay and benefits for
time spent during an employee's regular hours of work:
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(i)

Complaint Stage (Article 7.02):
Union Steward and complainant for presentation of complaint to management.

(ii)

Grievance Meeting (Article 7.04):
Union Steward, Chief Steward and grievor for duration of meeting.

(iii) Arbitration:
Union Steward, Chief Steward, and grievor for days of hearing and
subpoenaed bargaining unit members for the days actual testimony is given by
each.
It is understood that this clause applies to meetings held during the employee's
normal working hours and that no overtime compensation will be granted for
meetings extending beyond the employee's normal working hours.
6.02

Employee's Right to Representation
At the request of an employee, she/he may have a steward present at any meeting to
which the employee is called to discuss the employee's behaviour, conduct, attendance
record or job performance.

6.03

Joint Consultation Meetings
The parties agree that it is vital to assure prompt and effective communications on all
matters affecting the relationship or the well-being of the members of the bargaining unit.
Both parties will therefore make every effort to communicate promptly and openly on all
such matters of interest and will arrange meetings between the Local Union Officers and
responsible officials of the University regularly and as the need arises. Such meetings
may be called on a reasonable basis by either party, indicating the general purpose and
proposed content of the meeting and shall take place at a mutually agreeable place and
time. Meetings under this provision shall not be used to deal with matters to be dealt
with in negotiations for renewal of this Agreement or matters that may be the subject of
the grievance procedure.

6.04

Attendance of Union Staff Representative
The Employer agrees that a Staff Representative of the Union shall have the right of
access to the premises during working hours to attend any meeting between the parties at
the request of the Local Union as provided in this Agreement and to assist the Local as
may reasonably be required. The Union agrees that such visitation by the Staff
Representative shall not in any way interfere with work being performed by employees of
the University.
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6.05

6.06

Notification to Employer of Union Officers
(a)

The Union shall notify the Employer in writing of the names of the Stewards, Local
Executive Officers and Committee members, and of any changes that may occur
therein from time to time. The Employer shall not be required to recognize a Union
Officer or Steward until his/her name has been certified to the Employer in writing
by the Union.

(b)

A member of the Union Executive (including stewards and committee members)
shall request permission to leave the work place from his/her supervisor, as far in
advance as possible of the scheduled meeting. Subject to operational requirements,
permission shall normally be granted. Should operational requirements preclude
the local union representative from attending the meeting, at the employee's request,
the meeting shall be rescheduled to a more suitable time.

(c)

Normally such meetings shall be held during regular working hours. However,
when operational requirements warrant it, they may be held outside the regular
working hours, by mutual consent.

Local Union Office and Use of University Services
The Employer shall provide to the Union for its exclusive use furnished office
accommodation in a convenient location in one of the University buildings. Such
accommodation shall be free of charge.
The use of facilities and services of the University (such as duplicating, xerox, computer
services) shall be made reasonably available to the Union subject to priorities determined
by the University in its discretion and subject to such charges for the use of such facilities
and services as the University may, from time to time, establish.

6.07

Space for Meetings
Subject to space availability, the Employer agrees to endeavour to provide space for
meetings of the Local Union within the University.

6.08

Information to the Union
The University agrees to provide all information required to assist the Local Union in
representing the members of the bargaining unit including:
(a)

The Local Union shall be advised each month of all hires, changes in
classification (including maternity leave, Long Term Disability and leaves of
absence), transfers between departments, terminations, addresses for new hires
and changes of address.
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(b)

The Local Union shall receive annually in the second week of September, a list
containing the names of all employees, their salary rates and corresponding job
classification level or grade.

(c)

The Local Union will be advised of the filling of any vacancy within the
bargaining unit.

(d)

The local union shall be advised of any underfills prior to the scheduled meeting
in which the offer of employment and the terms and conditions of the underfill are
discussed with employee.

(e)

The local union shall receive on a monthly basis a list of all career and term
positions greater than four months commonly referred to as the establishment list.
The list will reflect the position title, grade, incumbent, position numbers, and any
other relevant comments. In the case of term positions, the start and end dates of
the position will also be included.

(f)

The University will provide an up-to-date copy of the University’s policy and
Procedures Manual to the local union, and the local union shall be included on the
distribution list administered by Ancillary Services.

ARTICLE 7

7.01

GRIEVANCES AND COMPLAINTS

Definition
A grievance is an allegation by an employee (or the Union as specified under Article 7.03
below) of a contravention of the provisions of this Agreement. The written grievance
shall state the nature of the complaint and the remedy sought.

7.02

(a) Complaints
(i) An employee who has a complaint shall first raise the matter with the most
immediate non-bargaining unit supervisor in his/her department and give that
person an opportunity to discuss and adjust the matter. Such a discussion shall
take place within ten (10) working days after the circumstances giving rise to
the matter have occurred, this period shall be reasonably extended if the
circumstances, such as the employee's absence, warrant.
(ii) The employee may be accompanied by a representative of the Union (e.g. the
appropriate Steward), during such discussion if the employee wishes.
(iii) The first line supervisor may be accompanied by another excluded employee
(except the first line supervisor's superior) at any complaint stage meeting.
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(iv) A decision regarding any adjustment shall be made and communicated to the
employee by the immediate supervisor within the next ten (10) working days
following the discussion. If the decision is not satisfactory or if none is
communicated within the above time limit referred to above, the employee may,
at his/her option, refer the matter within ten (10) working days to the immediate
supervisor's superior at the managerial level, who shall then make and
communicate his/her decision within the next ten (10) working days.
(v) If the employee does not choose to involve the higher level superior referred to
above, or if the latter's decision is not satisfactory or is not forthcoming within
the time limit prescribed, the employee may lodge a grievance.
(b)

Complaint Concerning Job Postings
An employee who is unsuccessful as a result of a job posting process, as
provided in Article 15, and disagrees with the decision made concerning his/her
candidacy shall first give the hiring manager an opportunity to meet and discuss
the recruitment process and provide the employee with the rationale for his/her
decision. The hiring manager may be accompanied by another excluded
employee at such a meeting.
Such a meeting/discussion shall take place within (6) working days after the
decision was communicated to the employee concerned by the Human
Resources Department.
This period shall be reasonably extended if the circumstances, such as the
employee's absence, warrant. The employee may be accompanied by a
representative of the Union (e.g. the appropriate Steward), during such
discussion if the employee wishes.
A decision regarding any adjustment shall be made and communicated to the
employee by the hiring manager within the next five (5) working days following
the discussion. If the decision is not satisfactory or if none is communicated
within the time limit referred to above, the employee may lodge a grievance.

7.03

Filing a Grievance
A grievance shall be lodged by filing the same on a Union-provided Grievance Form with
the Executive Director, Human Resources. Any grievance by an employee shall be filed
within ten (10) working days after the expiry of the time limits set out in Article 7.02
above, for the communication of the decision; and any grievance by the Union within ten
(10) working days after the circumstances giving rise to the grievance have occurred or
have reasonably come to the attention of the Union. A grievance by the Union (Union
grievance) is a grievance concerning the bargaining unit as a whole, or any segment
thereof, or the Union itself; if the Union acts on behalf of an individual employee, the
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grievance remains an employee grievance and is governed by all the provisions
applicable to employee grievances including the provision of Article 7.02 above.
7.04

Processing a Grievance
Within ten (10) working days following the receipt of the Grievance, the Executive
Director, Human Resources shall give the opportunity to have the grievance presented at
a meeting arranged for that purpose. In addition to the employee(s) concerned, up to
three (3) representatives of the Local Union, for example, the appropriate Steward, the
Chief Steward and the Local President as well as a Staff Representative from the Ontario
Public Service Employees Union shall have the right to be present. The Executive
Director, Human Resources may invite to the meeting such other persons (for example,
the appropriate Supervisor, Manager, Director or Dean), as he/she considers advisable to
a maximum of five (5). He/she shall render his/her decision on the grievance in writing
either at the meeting or within (10) working days from the conclusion of the meeting.

7.05

Answering a Grievance
If the decision of the Executive Director, Human Resources is not satisfactory or if none
is communicated within the time limit referred to above, the grievance may be
submitted--within ten (10) working days after the expiry of the time limit set out in
Article 7.04 above, for the written communication of the decision of the Executive
Director, Human Resources--by the Union to arbitration as set forth in Article 9.01 (a)
and (b).

7.06

University Grievance
In the case of a grievance by the University all the time limits shall be the same as
stipulated above for a Local Union grievance. The grievance shall be submitted to the
President of the Local Union, and he/she shall make his/her decision in writing after a
meeting with representatives of the University in the presence of such Local Union
representatives as he/she considers appropriate.

7.07

7.08

Time Limits for Processing Grievances
(a)

Any grievance not submitted nor advanced within the time limits provided in the
above grievance procedure shall be deemed to have been abandoned. No matter
may be submitted to arbitration which has not been properly carried through all
the requisite steps of the grievance procedure.

(b)

Time limits provided in this Article 7 may be varied or extended by specific
written agreement of the parties in any particular proceeding.

The termination of the employment of a probationary employee shall not be the subject of
a grievance.
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7.09

Where in this Article 7 the Executive Director, Human Resources is charged with certain
actions these actions may in lieu be performed by another appropriate official appointed
for this purpose by the University.

7.10

Union Staff Representative
The Union Staff Representative may assist in the preparation or presentation of a written
grievance at any step of this procedure as requested by the Local Union.

7.11

Discharge, Suspension, and Alleged Improper Separation from Employment
Where a grievance alleges unjust dismissal, suspension, or improper separation from
employment, the complaint stage under Article 7.02 above, shall be by-passed and the
grievance shall be filed with the Executive Director, Human Resources within five (5)
days of dismissal, suspension, or separation from employment. The employer shall
provide a copy of the notice of discharge, suspension, or separation of employment, to the
Local Union President at about the same time that such notice is provided to the
employee.

7.12

Job Evaluation - Grievance/Arbitration Procedure
Where an employee believes his/her position is improperly classified they may file a
grievance, which shall be processed as provided below.
(a)

First Stage
(i)

A grievance in writing is submitted to the Manager, Human
Resources Consulting and Client Services or his/her designate
stating that the incumbent's position is incorrectly graded.

(ii)

The incumbent, incumbent's supervisor, and supervisor's superior
and Manager, Human Resources Consulting and Client Services will
meet within twenty (20) working days of the receipt of the grievance
to obtain agreement that the incumbent's PDQ and job description
and any other relevant job information accurately reflects the job
being performed.

(iii)

If no agreement is obtained as outlined above, the issue will be
addressed in the Second Stage of the process as outlined below.

(iv)

Notwithstanding 7.12(a)(iii) above, the Manager, Human Resources
Consulting and Client Services or his/her designate will meet with
the complainant/union within (10) working days of the completion of
the time lines outlined in Article 7.12(a)(ii) above to learn the
desired grade level, and supporting rationale.
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(v)

(b)

(c)

Second Stage
(i)

The complainant if not satisfied with communication received from
the Manager, Human Resources Consulting and Client Services or
his/her designate may forward a written copy of the grievance to the
Manager, Employee Relations or his/her designate within ten (10)
working days of advice from the Manager, Human Resources
Consulting and Client Services or his/her designate.

(ii)

Manager, Employee Relations or his/her designate will hear the
grievance within ten (10) working days of receipt of the grievance.
Such discussion may include obtaining agreement with respect to the
job description and PDQ and to learn the desired grade level, and
supporting rationale.

(iii)

Manager, Employee Relations or his/her designate will respond in
writing within ten (10) working days of hearing the grievance.

Third Stage
(i)

7.13

The Manager, Human Resources Consulting and Client Services or
his/her designate will respond in writing to the complainant/union
within ten (10) working days from the conclusion of the meeting
referred to in 7.12(a)(iv) above.

Failing resolution through the grievance process, the matter may be referred
to Expedited Classification Arbitration as outlined below (the normal
arbitration process outlined in Article 9 of the Collective Agreement shall
not apply in matters of classification grievance).

Job Evaluation - Expedited Classification Arbitration
(a)

If the University or grievor requests that a classification grievance be submitted to
arbitration, it shall proceed as herein provided.

(b)

Any matter so referred to arbitration, including any question as to whether the
matter is arbitrable pursuant to this process, shall be heard by a specially trained
sole Arbitrator. The Arbitrator shall be selected by the parties from a list agreed
to by them or, failing agreement, by a lot from the agreed-on list, within ten (10)
working days of the referral to arbitration.

(c)

All arbitrators shall undergo an initial training session on the Job Evaluation Plan
to be presented by the University and such updated training or re-orientation as
the University may deem necessary from time to time.
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(d)

A single Arbitrator appointed under this expedited procedure shall commence to
hear the matter referred within twenty-one (21) working days of his/her
appointment wherever possible, and shall issue a brief written notice of his/her
decision within fourteen (14) working days of the hearing. Copies of the decision
will be sent to the Local union, the OPSEU Grievance Department, and the
University.

(e)

The following information shall be received by the Arbitrator no less than
fourteen working (14) days prior to the hearing:
•
•
•
•

a job description provided by the University;
a completed position description questionnaire (PDQ);
a brief written submission by the local union describing the grievance and
referencing the appropriate sections of the job description and the PDQ;
a brief written submission by the University.

The parties shall deliver their written submissions to the other party at the same
time that they are forwarded to the Arbitrator. No written submission or materials
can be considered at the hearing that have not been provided by the parties in
conformity with the process set out in this Article.
(f)

The parties agree that the process shall be informal and that legalistic processes
normally used in conventional arbitration shall not be used. Up to three (3)
management representatives and three (3) union representatives may attend the
hearing. One (1) person from each side will be designated as the spokesperson.
The Arbitrator may ask questions of any of the Union or management
representatives present. The spokesperson for each party may give a summary
statement normally not exceeding fifteen (15) minutes at the conclusion of the
question period. While it is generally not the intent of the parties to use outside
legal counsel at an expedited arbitration hearing, they shall notify the other party
at least ten (10) working days in advance of the hearing.

(g)

The parties shall share equally the fees and expenses of the Arbitrator.

(h)

Time limits provided for in this Article may be varied or extended by specific
written agreement of the parties in any particular proceeding.

(i)

The classification Arbitrator shall have jurisdiction to determine the classification
of the employee(s) or positions. The classification Arbitrator shall not have
jurisdiction to amend the Job Evaluation Plan.

(j)

The classification arbitration award shall be binding on the parties to this
agreement and any employees involved.
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ARTICLE 8

8.01

DISCRIMINATION/HARASSMENT COMPLAINT(S) AND GRIEVANCE
PROCESS

Options of Process
The employee shall have the right to choose the process by which his/her complaint is
resolved. He/she may select the process outlined below or the process outlined in the
University's Policy on Harassment. At any point in the process the complaint may be
referred to the Human Rights Commission.

8.02

An employee who has a complaint of harassment or discrimination as defined in Article
3.01 shall first raise the matter with the most senior non-bargaining unit manager
(director, chair, dean etc.) in his/her department by submitting in writing the nature of
his/her complaint and the remedy sought. The time limits set out in Article 7.02 do not
apply to complaints under this section, provided that the complaint is made within a
reasonable time of the conduct complained of and having regard to all the circumstances.
Should the circumstances warrant, the complaint may be raised with the next higher level
of management in the appropriate line structure.

8.03

Step 1 - Complaint Investigation
(a)

The manager shall within five (5) working days schedule a meeting with the
complainant and obtain all relevant details from him/her concerning the
allegation(s) of discrimination/harassment. The manager shall record and
document all relevant details concerning the complaint.

(b)

Within fifteen (15) working days of such meeting, the manager shall complete an
investigation of the complaint by meeting with each of those concerned including
the alleged harasser.

(c)

On completion of the investigation the manager shall determine the appropriate
course of action to be taken, and he/she shall communicate in writing within ten
(10) working days his/her decision to the complainant which shall include a copy
of the report and will outline the conclusion(s) drawn, decision(s) reached and
action(s) which shall be taken concerning the disposition of the complaint. A
copy of all written communication shall be forwarded to the Executive Director,
Human Resources.

(d)

Where the manager does not have jurisdictional authority over the respondent, the
manager shall involve the appropriate line manager in the investigation.
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8.04

8.05

Step 2 - Grievance
(a)

If the complainant is not satisfied with the written response received from the
manager within ten (10) working days of the receipt of such written response
he/she may forward a written grievance to the Executive Director, Human
Resources.

(b)

On receipt of the formal written grievance, the Executive Director, Human
Resources or his/her designate shall schedule a meeting with the complainant to
review the complaint, determine the areas of disagreement or dissatisfaction with
the communication and the remedy sought by the complainant.

(c)

The Executive Director, Human Resources or his/her designate shall then
schedule a meeting with the investigating manager(s) and review all
documentation, report(s) and evidence upon which the manager's decision was
made, and if warranted conduct his/her investigation of the alleged incident(s).
The Executive Director, Human Resources or his/her designate shall complete
his/her investigation within thirty (30) working days of receipt of the grievance.

(d)

At the completion of the investigation, the Executive Director, Human Resources
or his/her designate, shall within ten (10) working days schedule a meeting with
the complainant and shall communicate the results of the investigation including
conclusions reached and disposition of the grievance.

(e)

The Executive Director, Human Resources or his/her designate shall then further
communicate his/her decision in writing to the complainant within ten (10)
working days of the scheduled meeting referred to above.

Step 3 - Arbitration
(a)

8.06

If the decision of the Executive Director, Human Resources or his/her designate is
not satisfactory or if none is communicated within the time limits referred to
above, the grievance may be submitted - within ten (10) working days after the
expiry of the time limit set out above for the written communication of the
decision of the Executive Director, Human Resources or his/her designate - by the
union to arbitration as set forth in Article 9.01 (a) and (b).

Time limits for Processing Harassment Grievance
(a)

No matter may be submitted to arbitration which has not been properly carried
through all the requisite steps of the grievance procedure outlined above.

(b)

Time limits provided for in this Article may be varied or extended by specific
written agreement of the parties in any particular proceeding.
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8.07

8.08

Representation During Investigation
(a)

The manager(s) investigating allegation(s) of harassment shall be permitted to be
accompanied by another non-bargaining unit member during the entire
investigation process.

(b)

The employee shall have the right to be accompanied by a union representative at
all and any meetings during the investigation process.

Confidentiality
(a)

All University representatives who are privy to information, or in possession of
documentation pertaining to matters/incidents involving harassment, shall hold
such in strict confidence. This shall include refraining from discussions or
releasing information in any form, except as required by law.

(b)

All other parties, involved in, or privy to, information concerning
matters/incidents involving harassment shall likewise refrain from divulging such
information or documentation in any way that might damage reputations or
influence the course of proceedings.

ARTICLE 9

9.01

(a)

GRIEVANCE ARBITRATION

If the University or the Union requests that a grievance, as above provided, be
submitted to arbitration, it shall make such request in writing and addressed to the
other party to this Agreement giving the name and address of a proposed sole
arbitrator. Within ten (10) working days after receiving such notice, the other
party shall respond by agreeing to the arbitrator or proposing an alternative(s)
Arbitrator(s). Failing agreement within ten (10) working days of such time as may
be agreed by the parties, an appointment may be made by the Office of Arbitration
at the request of either party. The single Arbitrator shall be bound by all clauses in
this Article in the same manner as the arbitration board.

19

b)

Notwithstanding any of the foregoing, if either party does not agree to the use of a
sole arbitrator, the matter shall without seeking agreement of the other party be
heard and determined by a tri-partite board instead of a sole arbitrator. In such
case, the party wishing to submit the issue to a tri-partite board should indicate, in
its notice of intent to arbitrate or in a response to the other parties intent to
arbitrate, that the matter will be heard by a tri-partite Board of Arbitration. The
party wishing to submit the issue to a tri-partite board will at the same time
provide the name and address of its nominee to the Arbitration Board. Within ten
(10) working days after receiving such notice, the other party shall respond by
indicating the name and address of its nominee to the Arbitration Board. The two
nominees so nominated shall, within ten (10) working days after the receipt of the
appointment of the second of them, appoint a third person who shall be the
chairperson of the Arbitration Board. If they are unable to agree on such a
Chairperson or nominee, then either party may then request an appointment be
made by the Office of Arbitration.

9.02

No person may be appointed as a nominee or chairperson who has been directly or
indirectly involved in an attempt to negotiate or settle the grievance.

9.03

The Arbitration Board shall not have jurisdiction to amend or add to any of the provisions
of this Agreement, or to substitute any new provisions in lieu thereof, or give any
decision inconsistent with the terms and provisions of this Agreement.

9.04

Each of the parties hereto will bear the fee and expenses of the nominee appointed by it
and the parties will equally share the fees and expenses of the chairperson of the
Arbitration Board.

9.05

The arbitration award shall be binding on the parties to this Agreement and any
employees involved.

9.06

Time limits provided in this Article 9 may be varied or extended by specific written
agreement of the parties in any particular proceeding.

9.07

Mediation Dispute Resolution
By mutual agreement a grievance which has been submitted to arbitration may be
referred to a Dispute Resolution Mediator. The parties shall share equally in the costs
involved in the appointment of a Dispute Resolution Mediator. The Mediator shall not
order a resolution of the grievance but may make recommendations to the parties.

ARTICLE 10

SENIORITY

10.01 Seniority means the ranking of each employee in the bargaining unit according to the
length of his/her qualifying employment.
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10.02 For purposes of seniority, all continuous employment in the bargaining unit, except term
employment save as defined in Article 10.02 (d) below, shall be considered as qualifying
employment provided:
(a)

absence from active duty on leave of any kind, re- employment programme and
any other absence during which the employee's employment status is contractually
maintained shall count as continuous employment. Notwithstanding the foregoing,
seniority shall not accrue during an absence where an employee does not receive a
salary from the University such as leave of absence without pay, scheduled nonwork periods for partial year employees, or the time period between term
contracts.

(b)

an interruption of employment due to promotion out of the bargaining unit or out
of a position specified in Article 1.01 (c) to other employment within the
University shall not break the continuity of employment, and the period of such
interruption up to a total of twelve (12) months for positions excluded for reasons
of confidentiality and twelve (12) months for positions excluded by reasons of
management function, shall upon return to a position with the bargaining unit
count towards the length of qualifying employment as if it had been in a position in
the bargaining unit;

(c)

for an employee on the recall list who is recalled to a position within his/her own
job grade or a lower job grade, the time period he/she is on the recall list, shall not
break the continuity of employment, but the period that he/she is on the recall list
shall not count towards the length of qualifying employment.

(d)

term employment after continuous work period(s) of at least 4 months shall count
as continuous employment for purposes of seniority.

(e)

seniority may be accumulated in a career or term position on a full-time, part-time
or partial year basis, or in any combination thereof,
The seniority of term, partial year or part-time employees shall be determined on a
pro-rata basis in accordance with the proportion of hours worked to full-time
employment.
An interruption of non-employment due to separation and subsequent rehiring that
does not exceed six (6) months shall not break the continuity of service but the
period of interruption shall not count towards the length of qualifying employment
and the earlier period of employment shall count as qualifying employment only
after rehiring.

(f)

An employee who has been temporarily assigned to a position outside the
bargaining unit shall continue to accrue seniority regardless of the length of the
temporary assignment.
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10.03 The University agrees to provide the Union with an up-to-date seniority list on ratification
and thereafter no less than once every six (6) months.

ARTICLE 11

11.01 (a)

PROBATION

New employees in job grades up to and including grade four (4) shall be on
probation for the first three (3) months following hiring and on request by the
University before the expiry of such period, the parties may mutually agree to
extend such probationary period. Such extension may be for any period which is
mutually agreed, but shall not exceed three (3) months.
A term employee who is successful in obtaining a career position as specified in
Article 15, Job Postings, for which the probationary period would normally be
three (3) months, and who has seven (7) continuous months of service with the
University shall have his/her probationary period waived at the time of his/her
appointment to his/her career position.

(b)

New employees in job grade five (5) and above shall be on probation for the first
six (6) months following hiring, and on request by the University before the
expiry of such period, the parties may mutually agree to extend such probationary
period. Such extension may be for any period which is mutually agreed, but shall
not exceed three (3) months.
A term employee who is successful in obtaining a career position as specified in
Article 15, Job Postings, for which the probationary period would normally be six
(6) months, and who has ten (10) continuous months of service with the
University shall have his/her probationary period waived at the time of his/her
appointment to his/her career position.

(c)

An interim probationary review prior to the conclusion of the employee’s
probationary period will be completed by the employee’s supervisor. This interim
probationary review will take place on the following schedule.
The interim probationary review shall be completed before the end of the second
month for an employee with a three (3) month probationary period and before the
end of the fourth (4) month for an employee with a six (6) month probationary
period.
A final probationary review shall be completed by the supervisor at the
conclusion of the established probationary period, or extension thereof.
The interim probationary review will assess the employee’s progress towards
becoming a career employee including identifying any areas in the employee’s
performance that requires development and/or appropriate action.
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(d)

During the probationary period, or extension thereof, the employee may be
dismissed without cause and shall have no right to grieve discharge, but otherwise
shall have all rights of employees in the bargaining unit.

(e)

Scheduled non-work periods shall not count towards the three (3) or six (6)
months probation period time, referred to in Article 11.01 (a) (b) and c above.

ARTICLE 12

TEMPORARY ASSIGNMENTS

12.01 (a)

A temporary assignment occurs when there is a temporary transfer from a home
position to a task/assignment which may or may not have a position associated
with it.

(b)

An employee who is temporarily assigned to perform a higher rated position shall
continue to be paid his/her current rate for the first ten (10) working days of such
assignment. Should such assignment exceed ten (10) working days, the employee
shall be paid at the appropriate rate, as outlined in Article 20.10, for the higher
rated position and shall be retroactively compensated at such rate to and including
the first day of such assignment.

(c)

An employee may refuse to accept a temporary assignment which falls outside the
bargaining unit, if such refusal does not seriously impact on the operational
requirements of the department.

12.02 An employee who is temporarily assigned to perform a lower rated position shall
continue to be paid his/her current rate for the duration of such assignment.
12.03 Work Away from Normal Location
Members of the bargaining unit may be required to perform from time to time assigned
tasks away from their normal place of work and residence, provided the University
defrays all reasonable cost of their travel and of stay away from their place of residence.
If the required stay includes a work-free weekend, and the bargaining unit member
decides to return for such a weekend to his/her place of residence the University shall
contribute to the cost of such travel only up to the equivalent of the normal cost of
accommodation and meals which it would have paid for if the bargaining unit member
had remained over the weekend at the site of his/her work assignment.
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ARTICLE 13

TERM POSITIONS AND TERM EMPLOYEES

TERM POSITIONS
13.01 Definition
A term position means a position additional to the University's established career
complement which has a specified start and end date. This position can be full time
(36.25 hours/week) or part time (greater than 24 hours/week but less than 36.25 as the
case may be).
13.02 Term Position Conversions
(a)

If a term position is established and continues to be required on an ongoing basis
for a period of not less than 36 months (3 years) the term position, subject to the
Board of Governors approval, shall be assimilated into the University’s
established career complement within two (2) months of the third anniversary
date of the position. Such approval shall not be unreasonably withheld.

(b)

The provisions in 13.02 (a) above shall apply only to term positions which are
funded by the University’s base operating budget. Term positions budgeted by
other sources of funding shall not be eligible for conversion to career status and
shall not be subject to clause 13.02 (a) above.

(c)

In circumstances where the University determines that term positions pursuant to
13.02(b) immediately above will no longer be required, upon separation the term
employee shall be entitled to receive severance pay based on their continuing
service credits as follows:
(i)
(ii)
(iii)

3 to 6 years of continuous service - 50% of the severance payment as per
Article 17
6 to 10 years of continuous service - 75% of the severance payment as per
Article 17
10 plus years of continuous service- 90% of the severance payment as per
Article 17

TERM EMPLOYEES
13.03 Definition
A term employee means an employee who occupies a term position or is hired against a
career complement position which is temporarily vacant.
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13.04 Terms and Conditions of Employment
(a)

A term employee with less than four (4) months continuous service is subject to
all articles of the Collective Agreement except as listed below.
Article 11
Article 17

Probation
Lay Off and Recall

Article 18

Separation from Employment

Article 19
Article 20
Article 21
Article 28
Article 30
Article 31
Article 32

Job Information
Wages and Classifications
Technological Change
Staff Development
Vacation
Sick Leave
Benefits

(b)

The University may terminate the contract at anytime and the term employee shall
not be entitled to grieve such termination. Otherwise, he/she shall have access to
the grievance/arbitration articles 7, 8 and 9.

(c)

Confirmation of Notice
If the term position continues to be required beyond the original stated end date,
or is terminated earlier than initially anticipated, the University shall provide the
term employee with as much notice as possible, but no less than one (1) week's
notice of renewal or early termination.

13.05 A Term Employee with more than 4 months continuous service will be subject to and be
entitled to (in addition to the provisions of Article 13.04 above) the following:
(a)

Semi-Private Coverage - the Employer shall pay 100% of the premiums for
employees who are not otherwise covered by another equivalent or superior plan
(ie. in benefits and premiums).

(b)

Extended Health Benefits - the Employer shall for all employees pay 100% of the
premium for all employees. There will also be a 60/40 co-insurance factor
applied to all claims.

(c)

Dental Plan - The Employer shall pay 100% of the premium for all employees.

(d)

Sick Leave Coverage
A term employee shall be entitled to sick leave with pay only if he/she has been
employed for four (4) continuous months, and shall then be entitled to accrue sick
leave entitlement of one (1) working day for each completed month of continuous
service, to a maximum of twelve (12) days per year from the anniversary date of
appointment; any days not so used in the year or before the expiry of the term of
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employment, whichever is sooner, shall expire and may not be carried over to
subsequent years or to subsequent terms for any purpose whatsoever; but in
subsequent periods of employment commencing within six (6) months from the
expiry of the term, entitlement shall commence to accrue with no waiting period,
provided that each term of employment is at least four (4) months.
(e)

(f)

Vacation Credits
(i)

a term employee will be entitled to vacation leave with pay earned at the
rate of 1 day per month for each full month of employment.

(ii)

any credit balance of accrued vacation leave standing on the leave
account of a term employee shall be commuted to cash, on the day of
separation from employment, at the rate of his/her last salary, otherwise,
accrued vacation leave is not commutable to cash.

Tuition Waiver/Rebate:
A term employee shall be entitled to attend one credit or non-credit course taken
at the University, in accordance with the provisions of Article 28.03 and Article
28.04 of the Collective Agreement during the first 12 month period of completed
service.

or
to one course taken through the tuition reimbursement system, in accordance
with Article 28.03, Article 28.04, and Article 28.05 - during the first twelve
month period of completed service.
Courses offered through RAC are specifically excluded from the above.
(g)

A term employee with four (4) continuous months of service within the same
position shall be supplied with a job description within one week after the
evaluation decision. Article 19.04 shall also apply.

(h)

For salary administration purposes, the term employee shall be paid within the
appropriate grade established for this position. The employee will be paid within
the appropriate grade established for the position within two (2) weeks after the
evaluation decision, and the salary established for the position will be retroactive
to the employee's six month date in the position.

(i)

Confirmation of Notice:
If the term position continues to be required beyond the original stated end date,
or is terminated earlier than initially anticipated, the University shall provide the
term employee with as much notice as possible, but no less than 2 (two) week's
notice of renewal or early termination.
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(j)

The University may terminate the contract at anytime and the term employee shall
not be entitled to grieve such termination. Otherwise, he/she shall have access to
the grievance/arbitration Articles 7, 8 and 9.

13.06 A Term Employee with more than twelve (12) months of continuous service shall be
entitled to all of the rights under the Collective Agreement and the full benefits package
as if they were career employees, except for the following:
(a)

The University may terminate the contract for operational reasons and may
decline to renew or extend the contract upon expiry and such decisions shall not
be subject to the provisions of Articles 7 and 9.
A term employee, however, may grieve the termination of the contract when such
termination is for other than operational reasons and is not a result of a decision
not to renew or extend the contract upon expiry.

(b)

a term employee shall not have the right to access Article 17 - Lay Off and Recall
provisions

(c)

a term employee may be eligible to participate in the Ryerson Retirement Pension
Plan if, they have twenty-four (24) months of continuous employment, or twentyfour (24) months of continuous reduced work load employment with at least
seven hundred (700) accumulated hours. Under this provision, “reduced
workload” refers to employees working more than twenty-four (24) hours per
week but less than thirty-six and one-quarter (36 1/4) hours per week.

(d)

Confirmation of Notice:
If the term position continues to be required beyond the original stated end date,
or is terminated earlier than initially anticipated, the University shall provide the
term employee with as much notice as possible, but no less than four (4) week's
notice of renewal or early termination.

13.07 Vacancies and Hiring Preferences
Where a term position is assimilated into the University's career complement pursuant to
Article 13.02 (a) above, subject to Articles 15.14 and 15.21, and where the term employee
has 18 months or more of continuous service with the University, the term employee
who is occupying the term position at the time of conversion shall be converted in the
newly created position.
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13.08 Where a term position is assimilated into the University's career complement pursuant to
Article 13.02 (a) above, subject to Article 15.14 and Article 15.21, and if the term
employee occupying the position has less than 18 months continuous service with the
University, the position shall be open for competition and posted in accordance with the
provision of Article 15.05 (a).
13.09 When hiring for new term positions, employees who have prior experience with the
University shall be given preference over other external candidates, when all other factors
are relatively equal.

ARTICLE 14

RYERSON RESEARCH ASSISTANTS

14.01 Research work shall not include teaching duties, evaluation of students and marking of
students.
Departments engaged in research projects shall be permitted to hire research assistants
subject to the following terms and conditions of employment. These employees shall not
be subject to the following articles:

Article 11 - Probation
Article 12 - Temporary Assignments
Article 13 - Term Positions and Term Employees
Article 15 - Job Postings
Article 17 - Lay Off and Recall
Article 18 - Separation from Employment
Article 19 - Job Information
Article 20 - Wages and Classifications
Article 21 - Technological Change
Article 22 - Leave of Absence
Article 26 - Hours of Work and Overtime
Article 27 - On-Call Pay
Article 28 - Staff Development
Article 30 - Vacation
Article 31 - Sick Leave
Article 32 - Benefits
Appendices A to J inclusive
14.02 Research assistants shall have the status of term employees and be subject to the terms
and conditions outlined in the clauses below.
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14.03 Terms and Conditions of Employment
The University may terminate the contract of a research assistant at any time and the
employee shall not be entitled to grieve such termination. Except for the foregoing,
he/she shall have access to the grievance/arbitration Articles 7, 8 and 9.
14.04 Job Descriptions
Each department who hires a research assistant(s) shall prepare a job description for the
position(s). Such job description(s) shall include start date and end date of research
project, nature of work, and the salary established, and such job description(s) shall be
forwarded to the local union. If possible the University will develop generic job
descriptions for research assistants.

14.05 Hours of Work and Overtime
The hours of work for research assistant(s) shall be established by the individual user
department. Research assistants shall not be guaranteed work and when not on
assignment they shall not receive any pay or payment in lieu of benefits.
14.06 Wages and Rates of Pay
The salary scale found in Appendix A of the agreement shall not apply to research
assistants. These employees shall be paid in accordance with the funding allocated for
salary purposes for each research project, however, the minimum wage of research
assistants shall not be below the grade two (2) minimum of Appendix A of the collective
agreement.
14.07 Benefits
Research Assistants shall be entitled to statutory required benefits - that is CPP, EIC and
WSIB.
Research Assistants shall be entitled to sick leave with pay only if they have been
employed for four (4) continuous months, and shall then be entitled to accrue sick leave
entitlement of one (1) working day for each completed month of continuous service, to a
maximum of twelve (12) days per year from the anniversary date of the appointment.
Any such days not so used in the year or before the expiry of the term of employment,
whichever is sooner, shall expire, and, as such, shall not be paid out at the expiry of the
term of employment. Further, such days shall not be carried over to subsequent terms or
appointments for any purpose whatsoever.
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14.08 Vacation
Six percent (6%) vacation pay and eight percent (8%) vacation pay after accumulating
1885 hours shall be paid in addition to the employees actual hourly rate of pay in each biweekly pay cycle for the period(s) the employee is actively working at the University.
14.09 Tuition Waiver/Rebate
After six (6) months of qualifying employment or the accumulation of 628 hours of actual
hours worked, whichever is earlier, a Research Assistant shall have access to Article
13.05 (f).
14.10 Notwithstanding the provisions of Article 14.01, a Research Assistant shall be entitled to
apply to positions posted as provided for in Article 15, Job Postings.
14.11 Should an existing bargaining unit member accept a research assistant contract, the
bargaining unit member shall be paid at the rate established in the research contract. The
bargaining unit member shall not be paid on an overtime basis for research work.

ARTICLE 15

JOB POSTINGS

15.01 Definitions
(a)

Vacant Position
Vacant position occurs when:

b)

(i)

An existing career complement position is vacated by the incumbent on a
permanent basis.

(ii)

A new career complement or a new term position is established.

(iii)

An existing career complement or term position has changed sufficiently
that the incumbent ceases to have proprietary rights to the position.

Temporary Vacancy
A temporary vacancy occurs:
When an incumbent has vacated either a career complement position or a term
position, subject to Article 15.17 below, for a specified period of time and the
incumbent retains proprietary rights to the vacant position.
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15.02

The parties agree that promotion and advancement opportunities be made available to
bargaining unit members before awarding opportunities to applicants from outside the
bargaining unit. The parties also agree that subject to operational requirements, the use
of underfills, where practical, to enhance promotion and advancement opportunities for
bargaining unit members, shall be encouraged.

15.03

Selection Committee
A selection committee consisting of the immediate non-bargaining unit supervisor and
no less than two (2) other excluded staff members shall be convened for every job
vacancy, within the bargaining unit, which is posted. At the discretion of the hiring
manager one excluded staff member may be replaced with a bargaining unit employee
who has lead hand type responsibilities in connection with the vacancy. This
bargaining unit employee shall have input into the selection process as outlined in
Article 15.03 (i) to (v) inclusive, but he/she shall not have hiring authority. This input
shall end the participation of the bargaining unit member in the job competition
process.
The selection committee shall in each instance:
(i)

Establish written selection criteria for the posted vacancy based on the
requirements of the position, as outlined in Article 15.06 (a), (b) and (c) below.

(ii)

Establish a series of interview questions related to the selection criteria designed
to elicit information from applicants.

(iii)

Establish a methodology by which the selection process is to proceed. Should the
selection committee decide to administer tests during any stage of the process,
such tests shall be related to the job requirements.

(iv) Establish an evaluation process which will assist the selection committee in
assessing and evaluating the applicants in relation to the selection criteria.
(v)

Complete a written evaluation of each candidate and add it to the official job
competition file in the Human Resources Department.

Responsibility of the Candidate
(vi) Applications for each vacant position must be in writing, accompanied by an
updated resume.
(vii) Employees applying for posted vacancies are responsible for providing the
selection committee with all relevant data concerning their candidacy.

31

Information on the Selection Process
(viii) At the employee's written request, the Human Resources Department shall release
to the employee and/or the local union representative the written evaluation of
his/her candidacy, and the written evaluation of the successful candidate and
supporting documentation used by the selection committee as defined in Article
15.03 (i) to (v) inclusive.
15.04 Time Limits
The University shall complete the internal job posting and selection process for filling
vacancies normally within three (3) months. In the case where the employee fails to give
proper notice, as defined in Article 18.01 (a), the short fall of the required notice period
shall be added to the three (3) month period referred to above.
In the case of restructuring of a vacant position, the restructuring of the position,
including a revised job description and internal job posting and selection process shall
take place after the position has been restructured. This process shall take place within a
six (6) month time period.
The successful internal applicant shall be placed into the appropriate vacant position
within four (4) weeks of the acceptance of the verbal offer made to the applicant by the
Human Resources Department.
15.05 Posting of Vacant Positions
(a)

Prior to filling a vacant position in the bargaining unit (save and except a term
position of four (4) months or less), the vacancy will be posted on the central
board which is the job postings board outside of the Human Resources department
and will be distributed to all departments in the University for posting and
circulation within the department, for a period of five (5) working days before
placing any outside advertising.

(b)

For grade one (1) vacant positions, namely shelvers and warewashers, the posting
provision as outlined in Article 15.05 (a) above, shall be waived..

(c)

Employees may make applications for such positions within the five (5) working
day posting period, and all such applications shall be considered and answered by
the University before considering any applicant from outside the bargaining unit.
The Human Resources Department shall acknowledge receipt of an application in
respect of a posted vacancy no later than one (1) week following the closing date
on the posted vacancy notice.
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(d)

Notwithstanding Article 15.05 (a) above, the University shall not be required to
re-post a position which has become vacant within three (3) months of the last
posting date provided that the applications of those candidates that the University
previously deemed to meet the minimum qualifications of the position are
reviewed.

15.06 Where the University fills the position from within the bargaining unit, the following
factors shall be considered:
(a)

qualifications which are reasonably related to the requirements of the posted
position

(b)

relevant experience obtained in their working career

(c)

skill and ability to perform the normal requirements of the position

(d)

seniority

The selection panel and hiring manager shall have the right to review the employee’s
official Human Resources file, including job performance and attendance information.
Internal reference checks shall also be incorporated into the selection process. Employees
with positive performance and attendance records/references shall be credited with bonus
points relative to the overall rating score developed for the vacancy. Such bonus points
shall not exceed 10% of the overall points.
Where the factors in Article 15.06 (a) and (b) and (c) immediately above are, as between
or amongst employees, relatively equal, then the factor in Article 15.06 (d) immediately
above shall govern.
15.07 Equivalency
Whenever possible, an equivalency to an academic credential shall be developed based on
a combination of experience and education for purposes of the job posting article. The
equivalency statement so developed shall be included in the job vacancy announcement.
15.08 The five (5) working days during which, as a minimum, a vacancy announcement is to
remain posted shall be deemed to have been completed if it has been placed on the board
five (5) full working days prior to the date by which applications for the vacant position
are to be received.
15.09 A vacancy announcement shall contain the following information regarding the vacant
position:
(a)
(b)
(c)

title,
grade,
salary range,
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(d)
(e)
(f)
(g)
(h)
(i)
(j)
(k)
(l)
(m)

location within one of the organizational entities of the University,
identification of supervisor,
job summary,
statement of qualifications expected,
deadline for receipt of applications,
date of announcement,
hours of work,
if the possibility of an underfill exists it shall be so stated
position number
any occupational test(s) required

15.10 Underfill
(a)

If underfilling becomes an option to filling the vacancy and this was not indicated
on the job vacancy announcement, the vacancy shall be reposted with the
appropriate notation in accordance with Article 15.05 (a) above.

(b)

Where an employee has been selected to fill a vacant position on an underfill
basis, the University shall cover in the letter of offer to the employee the
following points:

(c)

(i)

underfill grade as well as the classified grade

(ii)

salary

(iii)

developmental plan indicating what the employee needs to acquire to
achieve the classified grade

(iv)

time by which the employee must attain the full competence to do the job

(v)

the necessary action to be taken should the employee not achieve the
desired requirements of the position within the specified
period of time.

The employee shall have the right to Union representation at any meeting at which
the criteria for underfilling a position are discussed.

Note - See Article 20.13 for pay administration of underfills
15.11 All candidates who applied in response to a specific vacancy posting, and the Union,
shall be advised of the outcome of the selection process within five (5) working days of
the final decision.
15.12 If the posting process does not result in filling of the position, and the Employer decides
to discontinue its attempts to fill it, the Local Union will be so advised, within five (5)
working days of the decision.
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15.13 (a) During the initial period of an appointment to any position the Department shall
make every reasonable effort to familiarize the new incumbent employee with the
nature and requirements of the position and to provide, subject to availability of the
necessary resources in the Department concerned, such on-the-job training as in the
University's opinion the employee may require.
(b)

In addition, during this initial period, and annually thereafter, the employee’s
supervisor will establish reasonable written performance objectives based on the
employee’s job description that the employee shall be required to achieve over the
next 12 month period.
The employee will be given an opportunity to provide input into the final objectives.
At the completion of the year, the manager will assess the employee’s performance
and progress against the objectives established for that year and take appropriate
action with the employee which may include a training and development plan.
The employee shall be provided with an opportunity to formally respond to both the
assessment and training and development plan.

15.14 If a vacancy is to be filled by an employee pursuant to the provisions of Article 17 - Lay
Off and Recall, the provisions of Article 15 shall not apply, save and except Article 15.13
above, which shall apply.
Posting of Temporary Vacancies
15.15 When a temporary vacancy of four (4) months or more occurs, it shall be open for
competition and posted in accordance with the provisions of Article 15.05 a) above.
15.16

15.17

(a)

Where an employee has been selected to fill a temporary vacancy pursuant to
Article 15.15 above, and is a career employee, he/she shall be guaranteed a
return to his/her home position, at the conclusion of the temporary
assignment.

(b)

The guarantee to return to home position shall apply in the case of renewal or
extension of the original temporary vacancy for an additional time period of
up to and including twelve months. The guarantee to return to home position
shall not apply in cases where the employee is successful in attaining another
temporary vacancy which runs contiguously with the temporary assignment
which has just been completed.

It is understood that subsequent temporary vacancies which occur because of the
application of Article 15.15 above, are not subject to the provisions of Article 15.15
above.
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15.18

15.19

Guaranteed Return to Home for Employees Occupying Term Positions
(a)

Where a full time career employee has been selected to fill a term position,
he/she will be guaranteed a return to his/her home position, at the conclusion of
the term position, if their home position still exists. Such guarantee to return to
his/her home position shall not apply in the case of renewal and/or extension of
the employee’s term appointment.

(b)

It is understood that subsequent temporary vacancies that occur because of the
application 15.18 (a) above, are not entitled to the provisions of 15.15, and
15.16 above.

Transfers
A transfer means the assignment of an employee from one position to another
position, at the same grade, on a permanent basis.

15.20

When transferring an employee to a vacant career complement position, the
assignment of employees on the recall list or those who have been declared surplus,
shall take precedence over all other transfers.
(a)

The University shall permit a more senior employee to decline a transfer
provided a less senior employee is fully qualified and able to perform the
required assignment.

(b)

When the transfer occurs because of a change in the way in which work is
performed in a home department/division, and this change requires the
reorganization of tasks and responsibilities, the more senior employee can
decline a transfer on the same basis as provided in Article 15.20 (a) except that
he/she must have the skills and abilities to perform the reorganized duties.

ARTICLE 16

16.01 (a)

REORGANIZATIONS

In the case of a reorganization of a department, the local union and the affected
employees shall, as far as in advance as possible, be advised of the changes before
implementation. The University shall give the Union and the affected employees
every opportunity to present their views and input before implementation.
Subsequent to the meeting in which management outlines it’s reorganization plans
in writing to the union representatives, the local union shall then have a period of
15 working days in which to respond, in writing, to the proposed re-organization.
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(b)

In the case of restructuring within a department and where the position
complement remains the same but where the existing career complement or term
position(s') duties and responsibilities change sufficiently, the resulting new
position(s) shall be posted, as outlined in Article 15.05 (a), and the competition(s)
shall be limited to the department.

(c)

Where employee(s') job duties are changed due to a reorganization, the
employee(s), prior to implementation, will be presented with the revised job
description(s). In the event that the affected employee(s') position(s) are evaluated
at a lower level, the incumbent(s') salary shall be treated in the manner outlined in
Appendix C of this agreement.

ARTICLE 17

LAYOFF AND RECALL

17.01 (a)

A layoff occurs when a position is declared redundant and the majority of its
functions are discontinued.

(b)

In the event of layoff within a department, of an employee or employees who
have completed the probationary period (except term employees), the University
shall give as much notice as possible but in no case less than twelve (12) weeks’
notice of the designation of such employees for layoff, in the position(s) affected
in the Department in question, in the reverse order of their seniority, provided that
the employees remaining in the Department have the skill, ability and
qualifications to perform the work remaining in the Department. At the same
time, the University shall endeavour to identify vacancies or potential available
displacements, and shall then consult with potentially affected employees and the
union.

17.02 An employee who has completed the probationary period who is designated for layoff
shall have the right to:
(a)

accept the layoff; or

(b)

accept a vacancy, if available, in a position within the employee's own job grade
or within a range not lower than two (2) grades below the employee's own job
provided that the employee designated for layoff can perform the duties of the
position with training;

(c)

Where an employee has been selected to fill the position, within his/her own job
grade or within a range not lower than two (2) grades below his/her job grade,
with training, the University shall cover in the letter of offer to the employee the
following points:
(i)

the developmental plan indicating what skills the employee needs to
acquire in order to achieve the full requirements of the position.

37

(ii)

time by which the employee must attain the skills identified in Article
17.02 (c) (i) above, in order to perform the job. The time period shall not
exceed twelve (12) weeks.

(iii)

the options available to the employee if he/she does not achieve the
requirements of the position within the specified period of time, e.g.)
acceptance of severance or placement on recall list as outlined in Article
17.03 (a) and Article 17.03 (b) below.
During the period of training, the employee's salary shall remain
unchanged. Once the employee is confirmed into the position his/her
salary shall remain unchanged for a total period of fifty two (52) weeks
including the training period. Thereafter the employee's salary shall be
adjusted to the appropriate step of the lower salary grade or the maximum
of the lower salary grade, whichever is applicable.
The union will be notified prior to the offer to the employee. The
employee shall have the right to Union representation at any meeting at
which the criteria for training are discussed.

(iv)

Refusal to accept such vacancy, with training if not qualified, shall result
in layoff. If no such vacancy exists, the employee may:

(d)

displace one employee who has less seniority commencing with the least senior
employee in a position within the employee's own job grade or within a range not
lower than two (2) grades below the employee's own job, provided that the
employee designated for layoff can perform the duties of such position with an
appropriate period of familiarization pursuant to Article 15.13(a).

(e)

the employee displaced under Article 17.02 (d) above, may elect to accept the
layoff, or may displace one (1) further employee, on the same terms and under the
same conditions as described in Article 17.02 (d) above; the employee so
displaced shall be laid off.

(f)

the employee displaced under Article 17.02 (e) above, may elect to accept the
layoff, or may displace one (1) further employee, on the same terms and under the
same conditions as described in Article 17.02 (e) above; the employee so
displaced shall be laid off.

(g)

An employee who has displaced another employee within a range not lower than
two (2) grades below the employee's own job grade the employee's salary shall
remain unchanged for a total period of six (6) months following the date of
displacement. Thereafter, the employee's salary shall be adjusted to the
appropriate step of the lower salary grade or the maximum salary grade,
whichever is applicable.
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(h)

The employee receiving notice of designation of layoff or of displacement, as the
case may be, shall make any election available to him/her within two (2) weeks of
receiving such notice. Failure to make such election shall be deemed to be an
election to accept the layoff.

17.03 An employee who elects layoff or is otherwise laid off or displaced may:
(a)

accept severance pay equal to three (3) weeks' pay at his/her regular rate of pay
for each completed year of service, to a maximum of forty-two (42) weeks',
provided he/she waives all rights of recall; or

(b)

have the right to be recalled to employment by order of seniority for up to twentyfour (24) weeks from the date of layoff for employees with up to one (1) year's
service, or up to fifty-two (52) weeks from the date of layoff for an employee
with one (1) year or more of service, to a position within the person's own job
grade or a lower job grade, provided that the person can perform the duties of the
position with training, subject to the same conditions as outlined in Article 17.02
(c)(i) to (iii) above.
The employee shall elect Article 17.03 (a) or (b) above, in writing, at the same
time as the election under Article 17.02. Failure to so elect shall be deemed to be
an election of option Article 17.03 (a) above.

(c)

17.04

An employee who elects the severance option shall be entitled to a waiver of
tuition fees to a maximum of $2,500.00 for any course(s) taken through the
University, up to a period of three years from the effective date of lay-off. It is
understood and agreed that the admission to any courses shall be based on the
University's and School's/Department's normal admission requirements and
regulations.

An employee to be recalled to work shall be sent notice at his/her last address on file
with the Employer by registered mail. The Union shall receive a copy of the recall
notice. The employee shall contact the Employer within five (5) working days of receipt
of recall notice and indicate agreement to accept recall and shall report to work within a
further five (5) working days or such longer period as may be mutually agreed to or lose
any right of further recall and be terminated.
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ARTICLE 18

18.01 (a)

SEPARATION FROM EMPLOYMENT

Resignation
Members of the bargaining unit may resign their appointment by giving notice in
writing as soon as possible, but not less than (1) one week if their period of
employment is less than two (2) years; two (2) weeks if their period of
employment is more than two (2) years but less than five (5) years; and four (4)
weeks notice if their period of employment is five (5) years or more.
The notice shall be addressed to the immediate supervisor with a copy to the
Human Resources Department.

(b)

Absent Without Permission
Absence from work without leave or beyond approved leave extending over a
period of more than three (3) working days in the case of members of the
bargaining unit with a period of employment of not more than three (3) months,
and five (5) working days in the case of those with a longer period of employment
may be construed by the University as resignation without due notice.

18.02 Retirement and Other Separations
Members of the bargaining unit shall retire at the end of the month in which they reach
their 65th birthday. Notwithstanding the above, the members of the bargaining unit,
other than those serving on term appointments, may opt for application to them of the
University's Retirement Policy (Appendix B) as may from time to time be revised by the
University. Such option shall be exercised in writing, addressed to the immediate
supervisor with a copy to the Human Resources Department, and shall have the effect of
placing the bargaining unit member so opting under the Policy so far as his/her retirement
rights covered by the Policy are concerned.
18.03 During any period of notice required by this agreement, the member of the bargaining
unit shall continue in normal employment status, i.e. shall be either at work or on leave
and be entitled to his/her salary and his/her benefits coverage. However, the University
at its discretion may waive the requirement of attendance at work or require the
bargaining unit member concerned to abstain from such attendance during all or part of
the notice period. The University and bargaining unit member concerned may also agree
upon curtailment of any required notice period.
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18.04 The effective date of separation shall be the last day of any required, or any agreed
curtailed, period of notice, or the retirement date. The employee will not be permitted to
take any vacation or time off in lieu credits either immediately preceding or immediately
following the official separation date. The employee shall receive their regular salary as
listed below on the next regular scheduled pay date following the last day of their
employment.
(i)

his/her salary and any premiums earned until then;

(ii)

commutation to cash of any annual leave (vacation) then standing to his/her
credit; and

(iii)

any separation allowance to which he/she may be entitled.

This process does not apply to scheduled non-work periods of partial year employees.
NOTE:

In addition, the bargaining unit member who is a member of the Ryerson
Retirement Pension Plan shall receive from the Trustee of the Plan such
benefits as he/she may be entitled to at the time in accordance with the
practices of the Plan under the provisions of the Plan.

Any applicable separation allowance shall be
uncompleted year of employment.
ARTICLE 19

suitably prorated in respect of any

JOB INFORMATION

19.01 The University shall maintain a system of job information which includes job
descriptions (major responsibilities), factor analyses, and job evaluation data for all
positions including term positions as defined in Article 13.05 in the bargaining unit.
19.02 A job description shall contain the following:
(a)
(b)
(c)
(d)
(e)
(f)
(g)
(h)
(i)
(j)

Position Title;
Position number;
Position status;
Department;
Title of Supervisor;
Grade;
Major duties and responsibilities of the position;
Job summary;
Effective date of the job description;
Current shift or shifts.

19.03 The University shall provide all bargaining unit members and the local union with
revised and new job descriptions and factor analyses in the bargaining unit.
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19.04 Term employees as defined in Article 13.05 with four (4) continuous months of service in
the same position shall be supplied with job descriptions. The local union shall make
such use of the job descriptions and factor analyses as it sees fit, including disclosure and
provision of copies to employees of job descriptions concerning positions occupied by
other employees.
19.05 Members of the bargaining unit shall execute all official tasks consistent with the nature
of their job which are set for them, and to comply with instructions from their
supervisors. Some of the tasks so required may be additional to those specified in the
relevant job descriptions, it being recognized by the parties that job descriptions are only
an outline of the main tasks and responsibilities to be performed in the various positions;
however, other duties may be assigned as required.
If the incumbent feels the rating of his/her position is affected by assigned other duties
he/she may initiate a request for a job review by following the required procedures.
An employee shall not be obliged to perform any duties of a personal nature not
connected with the approved operations of the University.
19.06 Where the University requires an employee to possess a specific accreditation or
certification in order to carry out his/her position’s duties as defined in the approved job
description, the University shall pay the cost of maintaining such accreditation or
certification.

ARTICLE 20

WAGES AND CLASSIFICATIONS

20.01 (a)

Base annual salaries paid to eligible employees shall be in accordance with
Appendix A.

(b)

The annual base salary is based on working a full year at the weekly hours
specified in Article 26.01 (a) or 26.02 (a) and (b); any part-time work or partial
year assignment shall result in a reduced annual base salary, pro-rata.

(c)

Base annual salaries shall be paid on a bi-weekly payroll cycle.

(d)

Nothing in this Article or the collective agreement prevents the university from
paying employees non-base adjustments on a bi-weekly, quarterly or annual basis
in addition to the annual base salaries as outlined in Appendix A, and in
accordance with Appendix J, Market Adjustment.

20.02 (a)

To qualify for an increment which increases the employees annual base salary,
employees must meet the following conditions:
(i)

shall not be at the maximum or over the maximum of his/her salary grade.
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(b)

Employees who qualify for an increment shall, on their anniversary date, have
their annual base salary increased to the next step in the applicable salary range.

(c)

All increments to base salary shall be subject to the maximum of the salary grade.
The anniversary date is the same date as the seniority start date.

(d)

Anniversary dates for University employees promoted into the bargaining unit for
purposes of increment adjustments only shall be the date the employee
commenced employment at the University. This date however shall not be used
for seniority purposes. Accumulation of seniority shall commence on the date
such employee started work in the bargaining unit.

(e)

Promotional adjustments for University employees who are promoted into the
bargaining unit shall be consistent with Article 20.10 below, of the collective
agreement.

Red Circled Employees
20.03 Employees who are “red-circled” or become “red-circled” as a result of reclassification,
and whose base annual salary is above the maximum of the lower-graded position, shall
have their salary protected at the higher salary level for a maximum of eighteen (18)
months following implementation of the revised grade. Thereafter, the salary shall be
reduced to the maximum of the lower salary grade.
20.04 Annual base salaries of employees who are currently red-circled, who become red circled
or receive a demotion during the life of this agreement shall be administered in
accordance with the Demotions and Red Circle Policy, Appendix C, pursuant to this
Collective Agreement.
Salary Increases Upon Promotion or Reclassification
20.05 a.) Promotion
Upon promotion, the employee's base annual salary shall be adjusted to the step in the
new salary grade which is closest to but not lower than the employee's current salary. If
this step represents less than three percent (3) of the employee's current salary, the
employee's new salary will be adjusted to the next step. All promotional increases shall
be subject to the maximum of the new salary grade.
b.) Reclassification
In cases where an employee’s position is reclassified upwards by one (1) grade the
employee’s base annual salary shall be adjusted to the step in the new salary grade which
is closest to but not lower than the employee’s current salary. If this step represents less
than six percent (6) of the employee’s current salary, the employee’s new salary will be
adjusted to the next step. All reclassification increases shall be subject to the maximum
of the new salary grade.
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In cases where an employee’s position is reclassified upwards by two (2) grades or more
the employee’s base annual salary shall be adjusted to the step in the new salary grade
which is closest to but not lower than the employee’s current salary. If this step
represents less than a ten (10) percent of the employee’s current salary, the employee’s
new salary will be adjusted to the next step. All reclassification increases shall be subject
to the maximum of the new salary grade.
New Hires
20.06 Normally, new employees may be hired at the minimum of the salary grade or up to a
maximum of three (3) steps above the minimum of the salary grade.
In circumstances where the University deems it necessary to offer a hiring salary above
step three (3), the University shall provide the local union with the rationale for this
decision. The local union shall not unreasonably withhold its agreement.
Term Employees with less than 4 months employment
20.07 The University agrees to advise the local Union of the salary paid to an employee on a
term appointment of four (4) months or less by forwarding to the local Union a copy of
the hiring requisition for such an employee.
New Job Classification
20.08 Where the University determines during the term of this Agreement that a new job
classification is required, the University will advise the Union of such new job
classification and wage rate. If requested, the University agrees to meet with the local
Union to hear any representations provided the same are made promptly.
Pay Cycle
20.09 Employees shall be paid every second Friday by electronic direct deposit.
Salary Increases for Temporary Assignments:
20.10 For an employee who is temporarily assigned to perform a higher rated position, the
employee’s acting allowance shall be treated in the same manner as if the employee was
reclassified or promoted to that grade in accordance with clause 20.05 of this Article.
The employee shall continue to be entitled to receive his/her increment on his/her
anniversary date within his/her “home” grade. In such circumstances, the acting
allowance will be recalculated pursuant to clause 20.05 of this Article.
At the conclusion of the temporary assignment, the acting allowance shall cease.
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Voluntary applications to lower graded positions
20.11 An employee who voluntarily applies and accepts a position at a lower grade level and
whose salary is not above the salary maximum of the lower level position, shall retain
his/her current salary in the lower graded position. On his/her anniversary date, the
annual base salary shall be increased by the applicable increment pursuant to clause
20.02. All increments shall be subject to the maximum of the lower salary grade.
20.12 An employee who voluntarily applies and accepts a position at a lower grade level and
whose salary is above the maximum of the lower graded position, shall have his/her
salary reduced to the maximum of the lower graded position.
Underfills
20.13 For employees selected to fill a vacant position on an underfill basis, the promotional
adjustment shall be calculated pursuant to clause 20.05 of this Article. The promotional
adjustment shall take effect on the date that the employee begins the underfill.
The underfill employee shall be entitled to receive an increment, in the underfill position
grade on his/her anniversary date pursuant to clause 20.02 of this Article. In such a
circumstance, the promotional adjustment shall be recalculated pursuant to clause 20.05
of this Article.
Once the employee achieves the desired requirements of the higher graded position
within the specified time period, the promotional increase will be calculated pursuant to
clause 20.05 of this Article. The promotional increase shall be based on the employee’s
annual base salary in the lower grade.

ARTICLE 21

TECHNOLOGICAL CHANGE

21.01 Both parties acknowledge the need to discuss and be aware of matters related to change
in technology and introduction of such changes.
Technological change in this context means the introduction of new equipment or
process substantially different in nature or design than previously in effect.
21.02 (a)

The parties agree to establish a standing joint Technological Change Committee
On Training and Information reporting to the Executive Director, Human
Resources. The standing committee shall include up to 3 persons from the
bargaining unit, appointed by the local union, and up to three representatives of
the University, appointed by the University.
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(b)

The Committee shall discuss and make recommendations to the Executive
Director, Human Resources on the following issues related to the introduction of
new technology as defined in Article 21.01 above:
(i)
(ii)
(iii)
(iv)

(c)

operational changes
training needs
health and safety issues
ergonomics

The Executive Director, Human Resources will consider the recommendations
and will inform the Joint Committee of any recommendations which will be
implemented, and provide explanation(s) for those recommendations which are
not approved.

21.03 Where the introduction of new technology does not affect the employment status of
career employee(s) but necessitates training on the new equipment or in the new process,
the University shall provide to the employee(s) necessary training, at the University's
expense to the extent it is reasonably possible, as soon as operational requirements
permit.
The training shall normally take place during working hours.
Employees shall not be expected to perform at minimum level of competence prior to
receiving suitable training related to the new technology or process introduced.
21.04 (a)

Should the introduction of new technology result in an University initiated
transfer(s) of career employee(s), the University shall give the employee(s)
affected and the local union as much notice as possible but no less than three (3)
months.

(b)

The University shall provide the affected employee(s) so transferred with suitable
retraining, at the University's expense to the extent that is reasonably possible and
as soon as possible after the transfer(s) have/has occurred dependent upon
operational requirements of the receiving department.
This training shall normally take place during working hours.
Employees shall not be expected to perform at minimum level of competence
prior to receiving suitable training related to the new technology or process
introduced.
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21.05 (a)

Should the introduction of new technology result in lay-off of career employee(s),
the University shall give the employee(s) affected and the local union as much
notice as possible but no less than three (3) months. Within the 3 month notice
period the University shall meet with the local union to discuss potential measures
to alleviate effects of such action including discussion of developmental
opportunities for possible employment within the University in the future or
assisting in a change of career for employee(s).

(b)

Following the effective date of the technological change, the lay-off of redundant
career employee(s) will be carried out pursuant to Article 17 - Lay-Off and
Recall.

ARTICLE 22

LEAVE OF ABSENCE

22.01 An employee wishing to apply for leave of absence shall submit a written request to
his/her Supervisor, with a copy to the Human Resources Advisor, stating the purpose and
duration of the leave as far in advance as possible of the date he/she wishes to commence
his/her absence from work, except in cases where such notice would not be practicable.
Requests for leave of absence will be seriously considered and will not be unreasonably
withheld. However, the parties agree that departmental operating requirements shall be a
major consideration in granting/denying such leave.
22.02 An employee shall return to his/her position when the employee returns from a leave of
absence, provided the employee returns immediately on expiry of such leave and
provided such position still exists.
22.03 Family Leave
The University recognizes that employees have responsibilities and commitments
involving the family and its well being. In recognition of this fact, in the case of a
personal or family circumstance which prevents an employee from reporting to work,
special family leave with pay of up to three working days duration may be granted at the
discretion of the University. Requests for such leave will not be unreasonably withheld.
22.04 Bereavement Leave
In case of death in the immediate family (spouse, child, parent, brother or sister,
grandparent, and parent , brother , or sister in law), five (5) working days with pay shall
be granted. At the discretion of the University such leave may also be granted on the
occasion of the death of other related persons. Further, at the discretion of the University,
the period of bereavement leave with pay may be extended by up to five (5) additional
working days. Such extension shall not be unreasonably withheld.
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22.05 Jury Duty
Where a member of the bargaining unit is called to jury duty or subpoenaed as a witness
in a case involving the business of the University or public interest special jury or witness
duty leave with pay shall be granted for the duration of such duty, subject to the
obligation of the employee to turn over to the University any compensation received by
him/her as a juror or witness; notwithstanding the above, as regards jury duty, the
University reserves the right to request the court to excuse the bargaining unit member on
grounds of the University's service requirements.
22.06 Paternity Leave
A male employee of the bargaining unit shall be allowed a leave of absence with pay for
up to five (5) working days following the birth of his child.
In the case of a father becoming the primary care giver because of the death or total
disablement of the mother at the time of the birth of his child or children, and on
submission of appropriate medical evidence the father shall be entitled to paternity leave
as outlined in Article 22.07 below.
22.07 Pregnancy Leave and Supplemental Employment Insurance Benefit
(a)

Female members of the bargaining unit shall be entitled to pregnancy leave as
from time to time provided for in the Ontario Employment Standards Act. These
entitlements shall be deemed to be entitlements under this agreement.
Furthermore, during pregnancy leave the University shall pay ninety-three percent
(93%) of the employee's salary minus any payments to which the employee is
entitled under the Employment Insurance Act as outlined below:

(b)

Pregnancy Leave Benefit Level
It is understood that, for the duration of the pregnancy leave which will not
exceed seventeen (17) weeks, the combined weekly level of Employment
Insurance benefit, SUB payments and other earnings will not exceed ninety -three
percent (93%) of the bargaining unit members normal weekly earnings.
For the first 2 weeks of the leave, the employee shall receive ninety-three percent
(93%) of her salary from the University.
For the next fifteen (15) weeks she shall receive payment(s) equal to the
difference between the sum of the weekly Employment Insurance benefits and
any other earnings received by the employee and the ninety-three percent (93%)
of the actual salary which she was receiving on the last day worked prior to the
commencement of the pregnancy leave.
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(c)

Application
The bargaining unit member must apply for and be in receipt of Employment
Insurance benefits before the SUB payments become payable.

(d)

Non-Receipt of Employment Insurance Benefits
A bargaining unit member who is not in receipt of Employment Insurance
benefits will not be eligible for SUB payments.

(e)

Vested Interest
A bargaining unit member does not have a right to SUB payments except for
supplementation of the Employment Insurance benefits during the employment
period, which shall not exceed seventeen (17) weeks.

(f)

Approval of SUB Plan
The implementation of the pregnancy leave provisions as mutually agreed upon
by the parties and reflected in the SUB Plan as outlined above, is subject to
required approval by the applicable federal agencies.

(g)

Payments in respect of guaranteed annual remuneration or in respect of deferred
remuneration or severance pay benefits will not be reduced or increased by
payments received under the plan.

22.08 Parental leave
(a)

On becoming a parent of a new-born or adopted child, the bargaining unit
member shall be granted an unpaid leave of absence in accordance with the
provisions of the Ontario Employment Standards Act. The University will further
provide such employee with up to four (4) weeks paid leave of absence at ninetythree percent (93%) of salary less any EI payments to which the employee is
entitled. Normally, such paid leave will be in respect of the first for four (4)
weeks of absence and is contingent upon the employee applying for EI.

(b)

The above paid and partially paid period of leave shall not increase the total
eligible time away from work which shall be as provided for by the Employment
Standards Act.

(c)

Parent includes an employee with whom a child is placed for adoption and an
employee who is in a relationship of some permanence (in accordance with the
Family Law Act) with a parent of a child and who intends to treat the child as his
or her own.
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(d)

Parental leave must be taken within fifty-two weeks from day the child is born or
comes into the custody, care and control of a parent for the first time.

(e)

Where a pregnancy leave is taken, parental leave must begin immediately when
the pregnancy leave ends, unless the child has not yet come into the custody, care
and control of a parent for the first time.

(f)

The bargaining unit member’s parental leave can last up to thirty-seven (37)
weeks. However, if the bargaining unit member also took a pregnancy leave,
their parental leave cannot exceed thirty-five (35) weeks.

(g)

Parental leave must be taken in a consecutive time period.

22.09 Political Leave
A member of the bargaining unit who is a candidate for elective political office (federal
parliament, provincial legislature, municipal council, commission or board) shall be
granted during the political campaign special political leave without pay for up to one
month if a candidate for parliament or legislature, and for up to five working days if a
candidate for a municipal council, commission, board or the like.
22.10 Special Leave
Special short or long term leave or partial time off may be granted at the discretion of the
University where service requirements permit and the bargaining unit member requests
such leave for important personal or societal reasons.
22.11 (a)

The University agrees that employees who are selected to fill a full time Union
office shall be granted a leave of absence without pay and without loss of
seniority for a period of up to one (1) year.

(b)

The University agrees that an employee elected to be President or first Vice
President of OPSEU shall be granted a leave of absence without pay and without
loss of seniority for the two year term of office.

22.12 The University agrees that where an employee is elected to the OPSEU Executive Board,
he/she shall be granted up to fifty (50) days' leave of absence per year to attend meetings
of the Board, such leave to be without pay but without loss of seniority.

ARTICLE 23

HEALTH AND SAFETY

23.01 The University shall maintain a joint health and safety committee as prescribed by the
Occupational Health and Safety Act.
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23.02 The University and the Union recognize and are committed to a healthy and safe work
environment and the promotion of the health and safety of the employees. More
specifically as outlined in the University's Occupational Health and Safety policy
statement.
23.03 An employee who suffers an injury while at work or who is prevented from continuing
his/her normal work and who is thereby unable to complete his/her regular hours of work
shall be paid his/her straight time rate for the balance of the regular shift on which the
injury occurred.
23.04 Video Display Terminals
The parties agree to the following terms respecting the use of video display terminals
(V.D.T.'s) by employees:
(a)

Pregnancy
An employee who is assigned to operate a V.D.T. as part of her duties, who
believes that she may be pregnant, shall, at her request be assigned duties that do
not include the operation of a V.D.T. until the status of her pregnancy is
confirmed provided the same is done promptly; her rate of pay shall be
maintained for such period;
An employee who is assigned to operate a V.D.T. as part of her duties and who is
pregnant (as certified by a medical practitioner) shall, at her request be assigned
duties that do not include the operation of a V.D.T. for the duration of her
pregnancy, the University may, in such a case, temporarily assign the employee to
another position for the duration of the pregnancy, and the employee shall suffer
no reduction in the rate of pay.

(b)

Eye Examinations
Employees assigned to operate a V.D.T. as part of his/her duties shall, at the
commencement of employment and annually thereafter, be given the opportunity
to take an eye examination by an ophthalmologist or optometrist qualified to give
the following tests:
Unaided Visual Acuity (letter chart test);
Refractive Findings;
Corrected Visual Acuity;
Amplitude Accommodation;
Suppression;
Distance Muscle Balance (Maddox Rod);
One Metre Muscle Balance (Maddox Rod);
Near Muscle Balance (Maddox Wing);
Slit Lamp Biomicroscopy.
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The employee shall sign a form authorizing release of the ophthalmologist's or
optometrist's report to the University, and a copy of the report shall be supplied to
the University and the employee. The cost for these tests incurred above OHIP
rates shall be paid by the University.
(c)

Work Breaks
Employees shall not be required to perform more than one (1) hour's continuous
work at a V.D.T. to the exclusion of other duties at any one time, and the
University shall ensure that a break from the machine (which may include the
performance of other work), of ten (10) minutes' duration, is made available
under such circumstances.

ARTICLE 24

FILES AND RECORDS

24.01 The University agrees that such official personnel files and records that it may maintain
from time to time, relating to bargaining unit members, shall be treated as confidential
and shall be accessible only to personnel and labour relations officials, other persons
involved in personnel and labour relations proceedings including appropriate supervisors
and managers, as well as to Ryerson's auditors.
24.02 An employee may inspect, in the presence of a designated Human Resources Officer,
his/her personnel file during normal working hours upon request made to the Human
Resources Payroll Administrator.
24.03 An employee may authorize in writing any person to inspect his/her personnel file, and if
the person so authorized is a Steward or Officer of the Union he/she shall be given access
to the file as provided in Article 24.02 above.
24.04 Any factually false material, or material of a detracting nature which is irrelevant to the
status of an employee of the University, found on the employee's personnel file shall, at
the employee's request, be forthwith removed therefrom.
24.05 Any letters of counsel are non-disciplinary in nature and may be placed on an employee’s
official personnel file.
Letters of counsel on file shall be reviewed by the Manager as per an agreed upon
schedule and the Manager will document his/her decision regarding the status of the letter
of counsel. Such documentation shall be placed in the employee’s official personnel file.
24.06 Any disciplinary notation shall be removed from an employee's file and shall be
destroyed and not usable as evidence in any proceedings when a period of two (2) years
has elapsed from the date of the notation, except where the disciplinary notice concerns
an offense of a felonious nature.
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24.07 The employee's medical file shall be kept confidential and shall be accessible only to
members of the University's, Health Centre. If the employee wishes to learn about the
findings reflected on his/her medical file the Director, Health Centre shall, at his/her
written request, transmit a summary of his/her findings to a physician designated by the
employee.

ARTICLE 25

BULLETIN BOARDS

25.01 The Employer agrees that the Union shall provide and maintain a central bulletin board in
a location as designated by the University in consultation with the Union. The employer
agrees that Union notices may also be posted on appropriate bulletin boards designated
for use by the Ryerson Community.

ARTICLE 26

26.01 (a)

HOURS OF WORK

Full time work of members of the bargaining unit shall normally involve 36 1/4
hours per week worked in staggered shifts of eight (8) hours per day, five (5) days
a week, including a break of forty-five minutes for lunch (unpaid) and two (2)
short breaks in each shift for refreshments (paid).
Nothing in the above paragraph prevents the University from implementing work
schedules that are less than or more than five working days provided that such
work schedule does not exceed 36.25 hours per week.

(b)

The University shall confirm the employee's work schedule in writing no later
than thirty (30) working days after ratification of the Collective Agreement.

(c)

The parties agree that where employees regularly work on shifts other than those
specified in Article 26.01 (a) above, the University will provide the employee
with two (2) weeks notice of his/her shift schedule of a temporary change in
his/her shift schedule.
The parties agree that where employees regularly work on shifts other than those
specified in Article 26.01 (a) above, the University will provide the employee
with four (4) weeks notice of his/her shift schedule of a change in his/her shift
schedule.
Where the University alters established work patterns which result in changes in
shift schedules, including new work schedule(s) for Saturday and Sunday, it shall
provide to the local union and the employee(s) concerned six (6) weeks notice of
such change(s).
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The change shall be discussed with the local union, the University shall hear and
consider any representation made by the local union provided that it is made
within the notice period.
The University shall endeavour to reach agreement with the local union before
implementing such change(s). Should there be no agreement, the University shall
provide the local union with reasons, in writing, for implementing without
agreement. It is understood that all of the foregoing shall take place within the six
(6) week notice period unless an extension to the notice is mutually agreed to by
the parties.
(d)

Any shifts for which the notice specified in Article 26.01 (c) above, has not been
provided shall be considered to be overtime and the provisions of Article 26.06
below, shall apply.

26.02 (a)

Where an employee so requests, and this is judged by the University to be
compatible with service requirements, the full-time work week may be condensed
into four ten-hour shifts on four (4) days a week, with the same breaks for
luncheon and refreshments. In any week in which a public or designated holiday
occurs, these arrangements shall be modified as required to give the employee
concerned the benefit of the reduction of the total weekly working time resulting
from the incidence of such holiday.

(b)

Where an employee so requests, and this is judged by the University to be
compatible with service requirements, the full-time work week may be condensed
by adding twenty (20) minutes to each working day for nine days in any twoweek pay cycle, and working four (4) and 1/4 hours on the tenth day of the same
pay cycle. In any weeks in which a public or designated holiday occurs, these
arrangements shall be modified as required to give the employee concerned the
benefit of the reduction of the total weekly working time resulting from the
incidence of such a holiday.

(c)

An employee’s request in clause a) or b) immediately above will not be
unreasonably denied.

26.03 Part time work shall involve such percentage of full time work per week and of shifts, as
the University considers adequate for the execution of required tasks, and luncheon and
refreshment breaks shall apply as appropriate.
26.04 The luncheon break shall not be scheduled later than five hours after the beginning of the
shift.
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26.05 (a)

Where the operations of the University so require, bargaining unit members may
be called upon to work overtime. Decisions concerning overtime work
assignments shall be made by the immediate supervisor. In reaching such
decisions, the wishes of the bargaining unit members concerned shall be
considered, and in the case of conflicting requests as between bargaining unit
members, seniority shall be the determining factor.

(b)

The University will advise employees of required overtime work as far in
advance as practicable and will give notice of scheduled overtime required prior
to the conclusion of the preceding work day except in circumstances beyond its
reasonable control.

(c)

The University agrees to attempt to distribute work as equitably as practicable
amongst qualified employees in the work groups in which the overtime work is
required.

(d)

Whether or not advance notice of required overtime has been given the University
shall take into consideration the legitimate requests of employees to be excused
from working overtime.

(e)

Employees who have been excused on this basis shall be deemed to have worked
overtime for the purposes of considering equitable distribution.

26.06 Overtime Definitions
Overtime is defined as all hours approved and assigned in a week in excess of those hours
specified in Article 26.01 above. This shall not include attendance at conferences.
26.07 Overtime Payment
(a)

All approved and assigned hours of overtime worked (as defined) shall be paid at
the rate of one and one-half (1 1/2) times the employee's regular rate of pay.

(b)

Notwithstanding the provisions of Article 26.07 (a) above, alternative overtime
compensation may be negotiated between the parties.

(c)

When either party gives notice to the other party for alternative overtime
compensation, they shall provide the other party with a list of such position(s) and
the rationale for its request to negotiate alternative overtime compensation.
Any alternative to compensating overtime shall be mutually agreed to by the
parties before implementation. It is understood that approval shall not be
unreasonably withheld.
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26.08 Sunday
Where approved and assigned work is performed on a calendar Sunday, it shall be paid,
for all hours worked on Sunday, at the rate of double the employee's regular rate of pay.
26.09 Compensating Time Off
Where the employee and the University mutually agree, lieu time off at the equivalent
rate may be substituted for payment, provided that no more than seventy-two and onehalf (72.5) hours may be accumulated.
26.10 Work Done Outside Normal Working Hours and Outside the Workplace
Where the University approves and assigns overtime work, as defined in Article 26.06
above, and such approved and assigned work is done outside the work place and outside
the employee's normal working hours, all approved and assigned hours of work shall be
paid at the appropriate overtime rate as outlined in Article 26.07 above.
Shift Work
26.11 (a)

The University shall give a break, between shifts, of as many hours as is
reasonably possible.

(b)

the University shall pay a shift premium of 75c per hour for all hours worked
between 4:00 pm and midnight and $1.00 per hour for all hours worked between
midnight and 8:00 am. Where more than fifty (50) per cent of the hours worked
on any regular shift fall between the period of 4:00 pm and midnight or midnight
to 8:00 am, the appropriate shift premium shall be paid for those hours falling
between 4:00 pm to midnight or midnight to 8:00 am.

ARTICLE 27

ON CALL PAY

27.01 On-Call Pay
When an employee is assigned to "on-call" he/she shall be paid an additional one (1) hour
pay at his/her regular rate for each eight (8) hours the employee is assigned to "on-call".
If the employee is called back he/she shall be paid a minimum of three (3) hours pay or
the appropriate overtime rate whichever is the greater.
Notwithstanding the clause immediately above for each occasion the employee is
assigned to "on-call" if the employee is called and is able to attend to the situation
without returning to the workplace, he/she shall be paid a minimum of one (1) hour’s pay
at the appropriate overtime rate.
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For the duration of the University's officially designated Christmas Break period only,
when an employee is assigned to "on-call", he/she shall be paid two (2) additional hours
at his/her regular rate of pay for each eight (8) hours the employee is assigned to "oncall". If the employee is called back he/she shall be paid a minimum of four (4) hours
pay or the appropriate overtime rate whichever is greater.

ARTICLE 28

STAFF DEVELOPMENT

28.01 The University shall endeavour, where possible, to make available to members of the
bargaining unit such opportunities for personal development as it considers it is able to
provide. While this will remain solely within the discretion of the University, the
University nevertheless agrees to take into account the wishes of members of the
bargaining unit and the Union.
Members of the bargaining unit shall strive to maintain their acquired skills and
occupational qualifications and to improve and add to them whenever possible. They are
expected and may be required to attend training, retraining and general development
seminars and courses offered or paid for by the University, and if such attendance
involves absence form their normal place of residence the provision of Article 12.03 shall
apply.
Training identified and required by the University shall normally take place during
working hours and may require a change in the assigned shift in respect of bargaining
unit members attending to accommodate such training. Bargaining unit members shall be
expected to meet the learning objectives of such training.
28.02 Advisory Committee
The University shall establish a joint union/management advisory committee on Staff
Training and Development for employees of the OPSEU Local Union, reporting to the
Executive Director, Human Resources.
The advisory committee shall be comprised of four (4) members in total, two (2)
appointed by the local union, and two (2) members appointed by the University. The
committee shall be mandated to advise the Executive Director, Human Resources in the
areas of needs assessment, development, implementation and evaluation of individual
and/or group programmes for employees of the OPSEU bargaining unit.
Before the Executive Director, Human Resources makes a final decision on the
recommendations received from the advisory committee, he/she shall consult with the
local union president.
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Funding
The University shall allocate to the Human Resources Department, funding allocations as
outlined below, which shall be specifically and solely targeted for training and
development programmes for employees of the OPSEU bargaining unit. The training
programmes developed may be targeted to a job classification(s) or to all bargaining unit
members, or a combination thereof..
•
•
•

For the 2004/2005fiscal year specifically, May 1, 2004 to April 30, 2005 -$15,000.00.
For the 2005/2006 fiscal year specifically, May 1, 2005 to April 30, 2006 -$15,000.00.
For the 2006/2007 fiscal year specifically, May 1, 2006 to April 30, 2007 -$15,000.00.

The funding shall be administered by the Human Resources Department. Any funds
not spent shall be carried over to the next fiscal year.
28.03 Tuition Waiver and Rebate
(a)

General Provisions
The provisions of Article 28.03(a) apply to Article 28.03(b) and 28.03(c).
(i)

The University shall maintain a tuition waiver and rebate system under
which all members shall be entitled to subject to the provisions in Article
28.

(ii)

Employees may enrol in and attend up to two (2) courses per academic
term recognized by the University.

(iii)

Courses in special contract programmes with other educational institutions
and/or special offerings hosted outside of Ontario are not eligible courses.

(iv)

In the event that the member wishes to enrol in and attend more than two
courses per academic term, the employee’s manager must approve such a
request.

(v)

The expression "tuition fee" means only that portion of the total
attendance fees which is designated as such and constitutes charges for
attendance of specific credit or non-credit courses.
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b)

(vi)

The expression "course" means a sequence of periods of class instruction
spaced at regular intervals and extending over at least a substantial part of
an academic term.

(vii)

The expression "immediate family" embraces: the spouse (including same
sex spouse); children, including step children, up to age 25; or children of
any age who are disabled and financially dependent on the bargaining unit
member for main support.

(viii)

Should a member wish to enrol in a credit course at another post
secondary institution and an equivalent course is offered at the University
the member shall enrol and attend the course offered at the University.

(ix)

Bargaining unit members, spouses and dependents are required to adhere
to the academic policies, guidelines, rules and processes as determined by
the University.

(x)

If an employee or his/her spouse does not successfully complete a course
on two successive occasions in which he/she is enrolled, the tuition waiver
and rebate provisions shall be suspended for the next academic term. In
the alternative, the employee may elect to pay the tuition fees for the
subsequent academic term.

(xi)

The employee shall be required to provide proof of successful completion
of any course.

Tuition Waiver
(i)

The University shall maintain a tuition waiver system under which all
members of the bargaining unit, as well as members of their immediate
family, shall be entitled to attend, free of tuition, credit and non-credit
courses offered by the University.

(ii)

Eligible courses include all regular offerings published in the full-time and
continuing education calendar, where the University collects tuition fees.

(iii)

The University shall waive for the member, his/her spouse and/or
dependent, a maximum equivalent dollar value that reflects the current
annual domestic undergraduate tuition fee in non-cost recovery programs,
per year, per eligible employee, as determined by the University.
Employees are responsible for the difference for any course that exceeds
this amount.

59

(iv)

c)

Spouses and dependents shall be eligible to have the tuition fees waived
only for credit and non-credit courses taken at the University once the
employee successfully completes their probationary period as outlined in
Article 11.

Tuition Rebate
(i)

(ii)

Tuition Rebate - Work Related
(1)

The University shall maintain a tuition rebate system under which
all members of the bargaining unit shall be entitled to
reimbursement (rebate) of tuition fees paid by them for courses
that are work related attended by them at another educational
institution approved by the University and subject to the provisions
of Article 28.03(a) above.

(2)

Courses must constitute part of a programme of study leading
towards a certificate, diploma or degree certifying completion of a
programme of post-secondary studies.

(3)

Tuition reimbursement (rebate) shall be subject to obtaining a
passing grade. The member must provide the University with
official documentation that supports a passing grade.

Tuition Rebate - Professional Development
(1)

Should the member wish to enrol in and attend credit courses that
are not directly work related and not a bonafide requirement of the
position, including courses leading to a graduate or post graduate
degree, the employee must obtain prior approval to enrol and
attend such courses from his/her manager and then senior
director/dean.

(2)

If the manager, senior director and/or dean approves such
enrolment, reimbursement (rebate) of tuition fees paid by the
member for such courses shall be shared equally by the
department, the University and the member.

(3)

Spouses and dependents are not eligible for tuition rebate.

28.04 The entitlement set forth in Article 28.03(a) above, is subject to the condition that the
person concerned must meet the University’s normal admission requirements and must
be accepted, in competition with others, under the usual selection system.
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28.05 Upon request and presentation of proof of enrolment and of the amount of tuition fee paid
or to be paid, members of the bargaining unit shall be entitled to receive an interest free
advance upon their salary, the amount of which shall not exceed the amount of the
tuition fees that might be reimbursable. Any such advance shall be repaid by payroll
deduction in four equal monthly installments beginning with the first payroll in the month
following that in which the advance was made.
28.06 The responsibility for staff development and the administration of the various systems
and provisions related to it shall rest with the Executive Director, Human Resources who
shall make his/her decisions in consultation with the immediate supervisor.
Request to participate in the above items may be initiated by either the employee or supervisor
concerned.
ARTICLE 29

PAID HOLIDAYS

29.01 The following public holidays shall be observed in the University:
New Year's Day, Good Friday, Victoria Day, Canada Day, Civic Holiday
Labour Day, Thanksgiving Day, Christmas Day, Boxing Day
NOTE: Remembrance Day
Veterans shall be permitted to attend Remembrance Day observances on request without
loss of regular earnings.
29.02 Where a holiday is observed by the Employer on a day other than its calendar date, the
day on which the Employer observes the holiday shall be deemed to be the holiday for
the purposes of this Agreement.
29.03 If a holiday is observed on an employee's regularly scheduled day off, another day in lieu
with pay as specified in Article 29.01 above, shall be granted at a time acceptable to the
employee and his/her Supervisor. Failing agreement, the day shall be paid.
29.04 An employee who works on a holiday shall be paid one and one half (1 1/2) times his/her
regular rate for such time worked plus the holiday pay.
29.05 In recognition of the special nature of the Christmas holiday break, an employee who is
authorized and assigned to work during the University's officially designated Christmas
Break period shall be paid two (2) times his/her regular rate of pay for such time worked
plus the holiday pay.
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ARTICLE 30

30.01 (a)

VACATIONS

Members of the bargaining unit, serving on probationary or regular appointments,
shall be entitled to vacation leave with pay as follows:
(i)

one and a quarter (1 1/4) working days of leave per month of service up to
the end of the eighth (8) year of service (three (3) weeks per year)

(ii)

one and two thirds (1 2/3) working days of leave per month of service
from the beginning of the ninth (9) year of service (four (4) weeks per
year)

(iii)

2.08 working days of leave per month during the fifteenth (15) year of
service (five (5) weeks per year)

(iv)

2.50 working days of leave per month of service during the twenty-fifth
(25) year of service (six (6) weeks per year)

(b)

notwithstanding the provisions of 30.01 (a) above, vacation leave shall not accrue
during leave without pay from the twenty third working day on; nor during the
period of sick leave and long term disability leave from the beginning of the
seventh month of such leave on;

(c)

maximum accumulation of accrued vacation leave under Article 30.01 (a) above,
shall be twenty four (24) times the applicable monthly accrual rate and once the
maximum is reached no further accrual under Article 30.01 (a) above, shall take
place, unless, in exceptional circumstances of service requirements, which
precluded the taking of vacation by the bargaining unit member concerned, the
maximum is raised by the University;

(d)

all vacation leave arrangements are subject to service requirements and all plans
for taking such leave shall be discussed by the bargaining unit member with
his/her immediate supervisor well in advance; a prior authorization by such
supervisor is required for any vacation; such authorization shall not be
unreasonably withheld.

(e)

partial year employees may use vacation credits in respect of any scheduled nonwork period during the designated work year, ie. reading week, mid winter term
break and so on. However, any outstanding vacation credits not used in this
manner shall, as the PYE employee elects, be applied to the end of the scheduled
work period or shall be paid out in a lump sum form at the end of the scheduled
work period. Where a PYE employee elects to apply vacation credits to the end
of the scheduled work period, the end date of said period will be adjusted
accordingly. Notwithstanding this paragraph, partial year employees may carry
over a maximum of ten (10) vacation credits to the next designated work year.
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Term employees may use vacation credits in respect of any scheduled non-work
period during the designated work year, ie.) Reading week and mid-winter break.
Term employees shall not be permitted to take any vacation or time off in lieu of
credits immediately preceding or immediately following their official separation
date. Any outstanding vacation credits remaining on their account shall be
commuted to cash upon their separation date from the University.
(f)

any credit balance of accrued vacation leave standing on the leave account of a
member of the bargaining unit on the day of separation from employment shall be
commuted to cash at the rate of his/her last salary; otherwise accrued vacation
leave is not commutable to cash.

30.02 Seniority of employees shall be a consideration in resolving conflicts in requests of
employees for vacation schedules.
30.03 When a holiday as defined in Article 29 occurs or is observed by the University while an
employee is on vacation, it shall not be charged against the employee's vacation credits.
30.04 Vacation entitlement for employees working less than twelve (12) months per year will
be prorated accordingly.

ARTICLE 31

SICK LEAVE

31.01 Employees are required to attend work regularly. When unable to attend for reasons of
personal illness, the employee must contact his/her supervisor or in his/her absence the
absence. An employee may be required by the University to substantiate the reasons for
any absence. An employee may be required by the University to substantiate the reasons
for any absence.
31.02 Members of the bargaining unit shall be entitled to sick leave when due to disability they
are unable to attend at work, subject to the following:
(a)

the maximum continuous period of sick leave with full pay for each disability for
those serving on probationary or regular appointments shall be sixty six (66)
working days;
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(b)

proof of inability to attend shall not be required in respect of the first three (3)
working days of any one disability claimed by the bargaining unit member
provided that in a given calendar year not more than a total of seven (7) working
days of sick leave can be claimed in that manner; beyond that a physician's
certificate attesting to the period of such inability may be required; in cases of
absences of over three (3) working days, the University may require that an
employee be examined medically at reasonable intervals. In such circumstances
such medical examinations shall be conducted by a mutually agreed upon
physician. Should there be no agreement within ten (10) working days between
the employee and the University, a physician shall be designated by the
University's Medical Director Designate. In such cases the University agrees to
pay any fees beyond those covered by OHIP and, where the employee is required
to be examined while he/she would otherwise be working during normal working
hours, he/she shall suffer no loss of normal salary.
Notwithstanding the above, an employee may choose instead to be examined by
the University's Medical Director Designate or the University may request the
employee to be examined by the University's Medical Director Designate in
circumstances of illness, injury or accident, in order to determine if the employee
is medically fit to continue and/or report for work.

31.03 Following the period of sick leave with pay accorded pursuant to Article 31.02 above,
members of the bargaining unit serving on probationary or regular appointments who
claim continuing disability preventing them from attending at work, shall be subject to
the same medical certification provisions as set forth in Article 31.02 (b) above, be
placed on the sixty seventh working day of their disability on long term disability leave;
during such leave, they shall not be receiving their salary from the University, but shall,
subject to the provisions of the Long Term Disability Protection Plan, be receiving long
term disability pay.
A member of the bargaining unit who after returning to work from a long term disability
leave suffers a recurrence of the same disability shall be placed back directly on long
term disability leave.
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ARTICLE 32

BENEFITS

32.01 The Employer shall provide for probationary and regular employees a benefits package
as follows (in addition to statutorily required benefits viz: CPP, EIC, Workers' Safety
and Insurance Board):
Semi Private Hospital Accommodation
Supplemental Medical Benefits (including vision care reimbursement of three
hundred and fifty dollars ($350.00) for each - glasses and contact lenses within an
eighteen (18) month period)
Dental Plan
Long Term Disability Income (including the University to pay the full premiums
relative to Long Term Disability Insurance)
Ryerson Retirement Pension Plan (RRPP) as per the Plan document
Group Life Insurance
Official Travel Accident Insurance
Private Accident Insurance
Retiree Benefits
The benefits listed below shall cover probationary and regular employees' spouses
(including same sex spouses):
Semi-private Hospital Accommodation
Supplemental Medical Benefits
Dental Plan
Group Life Insurance
Official Travel Accident Insurance
Private Accident Insurance
Retiree Benefits relative to Life, Health and Dental Insurance coverage only
32.02 The terms and conditions of the above listed benefits shall be as stipulated in the relevant
instruments (insurance policies, Board of Governors' resolutions) copies of which are
available for perusal to the employees and Union officials.
32.03 The Private Accident Insurance and Retiree Benefits shall be financed entirely by the
employees. The two pension plans (CPP and RRPP) shall be financed by equal
contributions of the Employer and the Employees and the Employment Insurance benefit
shall be financed as provided by the relevant regulations.
32.04 The Union recognizes the Employer's right to alter from time to time the specific terms of
these instruments provided, however, that this does not result in any lessening of existing
benefits.
32.05 The University agrees to pay the cost of premiums for partial year career employees for
their scheduled non- work periods subject to Article 32.03 above.
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ARTICLE 33

33.01 (a)

(b)

JOB EVALUATION

Upon implementation of this collective agreement the joint job evaluation plan
described in Appendix H of the collective agreement dated July 1, 1992 to June
30, 1994, shall become a plan which shall no longer be administered jointly with
the Union, but instead shall be completely administered by management. This
management administered system shall be used for the ongoing classification of
positions within the OPSEU bargaining unit.
The parties agree that the University has the sole and exclusive right to:
(i)
(ii)
(iii)

determine the content of positions
revise, amend or change the procedures relative to completion of the
PDQ’s and resulting job descriptions
evaluate, grade and implement the results.

(c)

The parties agree that members of the bargaining unit have the right to grieve the
evaluation (grade) of their position, the P.D.Q. and the resultant job description
pursuant to the Job Evaluation Grievance provisions of Article 7.

(d)

Any revision, amendment or change made by management relative to the
procedures in the completion of PDQ’s and the resulting job descriptions shall be
provided to the local union for their review and input. If the University does not
incorporate the input provided by the local union, the University shall provide
written rationale prior to implementation of the procedures. The local union’s
input shall not be unreasonably rejected.

(e)

The parties agree that it is the University’s Job Evaluation System as described in
clause 33.01 (a) above and shall be used for the purposes of job evaluation and
maintaining Pay Equity in compliance with the Pay Equity Act.

ARTICLE 34

GENERAL

34.01 Meal Allowance
(a)

Any employee who works two and one-half hours or more beyond the end of
his/her normal work day is eligible for a meal allowance of fifteen dollars
($15.00).

(b)

An employee who works four hours or more of approved and scheduled overtime
on a Saturday, Sunday, or designated holiday is eligible for a meal allowance. If
the overtime exceeds nine and three-quarter hours, he/she shall be eligible for two
meal allowances.
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34.02 It is understood and agreed that there shall be no duplication, pyramiding or double
counting of any premium payment whatsoever as provided in this Agreement, nor shall
the same hours worked be utilized more than once to attract more than one rate of pay or
premium payment.
34.03 The Parties agree that, at least twice yearly, meetings under Article 6.03 may be
constituted in order to
discuss the University's use of term and partial-year
appointments. At such a meeting, the University shall explain the rationale for any such
appointment, if requested.
34.04 It shall be the duty of the employee to notify the Human Resources Department promptly
of any change in address, home phone number (if any) or banking changes for those
employees who have pay electronically deposited. The Human Resources Department is
entitled to rely, for all purposes, on the last address of which notified and banking
information provided. It is understood that all information provided under this provision
is for the confidential use of the University.

ARTICLE 35

TERM OF AGREEMENT

35.01 This Agreement shall expire on the 30th day of June 2007 and shall be effective as and
from the date of last ratification by the Union or the Board of Governors. It shall
continue in full force and effect for three (3) years and from year to year thereafter unless
either party gives the other party within ninety (90) days prior to its expiry, written notice
of its desire to amend or terminate this Agreement.
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Dated at TORONTO, this

day of

, 2004

The Board of Governors
of Ryerson University

Ontario Public
Service Employees
Union, Local 596

President

President

Secretary
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APPENDIX A

SALARY SCALES

OPSEU
July 1, 2004 to June 30, 2005
Grade

Minimum

Step 1

Step 2

Step 3

Step 4

Step 5

Step 7

Step 8

1

21,917.46

22,574.99

23,252.24

23,949.80

24,668.30

25,408.35

2

23,629.85

24,338.74

25,068.91

25,820.97

26,595.60

27,393.47

3

25,409.47

26,171.76

26,956.91

27,765.62

28,598.59

29,456.54

4

27,360.04

28,180.84

29,026.26

29,897.05

30,793.96

31,717.78

5

28,346.22

29,196.61

30,072.51

30,974.68

31,903.92

32,861.04

33,846.87

6

30,545.89

31,462.27

32,406.14

33,378.32

34,379.67

35,411.06

36,473.39

7

32,942.43

33,930.71

34,948.63

35,997.09

37,077.00

38,189.31

39,334.99

8

34,822.23

35,866.90

36,942.91

38,051.19

39,192.73

40,368.51

41,579.57

9

37,525.90

38,651.67

39,811.22

41,005.56

42,235.73

43,502.80

44,807.88

10

40,487.00

41,701.61

42,952.66

44,241.24

45,568.47

46,935.53

48,343.59

11

43,319.39

44,618.97

45,957.54

47,336.27

48,756.36

50,219.05

51,725.62

12

44,781.34

46,124.78

47,508.52

48,933.78

50,401.79

51,913.84

53,471.26

55,075.40

56,727.66

13

48,356.53

49,807.22

51,301.44

52,840.48

54,425.70

56,058.47

57,740.22

59,472.43

61,256.60

14

52,363.23

53,934.13

55,552.15

57,218.72

58,935.28

60,703.34

62,524.44

64,400.17

66,332.18

15

56,678.14

58,378.49

60,129.84

61,933.74

63,791.75

65,705.50

67,676.67

69,706.97

71,798.18

16

61,023.92

62,854.64

64,740.27

66,682.48

68,682.96

70,743.45

72,865.75

75,051.72

77,303.27
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Step 6

APPENDIX A

SALARY SCALES
OPSEU
July 1, 2005 to June 30, 2006

Grade

Minimum

Step 1

Step 2

Step 3

Step 4

Step 5

23,089.99

23,782.69

24,496.17

25,231.05

25,987.98

26,767.62

2

24,853.74

25,599.36

26,367.34

27,158.36

27,973.11

28,812.30

3

26,686.76

27,487.36

28,311.98

29,161.34

30,036.18

30,937.27

4

28,695.84

29,556.71

30,443.42

31,356.72

32,297.42

33,266.34

5

29,711.61

30,602.96

31,521.04

32,466.68

33,440.68

34,443.90

35,477.21

6

31,977.27

32,936.59

33,924.68

34,942.42

35,990.70

37,070.42

38,182.53

7

34,445.71

35,479.08

36,543.45

37,639.75

38,768.95

39,932.02

41,129.98

8

36,381.90

37,473.36

38,597.56

39,755.48

40,948.15

42,176.59

43,441.89

9

39,166.67

40,341.67

41,551.92

42,798.48

44,082.44

45,404.91

46,767.06

10

42,216.61

43,483.11

44,787.60

46,131.23

47,515.16

48,940.62

50,408.84

11

45,133.97

46,487.99

47,882.63

49,319.11

50,798.68

52,322.64

53,892.32

12

46,639.78

48,038.97

49,480.14

50,964.54

52,493.48

54,068.29

13

50,322.22

51,831.89

53,386.85

54,988.45

56,638.11

14

54,449.13

56,082.60

57,765.08

59,498.03

15

58,893.49

60,660.29

62,480.10

63,369.64

65,270.72

67,228.85

1

16

Step 7

Step 8

55,690.33

57,361.04

59,081.88

58,337.25

60,087.37

61,889.99

63,746.69

61,282.97

63,121.46

65,015.11

66,965.56

68,974.53

64,354.50

66,285.14

68,273.69

70,321.90

72,431.56

74,604.51

69,245.71

71,323.08

73,462.78

75,666.66

77,936.66

80,274.76
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Step 6

APPENDIX A

SALARY SCALES
OPSEU
July 1, 2006 to June 30, 2007

Grade

Minimum

Step 1

Step 2

Step 3

Step 4

Step 5

Step 7

Step 8

1

24,435.99

25,169.07

25,924.14

26,701.86

27,502.92

28,328.00

2

26,243.84

27,031.15

27,842.09

28,677.35

29,537.67

30,423.80

3

28,122.68

28,966.36

29,835.35

30,730.41

31,652.32

32,601.89

4

30,181.99

31,087.44

32,020.07

32,980.67

33,970.09

34,989.19

5

31,223.15

32,159.84

33,124.64

34,118.38

35,141.93

36,196.19

37,282.07

6

33,545.45

34,551.81

35,588.37

36,656.02

37,755.70

38,888.37

40,055.02

7

36,075.60

37,157.87

38,272.60

39,420.78

40,603.41

41,821.51

43,076.15

8

38,060.20

39,202.00

40,378.06

41,589.41

42,837.09

44,122.20

45,445.87

9

40,914.59

42,142.03

43,406.29

44,708.48

46,049.73

47,431.22

48,854.16

10

44,040.77

45,362.00

46,722.86

48,124.54

49,568.28

51,055.33

52,586.99

11

47,031.07

48,442.00

49,895.26

51,392.12

52,933.89

54,521.90

56,157.56

12

48,574.52

50,031.76

51,532.71

53,078.69

54,671.05

56,311.18

58,000.52

59,740.54

61,532.75

13

52,349.03

53,919.50

55,537.08

57,203.20

58,919.29

60,686.87

62,507.48

64,382.70

66,314.18

14

56,579.11

58,276.48

60,024.77

61,825.52

63,680.28

65,590.69

67,558.41

69,585.17

71,672.72

15

61,134.58

62,968.61

64,857.67

66,803.40

68,807.50

70,871.73

72,997.88

75,187.82

77,443.45

16

65,722.63

67,694.31

69,725.13

71,816.89

73,971.40

76,190.54

78,476.25

80,830.54

83,255.46
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Step 6

APPENDIX B

1.

RETIREMENT

Normal Retirement Age
An employee shall normally retire at the end of the month in which he/she reaches age
65.

2.

Extension Of Employment Beyond Normal Retirement Age
Notwithstanding the provision of paragraph 1 above, an employee who is nearing age 65
may, by mutual agreement with the University, have his/her employment extended
beyond this age for a period or -- by successive extensions -- for periods of time up to the
end of the year in which the employee reaches age 69.
Such an extension or extensions may be on a full workload basis or on a reduced
workload basis with workload and salary reduction and conditions foreseen in sections 9,
10, 11, 12 and 13.

3.

Application
This policy applies to career employees of the University, except those covered by a
collective agreement in which specific retirement provisions have been negotiated
between the University and the union/association.
Definition
In the Policy: “employee” means a career employee, i.e., an employee who is employed
on an indefinite career basis who has satisfactorily completed the probationary period of
his/her service, and includes an employee serving on an extension beyond normal
retirement age.

4.

Criteria For Extension Of Employment Beyond Normal Retirement Age
The following criteria will be used by decision makers to assess a request for extension of
employment beyond normal retirement.
(a)

The University’s Operational Requirements
The University's operational requirements shall be paramount in assessing and
determining whether a request for extension beyond normal retirement age should
be approved.
In addition to the operational requirements of the university, the University shall
consider the following factors:
(i)
(ii)

Unique skills of the employee
Difficulty in recruiting a replacement-- unusual market conditions

72

(iii)

(iv)

(b)

Timing—cycle of the school year, such as registration or other key
operational
events
which
would
negatively
impact
the
department/university
Overlapping--both employees required to ensure smooth transition, unique
training imperatives, etc.

Personal Reasons
From time to time an employee may request an extension of employment beyond
normal retirement age due to personal reasons. Such reasons will be provided to
the decision-makers and shall be satisfactory to the University.

5.

Conditions
When the criteria for the above have been met, the following factors and conditions must
be considered before an extension can be granted:
Impact of Redundancy/Attrition--an extension should not create a lay-off situation or
unnecessarily delay attrition plans.
Impact on Ryerson Career Planning--must not unnecessarily delay the career plans of
other employees.
Acceptable record of performance and conduct--must be performing at an acceptable
level.

6.

Length Of Extension
Extensions for periods from 3-12 months will be considered when the above conditions
have been met.

7.

Benefits
Applicable benefits, excluding Long Term Disability, will be continued on the same basis
as prior to the attainment of age 65.

8.

Procedure
Either the University or the employee concerned may initiate discussions on reduced
workload or extension beyond normal retirement age arrangements.
These discussions should take place well ahead of the intended commencement date of
any such arrangement.
The employee shall be given full opportunity to express his/her wishes in this regard to
explain the underlying reasons for them and to comment upon modalities by which, from
the University’s standpoint, they may best be met.
The final decision rests with the appropriate Vice President and the Executive Director,
Human Resources.
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9.

Reduced Workload
Reduced Workload Arrangement Considerations:
In deciding whether to agree to any of the Reduced Workload arrangements set out in this
policy, the University’s decision shall be governed by its operational requirements.
In order to facilitate the transition of an employee from full load employment to full
retirement, the employee shall be given the full opportunity to express his/her wishes
concerning the timing, pace and nature of his/her proposal of a reduced workload
arrangement. The employee’s proposal shall be considered by the University.
In endeavoring to strike a balance between the interest of the employee and those of the
University the University shall consider the feasibility of arrangements for dispensing
with or for the absorption by others of the workload portion, which would remain if an
employee were placed in reduced workload.
Subject to the above considerations:

10.

11.

(a)

An employee who has reached age 58, may by mutual agreement with the
University, be placed for the remainder of the employee’s service at the
University in reduced workload status by having the employee’s workload and
salary reduced by an agreed percentage.

(b)

If such a reduction is to no less than 75% of a full workload and the employee has
no less than 10 years of service in the University and is within five years of an
entitlement to an unreduced or normal retirement pension, the employee shall
retain all of his/her benefits including paid sick leave, with the exception that
Long Term Disability coverage will not continue beyond age 65.

(c)

Furthermore, subject to the same conditions, if permissible under the terms of the
pension plan and if so requested by the employee, participation in the pension
plan shall be on the basis of a notional pensionable salary which shall be the
equivalent of what the employee’s pensionable salary would have been from time
to time had he/she not had his/her workload and salary reduced.(d) Contributions
to the pension plan by the University and by the employee shall then be calculated
and paid on the basis of his/her notional pensionable salary. The employee’s
eventual pension will also be calculated on the same notional salary basis.

(a)

If an employee has his/her workload and salary reduced but does not meet all the
conditions specified in the paragraphs 9 (a) and (b) above, the employee’s
participation in the University’s benefit plans shall cease except to the extent to
which any particular benefit coverage is required by law or can be arranged at the
employee’s cost.

(b)

In such a case the employee’s entitlement to paid sick leave shall be reduced in
proportion to the reduction in his/her workload and salary.

When an employee’s workload is reduced the rate of accumulation of vacation credits
shall be reduced proportionately.
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12.

Post Retirement Work Arrangements
An employee who is between the ages of 55 and 69 inclusive and retires may be rehired
by the University or may, by mutual agreement with the University be placed in another
form of remunerative association with the University, such as, a long term consultative
arrangement or a contract for completion of a given work or a succession of works.
If the employee is under the age of 65, and is hired into a position, which is normally
eligible for membership in the pension plan, the retirement pension must cease, the
employee will continue to accrue pension credits in his/her new position, and the ultimate
retirement pension will be based on the employee’s total pensionable service.
If the employee is over the age of 65, he/she may decline membership in the pension plan
and may then continue to receive both his/her pension plus remuneration for services
rendered. Alternatively, such employee may elect to enroll in the pension plan, in which
case the treatment accorded to the employee who is under age 65 applies.

14.

Volunteer Roles For Retired Employees
Retired employees may be invited to participate on a volunteer basis in the various
boards, committees, task forces and working groups, existing in the University, as
members and/or advisors.

15.

Retirement Counseling
The University shall endeavor to organize pre-retirement counseling programs to assist
employees who are approaching retirement in preparing for changes in their work and life
on their eventual retirement. Furthermore, the Human Resources Department, the
Financial Services Department, the Counseling Services, the Health Clinic and any other
department or service of the University which may be helpful shall be available for
advice on any individual problem facing an employee in the retirement zone.

16.

Facilities And Participatory Activities For Retired Employees
Retired employees shall have the right to continue making use of the various University
Services such as the Health Clinic, Counseling Services, Library and Food Services on
the same basis on which these services are available to active employees; they are also
encouraged to participate, on the same basis that applies to active employees, in activities
of cultural, artistic, social or other nature taking place within the University. Under the
University’s present general policy, persons aged 60 or more can enroll tuition-free in
any course offered by the University in its day or evening programs, such to applicable
admission conditions.

Jurisdiction
This policy and its procedures falls under the jurisdiction of the Vice President, Administration
and Student Affairs. The interpretation and application of this policy is the responsibility of the
Human Resources Department.
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APPENDIX C

DEMOTIONS AND “RED CIRCLE” POLICY

INTRODUCTION

This policy outlines the principles, rules and guidelines used to determine appropriate salary
treatment for employees who are assigned to a lower graded position as a result of reorganization
of a work unit, department or school, voluntary transfer, or due to an employee’s inability to
meet the requirements of his/her position.
POLICY

1.

It is the policy of the University to ensure that positions are filled with the best qualified
employees. If an employee is unable to fulfill the responsibilities of a position, and
performance has consistently been below that which is required for the position, he or she
may be reassigned to a position at a lower grade.

2.

The University will support employees who request a transfer to a lower graded position,
and will not unreasonably deny such requests.

3.

The University has the right to make changes to its organizational structure in order to
further its mission. A position may be changed as a result of reorganizations, so that it is
evaluated at a lower grade level.

4.

The University has established reasonable provisions to limit the impact on the salary of
employees who are demoted.

5.

Once a position has been revised and revaluated, the position will not be eligible for
review of classification for another twelve months.

OBJECTIVE

The objective of this policy is to establish and communicate fair and equitable provisions
governing salary treatment for employees who are assigned to a lower graded position within the
University, and maintain consistent treatment of employees’ salaries.
DEFINITIONS

Demotion is defined as assignment to a lower graded position, as a result of the employee’s
inability to meet the requirements of his/her position.
Voluntary transfer occurs when an employee applies for or requests reassignment to a lower
graded position and is successful in obtaining the position.
Reclassification to a lower graded position refers to situations where an employee’s position is
re-evaluated at a lower grade level due to organizational changes beyond the employee’s control.

76

PROCEDURES
1.

INABILITY TO MEET THE REQUIREMENTS OF THE JOB AND VOLUNTARY
TRANSFER TO A LOWER GRADED POSITION:

Should an employee be assigned to a lower graded position because of an inability to
perform in his/her position or due to a voluntary transfer, the following salary provisions
will apply.
Salary Treatment
(a)

Where at the time of the grade change the employee’s salary is equal to or higher
than the scale maximum of the lower graded position, his/her salary will:
(i)

be adjusted to the scale maximum of the lower graded position;
and

(ii)

(b)

2.

he/she will be eligible to receive any across-the-board scale adjustment
increases to the lower grade.

Where at the time of the grade change the employee’s salary is less than the
maximum of the lower graded position he will:
(i)

retain his/her existing salary;

(ii)

be eligible to receive any across-the-board or scale adjustment increases to
the lower grade;

(iii)

be eligible to progress through the range in the “normal way” to the scale
maximum of the lower graded position.

ORGANIZATIONAL CHANGES

Should an employee’s position be evaluated at a lower level as a result of organizational
requirements (e.g., reorganization of department/unit, reassignment of duties, reevaluation of position, etc.), the following salary provisions will apply.
Salary Treatment
(a)

Should an employee's position be evaluated at a lower level, on the effective date
of the change of the employee's position grade the employee will retain his/her
existing salary for a period of eighteen (18) months only. Thereafter his/her salary
will be adjusted to the appropriate step on the grid of the lower graded position or
the scale maximum of the lower graded position, save and except those
employee's falling under the provisions of Article 17 - Lay-off and Recall.

(b)

If the employee’s salary is above the maximum of the new salary scale, he/she
will be assigned to the maximum of the new scale, and will be eligible to receive
any across-the-board or scale adjustment increases to the lower grade.
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(c)

If the employee’s salary remains below the scale maximum of the lower graded
position the employee will:
(i)

be eligible to receive any progression through the range of adjustments
which may be forthcoming, to the scale maximum of the lower graded
positions;

(ii)

be eligible to receive any across-the-board or scale adjustment increases to
the lower grade.

RESPONSIBILITY
The Director, Human Resources will take the necessary action to implement the salary change
and will confirm this in writing to the employee and his/her supervisor.
JURISDICTION
This policy and its procedures falls under the jurisdiction of the Vice President, Administration
and Student Affairs. The interpretation and application of this policy is the responsibility of
Human Resources.
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APPENDIX D

RYERSON RETIREE BENEFITS SUMMARY

Benefits are available to retirees at their own cost. Retirees are divided into 2 categories - early
and normal retirees.
An Early Retiree, referred to as "early retiree" is a person who retires between the age of 55 and
64.
A Normal Retiree, referred to as "retiree" is a person who retires at age 65 or more.
Benefits coverage is offered to the retiree but can be extended to cover eligible dependants as per
the definitions for dependant for full time active employees.
Life insurance as a percentage of pre-retirement levels is available to early retirees only. The
percentage amount varies between 40% and 80% dependant on the age of the early retiree.
The medical insurance available for early retirees and retirees is the same as that offered to full
time active employees; except for certain restrictions in the areas of prescription drugs,
paramedical services, vision, hearing and out-of-country care for retirees. In addition claims for
retirees are reimbursed at 80% of eligible, reasonable and customary charges.
Modified dental insurance is available, similar to that offered to full time active employees;
however, reasonable and customary claims are reimbursed at 90% for retirees for the basic or
preventive service. Major or restorative service is reimbursed at 50% for early retirees and
retirees. Orthodontia service is only available for early retirees and is reimbursed at 50%. Total
claims for retirees are limited to $2,000.00 per year.
Costs vary from year to year dependant on claims experience. Premium rates are available in the
Human Resources Department
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APPENDIX E

WORK ARRANGEMENTS FOR COACHES

Athletics and Recreation Department

Pattern of work for the Coaches in the Athletics and Recreation Department normally consists of
36.25 per week in shifts of 8 hours each 5 days a week (Monday to Friday).
However, during the University inter-university preparatory and actual game season which runs
approximately September - March each year the coaches will be required to attend practices or
games which may be scheduled on Saturdays, Sundays and designated holidays (outside the
normal work pattern outlined above).
In order to accommodate this requirement the following shift changes and compensation credits
have been developed.
(1)

PRACTICES AND GAMES SCHEDULED DURING MONDAY TO FRIDAY ONLY

When a coach is required to attend a practice or game during the period Monday to
Friday, his/her start time is adjusted as required to enable him/her to attend the practice or
game, without requiring him/her to work more than the normally scheduled 7.25 hours
per day or 36.25 per week.
(2)

HOMETOWN PRACTICES AND GAMES SCHEDULED ON SATURDAYS, SUNDAYS OR
STATUTORY (designated) HOLIDAYS

When a coach is required to attend a practice or game which is scheduled on a Saturday,
Sunday or designated holiday, he/she is credited with a maximum of 4 hours
compensatory time (accumulated at straight time) for preparation time, game and post
game activities (responsibilities).
3)

OUT OF TOWN GAMES SCHEDULED ON A SATURDAY, SUNDAY OR DESIGNATED
HOLIDAY

When a coach is required to attend an out of town game which is scheduled on a
Saturday, Sunday or designated holiday he/she is credited with actual hours in
compensatory time of up to a maximum of 8 hours per day. This credit includes travel
and preparatory time as well as game and post game responsibilities.
4)

COMPENSATORY TIME OFF AND APPROVALS

All shift changes, compensatory credits and time off must be approved by the Director,
Athletics and Recreation Department or his/her appointee.
Compensatory time off is scheduled as soon as possible after each game the timing which
is established by discussion with the coach and with the Director's approval.
With the approval of the Director a coach may take the compensatory credits which is
earned during the Christmas Break period, at a later time which is established through
discussion with the Coach and approval of the Director or his/her appointee.
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APPENDIX F

ADMISSIONS/LIAISON TRAVEL TIME AGREEMENT

1.

It is acknowledged that travelling and flexible hours of work are an inherent part of the
value of the Admissions/Liaison jobs, therefore, some travel time outside of normal
office hours is to be expected.

2.

Subject to clause (1) above, when an employee travels on approved University business,
after normal office hours, the following travel time credits shall apply: (For purposes of
this appendix only, normal office hours shall be defined as 9:00 am. to 5:00 pm.)

3.

a)

Travel time credits shall only apply to the initial trip from the
University/residence to the initial external destination and to the trip back to the
University/residence from the last external destination.

b)

when travel is within 90 kms radius of the University - zero time credit.

c)

when travel is within 91 kms and 180 kms radius of the University - actual travel
time shall be credited to a maximum of one hour.

d)

when travel is within 181 kms and 270 kms radius of the University - actual travel
time shall be credited to a maximum of two (2) hours.

e)

when travel is within 271 kms and 360 kms radius of the University - actual travel
time shall be credited to a maximum of three (3) hours.

f)

when travel is within a radius of the University of 361 kms and greater of the
University - actual travel time shall be credited to a maximum of four (4) hours

Actual travel time is defined as:
a)

when travel is by automobile, the kilometers involved in travelling from/to
University/residence to/from destination.

b)

when travel is by public transportation the scheduled time required to travel from
public departure point to public arrival point, plus one (1) hour.

4.

When using a private automobile the kilometric rate established by the University shall
apply.

5.

When the employee is required as a condition of his/her employment to drive his/her
private automobile in order to perform his/her duties, the employee upon presentation of
an invoice from his/her insurance company, shall be paid that portion of the premium
which is attributable to the use of the automobile for University business.
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APPENDIX G

SUNDAY PAYMENT FOR ANCILLARY DEPARTMENTS

Article 26.08, Sunday payment, shall not apply to employees who work within the Ancillary
Departments in the University, or employees working in the International Living Learning
Centre (“ILLC”).
Where work is performed on a calendar Sunday by employees who work in Ancillary
Departments, or who work in the ILLC, they shall be paid, for all hours worked on Sunday, at
their regular rate of pay.
Work that is carried out on a calendar Sunday constitutes part of the employee’s normal work
week. This work schedule shall be referred to as a “continental work week.” Employees who
work a continental work week will normally receive two (2) consecutive days off other than
Saturdays or Sundays. If approved and assigned to work on a designated day off, the employee
shall be paid at the rate of one and one-half (1 ½) times the employee’s regular rate of pay.
Ancillary Departments include the following: Athletic Centre, Bookstore, Conference Services
and Facilities, Food Services, Health Centre, Multiprint and Mailroom Services, Parking, Student
Housing Services and the Theatre.
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APPENDIX H

RYERSON PENSION COMMITTEE

PURPOSE
The purpose of this committee is to provide the employees, through their representatives, with a
process by which they can monitor the plan, give advice on administration and communication
and negotiate the benefit and the corresponding financial implications.

COMPOSITION
The RFA and OPSEU shall each have two (2) representatives. This is in recognition of their size
relative to the other employee groups. The MAC and CUPE groups would have one
representative each, for a total of six (6) employee representatives.
Management would be represented by the Executive Director, Human Resources, the Executive
Director, Finance, one Senior Director and a Dean.
Representatives from OMERS and/or our Actuaries will be present, as needed, to provide
expertise to the committee. Other expertise may be permitted, from time to time, as required.
The Pension Analyst from Human Resources will act as the Secretary to the committee.

OPERATING MODES
The committee would deal with two different types of issues - monitoring/information and
recommendations/negotiations.
On monitoring issues, the committee would operate on an advisory basis, with decisions being
forwarded to the Employee Relations and Pensions Committee, for approval by the Board.
On benefit and corresponding financial issues, the committee would divide into a UnionManagement relationship, with agreements being sent to the Board through the Employee
Relations and Pensions Committee. If no agreement is reached, both positions would go to the
Committee for
final resolution.
The Committee will determine the frequency of meetings.

TERMS OF REFERENCE
Advisory
1.
2.

Monitor and report to the respective principals on the administration of the plan
and make recommendations.
Promote awareness and understanding of the pension plan on the part of members
of the plan and persons receiving pension benefits under the pension plan.
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3.
4.
5.

Annual review of the pension fund, financial statements and the trustee's report.
Review and advise the administrator on reciprocal agreements.
Review and recommend changes to the actuarial assumptions and the method of
valuation.

Negotiating
6.
7.

Amendments to the pension document.
Changes to the benefit level and appropriate funding requirements.

Information
All those involved with the functioning of the pension plan are required to provide the necessary
information and must do so as fast as possible, the only exception being that individual wages
and benefit level will not be disclosed in order to keep personal employee data confidential.
Exceptions to this confidential rule will be made only by the Executive Group.
BUDGET
A small operating budget to be assigned to this function for the day-to-day administration and
the necessary training to keep the people involved current.
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APPENDIX I

DRESS CODE AND UNIFORMS

Employees who are required to conform to the University’s dress code, shall be entitled to a
reimbursement of apparel as designed by the University, at one hundred (100%) of the
University’s cost and is to be purchased through the University’s designated vendors.
The employee shall be reimbursed for a purchase of up to a maximum of five (5) items each for
the fall/winter and the spring/summer during the first twelve (12) months of his/her appointment
to a position that requires that he/she conform to the University’s dress code. Thereafter, an
employee shall be reimbursed annually for a purchase of up to a maximum of two (2) items each
for the fall/winter and the spring/summer.
Employees who are normally required to wear a uniform, normally within Food Services, ILLC,
or other food service operations, shall have uniforms provided to them by the University.
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APPENDIX J

MARKET ADJUSTMENTS

The parties agree that the University may, in its discretion, develop and implement market
adjustment programs, as the need arises, for designated classifications or selected job classes
within the bargaining unit.
A market adjustment program shall adhere to the following criteria:
1.

Market adjustments shall be used for a specific purpose (eg. recruitment and/or retention)
and shall be for a specific and limited period of time. As such, market adjustments shall
be treated as non-base salaries.

2.

Market adjustments shall be paid on a quarterly basis on the first pay date after the
completion of the quarter.

3.

An eligible employee shall receive quarterly adjustments (one-time lump sum payments)
provided that he/she continues active employment in the his/her position for each of the
quarters.
An eligible employee who commences employment with the University during a quarter
shall have his/her non-base market adjustments for the quarter pro-rated accordingly (i.e.
relative to the length of time he/she is employed during the quarter).
An eligible employee who resigns from the University within the quarter shall not be
eligible to receive the applicable market adjustment, even on a pro-rated basis.
The market adjustment shall have no impact on the level of the employee’s salary nor on
the employee’s level of benefits.

4.

Market adjustments may be deemed as pensionable earnings at the employee’s option.

5.

Each market adjustment program will document the following:

6.

(a)

the rationale for the market adjustment program; e.g. skills shortage and high
demand for a specific set of competencies, skills or professions

(b)

the designated classifications or specific job classes eligible for consideration by
the market adjustment program

(c)

labour market information related to the program

(d)

the value of the market adjustment

If the University determines that a market adjustment program is necessary for a
designated classification or specific job classes, requests for consideration will be made
at the departmental level but shall require the authorization and approval of the
appropriate senior director or dean before consideration at the university level.
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7.

Once the University develops a program and related criteria, the local union shall be
provided with an opportunity to review and provide feedback related to criteria
application. The University shall seriously consider advice and feedback received from
the local union. The local union shall be provided with a copy of the market adjustment
program, its application, and the attendant procedures.

8.

Once a market adjustment program is implemented, the program shall be reviewed
annually to determine if program should continue, discontinue or if any of its component
parts require adjustment.

9.

In the event that a decision is made by the University to discontinue the program in its
entirety, the University shall provide both the local union and affected employees with
three (3) months notice of discontinuation of the program.

10.

In the event that the value of the annual market adjustment is reduced, the individual
employee affected will be provided with two (2) weeks notice of such reduction.

11.

The parties agree that market adjustment programs and any and all issues surrounding
development, implementation, application, administration and termination of the program
shall not become the subject matter of a grievance (policy or individual) and shall not
become the subject matter to which an Arbitrator or Arbitration Board has jurisdiction.
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APPENDIX K

RYERSON GUIDE TO CIVILITY

RYERSON UNIVERSITY
Policy-Procedure

Approved by Board of Governors, April 2004

A GUIDE TO CIVILITY
I RYERSON UNIVERSITY AS A CIVIL LEARNING COMMUNITY
Introduction
Ryerson University is recognized for the excellence of its teaching, the relevance of its curriculum, the
success of its students in achieving their academic and career objectives, the quality of its scholarship,
research and creative activity, and its commitment to accessibility, lifelong learning, and involvement in
the broader community.
Ryerson University is fundamentally committed to respect for human rights and dignity, academic
freedom, and integrity in its governance and decision-making processes. The University places a high
value on excellence in teaching and learning, and on scholarship, research and creative activities. It
promotes accountability, openness and professional responsibility, and a safe humane work environment.
To this end, the University has adopted and publicized policies, which are supportive of these important
values, and made public its expectations. (See Appendix F).
This document sets out the rights and responsibilities of Ryerson University community members,
provides guidance on civil behaviour and outlines avenues of redress and resolution for legitimate
concerns and conflicts that may arise within the University.

These guidelines are not intended to impinge upon or contravene any legislative act, statute, collective
agreement or University policy. Rather, the guidelines are intended to embrace and support them.
Ryerson University’s Principles and Values
Within its introductory paragraphs, Ryerson’s Academic Plan, Learning Together, offers us the following
perspective on the learning community.
The idea of a learning community is a powerful one that embraces every
dimension of university life. The learning component of the term speaks
to the activities that give us our raison d’etre: SRC activity, academic
programs, teaching and learning, co-ops and clinical placements,
reflective scholarship and so on. We are all engaged in learning; it is
what we are here to do. The community component is about people. It
implies interconnection, and signals that everyone in the university –
faculty, students, staff and administrators – has a role to play in a shared
enterprise. Taken together, learning community speaks to a spirit of
inquiry, intellectual discovery, and a shared search for understanding.
A key objective in creating a learning community is to enrich the flow of ideas and intellectual energy, and
to do so in an atmosphere of academic freedom and mutual respect.
Purpose and Objectives of this Guide
The purpose of this Guide is to promote the creation and maintenance of a civil culture and environment
within the Ryerson community. Its key objectives are to:
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1.

Promote a proactive approach to creating and maintaining a culture where all Ryerson community
members are treated with respect and dignity, consistent with the University’s stated values and
principles;

2.

Clarify individual, organizational and management rights and responsibilities;

3.

Educate members of the Ryerson community about the impact of incivility and the types of
behaviours that constitute incivility; and

4.

Provide information about resources available to members of the Ryerson community.

Goal for the Ryerson Community
The goal of this initiative is to encourage all members of the Ryerson community to be active participants
in and to contribute to the creation and enhancement of a productive learning, teaching, work culture and
environment characterized by the following values:
1.

Respect for academic freedom and encourage free inquiry and debate;

2.

Act as a community of scholars and embrace intellectual discovery;

3.

Lead and inspire societal change and development;

4.

Appreciate, respect, and encourage diversity;

5.

Recognize the dignity of all community members, affording them fair and equitable treatment and
showing concern for their safety and needs;

6.

Value integrity and trustworthiness;

7.

Treat personal and University property with respect; and

8.

Search for a shared understanding of the “common” good.

Relationship of Guide to University Policies and Collective Agreements
Nothing in this Guide shall be construed to change established University policies and/or collective
agreements relative to academic freedom or other rights and obligations in these documents.
Nothing in this Guide shall be construed to change established and approved student assessment and
feedback protocols as required by the curriculum, departmental council policies and practices or
academic council policies.
This Guide should in no way encourage spurious complaints and grievances against members of the
University’s management. Academic and administrative leaders have the right to lead, manage, supervise
and direct the activities of employees and employees have the obligation to accept that supervision and
direction.
Discrimination or Harassment
The University’s policy on Discrimination and Harassment Prevention specifically addresses incidents of
harassment and discrimination related to prohibited grounds under the Ontario Human Rights Code (i.e.
race, ancestry, place of origin, colour, ethnic origin, citizenship, creed, sex, sexual orientation, age, record
of offences, marital status, family status, disability, same-sex partnership status).
Ryerson community members with concerns related to discrimination and harassment are encouraged to
contact Discrimination and Harassment Prevention Services. Copies of the University’s policy may be
obtained either through that office or on the DHPS web site at www.ryerson.ca/equity/dhpspolicy.htm.
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II CIVILITY AT RYERSON
What is Civility?
Civility requires respectful non-violent interaction among individuals and groups.
Civility Stakeholders
In a university environment the impact of incivility, whether directed to students, visitors, faculty or staff,
can affect the quality of teaching and research, the success of students, the reputation of the university,
and the efficiency and effectiveness of operations.
Who is Responsible for Civility?
Creating and maintaining a civil culture and environment is a shared responsibility of all stakeholders in
the Ryerson community. Each individual, irrespective of affiliation, status or membership, has a
responsibility to behave in a manner that sustains and fosters a climate of civility and reinforces the
values and principles articulated in these guidelines.

Leadership
Individuals who hold leadership positions and authority, whether appointed or elected to such positions,
have particular responsibility not only for their own behaviour and actions but also for ensuring, to the
extent of their authority and ability that:
1.

A positive and productive learning, teaching, and work environment and culture is created and
maintained;

2.

Conflicts and concerns are addressed in a positive, timely, reasonable and effective manner; and

3.

Persons within their jurisdiction are informed of their rights and responsibilities with respect to
behaviours and conduct.

Community Members
All community members are individually responsible for maintaining a civil culture and environment.
Faculty and staff shall perform their duties and responsibilities in a professional manner. Faculty, staff and
students must be aware of their rights and responsibilities (see Appendix A and Appendix D) and ensure
that incidents of incivility are addressed as provided for in this guide.

III DEALING WITH INCIVILITY
Civility requires respectful non-violent interaction among individuals and groups. Incivility can be any
unintended or deliberate conduct or comment, directed at another individual, that a reasonable person
knows, or ought to know, is unwelcome or inappropriate. Harassment is a common example of incivility,
however, incivility is not limited to grounds specified in the Ontario Human Rights Code. Incivility can be
subtle or overt. It may be a single event or may involve a continuing series of incidents and may involve
the abuse of authority or position. Inappropriate behaviours can victimize both men and women, and may
be towards, by, or between faculty, students, staff, volunteers, visitors, alumni or any other individuals
that Ryerson community members interact with in the course of their employment or learning.
Incivility deals with a broad range of unacceptable behaviours including but not limited to behaviours such
as: rudeness, shouting, swearing, unprofessional behaviour, intimidation, bullying, threatening comments
or behaviours/actions, unsolicited and unwelcome conduct, comment (oral or written including email
communication), gesture or contact which causes offense or humiliation, or physical or emotional harm to
any individual which creates fear or mistrust, or which compromises and devalues the individual.
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How are Individuals Held Accountable for Incivility?
Faculty, Instructors and Staff: The usual practice of the University is to deal with instances of
inappropriate and unacceptable behaviour consistent with the principles of progressive discipline.
The usual steps of progressive discipline are as follows:
1.

Communication of standards and expectations concerning performance, conduct and/or
behaviour;

2.

Letter of counsel (written documentation of above);

3.

Verbal reprimand, if appropriate;

4.

Written reprimand, if appropriate;

5.

Suspension(s) without pay or other financial sanctions;

6.

Discharge.

In cases of gross misconduct, significant disciplinary steps may be taken without proceeding through the
steps.
It is important to note that the provisions of the respective collective agreements that the University has
with its associations and/or unions, will guide university administrators with respect to the imposition of
discipline and/or sanctions. Nothing in this Guide detracts from the obligations and/or the responses
under any existing policies of the University governing legally appropriate behaviour.
Students: Students found responsible for inappropriate behaviours are discussed in this Guide are dealt
with according to the Student Code of Non-Academic Conduct through the office of the Director, Student
Services. Instances of academic misconduct are dealt with under the Student Code of Academic
Conduct.
How Do We Deal with Incidents of Incivility?
In order to create and maintain a civil culture and environment it is important to identify incidents of
incivility and to deal with the incidents quickly and appropriately. Members of the Ryerson community
must understand what is meant by incivility, feel comfortable with addressing their concerns and be aware
of their rights and responsibilities.
Generally, and where appropriate, members of the community should address incidents directly with the
individual responsible for the behaviour. This allows the opportunity to clear up misunderstandings or to
resolve complaints informally, without having to go through a formal process.
If the informal, direct intervention does not resolve the issues or concerns, then community members are
encouraged to seek advice and assistance from a variety of resources available to them, which are listed
below.
In the event that this second intervention option does not resolve the issues or concerns, the community
member may exercise his/her right to lodge a formal complaint using the existing recourses available to
them through University policies and/or collective agreements.

It is important to note that informal resolutions are not always an option. Where matters are governed by
law or specific policy, requirements may preclude informal resolution. It is important to be aware of rights
and responsibilities under specific laws and policies or to seek advise from the individuals at the
University who are responsible for the application of specific laws and policies.
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Where Can I Go For Help?
Depending upon the nature of the issue at hand, an individual may be advised to address a query,
concern or complaint to a specific office. However, in general, the following offices are recommended to
assist community members with issues involving incivility.
Students are encouraged to seek assistance from the following resources:
1.
2.
3.
4.
5.
6.
7.
8.
9.

Academic Advisors
Student’s program department
Director, Student Services
Ombudsperson
Discrimination and Harassment Prevention Services
Student Services advisors and counsellors
RyeSAC or CESAR
Dean
Vice President, Administration and Student Affairs

Faculty, instructors and staff may obtain assistance from one of the following offices:
1.
2.
3.
4.
5.
6.
7.

Immediate supervisor (chair, director, dean)
Human Resources including Employment Equity
Vice Provost, Faculty Affairs
Provost and Vice President Academic
Vice President, Administration and Student Affairs
Unions and/or associations
Discrimination and Harassment Prevention Services
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APPENDIX A
Legal Framework
Ontario Human Rights Code
The Ontario Human Rights Code provides specific rights and protection to all individuals in the province.
The Ontario Human Rights Code recognizes the inherent dignity and worth of every person. It aims to
create a climate of understanding and mutual respect so that each person is able to contribute fully to the
development and well-being of the community. Incidents of incivility may contravene the Code. For
further details, community members should refer to the University’s Discrimination and Harassment
Prevention policy, or contact Discrimination and Harassment Prevention Services.
Occupational Health and Safety Act
The provisions of the Occupational Health and Safety Act establish an organizational framework for
ensuring the health and safety of all individuals within the workplace. The framework outlines an internal
responsibilities system where the employer, workers and supervisors share joint responsibility for
identifying and solving health and safety issues. Incidents of incivility may contravene the Act. For further
details, community members should refer to the University’s Environmental Health and Safety System
policy, or contact the Centre for Environmental, Health, Safety and Security Management.
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APPENDIX B
University Policies
The University has developed and implemented a series of policies that further enhance the creation of a
civil environment and culture. These include:
1.

Discrimination and Harassment Prevention

2.

Employment Equity

3.

Accommodation of Employees and Applicants with Disabilities

4.

Freedom of Information Guidelines

5.

Environmental Health and Safety System

6.

Student Code of Academic Conduct

7.

Student Code of Non-Academic Conduct

A more comprehensive list of University policies related to rights and responsibilities are listed in
Appendix (F) attached to these guidelines.
Student Code of Conduct
Much of the Student Code of Non-Academic Conduct addresses the type of learning environment to
which students have both a right, and a responsibility to create and maintain. Incivility may be considered
a breach of the Code in specific circumstances. The full Code is provided to all Ryerson students.
Students can also contact Academic Council or Student Services concerning its application. A list of
Student Rights and Responsibilities can be found in the Ryerson Student Guide.
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APPENDIX C
Collective Agreements
In recognition of individual rights and responsibilities the University and its associations and unions have
negotiated language in their collective agreements which outline rights, duties and obligations of faculty,
instructors and staff and which reinforce, facilitate and foster the creation and maintenance of a civil
culture and environment.
1.

Ryerson Faculty Association Collective Agreement

Article 7.3 Obligations of Faculty Members
B. Consistent with Article 11 (Academic Freedom), faculty members shall make every attempt to create
an atmosphere of mutual respect in which students may learn. Faculty members shall make every effort
to stimulate intellectual curiosity and enthusiasm for learning.
C. Faculty members acknowledge a responsibility to the University and to each other, insofar as this is
necessary to serve students.
D. Faculty members will make every effort to respect the dignity and integrity of their colleagues and to
sustain a climate in which members of the Faculty are able to function as responsible academics.
2.

CUPE, Local 3904 – Unit 1 - Part Time & Sessional Instructors

Article 16 Duties and Obligations
14. While Instructors shall have the freedom to participate in general discussions of issues arising within
the University, any criticism expressed in such discussions shall be characterized, as must criticism
voiced anywhere, by a sense of responsibility. Further, Instructors shall not discuss their grievances with
students.
15. Instructors shall refrain from expressing or condoning views or adopting attitudes and behaviours that
might damage or violate the self-respect, dignity and human rights of the students they teach.
16. Instructors shall respect the dignity, integrity and human rights of their teaching and non-teaching
colleagues and shall sustain a climate in which members of instructional staff may function as responsible
academics.
3.

CUPE, Local 3904 Unit 2 - Continuing Education Instructors

Article 12.02 Duties and Obligations
A. While Continuing Education Instructors shall have the freedom to participate in general discussions of
issues arising within the University, any criticism expressed in such discussions shall be characterized, as
must criticism voiced anywhere, by a sense of responsibility. Further, Continuing Education Instructors
shall not discuss their grievances with students.
B. Continuing Education Instructors shall refrain from expressing or condoning views or adopting attitudes
and behaviours, which might damage or violate the self-respect, dignity and human rights of the students
they teach.
C. Continuing Education Instructors shall respect the dignity, integrity and human rights of their teaching
and non-teaching colleagues and shall sustain a climate in which members of instructional staff may
function as responsible academics.
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APPENDIX D
Rights and Responsibilities of all Community Members
Based on the legislative framework, the University’s policies and collective agreements, Ryerson
University will continue to make every effort to ensure that all members of its community can realize the
following expectations.
A.

Rights

Respect for Human Dignity: All persons should expect to be treated with respect and in a civil manner at
all times by members of the University community.
Fair and Impartial Evaluation: All persons can expect to be graded or evaluated in a fair and impartial
manner and to be protected by well-defined procedures against capricious evaluation. Students will be
provided with course outlines at the beginning of their courses, which include the basis upon which they
will be graded. Staff members will be given job descriptions and will be informed of the basis upon which
their performance will be judged.
Access to Policies and Procedures and Interpretation of Policy: All persons will be provided with access
to policies and procedures, which govern their University environment. All persons can expect to be
provided with clarification and the rationale for policies and procedures upon inquiry and can make
representation for change to policies and procedures.
Access to and Protection from Improper Disclosure of Records: All persons will be provided with the
opportunity to examine their personnel files, to challenge the contents of these files, and to add refuting
documentation as dictated by freedom of information and privacy legislation, and as outlined in University
policy. This right does not impede normal access to records by University officials in the conduct of their
duties. All persons may expect the University to comply with privacy laws to protect files from improper
disclosure.
Protection from Reprisal as a Result of Exercising Any Right: All persons should expect to be protected
against any reprisal or threat of reprisal as a result of exercising any legal right or from making any
legitimate complaint or appeal.
Freedom from Abuse of Authority: All persons should expect to be free from abuse as a result of the
improper use of authority. Such abuse could take the form of intimidation, threats, or coercion, etc.
Freedom from Harassment: All persons should expect a campus environment, which is free from
harassment, intimidation, threats, and physical, emotional or psychological abuse.
Freedom from Ridicule and Humiliation: All persons should expect to be free from deliberate ridicule or
other forms of humiliation by those in authority in a classroom, learning, or work environment.
Security of the Person and Personal Property: All persons should expect to have their person and their
personal property respected by other members of the University community, and to be free from
unreasonable search and seizure.
Healthy Physical Environment: All persons should expect to have a healthy physical environment on
campus such as that which is prescribed in the Occupational Health and Safety Act Revised Statutes of
Ontario (1990).
Freedom from Undue Interference or Disruption: All persons should expect to be able to work or study
without undue interference or disruption by others with the expectation that appropriate measures will be
implemented by authorities in order to maintain this right.
Accommodation: All persons with disabilities should expect that accommodation would be made once a
need relating to a disability has been identified consistent with appropriate legislation, such as the Ontario
Human Rights Code and the Workplace Safety Insurance Act, or University policies.
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Lodging of Complaints: All persons may lodge complaints regarding their courses, services, environment,
policies, or any aspect of campus life with University officials. Students also have the opportunity to lodge
complaints with the Ombudsperson and RyeSAC.
Awareness of Services: All persons should expect to be informed, by suitable means, of University
services available to them so that they can choose to take advantage of services provided by the
University and by the Students’ Association or student councils.
Representation of the Individual by a Group: All persons should expect to be able to become members of
a students’ association or councils, a labour union, depending upon their status, and to expect such a
group to consider their needs and views, and to represent their interests according to the charters of the
respective groups.
A Note on Limitations to Rights, Freedoms and Privileges: Legal authorities can impose limitations to
rights, freedom and privileges by University disciplinary sanctions, through changes in status, or by the
overriding rights of others. Anyone having a query about such matters should seek assistance from the
sources listed in the Appendix.
B.

Responsibilities

Responsibility to Honour Appropriate Conduct: All persons have the responsibility to honour the
respective Codes of Conduct, if applicable, or their duties and obligations as set out in various collective
agreements and university policies, in spirit and in deed.
Responsibility to Become Informed: All persons have the responsibility to make reasonable efforts to
apprise themselves of the rules and regulations governing their particular academic or work environment,
and of any service they may use.

Responsibility to Recognize and Respect the Legitimate Exercise of Authority: All persons have the
responsibility to recognize and respect the legitimate exercise of authority whether it is the authority of a
professor in a teaching environment, an officer in an administrative service, or protective security officer
performing security duties.
Responsibility to Lodge Complaints in a Timely Manner According to Established Procedures: All
persons have the responsibility to lodge complaints in a timely manner and according to procedures,
where these have been established or appropriate legislation.
Responsibility to Assist in the Maintenance of Good Order in the Learning Environment: All persons have
the responsibility to assist in all reasonable ways to maintain good order and an environment that is
conducive to the learning process.
Responsibility Towards University Property and Premises: All persons have a responsibility to take good
care of University property, and to leave premises in a clean and proper order after use.
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APPENDIX E
Responsibilities Shared By Students and Professors/Instructors
There has always existed an implicit learning contract between professors and students, which is
designed to facilitate and maximize the opportunity for student success. Some of the basic elements of
this contract are listed below.
Responsibility to Apprise Oneself of Academic Regulations: Students and professors have a
responsibility to acquaint themselves with regulations which are applicable to their academic life, e.g.
policies regarding grading, plagiarism, etc. (Reference should be made to the University calendar, the
student handbook, and school or departmental policies. All academic policies can be found on the
Academic Council website.) Students also have a responsibility to become acquainted with the content of
all received course outlines.
Responsibility to Respect Time Allocations: Students and professors have a mutual responsibility to
respect the time allocations for classes.
Responsibility Regarding Missed Classes: The professor, with the assistance of the academic
department, has a responsibility to provide students with alternative opportunities to compensate for a
class, which must be cancelled. Students have a responsibility to acquire information missed and
complete any assigned work for classes, which they cannot attend.
Responsibility to be Aware of Examination Schedules: Students and professors have the responsibility to
apprise themselves of examination timetables and locations.
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APPENDIX F
Policies Relevant to Faculty, Staff and Students

Policy

Contact

Accommodation of Employees and Applicants
with Disabilities

Human Resources, Employment Equity Unit; ext. 7676; www.ryerson.ca/working/

Conflict of Interest

Human Resources; ext. 5076; www.ryerson.ca/working/
Vice Provost, Faculty Affairs; ext. 5101; www.ryerson.ca/teaching/

Collective Agreements

Human Resources; ext. 5076; www.ryerson.ca/working/
Vice Provost, Faculty Affairs; ext. 5101; www.ryerson.ca/teaching/

Discrimination and Harassment Prevention

Discrimination and Harassment Prevention Services; ext. 5349
dhpoffic@ryerson.ca

Employment Equity

Human Resources; ext. 5076; www.ryerson.ca/working/
Vice Provost, Faculty Affairs; ext. 5101; www.ryerson.ca/teaching/

Environmental Health and Safety System

Centre for Environmental Health, Safety and Security Management; ext. 7096;
www.ryerson.ca/ca/cehsm

Freedom of Information Guidelines

Board Secretariat; ext. 5004

Personal Information Protection Guidelines

Board Secretariat; ext. 5004

Student Code of Non Academic Conduct

Student Services; ext. 6625; www.ryerson.ca/studentservices

Student Code of Academic Conduct

Secretary of Academic Council; ext. 5011; www.ryerson.ca.acadcouncil

Policies Relevant to Students
Policy

Contact

Course Management Policy

Vice Provost, Faculty Affairs; ext. 5101; www.ryerson.ca/teaching/
Secretary of Academic Council, ext. 5011; www.ryerson.ca/acadcouncil

Policy on Grading, Promotion and Academic
Standing

Registrar; ext. 5100; www.ryerson.ca/registrar
Secretary of Academic Council, ext. 5011; www.ryerson.ca/acadcouncil

Program/Departmental Councils

See University Telephone Director for contact information

Religious Observance Policy

Registrar; ext. 5100; www.ryerson.ca/registrar
Secretary of Academic Council, ext. 5011; www.ryerson.ca/acadcouncil

Student Code of Non Academic Conduct

Student Services; ext. 6625; www.ryerson.ca/studentservices

Student Code of Academic Conduct

Secretary of Academic Council; ext. 5011; www.ryerson.ca.acadcouncil

Undergraduate Academic Consideration and
Appeals Policy

Secretary of Academic Council; ext. 5011; www.ryerson.ca.acadcouncil
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Additional Resources

Resource

Contact

RyeSAC

ext. 7508

CESAR

ext. 5193

Ombudsperson

ext. 7450

Ryerson Faculty Association

ext. 5186

OPSEU

ext. 5351

CUPE, Local 3904

ext. 5159

CUPE, Local 233

ext. 7880

Ontarians with Disabilities Report on
Accessibility

www.ryerson.ca/vpasa

Collective Agreements

Human Resources, ext. 5076; www.ryerson.ca/working/
Vice Provost, Faculty Affairs, ext. 5101; www.ryerson.ca/teaching/

Emergency Awareness, Preparedness and
Response Plan

Centre for Environmental Health, Safety and Security Management; ext. 7096;
www.ryerson.ca/cehsm

Performance Management and Appraisal

Human Resources; ext. 5076; www.ryerson.ca/working/
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APPENDIX L

SUMMER OPERATING PERIOD FOR THE FOOD SERVICES
DEPARTMENT

The summer operating period is the last full week of April to Labour Day of each academic year.
1. Rights:
(a) Union does not have jurisdiction nor does it represent any employee that works for not
more than twenty-four (24) hours per week.
(b) The University maintains the absolute right to determine the number, scope, job duties,
hours of work and rates of pay for employees that works for not more than twenty-four
(24) hours.
2. Process:
(a) With respect to the summer operating period, the University will establish and staff,
subject to the notice provisions as set out in clause 4(b) of this appendix, ten (10) term
positions in the Food Services area and three (3) term positions in the ILLC area with
notional hours of 36.25 per week.
(b) It is expected that each summer term position will include a range of duties, such as grill,
production, customer service and cashier. As such, qualified employees accepting such
summer term positions agree and are willing to carry out these range of duties.
(c) Food Services management will confer with each active Food Services employee in April
prior to the summer operating period. The employee will confirm their commitment to
work the entire summer operating period (save and except any approved vacation
entitlement) and their willingness to perform the full range of duties and responsibilities
of the summer operating positions in writing by mid-April. The University will base its
decisions for the scheduling of work during the summer operating period on the written
confirmation of the employee’s commitment to work the entire summer operating period
and his/her willingness to perform the full range of duties and responsibilities of the
summer operating positions, provided to Food Services management. Such
documentation will only be used for the purposes of assigning work to the employees.
(d) Seniority shall be used to assign summer positions provided the employee possesses the
skills and abilities to perform the full range of duties and responsibilities of the summer
term position.

3. Benefits:
(a) A summer term employee with more than 4 months continuous service is entitled to the
benefits package outlined in Article 13.05 of the Collective Agreement.
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(b) A term employee with more than 12 months of continuous service is entitled to the
benefits package as outlined in Article 13.06 of the Collective Agreement, except for
participation in the Ryerson Retirement Pension Plan.
(c) A partial year employee who accepts a term appointment to work during the summer
operating period is entitled to the benefits package as outlined in Article 32 of the
Collective Agreement.
(d) Registered Retirement Savings Plan for Term Employees
The University will make available to food services term employees with 12 months of
continuous service access to the University’s group Registered Retirement Savings Plan. Such
plan will provide that participation in the plan by an employee is voluntary and where an
employee elects to contribute to the plan the University will contribute an equal amount to a
maximum of 4 per cent of the employee’s actual salary.

4. Rates of Pay:
(a) Employees who occupy any of the ten (10) OPSEU term summer operating positions in
the Food Services area or any of the three (3) OPSEU term summer operating positions in
the ILLC area, will receive their normal OPSEU wage rate for any work performed
during the summer operating period.
(b) The notice provisions regarding altering a shift schedule (as outlined in Article 26 of the
Collective Agreement) shall not apply during the summer operating period. Employees
who occupy any of the ten (10) OPSEU term summer operating positions or any of the
three (3) OPSEU term summer operating positions, will be guaranteed a minimum of
three (3) hours of pay at their OPSEU wage rate for each day that they are scheduled to
be and are present at work. The University retains the absolute right to send an employee
home prior to the scheduled end of his or her shift without pay, subject to the
aforementioned three-hour pay minimum. The University further maintains the right to
cancel an employee’s shift without pay provided at least twelve (12) hours advance
notice is given to the employee. Notice can be provided to the employee either in person
or by phoning the contact number that the employee has provided to the University.
(c) Any employee who works approved and assigned hours beyond 36.25 hours per week
will be paid for such hours at the rate of one and one-half times his/her regular OPSEU
rate of pay.
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LETTER #1

RE: VACATION PAY FOR RESEARCH ASSISTANTS

July 1, 2004

To:

Stephanie Blake
President, OPSEU
Local 596

This letter will reflect our discussions at the current round of negotiations. It is understood and
agreed to by the parties that the agreed to increase in vacation pay for the Research Assistants in
Article 14, will not result in any further increase in benefits for Research Assistants. In addition,
this increase in vacation pay will not result in a precedent for vacation pay/leave increases for
any other type of employee within the OPSEU bargaining unit.

Larissa Allen
Executive Director, Human Resources
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LETTER #2

RE: TERM EMPLOYEE USE OF VACATION CREDITS

July 1, 2004

To:

Stephanie Blake
President, OPSEU
Local 596

This letter will confirm our discussions at negotiations.
1)

If a term employee with a scheduled non-work period(s) elects to use his/her vacation
credits against a designated non-work period(s) he/she may do so by informing his/her
immediate supervisor.

2)

The supervisor shall record such vacation credits on the term employee’s attendance
report.

3)

In the event that an employee who elects to use his/her vacation credits against a
designated non-work period(s) but does not have sufficient vacation credits on his/her
vacation account to cover a designated non-work period(s), he/she will be permitted to
have an advance against his/her vacation credits up to a maximum of four (4) days.

4)

Any negative balances in the term employee’s vacation account shall be automatically
deducted from his/her final pay cheque at the conclusion of the term appointment.

Larissa Allen
Executive Director, Human Resources
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LETTER #3

RE: OPSEU JOINT TRUSTEED BENEFIT FUND

July 1, 2004

To:

Stephanie Blake
President, OPSEU
Local 596

This letter will reflect our discussions at the current round of negotiations. It is understood and
agreed to by the parties that the University will undertake a review of the OPSEU Joint Trustee
Benefits Fund for the Broader Public Service, and shall access participation in the program on a
business basis reflecting financial, administrative, service and benefit calculations.
Ryerson shall provide the necessary information (on a confidential basis) to Maritime Life upon
receipt and a legal evaluation by the University’s solicitors of the information the University
requests including a copy of the Underwriting Agreement and the Contract of Insurance.

Larissa Allen
Executive Director, Human Resources
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LETTER #4

RE: “RED CIRCLE” SALARY PROTECTION

July 1, 2004

To:

Stephanie Blake
President, OPSEU
Local 596

This letter will confirm the substance of our discussions at negotiations in which the University
has agreed to protect the salaries of those bargaining unit members who were red-circled as at
June 30th, 2001 at their current salary levels until such time as their current grade scale maximum
exceeds their current salaries.
The List of Employees so affected has been provided to the President, OPSEU Local 596 and the
Chief Negotiator on July 12, 2001.

Larissa Allen
Executive Director, Human Resources
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LETTER #5

REMUNERATION PENDING WSIB DETERMINATION

July 1, 2004

To:

Stephanie Blake
President, OPSEU
Local 596

This letter will reflect our discussions at the current round of negotiations with respect to the
process regarding the remuneration of employees with a potential workplace injury.
The arrangements outlined below shall remain in force for the duration of this collective
agreement only.
Where an employee is not able to continue working or is absent from work because of a potential
workplace injury or incident, the University will continue to pay the employee 85% of his/her
normal salary for a period of twenty-two (22) working days provided the following conditions
are met:
1. The employee must co-operate and complete all required WSIB and/or University
documentation in a timely manner and must provide evidence to the University to that
effect.
2. The employee must fully co-operate with any request for information made by the WSIB.
3. The employee must seek medical attention in a timely fashion following his/her absence
from work and is required to sign a release to allow the University’s medical director
designate to substantiate the absence from work. The University shall provide a copy of
the signed release to the Union.
It is understood by the parties that the information disclosed or any other communication from
the treating Health Professional will not include diagnostic or clinical information, save and
except any such disclosure or communication to the University’s medical director designate.
In the event that the University’s medical director designate cannot substantiate the
absence, the parties agree that the employee’s remuneration shall cease until the employee
returns to work.
If the University’s medical director designate substantiates the absence and the WSIB
subsequently denies the employee’s claim, the parties agree that the employee will be placed on
sick leave, for the applicable time period, retroactive to the start of the absence. Further, the
University shall provide the employee with the remaining 15% of his/her normal salary for the
applicable time period.
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The parties understand and agree that if the employee’s claim is approved, the WSIB shall remit
to the University any monies allocated for the first twenty-two (22) working days of the claim.
The parties further understand and agree that the above arrangements are being entered into
merely as an administrative convenience, and are without prejudice to the University’s position
on WSIB policy or the legitimacy of the employee’s WSIB claim nor in any way fetter or
impede the University’s right to question the legitimacy of an employee’s WSIB claim or the
legitimacy of an employee’s claim for sick leave. Accordingly, an employee’s status during the
initial twenty-two (22) working day period and beyond is either that of WSIB pending, sick leave
or an injured worker on WSIB and not that of an active employee of the University.
A procedure to facilitate the above process as determined by the Human Resources Department
and communicated to the Union shall apply.

Larissa Allen
Executive Director, Human Resources
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LETTER #6

SAFETY EQUIPMENT AND APPAREL

July 1, 2004

To:

Stephanie Blake
President, OPSEU
Local 596

This letter will reflect our discussions at the current round of negotiations with respect to safety
equipment and apparel.
The University will comply with the provisions of the Occupational Health and Safety Act.
In accordance with its obligations pursuant to the Occupational Health and Safety Act, the
University will determine the appropriate standard (i.e. that is quality and cost) for employee
safety equipment and apparel.
In cases where the University determines that common-use safety equipment and/or apparel,
such as lead vests, are required for a number of OPSEU employees to discharge the duties and
obligations of their positions while working in a common area such as a University lab, the
University will purchase and make available to those employees appropriate safety equipment
and/or apparel for common use.
In cases where the University determines that personal-use safety equipment and apparel, such as
safety footwear, eyewear, or hard hats, are required for individual OPSEU employees to
discharge the duties and obligations of their position, the University will communicate the
requirement and standard for safety equipment and/or apparel to the applicable employees.
Upon receiving such communication, the employee shall purchase said safety equipment and/or
apparel and, upon receiving appropriate proof of purchase from the employee, the University
will reimburse the employee on an annual basis up to the following amounts for each type of
equipment or apparel:
Safety Footwear:
Safety Hard Hats:
Safety Eyewear:

$100.00
$35.00
$15.00

In the event that an employee purchases safety equipment and/or apparel that exceed the
specified annual reimbursement amounts set out above, the University shall only reimburse the
employee with an amount equal to those set out above.

Larissa Allen
Executive Director, Human Resources
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LETTER #7

RE: “PROSTATE CANCER TEST”

July 1, 2004

To:

Stephanie Blake
President , OPSEU
Local 596

This letter will confirm our discussions at this current round of bargaining.
The University agrees to pay the cost of prostate cancer tests for all probationary and regular
employees and their spouses and dependants.

Larissa Allen
Executive Director, Human Resources
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LETTER #8

RETIREMENT LEGISLATION

July 1, 2004

To:

Stephanie Blake
President, OPSEU
Local 596

This letter will reflect our discussions at the current round of negotiations with respect to the
retirement of members of the bargaining unit.
In the event that new federal or provincial legislation comes into force that is applicable to the
University and impacts the retirement age for bargaining unit members, the parties agree to meet
to discuss the implications that the legislation may have upon members of the bargaining unit.

Larissa Allen
Executive Director, Human Resources
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LETTER #9

TECHNOLOGICAL CHANGE COMMITTEE

July 1, 2004

To:

Stephanie Blake
President, OPSEU
Local 596

This letter will reflect the substance of our discussions at this round of bargaining concerning the
joint Technological Change Committee on Training and Information discussed in Article 21.02
of the Agreement.
The University and the Union agree that the Committee outlined in Article 21.02 of the
collective agreement shall meet within three months of this Agreement being ratified. At this
initial meeting, the Committee will discuss its mandate as set out in Article 21.02 and shall agree
to a schedule of meetings to take place at least once every three (3) months for the duration of
this collective agreement.

Larissa Allen
Executive Director, Human Resources
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